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A s the world celebrates International 
Women’s Day on March 8th, this is the perfect 
time to reflect on what we need to do to help 
make this world a fairer, more equal place.
Though the world today is more responsive to 
the problems women face, issues like gender 
equality, pay gap, education, access to healthcare 
or safety still prevails. According to a Forbes 
article, “In America, where women are gradu-
ating college at a rate of 2:1 over men, women 
remain underrepresented at every level in the 
corporate pipeline, earn less money than men 
and are still 35% more likely than men to live 
in poverty.” How appalling is that? 

According to UN Women, if women played 
an identical role in labour markets to that of 
men, as much as US$28 trillion, or 26 per 
cent, could be added to the global annual Gross 
Domestic Product by 2025. But, how many 
women leaders do we have? If there are more 
women leaders in an organization, will that bring 
in a lot of positive changes? Worth discussing! 

In this issue, we have a few articles that focus 
on the role of women in workplace. On the 
cover, we have Lisa M. Aldisert’s article Can 
Your Organization Afford Not To Have 
Women Leaders? The article offers tips on at-
tracting and retaining women managers. Myriad 
possibilities exist if companies take the time to 
create and implement a solid strategy to include 
more women leaders. So what exactly does it 
take for a company to be successful in this realm? 
Read her article for some key pointers.

If a roomful of men can draw on their experi-
ences and insights to help a business succeed, 
a roomful of men and women drawing from a 
deeper pool can achieve even more, says Melissa 
Greenwell in her article The Value Of Gender-
Balanced Leadership. 

Why is it important for women to serve on 
a board? How can women find the right fit as 
they mix their passions with their career path? 
Interested in knowing the path to get on a 
board? Read Lisa Skeete Tatum’s article Women 
Networking To Success to know more.

Developing a culture that rewards creativity, 
transparency and balance is a more realistic and 
fruitful way to reach success in the tech sector. 
Bonnie Crater’s article Leave The “Culture of 
Genius” Behind points out the importance of 
a culture of collaboration. According to Bonnie, 
a collaborative culture helps businesses attract 
and retain a more diverse workforce.

Ernie Philip’s article Corporate Leaders 
Should Teach Resilience focuses on why cor-
porate leaders must first help employees build 
mental toughness. 

Apart from these articles, we also have a good 
number of other interesting leadership articles in 
this edition of Leadership Excellence Essentials. 
We hope you enjoy reading all articles.

Wishing more power to women!

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials
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this isn’t a trick question. You know the answer is a resounding 
no. But you may not know the full scope of the “why” behind the 
no. There are the standard arguments that support the organizational 
advancement of women based on demographics and diversity: Women 
comprise 47% of the workforce, so we should increase the proportion 
of women leaders commensurately.

While this is true, a very significant argument is the proven con-
nection between women leaders and the bottom line. It’s notable 
that a variety of research studies have emerged in the last few years 
providing evidence that having women in top leadership roles results 
in stronger financial performance. For example,
•	 A study conducted by DDI and The Conference Board reported 

Can Your Organization Afford 
Not To Have Women Leaders?
How to attract and keep women managers

By Lisa M. Aldisert
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in Forbes, revealed that “in the companies that have the top 20% of 
financial performance, 27% of leaders are women. Among the bottom 
20% of financial performers, only 19% of leaders are women.”
•	 Recent research based on a longitudinal study of Italian manu-

facturing firms revealed that “The performance of a firm led by a 
female CEO increases with the share of female workers.” One of the 
authors’ conclusions was that women executives were better equipped 
at evaluating the productivity of women employees. 
•	 Another often-cited study from 2014 supports the premise that 

organizations that have women in the C-suite tend to have higher 
levels of overall performance. This research was based on a sample 
of 21,980 firms based in 91 countries. Remarkably, just over half of 
these companies had no women in the C-suite.
•	 An investment research firm concluded that “companies that 

had strong female leadership generated a Return on Equity of 10.1% 
per year versus 7.4% for those without.” 

You’d think that companies would jump at the opportunity not 
only to hire but to proactively recruit women leaders based on this data 
alone. Either this is the best-kept secret in business or the strengths 
that women bring to the table are not sufficiently understood as 
mainstream information. 

My experience with hundreds of clients echoes this data. Anecdotally, 
companies that encourage and support women leaders reveal improved 
performance. The ones that have fewer women leaders struggle in 
subtle ways. Whether they just aren’t proactive or fear the change that 
women leaders might bring, it can result in a drag on their results. 
Attracting and Keeping Women Leaders

Myriad possibilities exist if companies take the time to create and 
implement a solid strategy to include more women leaders. So what 
exactly does it take for a company to be successful in this realm? Here 
are some key points to consider.

Commit from the top down. Simply put, this strategy won’t work 
if it’s not endorsed and advocated by the most senior executives in 
the company. This isn’t an HR initiative that is instituted as “nice to 
have;” rather it’s a “must do.” The CEO and executive team needs 
to understand and insist on its importance and follow through. Per-
formance reviews and compensation should also reflect compliance 
with executive management’s expectation.

Embrace the differences. Women and men lead differently—and 
you don’t want them to lead the same way! Improvement comes 
from the differences. Research confirms that women leaders tend 
to understand and mentor women employees more effectively. This 
doesn’t mean that women should lead only women; it means that 
everyone has the potential to improve with diverse leadership. In 
addition, women leaders scored higher in 12 out of the 16 charac-
teristics that define outstanding leadership, during a survey of 7,280 
leaders conducted by Zenger/Folkman. Interestingly, women scored 
the highest in taking initiative and driving results, which are typically 
perceived as male strengths.

Build a culture of respect. This starts from the top as well. Senior 
leaders need to insist on respect, otherwise women leaders won’t stay. 
Frankly, disrespectful behavior is inappropriate in any company, but 
it’s magnified if you’re making a statement about the importance of 
women leaders. There is no tolerance for locker room behavior or 
disparaging comments about women, and women must have a seat at 
the table when important decisions are being made. It will be obvious 

if the respect isn’t there.
Provide an environment for women leaders to succeed. Don’t 

set up women to fail. Sometimes women are brought in as “special 
players” to manage crises or pull a rabbit out of a hat. Their predeces-
sors have failed at a particular job, and women enter these positions 
with a combination of baggage and unrealistic expectations. Bring in 
women leaders with realistic expectations and don’t expect them to 
create miracles; make sure they have the tools and company backing 
to succeed.

don’t bring in a token woman. When you bring in a compe-
tent woman for a traditionally “female” role, it may be perceived as 
perfunctory rather than progressive. Think across the board. Need 
a new Chief Technology Officer? Consider top women candidates. 
What about a new Chief Financial Officer? Plenty of women have 
impeccable track records in financial positions. It’s time to elevate 
them. Women leaders—and your staff—will know if the women 
initiative is not authentic. 

Building a strong senior management team with appropriate rep-
resentation of women takes work, especially if you’re starting with 
an underrepresented team. Develop a strategy and an internal team 
to ensure that the strategy is being executed. You can’t just hire an 
executive recruiter and ask them to find strong senior women. A well-
thought-out strategy will take you farther and yield the results that 
you’re looking for. And an internal team committed to its success 
will more likely yield the desired results.

The good news is that once you create a strong leadership team 
with a meaningful representation of women, it will be easier to attract 
women more organically. Your company will develop a reputation for 
being a place where women leaders want to work. Go for that goal, 
and enjoy the increased bottom line that will inevitably follow. LE

Can Your Organization Afford Not To Have Women Leaders?

Lisa M. Aldisert is a NYC-based business advisor, trend expert, speaker 
and author. She is president of Pharos Alliance Inc., an executive advisory 
firm specializing in strategic planning, organizational and leadership devel-
opment for entrepreneurial organizations. Dr. Aldisert’s most recent book is 
Leadership Reflections.  
Connect Lisa Aldisert
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it’s notable that a variety of research studies have 
emerged in the last few years providing evidence 
that having women in top leadership roles results in 
stronger financial performance”
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one of the reasons why leadership remains a fascinating topic is 
because it has so many dimensions and layers, and encompasses an 
immense range of perceptions. What one considers leadership, another 
may not agree with. What one considers a perfect leadership skill, 
another may disregard as unfitting in the leadership scope. Yet, there 
are some actions and skills that are generally agreed upon as being 
important in leadership. Some of these are vision, communication 
skills, understanding, knowledge, and determination.

