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EDITOR’S NOTE
bag	carries	everything	you	
need	to	survive	and	thrive	as	a	
facilitator of human potential. 
Read Lauren E. Miller’s article, 
What’s In YOUR Possible Bag For 
Leadership Excellence In 2019? for	
more insights.

We hope you enjoy reading all 
articles and look forward to 
hearing from you!

Last	but	not	least,	we	believe	that	
there is no better way to connect 
with people than by sharing your 
leadership	story.	If	you	have	one,	
send it to us and don’t forget to 
mail us your feedback. Wishing 
you a great year ahead!

Happy Reading!

How to better manage your team? 
How	to	create	an	environment	
where	everyone	feels	comfortable	
and	motivated	to	contribute?	How	
to	create	a	diverse	and	inclusive	
work culture? As a leader, you 
face	these	challenges	every	day.	
The New Year is the best time 
to	reevaluate	your	leadership	
goals and plan your roadmap to 
business success. In this edition 
of	Leadership	Excellence,	we	have	
handpicked a few articles that will 
offer you top leadership tips to 
focus on in The New Year.

Some 70% of the workforce in 
the United States hates their 
job, according to recent polls. 
That’s more than two out of three 
people on this morning’s crowded 
subway or in that endless sea of 
cars that jams the freeways into 
our business centers across the 
country.		It	doesn’t	have	to	be	this	
way. It’s a new year and now is 
the time to step up and lead! Read 
Dudley Slater’s article, 3 Ways 
To Inspire Your Team In 2019, for 
more insights.

If you’re like most good leaders, 
you’ve	pondered	both	your	accom-
plishments and shortcomings 
from 2018 and thought about 
how	you	can	improve	in	the	year	
ahead. As you think about 2019, 
consider formalizing such a 
review	so	you	can	start	the	new	
year with a bang. One way to 
approach this is to categorize 
your	self-review	into	three	areas.	
To know that and more, read Lisa 
Aldisert’s article, How Leaders Can 
Prepare For An Even Better 2019.

Becoming a great leader is a 
process, and a lifetime journey 
and	never	a	one-time	workshop.	
To	know	the	nine	skills	to	elevate	
your leadership in 2019, read 
Marlene Chism’s article.

You may want to think again 
before stepping into your 
leadership role in 2019 without 
intentionally packing and carrying 
your Possible Bag. Why? This 
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Some 70% of the workforce in 
the United States hates their 

job, according to recent polls. 
That’s more than two out of three 
people on this morning’s crowded 
subway or in that endless sea of 
cars that jams the freeways into 
our business centers across the 
country. These tens of millions 
of	people	are	actively	unhappy,	
finding	little	to	no	value	in	what	
they	do	for	a	living.	They	don’t	
fulfill	the	universal	desire	that	all	
humans	share:	the	need	to	find	
meaning in their work.

It	doesn’t	have	to	be	this	way.	We,	
as a nation, can do better. It’s a 
new year and now is the time to 
step up and lead!

While it’s easy to want to blame 
these workers for their own 
unhappiness, the problem 
doesn’t lie with just them. They 
likely	serve	bosses	who	don’t	
care	whether	they’re	satisfied	
or passionate. Those bosses 
serve	higher	leadership	who	
are leaders in name only. They 
assume their job title and scope 
of	authority,	by	definition,	will	be	

3 Ways To Inspire Your 
Team In 2019

sufficient	to	inspire	the	following	
of their organizations.

My team and I built our company, 
Integra Telecom, from start 
up to national prominence, 
growing to become one of the 
10	largest	fiber	based,	landline	
telecom organizations in the US. 
Attributing our success to our 
people, I became fascinated by 
the	behavior	traits	of	leaders	who	
successfully create companies 
that defy the national norms, 
building cultures of engaged 
workers. Learning from my 
journey and partnering with other 
leaders of nationally recognized, 
iconic	organizations	we	refined	
our	experience	and	developed	
the	practical,	every	day	tenants	
of Fusion Leadership, dedicated 
to fusing together teams of 
people who are committed to a 
shared Mission.

If you are a leader (or plan to 
become	a	leader),	it	is	vital	to	
examine what message your daily 
behaviors	communicate	in	terms	
of how you prioritize the needs 
of	your	organization	versus	your	

By Dudley Slater

Now is the time to step 
up and lead!

own,	ego-driven	needs.	Consider	
these	three	common	questions	
every	leader	encounters:

Who Do You Prioritize 
Within Your Organization?
As	a	young	CEO,	I	fixated	on	
making sure I had the right 
leaders in the right places, I 
obsessed	over	the	attendance	
and	flow	at	board	meetings	
and managing these priorities 
quickly	filled	my	calendar,	adding	
phone calls, emails and strain to 
my weekends. Sound familiar? 
Managers	manage	and	that	fills	
calendars.	Unfortunately,	c-level	
execs and board members are not 
the	ones	who	serve	customers	
and generate the life-blood of a 
business,	revenues.	Prioritizing	
peer	level	managers,	executives	
and board members is important; 
however,	it	also	runs	the	risk	of	
sending this message to your 
front	line	employees:	“I	don’t	have	
time	for	you”	or	“the	work	you	
perform is not important to me” 
or, the worst possible message, 
“you	come	to	work	every	Monday	
morning just to make me 
wealthier and more powerful.”

COVER ARTICLE

http://web.hr.com/7hcy
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Making your front line workers 
a top priority on your calendar 
sends	the	opposite	message:	
“your	work	is	vital	to	our	success”	
or	“this	company	cannot	succeed	
without	your	contribution.”	Equally	
important, your front line workers 
will	help	you	discover	where	your	
organization is succeeding and 
where your organization is failing. 