An aspect that is as critical to leadership as the ones mentioned above, 
is choice. Leaders make choices all the time, and they understand that 
every choice holds a degree of risk, because there are always factors that 
are not known or cannot be foreseen when making choices. And yet: 
choices are foundational in leading. In order to clarify this, let’s take 
a step back, and consider the way we define leadership here. Some 
people see leadership as an act that involves a leader, followers, and a 
situation. Here, however, leadership starts at an earlier stage: before 
followers or “others” are involved. Facing different situations, we have 
to make decisions, and whenever that happens, we are engaging in 
leadership, with or without others included. Call it self-leadership, 
if you wish to distinguish between the traditional interpretation and 
this one, but it’s leadership nonetheless.

Decision-making entails choices. In order to make a decision, we 
weigh alternatives, and select one option. That’s a choice. Our life is 
filled with choices, and not only simple ones such as what clothes 
we will put on today, or whether we will take the bus, bike, or train 
to work. Who and what we are today is largely based on the choices 
we made in the past. Where we will be in the future is also largely 
dependent upon the choices we make today. Leaders are particularly 
aware of that. Choices are not always easy to make. They require skills 
that we often take for granted, but that can enhance the quality of 
the choices we make. Some of these skills are:
●● Mindfulness: This refers to our ability to be aware of all the 

factors that matter in the choice process. In making choices, especially 
those with high impact, there is no room for neglecting factors that 
could be critical for the outcome. We will therefore have to be atten-
tive to details, but also to the bigger picture. 
●● reflection: Oftentimes, when we are facing choices, we have to 

tap from past experiences, but also use our imagination to envision 
possible outcomes. This reflective process can help us eliminate some 
choices that may seem appealing, but could carry consequences we 
may not want to deal with.
●● Courage: No matter how much information we have at hand; 

there will always be unknown factors. Every choice is therefore a 
courageous act: a leap in the dark that may require smart adjustments 
when complications arise that we had not foreseen. 
●● intelligence: Some choices require intellectual intelligence, such 

as knowledge, design thinking, and strategic insight; while others ask 
for emotional intelligence, including empathy and deep listening. This 
often depends on the nature of the choice and who or what is involved.
●● Consideration: While reflection and intelligence do a decent 

job in getting to the choice to be made, it is consideration that can 
be seen as the final aspect. Consideration is the process of weighing 
all the options, just before making a decision.

In spite of its importance in the leadership process, choice is not 
often listed as a leadership skill. It is one of those qualities we take 
for granted, just like our breath, because we have all made choices 
for the longest time in our lives. But choices can lead to wonderful or 
disastrous outcomes. It is therefore equally important for leaders to 
know, that the choice is highly important, but the action implemented 
after a choice has been made, underscore the ability of a leader to think 
creatively, show perseverance, and remain balanced. LE

Leading Through Choices
Choices are not always easy to make

By Joan Marques 
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Joan Marques  is the author of “Leadership: Finding Balance between 
Ambition and Acceptance” (Routledge, 2016), and Interim Dean of 
Woodbury University’s School of Business in Burbank, California. 
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Much as Silicon Valley has struggled with a “unicorn” approach 
to funding — throwing money at startups in the slim hope that a 
billion-dollar IPO emerges — we also have a “culture of genius” 
problem that may be hampering our ability to achieve diversity in 
our ranks. Like the unicorn fallacy, the “culture of genius” mindset 
is based on unrealistic expectations. 

So, what is the “culture of genius?” A recent TechCrunch article 
defined it as a “mindset [that] manifests as a culture that views brilliance 
as critical to success, and where some people are seen as inherently 
more brilliant than others.” It’s true that singular examples of genius 
can unleash astounding innovation, but requiring job applicants to 
adhere to a preconceived notion of genius can have the opposite effect. 

To innovate and succeed in a highly competitive environment 
serving a worldwide marketplace requires creativity, transparency 
and balance — all attributes that are undermined by the “culture of 
genius” that prevails at many tech companies. Developing a culture 
that rewards creativity, transparency and balance is a more realistic 
and fruitful way to reach success in the tech sector. 

In a “culture of genius” environment, people are expected to know 
everything already, and failure is not an option. That mindset actively 
hampers creativity because people are too afraid of making a mistake 
to take calculated risks. It makes more sense to foster a culture that 
encourages smart risk-taking. Let employees know it’s okay to make 
a mistake — as long as they don’t make the same mistake twice. 

Transparency is another casualty in “culture of genius” workplaces: 
People are reluctant to share what they know or trust each other since 
they feel trapped in a cut-throat, zero-sum environment. But some of 
the most stunning examples of innovation come from collaborative 
efforts, which is why it’s better for companies to encourage employees 
to work together and share knowledge. 

Work-life balance is also a value that “culture of genius” workplaces 
tend to disregard. While the single-minded workaholic stereotype of 
the inventor may prevail in Hollywood, in reality, lack of balance more 
often leads to early burnout and personal and professional unhappiness. 
People who are encouraged to stay connected with friends, families 
and hobbies are typically more dedicated and creative.  

Companies in Silicon Valley and beyond would be better served 
by establishing a “culture of collaboration” that prioritizes creativ-
ity, transparency and balance. Not only does this approach foster 
innovation more effectively than a “culture of genius,” it helps busi-
nesses attract and retain a more diverse workforce, which can deliver 
a “diversity dividend.”

It starts with articulating corporate values and takes hold when the 
executive and management team “walks the talk,” modeling those 
principles so that everyone gets the message. For example, to encourage 
calculated risk-taking, executives can be upfront about the mistakes 
they’ve made, discussing why they chose to take a chance and what 
they learned from any failures along the way. 

Transparency should also be modeled by executives and manag-
ers. Rather than individuals cultivating ideas in a vacuum, colleagues 

should share knowledge and skills, working together to develop new 
concepts. Everyone should be on the same page regarding the com-
pany’s objectives, understanding their role in achieving them and 
receiving encouragement to work as a team. 

And finally, company leaders have an important role to play in 
modeling balance. By recognizing employees as whole human beings 
with family and friends as well as personal interests outside the work-
place, leaders send a signal that they value diversity and inclusion, that 
they see employees as more than interchangeable cogs in a machine. 

The organizations that succeed in the 21st century will be those 
that are flexible and responsive to change. That requires the ability 
to understand the needs of an increasingly diverse client base and 
respond agilely to global market changes. Diversity is a requirement 
in that environment, not an option. So it’s time to leave the “culture 
of genius” behind and embrace a more creative, transparent and bal-
anced approach. LE

Leave The “Culture of Genius” Behind 
Embrace a culture of collaboration

By Bonnie Crater
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By Mostafa Sayyadi Ghasabeh

Has leadership returned to its roots? 

Leadership Forecast

When companies in general confront challenging situations in 
which they need to proactively respond to every environmental 
demand, a comprehensive leadership insight can be a basis for under-
standing and perhaps anticipating these emerging issues. 

In the first step of leadership thought evolution, leaders have been 
regarded as great people with a set of specific personality traits who are 
born, not made. To analyze trait theory, there exist some mismatches 
between today’s leadership conditions and those traits which have 
already been determined for leaders. In fact, this paradox reconfirms 
that traits that were adaptive in ancestral environments might no 
longer produce adaptive behaviours in modern environments, espe-
cially when these environments dramatically differ, as is the case with 
those of modern humans. 

These paradoxes could have been the impetus for a change in the 
evolution of leadership thought. Servant leadership, as another insight, 
highlights Jesus as an ultimate example of a servant leader, and suggests 
applying the leadership insights that Jesus gives us within organisa-
tions. This can be clearly seen as rooted in Christ’s leadership when 
Greenleaf says that the words “service”, “serve” and “servant” occur 
over 1300 times in the revised version of the Bible. 

The evolution of leadership thought at its highest level reaches 
transformational leadership. Burns was the first to consider this lead-
ership insight, and it was subsequently discussed by many scholars 
and practitioners to date. Transformational leadership is superior for 
managers because it focuses on basic needs and meets higher desires 
by inspiring followers. This argument is based on Maslow’s needs hi-
erarchy in which the highest need of human beings (self-actualization) 
can be only satisfied by inspiration. In fact, transformational leaders 
elevate their followers through increasing awareness of what is right, 
good, important, and beautiful. 

Transformational leadership actually focuses on how top managers 
can provide a significant contribution to long-term organizational 
goals through stressing their subordinates’ highest human need. It 
is quite understandable that leadership evolution thought has come 
back to its elementary root, which contains great men with a set of 
specific personality traits who can create fundamental changes at the 
organizational level. 

Global expansion of business is constantly changing as organiza-
tions are increasingly participating in international markets. Future 
globalized nature of competitiveness is placing more pressure on 
organizations to employ effective leaders who are capable to develop 
a global vision for organizations. Leaders need to think globally yet 
act locally because local strategies need to be realigned with the global 
economic integration and for individual countries. 

There is a global need to investigate transformational leadership 
to accomplish sustainable competitiveness in future global markets. 
Commitment, flexibility and innovation are necessary attributes to 
evaluate the success of organizations in global markets. Effective leaders 
in world-class organizations are highly characterized by enablers of 
organizational commitment, flexibility, and problem-solving oriented. 

The global markets represent cross cultural settings and require top 
management executives who can adapt to various environments suc-
cessfully, empower employees, generate a shared vision and create 
fundamental changes at the organizational level. 

Sustained performance in future global markets will be dependent 
on continuous learning. Transformational leaders may be able to 
build a learning climate through identifying intellectual capital and 
empowering them. These leaders improve knowledge sharing and 
learning, and are possibly the most qualified leaders that may be able 
to enhance organization performance in global markets through 
empowering human resources and enabling change. One way that 
transformational leadership may be a valuable leadership style in 
future markets is because transformational leadership sheds light on 
the critical role of employee’s attitudes and values in implementing 
change. This leadership style features effective organizational change 
as a by-product of developing relationships with subordinates. 

Transformational leadership is, therefore, one leadership style that 
should be embraced at the senior level of organizations to enable 
performance in future globalized markets through implementing 
organizational change and developing a shared vision for future 
expansion into global markets. Success in future global business en-
vironment can be more effective when transformational leadership 
is applied to change attitudes and assumptions at the individual level 
and creating collective-interests for cultural adaptation. When leaders 
can generate a shared and inspiring vision for the future expansion 
into global markets, they will secure a foothold in the ever-expansive 
global marketplace. 

Leaders who may not be utilizing the transformational leader-
ship which has been posited as a managerial-based competency for 
organizations operating in future innovative business environment 
can now explore the virtues of using this leadership style to improve 
organizational performance. LE

Mostafa sayyadi Ghasabeh, CAHRI, AFAIM, CPMgr is a senior corpo-
rate trainer at NIGC. In recognition of his work with Australian Institute 
of Management and Australian Human Resources Institute, he has been 
awarded the titles, &Associate Fellow of the Australian Institute of Manage-
ment (AFAIM), Certified Professional Manager (CPMgr) and Certified 
Professional in Human Resources (CAHRI).
Connect Mostafa sayyadi Ghasabeh
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By Melissa Greenwell

For better outcomes in the short and long term

The Value Of Gender-Balanced 
Leadership

Businesses are in constant pursuit of competitive advantage.  
Leaders push to “find the next best thing,” to reduce costs, to get to 
market faster, to maximize performance – whatever will boost profits 
and keep the doors open.  However, in their pursuit of this often 
elusive goal – often devoting significant expense on the expertise of 
consultants – too many leaders overlook a far simpler and more af-
fordable investment that’s been proven to make a difference: getting 
more women onto their leadership teams and governing boards.

The boardroom and executive gender gap has spurred various 
initiatives, along with plenty of research to support what is common 
sense: If a roomful of men can draw on their experiences and insights 
to help a business succeed, a roomful of men and women drawing 
from a deeper pool can achieve even more.

In a 2010 study, a group of professors from Carnegie Mellon Uni-
versity and the MIT Center for Collective Intelligence found that a 
group’s gender mix is among the factors affecting shared aptitude: 
The more women a group has, the better it performs on tasks such as 
brainstorming, decision-making, and problem-solving. By measuring 
the ability of groups to perform a wide range of tasks, they determined 
that it was not the intelligence of group members that affected per-
formance but the correlation to the social sensitivity of the groups, 
which affected turn taking in conversation, and the proportion of 
females in the groups. They refer to the measurement of this type of 
group intelligence as the c factor, or collective intelligence.

Having more women in leadership and on boards affects culture 
and behaviors change in ways that improve their overall effectiveness 
when more women are part of the conversation. Some of these include 
enhanced dialogue, better decision-making, including the value of 

dissent, and more effective risk mitigation and crisis management, with 
better balance between risk-welcoming and risk-aversion behavior. 

Though it’s human nature, not bad intentions, to surround ourselves 
with those most like us, we need to break out of that comfort zone 
to leverage the competitive advantage of gender balance. The cloning 
effect that continues to occur by hiring and promoting people who are 
just like us (whoever we are) is bad for business. It creates dominant 
groups of people who are closed off and get little to no exposure to 
the thought processes of people who are wired differently or have 
different perspectives based on their life experiences and cultures.

Is it easy to move away from what is known and comfortable? No. 
Will it take longer to find people outside of your usual networks? Yes. 
Will bringing people who think differently into the fold make your 
life more difficult because they will challenge and ask questions you 
didn’t already think of? Yes. Will you get to better outcomes both in 
the short and long term? Yes! 

Companies and boards need to take action now to compete in 
the future. In the meantime, they’re leaving money on the table. LE

Melissa Greenwell is the author of MONEY ON THE TABLE:  How to 
Increase Profits Through Gender-Balanced Leadership (Greenleaf Book 
Group, January 2017).  She is Executive Vice President and Chief Operat-
ing Officer of national retailer The Finish Line, Inc. 
Visit www.melissa-greenwell.com 
Connect Melissa Greenwell
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Between Samsung explosions and Volkswagen recalls, FIFA’s 
racketeering and Wells Fargo’s fake accounts, some of the most recent 
corporate scandals have been mainstream events with far-reaching 
impact. They’ve not only clouded public perceptions of business in 
general, but also highlighted the pervasive mistrust underpinning 
interactions among corporate executives themselves. Individual whistle 
blowers won’t bring about sweeping cultural change. We need leaders 

who will help whole organizations become vibrant sources of trust.
 But this type of corporate culture isn’t easy to establish. Sure, 

leaders aspire to create challenging discussions that can move their 
organizations forward. But does the corporate culture allow them to 
challenge their teams without descending into personal attacks? The 
willingness to challenge is often undermined by an already existing 
absence of trust marked by politeness and defensive behavior.

Is Your Team Trusting Or Just Polite?
Four steps to ensure a trusting corporate culture

By Ben Bryant
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So how can senior managers create teams that feel trusting enough 
to enable challenge? There are four steps to developing and maintain-
ing trust:

 First, managers must recognize the symptoms of low levels of 
trust. These are often seen in how communications takes place. When 
meaningful conversations take place mostly on the side, or outside of 
the committee room, there’s a big indication something isn’t right.  
When teams consistently run out of time for discussion and debate 
because presentations are taking too long, perhaps it’s because time 
isn’t being left for them. Are executives simply pretending to listen 
to or build on each other’s points of view, but actually only pausing 
long enough to find another opportunity to speak? Are conversations 
repetitive with executives restating their points of view several times?

A seemingly polite atmosphere created by these behaviours could 
easily be perceived as respectful. But the absence of trust is covertly 
driving the discussion. It is common to find an absence of trust at 
senior levels of an organization because colleagues tend to avoid the 
real issues by defensively shutting down emotionally, not listening to 
others, and by creating a wall that prevents the sharing of information. 
Being able to distinguish politeness from respect is the first step in 
identifying an absence of trust.

The second step is to initiate uncomfortable dialogue. In teams 
where excessive politeness is the norm, this will be difficult. People 
may try to initiate uncomfortable dialogue at the end of a meeting, 
but dialogue is unlikely to get challenging at that time. No one wants 
to leave a meeting on bad terms, when there are low levels of trust. 
Difficult conversations need to be initiated in the middle or even at 
the beginning of a meeting. They also need a defined space and time. 
Sometimes moving to another room, and agreeing on a time limit 
will facilitate and contain a difficult conversation. Different spaces 
can break the scripted and polite conversations that often emerge 
among executives.

The third step is to encourage transparency. Transparency to 
most senior executives means allowing others to see information that 
is otherwise held privately. However, a deeper level of transparency is 
about actively sharing and revealing thoughts, emotions and beliefs 
that flow through our mind. Senior executives are usually very good at 
keeping these things private, and some believe it’s the right thing to do.

But this is not humanly possible. Everyone carries emotions with 
them that influence their perceptions and judgement. By being open 
and transparent about irritations, frustrations, competitiveness or 
anger, executives can understand how they are restraining the dialogue. 
For example, it may be helpful to say “I felt no one was listening to 
me” to shift the conversation. Suppressing emotions is delusional. 
It can trick us into thinking that we or others are not experiencing 
any discomfort.

To be sure, building trust requires an active disclosure of  select-
ed thoughts and feelings. We cannot disclose everything we think or 
feel - nothing would get done, and it would lead to chaos.

Another form of transparency involves giving feedback. For example, 
“I felt irritated with you when you said…” or “I felt angry when you 
were dominating the conversation”. Such feedback is difficult to find 
in executive ranks, especially on polite teams. On the surface, feed-
back can be seen as a personal attack, and as such it is often avoided. 
There can also be a tacit collusion between executives not to criticize 
each other publicly.

The deeper explanation for the lack of feedback is the fear of rejec-
tion. When giving honest and direct feedback both the receiver and the 
giver may feel rejected, even when the feedback is requested. Yet, the 
relationships that are most likely to strengthen and build trust are those 
where disclosure and feedback are reciprocated.

If we actively make our feelings transparent through disclosure and 
feedback, we stay with one another through our feelings of rejection. 
If acceptance follows, we feel greater trust in the relationship – build-
ing belief that it will sustain in the long term. Achieving this state is 
the key to maintaining the balance between the intimacy and tension 
needed for optimal productivity. It needs to be a gradual and recipro-
cal process. Sharing too much can overwhelm. Sharing too little or 
much more than others can breed mistrust.

The fourth and final step is to keep difficult conversations ongoing 
and continuous. Difficult conversations are often replayed in our 
own minds for many hours after they are over. “I should have said…” 
While executives will need to move on and get back to the task, if 
one person or if a relationship is left “bruised” or “raw” it is better to 
acknowledge this and then move on rather than pretend nothing has 
happened. It is also wise to come back to the conversation a day or a 
week later. As time passes, if expressed, most difficult feelings pass. By 
coming back to the issue, you are signaling that you are still ‘with’ the 
person, and not avoiding or dismissing them. You are showing them 
that they can trust you with the difficult issues, not just the polite ones.

With corporate failures often dominating the headlines, one has to 
ask how many could have been avoided if more trust had been achieved 
across management. Because of the responsibility and power embedded 
in senior executive roles, there is much going on below the surface 
that is difficult to discuss. Instead, corporate leaders often fall back 
on being polite or ‘civilized’ with colleagues. How many Wells Fargo 
employees knew they were engaging in wrongful behavior, but didn’t 
have an environment to speak up?  In many cases being polite creates 
the delusion of respect, but an absence of trust. By making themselves 
vulnerable with one another, by exposing some of their thoughts and 
feelings that they do not usually share, managers will be able to build 
trust, and with it, genuine respect and a better corporate world. LE

Is Your Team Trusting Or Just Polite?

Professor Ben Bryant is Director of the CEo Learning Center at IMD 
Business School. He holds the Kristian Gerhard Jebsen Chair for Respon-
sible Leadership. Ben is a highly skilled educator, executive team coach, and 
speaker. He works with a wide range of CEOs and their executive teams 
and presents his research at many leading academic institutions. 
Connect Ben Bryant
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“When meaningful conversations take place mostly on 
the side, or outside of the committee room, there’s a 
big indication something isn’t right”
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By Ritch K. Eich

Seven ground rules for millennials

What Jackie Robinson’s Leadership 
Teaches Us

With Major League Baseball players having reported to spring 
training in Florida and Arizona to prepare for the 2017 season opener 
on April 2, my thoughts turned to former Dodgers great Jackie Rob-
inson, my boyhood hero, and the ideals that his extraordinary life 
offers new members of our workforce. Seven leadership principles 
strike me as particularly noteworthy:

1. EXCEL. Strive to do the very best job you can and remember, 
sometimes we secure positions in organizations that through no fault 
of ours, little or no “welcome mat” is extended. Keep your head down, 
focus on what your job requires and eventually your associates will 
realize your efforts are helping the firm succeed and they will “come 
around.”

2. BE CoUrAGEoUs. When you observe a wrong being com-
mitted in your workplace such as bullying, discrimination, sexual 
harassment or instances of fraud and abuse, you can either remain silent 
or confront it in an appropriate way according to company policy. In 
such instances, turning a blind eye or a deaf ear is detrimental to all.

3. oFFEr A HELPiNG HANd. Get to know your associates and 
learn everything you can about your company. When a co-worker is 
struggling with a work issue, express a genuine willingness to help. 
With success comes the responsibility to advance your colleagues’ and 
your organization’s goals. 

4. NEVEr stoP LEArNiNG. Jackie Robinson acknowledged 
his natural athletic skills but realized he had “to go to school” to learn 
about business once his baseball career had ended. With staunch 
backing from his wife, UCLA alumnus Rachel Isum, his zest for 
learning, his entrepreneurism and his dedication led to many ventures, 
usually “firsts” for African Americans.

5. CHAMPioN CHANGE. Every effective leader I’ve known 
inspired his or her followers to try to improve the lives of others. 
It doesn’t matter who your employer is, you are part of a team that 
produces a product or offers a service. Resist the temptation to com-
plain and instead channel your creative energies to constructive ends.

6. ENGAGE. Have a life outside of your workplace and once you 
feel comfortable doing your job, find a community organization you 
care about and give it some of your time and talent. To be in service 
of a cause larger than yourself is vital.

7. MAKE A diFFErENCE. To paraphrase President Harry 
Truman, history teaches us that our country wasn’t built on fear but 
rather on courage, imagination and an unbeatable determination. A 
former CEO of mine once reminded me if I performed admirably, 
opportunities would present themselves to me. They did and I was 
able to make help other people progress. You can, too.

Real leaders like Jackie Robinson have a lasting impact inside their 
organizations and often on the public stage outside their institutions. 
That is a measure of their success. Those impacts come from the cre-
ation of an ongoing culture of real leaders, as a result of their actions, 
and in changes—large or small—that live well past their tenure with 
an organization.

Jackie Robinson was an American icon who knew no bounds when 
it came to leadership. He was one who led by his feats, not his mouth. 
He did not merely carry the torch against discrimination-- he lit it! 
Throughout his illustrious baseball career and after his playing days 
had ended, he relentlessly insisted on equality in his life-long battle for 
first class citizenship for African Americans. I never had the privilege 
of meeting Jackie Robinson, but I loved him all the same. LE 

ritch K. Eich is the founder of Eich Associated, a management and leader-
ship consulting firm, and author of three leadership books including his 
most recent TRUTH, TRUST + TENACITY. He is the former board chair 
at Los Robles Hospital and Medical Center, Thousand Oaks, CA and is a 
Captain in the U.S. Naval Reserve (ret). He was formerly chief of public 
affairs at Blue Shield of CA.
Connect ritch K. Eich
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Let’s face it, in business dealings, charisma counts. A lot. And 
charisma is as much about body language and impression management 
as it is about issues and substance. I’ve seen many qualified people get 
passed over for promotion (or lose a sale or fail an interview) simply 
because they couldn’t project a sense of professional presence.

Max Weber, the father of sociology, first coined the term “charisma” 
to describe inspirational leaders. Originally from the Greek kharisma, 
meaning favor or divine gift, charisma has also been defined as “part 
confidence, part presence, and part sex appeal.” But however we 
define it, we know it when we see it. We call someone charismatic 
when they somehow compel us to embrace their vision -- whether 
it’s corporate, social, or political.

Nowhere is this more evident than in how people perceive you as 
a leader. So when I coach senior managers, I further define charisma 
as knowing how to present your best authentic self.

Whether you are interviewing for a job, pitching your idea to a 
venture capitalist, addressing an audience of employees, or presenting 
a new business strategy to the board of directors, you are the most 
charismatic when what you are feeling internally is perfectly aligned 
with what you’re verbally expressing. (At which point your body 
language automatically becomes congruent with your words.) That’s 
why leaders who don’t buy into an organizational change should never 
try to promote it, and why leaders who are speaking candidly about 
their deepest values are so amazingly convincing.

People also tend to follow charismatic leaders because they are 
perceived as confident and upbeat. And here you can see the power of 
the body/mind connection in action. You already know that the way 
you feel affects your body language. (If you are depressed, you tend 
to round your shoulders, slump, and look down. If you are upbeat 
you tend to smile and hold yourself erect). But did you know that 
the reverse is also true? The way you hold and carry yourself, your 
gestures, your movements and even your facial expressions affect your 
emotions by sending messages back to your brain.

For example: It has been demonstrated that a smile is not only a 
consequence of feeling happy or content, but also that putting on a 
smile can induce physiological changes in body temperature, heart rate, 
and skin resistance. Smiling can actually make you feel happier. And 
several studies show that standing with good posture and legs planted 
firmly on the floor (about hip distance apart) can make you look and 
feel more confident.

The most charismatic leaders mix these signals of confidence and 
authority with a wide range of warmth and likeability cues. They 
display genuine smiles, maintain positive eye contact, use open-palm 
gestures when speaking, orient their bodies toward those with whom 
they are engaging, touch others during conversations, etc. And anyone 
can be coached to include more of these positive signals (and to reduce 
unproductive or negative signals) in their interactions.

But here’s something else I discovered about charisma. Sometimes 
all you have to do to be truly impressive is to get out of your own way.

I once worked with the head of a research department who was 
preparing for a major business presentation. One-on-one, this man 
was charming, smart, and had a great sense of humor. In informal 
settings, his body language was congruent and expressive. But he was 
also an introvert. Put him on stage in front of an audience and he 
became a communications disaster.

You may be in a similar situation. When talking with friends, you 
speak coherently and convincingly, you use your hands to help de-
scribe an event or object, you smile, frown, shrug your shoulders and 
make broad, smooth gestures that add meaning to your messages. Yet 
during important business presentations, you become anxious or 
self-conscious. And, as a result, your usually eloquent speech and 
body language suffer.

If so, you may not need to work on your technique. Rather, like 
my client, you might be better off learning to relax and to focus more 
on the importance of your message and the impact you want it to 
have on your audience, in order to let your natural enthusiasm and 
convincing body language “speak up.” 

The next time you want to project your most charismatic self, follow 
these simple, but powerful suggestions: Begin by focusing on your 
genuine emotional connection to your message so that your verbal 
and nonverbal messages begin to organically align. Then stand up 
straight, pull your shoulders back and hold your head high. (Just by 
assuming this physical position, you will start to feel surer of yourself.) 
Keep your body language warm and engaging. And, remember, when 
you add a smile you not only engage others, you positively influence 
your own attitude.

Charismatic leaders are rarely born that way. Any leader can be 
perceived as more charismatic if he or she practices and improves 
these few basic skills. But don’t take my word for it. Try it and see 
for yourself. LE

How Leaders Project Charisma
Simple steps to project your most charismatic self

By Carol Kinsey Goman

Carol Kinsey Goman, Ph.D. is an international keynote speaker, leadership 
presence coach and the author of “The Silent Language of Leaders: How Body 
Language Can Help - or Hurt - How You Lead.” 
Visit www.CarolKinseyGoman.com
Follow @CGoman
Connect Carol Kinsey Goman
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By Walt Grassl 

Tips to lead your volunteers

Treat Your Employees Like Volunteers

sarah needs a special project done as soon as possible. She ap-
proaches one of her resourceful employees, Ken, to see if he can do 
the project for her. Instead of directing Ken to get right on it, she 
explains to him that she has a problem. She describes the project and 
then asks if he can help her out. 

Ken is a bit surprised by her approach and says, “Sure. But, you’re 
my boss. It’s not like I can decline.” 

Sarah said, “Actually, if you have something more important to 
do, I want to know about it. Then I can make a decision. Do I make 
a priority call on your time or do I need to find someone else to do 
this project?”

Ken said, “I have a project I am working on for George. I should be 
able to complete your project now and still meet George’s deadline.”

In dire situations, a leader must give orders based on their position— 
with no push back or discussion. In today’s workplace, it is often not 
very effective. People resent being told what to do—especially when 
they receive conflicting direction from multiple leaders. 

There are benefits to a leader treating their employees like volun-
teers. You should treat them like they can say no or walk away at any 
time. It encourages feedback. It improves morale. Often times, the 
feedback provided can prevent wasted time, money and materials.

Here are some ways to lead your “volunteers”:
share the Big Picture: Give your people a sense of purpose. Whether 

they are performing a manufacturing task or a clerical task, it doesn’t 
matter. If they don’t perform their small task well, the product or the 
company will suffer. Put the importance of their seemingly unimport-
ant task in perspective. 

Communicate: Give clear direction. Create alignment. Encour-
age respectful push back. Be accessible. Not only have an open door 
policy, but walk around. If you show up at someone’s work area and 
engage them, they may ask you a question. That question had not 
reached the threshold for them to call or come visit you. Create those 
opportunities.

develop: One way to make people enjoy working for you is to 
encourage them to grow. Remind them of the importance of train-
ing themselves. Give them suggestions on things to learn. You can 
help their development by giving them new “stretch” assignments 
and responsibilities. Then, be patient and nurturing as they ascend 
the learning curve. Coach them through any reluctance they have to 
leave their comfort zone. They will feel better about themselves and 
be more valuable team members.

Play to Their strengths: Know your people. Know what they do 
well. Know what they don’t do well. While you want them to grow, 
it is your responsibility to know their weaknesses that may be too 
hard to develop. You have to realize that people are what they are. 
Honor them by capitalizing on their strengths and not fighting them 
over their weaknesses.

show respect: People want to be respected. Don’t be one of those 
people who doesn’t make eye contact or acknowledge people when 
you walk into a room or when you are walking down the halls. And 
seemingly only when you need a favor, approach them like your long 

lost best friend. Smile and acknowledge the people you pass in the 
hall—whether you know them or not. Develop relationships before 
you need favors.

Acknowledge Experience: There is a saying that everyone is an 
expert within three feet of their workspace. People who have been 
doing a task for years or who have been with the organization for 
years have experience. Realize that and when you approach them 
on an issue, take time to honor that experience and listen to them. 
Nothing irritates a seasoned performer more than when a new leader 
comes in and wants to share their book learning and tell them what 
to do. Listen with the intent to understand first, and then discuss the 
best way to solve the problem. You will come up with better quality 
solutions and have a team that respects you. 

Gratitude: Be grateful for the big things and the little things. Always 
remember to say please when asking someone to do something and 
thank you when someone does something for you. So often, this 
doesn’t happen and the leaders are unaware of the effect. Also, seek 
out opportunities to catch people doing something right. People want 
to be appreciated. Go out of your way to show them.

Ken was able to complete Sarah’s special project on time as well as 
meet George’s deadline. He felt good about how he was approached 
and was allowed to be in a position to succeed on both tasks. 

He also had a new appreciation for what it takes to be a good leader. 
He used to think that he could never be a leader because he didn’t like 
ordering people around. He is re-thinking that position, because he 
knows you can be leader without acting like a dictator. LE

Walt Grassl is a speaker, author, and performer. He hosts the radio show, 
“Stand Up and Speak Up,” on the RockStar Worldwide network. Walt has 
performed standup comedy at the Hollywood Improv and the Flamingo in 
Las Vegas and is studying improv at the Groundlings School in Hollywood. 
Visit www.WaltGrassl.com
Connect Walt Grassl

Would you like to comment?

FEAtURE

“Know your people. Know what they do well. Know what 
they don’t do well. While you want them to grow, it is 
your responsibility to know their weaknesses that may 
be too hard to develop”
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The supreme quality for leadership is unquestionably integrity. Without 
it, no real success is possible, no matter whether it is on a section gang, a 
football field, in an army, or in an office.

      Dwight D. Eisenhower
It is essential for every leader.
It cannot be bought.
It cannot be delegated.
It is recognized across all cultures, races and eras.
It is wholly unassociated with economic status.
It is the ultimate measure of a leader.
Although many people struggle to completely define integrity, most 

everyone can recognize it. You know someone you trust completely. 
You know someone whose word is their bond. You know someone 
who would not compromise. You know someone who would tell the 
truth, would stand by their promises, and would keep their agree-
ments, even when it hurt them. Integrity is doing the right thing. The 
question we all ask ourselves is, “Are we that ‘someone’ other people 
think of when asked to name a person of integrity?” 

The following self-test has five questions to ask yourself. These 
answers are for you alone, and the only way for the test to work is 
for you to answer the questions honestly and transparently. It is not 
about perfection. It is not about comparison. Integrity is personal. If, 
as you read the following questions, you begin to think that your initial 
personal integrity evaluation was perhaps optimistic, do not despair. 
Integrity is built over a lifetime of doing the right thing. Appreciate 
that your attention has been drawn to these areas and let it make your 
future decisions more considered and intentional. 

How would you react in the following scenarios? 
1. You have just heard an extremely compromising—but un-

founded—bit of information about the guy at your office who has 
the position you desire. Should he move on, you have a very strong 
possibility of being promoted to his position. This move would almost 
double your current salary. Furthermore, you have never liked the 
guy. Do you casually share the gossip?

2. You were delayed at the office, then you were stuck in traffic 
for an extra 45 minutes, and you have a dinner engagement that is 
pressing. As you walk in the door, the phone rings and your teen says, 
“It’s for you. It’s that insurance guy that talks forever!” You say, “Just 
tell him I was delayed, and I’m not home yet.” Yes or no?

3. You have a small team of direct reports, and you are responsible 
for their reviews, salary raises and bonus amounts. Last year, you told 
your sales guy that if he doubled his sales, you would double his bonus. 
To your surprise, he showed up at today’s review with a documented 
increase in sales of twice his number from the previous year. Although 
you clearly have not kept up with his monthly sales, you do know 
that the bonus amount you were allocated is not enough to cover his 
increase without decreasing your own. Do you explain that you are 
delighted with his work, promise great things in his future, and give 
him a moderate increase? Or do you keep your word and double his 
bonus, even though you are personally left with a fraction of what 
you had anticipated?

4. On your way back to the office from an early meeting, you 
stop for coffee. The line is long, and by the time you have your latte, 
you sincerely wish you had opted for the drive through. You hand 
the barista a $20, and she gives you change. As you are leaving, you 
realize that instead of giving you a $10 and change, she mistakenly 
gave you a $20 and change. Do you go back to return the extra $10, 
or do you consider it your lucky day? After all, you did have to wait!

5. Your child desperately wants to play in the city soccer league, 
and the teams are based on your geographic location. The team roster 
for your area is full, but the team where your sister lives has one re-
maining opening. Do you put her address on the application so your 
child can play soccer this year?

Integrity. It is a quality of being—not of doing—but the great 
paradox is, it is completely based on what one does. It has been said 
that unless a leader has integrity, they are just a manager. This state-
ment may be viewed through many lenses, but certainly, the true 
determination of a leader is in the loyalty of his followers. To engender 
that willingness to follow, integrity is indeed essential. 

Integrity is doing the right thing, every time. It is being upstand-
ing and honorable. Great leaders have integrity. This means they will 
do exactly what they say they will do. Circumstances may change. 
New situations may arise. The agreement may no longer be benefi-
cial. Nevertheless, the great leader will keep his word. He will not 
compromise his principles for convenience or advantage. Are you a 
leader of integrity? LE

An Integrity Self-Test For Leaders
Make your future decisions well-thought-out and intentional

By Dave Martin 

dave Martin, Your Success Coach, is a world-renowned speaker and the 
international best-selling author of 12 Traits of the Greats and Another Shot. 
For over 25 years, Dave has been a mentor, inspirational speaker, coach, 
and business leader. Using these experiences, Dave shares timeless truths, 
wrapped in humor and delivered with passion, teaching people how to 
pursue and possess a life of success. 
Visit www.davemartin.org
Follow @drdavemartin

Would you like to comment?
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My first job in sales at a small Canadian printing company more 
than 20 years ago was far from easy or glamorous. I sold printers out 
of a van and had to meet a daily quota of at least 30 cold calls. This 
entailed lugging a printer from my van into prospective customers’ 
offices to provide demonstrations and free trials.

 I was tempted to hand back the keys to my van and pack it in many 
times, but I stuck it out for a year — a lifetime in that role. Along the 
way I discovered I had a trait that has served me well throughout my 
career and positioned me to be an effective corporate leader: resilience. 

Persevering in the face of adversity is critical to getting ahead. It 
has the power to take us farther than IQ, education or experience 
alone. It’s applicable across all roles and all lines of business in every 
industry around the world. And yet, we don’t spend nearly enough 
time developing resilience in our workforce.

While some people seem to be born with thicker skins, for most of 
us resilience is a skill that we need to learn and practice.

 American psychologist Dr. Martin Seligman has spent the last 30 
years studying resiliency to understand why some people rebound 
after a setback and why others fall into a state of learned helplessness. 
He and his team at the University of Pennsylvania created the Penn 
Resiliency Program. They train businesses in resiliency and reduce the 
number of those who struggle in adversity and increase the number 
of those who grow.

 Corporate leaders must first help employees build mental tough-
ness. This requires recognizing their emotional response to failure is 
based solely on their own beliefs about what it means to fail. If they 
believe failure means not getting something right on the first try, they’ll 
stop trying. Being mentally tough means you know this moment is 
temporary and you have the emotional sophistication to shake off 
negative thoughts and try again.

 Next, employees need to learn to recognize their unique strengths 
and how they make a positive contribution to the project or the 
organization. This gives employees the confidence to innovate and 
push forward, even after temporary setbacks.

 The last step is about changing the way we communicate and 
respond to our colleagues. Responding in an active and constructive 
way versus a passive or dismissive way will help them become more 
resilient. Think about the manager that merely says, “Good work,” in 
a performance review versus the one that praises specific achievements, 
their value and a worker’s personal growth. Employees of the second 
type of manager will rebound much quicker from a set back because 
they have an active and engaged relationship and can see their value.

 Studies have shown that resilient people are happier and have 
higher life-satisfaction. In the workplace, resilient people experience 
less stress and are able to grow in their careers from what they have 
learned from their challenges or setbacks. They take less time off, are 
more productive and can adapt more quickly to change.

 The rapidly expanding global market is transforming the way we 
work and confronting organizations with an unprecedented pace of 
change.

 Change can be a force of good, pushing individuals to learn and 
develop and driving organizations to evolve and grow. It can also 
become overwhelming for employees and businesses, if they are ill-
prepared.

As leaders we need to focus on equipping our employees with the 
resilience and the mental agility to adapt and thrive in this ever-
changing world.

 We all want to be happy, productive, successful, and deliver incred-
ible value to our customers and the people we work with. Our success 
is not guaranteed and our failures don’t need to define our careers. 
It’s our optimism and resilience that will help us respond positively 
to challenging situations and will give us the opportunity to dream 
big and push forward.

 As leaders, we can help create resilient employees who can steer 
through change, pressure, uncertainty and ambiguity and have the 
coping strategies to manage stress, overcome setbacks and continue 
to innovate. LE

Corporate Leaders Should Teach 
Resilience
Resilient employees can stay motivated under pressure and continue to innovate

By Ernie Philip
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Ernie Philip is Senior Vice President of Document Outsourcing Services 
at Xerox Canada, a leading document management technology company, 
delivering managed print, digitization and transaction processing services 
that help clients achieve greater efficiency and productivity to realize better 
business results.
Connect Ernie Philip
Follow @Xerox_Canada
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By Kay Kendall

The leadership principle they didn’t teach you in business school

Transparency In The Workplace

Across multiple studies on employee engagement, one factor 
emerged. The trust employees have in senior leaders is highly correlated 
with their engagement. It’s also not news that a disengaged workforce 
results in significant costs for organizations. The costs associated 
with high turnover include those for recruiting, interviewing, and 
onboarding along with the lost productivity that comes with getting 

a new employee up to speed. But there are other, no less significant 
costs associated with disengaged employees who stay – absenteeism, 
increased workplace accidents, poor customer service, and again, lost 
productivity.

When I was getting my MBA, I don’t recall a single class where 
this notion of being a trusted senior leader was discussed or how that 
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trust might be achieved.  Now, I see lots of articles and blogs on the 
topic of transparency in the workplace. In conducting research by 
interviewing more than 50 senior leaders of Baldrige or Baldrige-based 
award recipients, we heard them stress the need for transparency – how 
to get it, what they had to give up to get it, and what they gained in 
the process.
How Leaders Get transparency in Their organizations

The first step is deciding that this is the type of culture you want 
your organization to have, where senior leaders communicate the 
“why” and not just the “what” of decisions that are made.  Transpar-
ency also includes being authentic with employees, showing a fallible 
human side, being candid about mistakes made. It requires unwav-
ering adherence to the organization’s stated values and maybe even 
revisiting them if the current ones don’t promote trust throughout 
the organization.  It requires involving employees in decision-making, 
especially in decisions that affect their jobs and their lives.  It means 
communicating the bad news about situations the organization is 
facing as well as celebrating the good times.
What Leaders Have to Give Up to Get transparency in the Workplace

Several of the leaders we interviewed talked about their biggest 
personal obstacle to becoming transparent. They were incredibly reluc-
tant to share any financial data with their employees.  Ken Schnitzer, 
chairman of Park Place Lexus Dealerships (the parent organization of 
Park Place Lexus, the first car dealership to win the Baldrige Award 
in 2005), reflected on what he would do differently in their journey. 
“I’d share more data, and earlier. We’re a privately held company.  It 
was against my nature to share a lot of data, particularly financial, with 
more than a few people.  We learned we had to share data with our 
members (how they refer to their employees) to get them involved in 
making improvements.  They also took pride in seeing what they had 
accomplished.”  When the luxury automotive industry hit a serious 
downturn in the economic recession of 2008-2009, Ken reached out 
to the members with a letter stressing three strengths: a good balance 
sheet, great products, and great people.  He asked for their help in 
reducing expenses. Managers met with their work groups to encour-
age them to come up with ideas.  Ken gave us just one example of a 
simple idea with a big payoff. “One idea was replacing the bottled 
water for customers and members with a water filtering system.  That 
idea alone saved the company hundreds of thousands of dollars and 
also was an environmentally better solution.”

Asking employees to come to work day after day without sharing 
information about how the organization is doing and how their work 
contributes to the bigger objectives is like asking a professional athlete 
to play game after game without knowing the score.  And we all know, 
that wouldn’t happen before the athlete joined another team.
What They Gained

The example of the cost-saving idea above is just one of dozens 
that we heard in our interviews.  Transparency built trust in senior 
leaders, which led to higher workforce engagement, and to higher 
productivity, decreased turnover, improved customer loyalty, and 
better financial results.

But I can still sense some resistance. Some of you are probably afraid 
that sharing financial information with your employees will lead to 
expectations of higher pay and increased benefits.  These expectations 
often arise when employees don’t know how to read a balance sheet or 
interpret the expenses relative to the profits. I worked for an organiza-

tion many years ago where we developed a Finance 101 course that 
could be used with employees with only a high school diploma or 
GED.  It used a household budget model, which they could quickly 
understand, and gave them insight into the company’s performance 
and challenges we were facing.

Some of you may be in highly competitive environments and are 
concerned about this information getting “leaked.”  In that case, 
you don’t have to share the actual numbers, but you can share your 
performance against goals in terms of the percent achieved.

two More requirements
Building trust in senior leaders requires regular opportunities for 

frank, two-way communication.  Sending emails won’t cut it.  Employ-
ees need to see and hear from their senior leaders.  They need access to 
them to share their ideas and concerns, too.  For small organizations, 
this is pretty easy. But for large organizations, it is more difficult, 
and it becomes even more challenging with geographically dispersed 
organizations. Videoconferencing can be a reasonable alternative to 
in-person communication. With younger employees entering the 
workforce, social media offers many two-way communication options. 
Some CEOs even have blogs.

The last requirement should be obvious, but from some senior 
leaders’ behavior I observe, it may not be. Creating transparency in 
the workplace can’t be delegated.  It must start with the senior-most 
leader, extend to the senior leadership team, and then be cascaded 
throughout the organization. Senior leaders also need to check that 
messages are getting relayed correctly and in a timely manner through 
layers of managers and supervisors.

As TINYpulse founder and CEO, David Niu pointed out, “Trans-
parency is one of the quickest fixes any leader or manager can make. 
And it is as free or near-free as you can get.” LE

Transparency In The Workplace

Kay Kendall is the CEO and principal of BaldrigeCoach, and co-author 
with Glenn Bodinson, FACHE of LEADING THE MALCOLM BAL-
DRIGE WAY: How World Class Leaders Align Their Organizations To 
Deliver Exceptional Results. From 2002 through 2005, Kay served on the 
Panel of Judges for the Malcom Baldrige National Quality Program after 
serving as an Examiner and Senior Examiner for the program for six years. 
She continues to serve as an Alumni for the program. Kay has facilitated 
examiner training for the Baldrige program since 1998, as well as for other 
Baldrige-based programs.
Visit www.baldrigecoach.com
Connect Kay Kendall
Follow @kayakendall
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or manager can make. and it is as free or near-free as 
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in a relationship that is ending, one of the partners proclaims, 
“It’s not you, it’s me.”  Although, seemingly introspective and ac-
knowledging of one’s interpersonal shortfalls, this is stated in sarcasm.  
It is an excuse to end a relationship without hurting the feelings of 
the other partner.

Similarly, many leaders take the sarcastic approach when dealing 

with employees. Thinking that they are placating the employee while 
not dealing with the truth of the situation or ruffling any feathers.

This too can end a relationship that can take a long time and a lot 
of work to recover.  This could be the beginning of the end of an 
organizational culture that is desirable to all involved.

As a way of avoiding the situation at hand or choosing battles, 

It’s Not You, It’s Me
Simple steps leaders can take to improve their contributions to organizational culture

By La June Davis-Wiley
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leaders unknowingly add another scratch to the organizational culture.
If the only real important thing that leaders do is to create and 

manage culture, many leaders are falling short and the culture is 
managing the leaders.  Rather than settling for simple sarcasm, con-
sider the option that it could really be you and not them. It’s time to 
get introspective if you intend to become a great leader with a great 
organizational culture.

Taking the avoidance position gives the impression that everything is 
fine. An employee could be led to believe that inappropriate behavior 
is acceptable because the leader led them to believe it was not an issue. 

Avoiding issues causes more issues to develop.  How many times 
have you heard it said, when dealing with children always address 
the issue in the moment?  Don’t delay the outcome. This is also true 
when dealing with employees. 

A couple things can happen when the outcome is delayed.
•	 The “offender” loses the severity of the incident.
•	 The poor behavior can/will be repeated.
•	 Missed opportunity for coaching/training.
This behavior encourages a culture that lacks authenticity, integrity 

and the opportunity for growth. What role do you play in managing 
culture?

Leaders create and manage culture…positive or negative.  There 
are simple steps that leaders can take to improve their contributions 
to organizational culture.

Ask yourself the following:
Do I exercise behaviors that I think prove that I am the boss?
When you are in charge, people know it by your actions,
not by your words.  Demonstrate “boss” behavior.
Am I a leader or a boss?
Leaders lead.  It’s that simple.  What do you need in order to lead?
Leaders need vision, direction, and followers.
Do I build and maintain relationships?
Gain and engage followers by demonstrating vision and direction.
Am I a micromanager?
Allow employees to grow, be creative and express individuality.
Do I hold myself and others accountable? 
You are not above reproach and you earn respect by being authentic 

and consistent.
Am I inclusive?
Involve your team in planning and decision making.
At the end of the day, leaders must accept how their behaviors 

contribute to organizational culture.  Let’s face it, the direction of 
the organization comes from the top down.  The response to it comes 
from the bottom up.

Are your ready to manage culture?  Or will you let the culture 
manage you? As a leader, get introspective. Ask yourself how you can 
improve as a leader and how you can contribute to the organizational 
culture in a positive way. Perhaps as a leader you will say, “It’s not 
you, it’s me” and actually mean it. LE

It’s Not You, It’s Me

La June davis-Wiley, M.A., SPHR is an accomplished human resources 
professional with over twenty years of experience in the industry. She 
currently works as Head of Human Resources at the Academy of General 
Dentistry. La June is a Blogger for Chicago Now, a subsidiary of the 
Chicago Tribune company. She is a Life Coach and presents workshops, 
and seminars on Communication, Change Management and Conflict 
Resolution.
Connect La June davis-Wiley 
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Alignment with uncertainty can lead to a perceived state 
of chaos. Challenges and opportunities will approach and 
unfold rapidly and sporadically. There will be an overload of 
problems, solutions, and options—a never-ending state of crisis. 

Today, most organizations are designed to provide consistent and 
predictable results, not provoke crises. They are expected to prevent 
problems, they insist on controlling uncertainty. This is wrong; it is 
not valuable. A crisis mentality can be productive. You live in a chaotic 
non-linear competitive world. A world filled with crisis.

It is not easy to run a company that is always in crisis mode, but 
is not wise to let your competitors take advantage of the turbulence 
while you wait; embrace crisis, don’t fight it.

Work in short cycles of recognizing and/or instigating crisis followed 
by periods of stabilization (cool down) but don’t get comfortable with 
a “steady as she goes” approach.

Early in 1939, German physicists learned the secrets of splitting the 
uranium atom. Fear of unspeakable destruction by the Nazis broke 
out in America and President Roosevelt was urged by U.S. scientists 
and military personnel to develop an atomic research program. In late 
1941, the American effort to design and build an atomic bomb began: 
the “Manhattan Project.” led by professor Robert Oppenheimer. Op-
penheimer focused relentlessly on fostering a creative culture fueled 
by crisis. This environment emphasized winning and not allocating 
credit to individuals. Although some may question the morality of 
the results, no one can argue with the effectiveness of the process. 

It is no secret that hugely successful companies like Google, Amazon, 
Tesla, Oracle, Apple, Microsoft, and many more have benefited from 
their cultures of innovation, which stems from fierce competition. 
They recognize individuals for contributions but teams for accom-
plishments. Measure and award around collective work and avoid a 

“Shamu” (the showcase whale) reward system—roll, jump, dance . . 
. every action gets a fish. Exciting work, innovative culture, collective 
evolution, and salary should be the primary reward for performance; 
extraordinary success and evolutionary accomplishments are never 
based on only one person’s work.

To succeed, build a work environment that aligns with uncertainty 
and embraces crisis. To do this, create an atmosphere for the free 
exchange of intelligence, un-constrained by functions and turfs. 
Advocate a culture of critical thinking and transparency, and let 
the results be shared accomplishments. Help the organization view 
strategy and execution as a continuum, with no clear beginnings or 
endings. In this way, crisis is not so much a bad word as it is just 
another opportunity.

Make crisis your playground and chaos your playmate. Create an 
environment inspired by crisis. Let innovation and experimentation 
uncover the ways to turn crisis into competitive advantages, over and 
over. Allow people to imagine, innovate, and thrive across the organiza-
tion. Walt Disney credited his company’s and team’s success to their 
“never-ending curiosity which keeps leading them down new paths.” 
To every disadvantage there is a corresponding advantage. Fuel the 
creative act and find it. LE

Chaos Is Your Playmate
You can turn a crisis into a competitive advantage

By Sid Mohasseb

sid Mohasseb is a serial entrepreneur, investor, venture capitalist, and busi-
ness thought leader. He is an Adjunct Professor at the Marshall Business 
School, University of Southern California (USC), where he teaches strategy 
and data analytics. 
Connect sid Mohasseb
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The latest industry best practices and trends 
with HR.com themed research

Employee Culture: A Closer Look 

Driving Employee Engagement 
Throught Effective Communication

Read and download this report at 
hr.com/employeeculture

Read and download this report at 
hr.com/employeecommunication

A great culture tells a lot 
about an organization.  
Employees should feel 
valued and appreciated, 
because behind every 
amazing culture is a group 
of engaged and motivated 
employees. With this framework in mind, CultureIQ 
and HR.com conducted a survey of 500+ HR profes-
sionals to see what steps organizations have in place 
to promote a positive employee culture. 

Human Capital Management Practices

Insights on Video Interviewing 

Read and download this report at 
hr.com/hcmanalytics

Read and download this report at  
hr.com/videointerviewing

Today’s HR professionals 
are facing some serious 
challenges. One is lead-
ership. This study found 
that only 37% of survey 
participants said that their 
leaders effectively manage 
human capital. What’s more, only about a third said 
leadership actions are correlated to engagement, 
retention and performance.

There’s no doubt that video 
interviewing is fascinating, but 
is it a technology for the future 
or something ready to be 
deployed today? Does video 
interviewing really pay off?  
We can now answer these 
questions thanks to a survey 
conducted by HR.com of 
nearly 2,000 HR professionals.  

Communication is the 
make or break of every 
organization.It impacts 
everyone at every level 
of their lives. Are you free 
to express your concerns 
and opinions? An HR.com 
sponsored survey of over 500 HR professionals helped 
shed light on how well managers are communicating.

To see additional themed research whitepapers go to hr.com/themedresearch
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Why is it important to serve on a board? How do you find the 
right fit as you mix your passions with your career path?

We would all like a playbook to help guide us through our career. 
The need for “insider” tips and strategies are important for millions 
of women in the workplace who will find themselves at an inflection 
point whether they are looking to excel in their current role/company, 
feeling stuck and seeking a new opportunity, or looking to re-engage 
in the formal workplace. They will all face and ask the same question: 
Where do I start? 

The Small Business Administration, LinkedIn and more than 15 
other organizations, including Landit, are partnering to launch the 
ONBOARD Initiative. The Open Network for Board Diversity is 
looking to increase the number of underrepresented talent on corporate 
boards, especially women.

For women, landing a board position is very much tied to how 
successfully they navigate their career path and develop and nurture 
their network. It sounds straightforward and easy but it often requires 
some strategy and hard work.

While many of us have a goal to serve on a board, some of us don’t 
have a plan. There is a path to getting on a board similar to there being 
a path to career success. Very few people can go from not serving on a 
board to landing a Fortune 500 seat at the table. Putting a thoughtful 
plan in place is key.

Joining A Board
Here are my thoughts on steps to joining a board that is right for you:
1. Think about the non-profit boards in which you currently 

serve or would like to join. Pick organizations that you are passion-
ate about but also give you an opportunity to contribute and build 
your fiduciary skills. 

2. Develop your target list based on this framework or plan an exit 
plan for the ones that don’t fit. 

3. Serve on the membership committee, which gives you an active 
hand in learning what goes into the selection and success of board 
candidates. 

4. Serve on the finance or audit committee and build transferable 
skills that are relevant for any stage of company. Companies will always 
need independent board members on this committee.

5. Lead a fundraising event or campaign that leverages a host of 
critical skills and builds your network and visibility. 

6. Target start up or growth companies that will round out your 
non-profit experience and start building your for-profit portfolio. 
There’s the added benefit that smaller companies move at a faster 
pace and therefore can accelerate both your learning and your pattern 
recognition skills.

7. Let your interests be known. You can’t be considered if no one 
knows you’re interested.

8. When you land the position, speak up and always contribute in a 
thoughtful and meaningful way. Many of your fellow board members 
also serve on other boards and often times recommend people they 
have worked with before. Additionally, the CEO and your colleagues 
will be your best references.

9. Before you accept any position, do your due diligence. Under-
stand the board role and dynamics as well as the health and trajectory 
of the company.

A recent article from Board Assist discusses why it’s a good idea 
to serve on a non-profit board, like growing your network, and this 
Chron article gives great reasons why executives should join a board 
of directors. From building your resume to being a good corporate 
citizen, the benefits of joining a board are numerous. Now you just 
have to find the right one and hope that you’re a good fit for the 
organization. LE

Women Networking To Success
Creating a path to getting on a board

By Lisa Skeete Tatum

Lisa skeete tatum is founder and CEO of Landit, a technology platform 
created to increase the success and engagement of women in the workplace, 
and to enable enterprises to attract, develop, and retain high-potential 
diverse talent. Landit provides each woman with a personalized playbook 
that empowers them with the tools, resources, know-how, and human con-
nections they need to more successfully navigate their career path.
Connect Lisa skeete tatum

Would you like to comment?
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Upcoming Virtual Events & HR.com Webcasts

Virtual Events

www.hr.com/virtualconferencesView our Upcoming Virtual Conference Schedule and Register Today!  

Schedule

Employee Benefits and Wellness April 19, 2017 November 7, 2017

HRIS and Payroll August 15, 2017 TBA

HR Strategy and Planning May 17, 2017 November 14, 2017

Leadership March 28, 2017 September 26, 2017

Recognition and Engagement May 3, 2017 October 18, 2017

Talent Acquisition April 4, 2017 October 24, 2017

Talent Management July 12, 2017 TBA

Training and Development June 13 2017 September 12, 2017

Workforce Management June 6, 2017 December 5, 2017

Webcasts

A Selection of Webcasts Date Time

Social Recruiting - Looking Beyond the Resume Mar 8 2017 11:00 AM - 12:00 PM ET

Adapt HR Practices to the Digital Age Mar 9 2017  1:00 PM - 2:00 PM ET

Changing the Face of Leadership: The Importance of Mentorship and 
Sponsorship at Work

Mar 14 2017 12:00 PM - 1:00 PM ET

How to Help Leaders Effectively Manage Today’s Human Capital Mar 14 2017 1:00 PM - 2:00 PM ET

Improving the Quality and Cost of Care Mar 15 2017 1:00 PM - 2:00 PM ET

Buying or Selling a Small Business? What you Need to Know Mar 21 2017 11:00 AM - 12:00 PM ET

www.hr.com/upcoming_webcastsView our Upcoming Webcast Schedule and Register Today!    

Register

Register

Register

Register

Register

Register
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Like to submit an article? Use our online submission form or for more information go to www.hr.com/excellenceessentials

12 Targeted Publications to Reach Your Audience

Informing, Educating, Enlightening and Assisting HR professionals in their personal and professional 
development, the Excellence Essentials series offers high quality content through 12 monthly publications!
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