These employees, more than any 
c-level	executive,	truly	have	their	
hands	on	the	business.	Investing	
the time to make my front line 
workers more successful became 
my highest priority as I matured 
in my CEO role. When a workforce 
truly	believes	the	execs	have	their	
backs, amazing things happen, 
the organization fuses together, 
committed to the organizations’ 
mission. Workers who show up 
on	Monday	morning	to	advance	
a	mission	are	significantly	more	
engaged than workers who show 
up	on	Monday	morning	to	advance	
the	selfish	interests	of	their	boss.

When You Conduct a 
Meeting, Who Becomes 
the Smartest Person in the 
Room?
After	completing	a	large	private	
capital raise, described by the 
Oregonian newspaper as the 
largest in Oregon’s history, I landed 
some national names on my board 
of directors. Determined to earn 
their	confidence	and	demonstrate	
my	executive	prowess,	I	ran	
board	meetings	with	a	specific	
agenda and little patience for 
anyone who took the discussion 
on an unnecessary detour. That 
approach almost cost me one 
of	my	most	valuable	executives	
because I tended to cut him off in 
board meetings. At the time I felt 
that his contributions were too 

truly means. They miss out on the 
opportunity to communicate their 
highest priority to their employees.

Answering	these	three	questions	
will	require	that	you	engage	with	
what	I	describe	as	the	selfish	
versus	collective	ego	dilemma.	
For example, my need to 
demonstrate my intellect in board 
meetings	served	my	selfish	ego	at	
the	expense	of	the	effectiveness	
of	my	team,	or	the	collective	
ego.	How	leaders	behave	when	
navigating	these	(and	other)	
daily decisions communicates 
volumes	to	their	employees	and	
organizations.	Over	time,	these	
behaviors	lay	the	foundation	for	a	
company’s culture and ultimately 
determine whether employees 
become	engaged	or	fall	victim	to	
the national norm of some 70% 
of American workers- who dread 
Monday morning.

3 Ways To Inspire Your Team In 2019

long winded and wandered too 
far from the message I wanted to 
deliver.	

While it is important for a leader 
to conduct a meeting with pro-
fessionalism and purpose, I 
came to learn that my style was 
partly	influenced	by	another	
need. That need was for me to 
demonstrate my intellect and my 
command for the business. My 
interruptions communicated to 
this key member of our team that 
“I	do	not	value	your	contribution”	
or	that	“I	do	not	have	confidence	
in your capability.” In fact, those 
messages were the opposite of 
how	I	viewed	the	contributions	
of	this	individual.	Fortunately,	
thanks to my COO’s willingness 
to confront me on my style, I 
came to see the truth underlying 
this dynamic. After modifying my 
approach,	this	executive	became	
a backbone to the organization, 
serving	for	many	years	until	his	
successful retirement after a 
stellar career.

Who’s Job Is It to Step up 
for the Customer?
Those times when a customer 
reaches their most agitated 
state,	when	they	are	proactively	
engaging your competition, when 
your organization resembles 
total melt-down- those are the 
most	visible	moments	in	an	
organization. Those are the times 
to step-up and lead.

Unfortunately, most leaders fall 
back	on	their	job	description:	
you’re	an	executive-	delegate.	
What a shame, they miss out on 
the opportunity to seize the most 
important spotlight, they miss out 
on	the	opportunity	to	define,	by	
their example, what the Mission 

Dudley Slater, a co-author, with 
Steve	Taylor,	of	Fusion Leadership 
Unleashing The Movement of 
Monday Morning Enthusiasts, 
co-founded	and	served	as	the	15	
year CEO of Integra Telecom

Would you like to comment?

http://web.hr.com/7hcy
https://web.hr.com/kxx9d
https://fusionleadership.org/
https://twitter.com/FusionLeader2B
https://www.linkedin.com/in/dudley-slater-a3997030/
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If you’re like most good 
leaders,	you’ve	pondered	both	

your accomplishments and 
shortcomings from 2018 and 
thought about how you can 
improve	in	the	year	ahead.	As	
you think about 2019, consider 
formalizing	such	a	review	so	
you can start the new year with 
a bang.

One way to approach this is to 
categorize	your	self-review	into	
three	areas:	leadership	practices	
you want to continue, things 
that don’t work and you want to 
eliminate, and new ideas that 
you’ve	not	yet	pursued.

This method brings into clear 
focus the aspects of your 
leadership style that excite 
or disappoint you as well 
as pondering new ideas. A 
self-review	is	a	way	you	can	create	
accountability for yourself and 
focus	on	improvement.

The best way to begin this 
exercise is to list your memorable 

leadership moments from 
the	previous	year.	Don’t	edit:	
include the good experiences, 
the ones you wish you could 
do	over,	and	ones	you’d	rather	
not remember. Think about the 
times	you	may	have	wished	for	
something that you weren’t doing 
or a competency that you’d like to 
improve	or	add.	After	you’ve	made	
this list, put each item into one of 
the categories.

Leadership Practices You 
Want to Continue
Not only should these be your 
“tried	and	true”,	but	the	ones	
where you experienced your 
greatest leadership successes. 
Here	are	some	prompts:

 ● How	effectively	did	you	
articulate	your	vision	to	create	
a compelling new direction for 
your department?

 ● How did you inspire your team 
to complete a project with a 
particularly tight deadline?

 ● Think	of	how	you	effectively	
made the case to your 
management	to	receive	
additional budget for an 
unplanned project.

There are no right answers for 
what you should include in this 
category. What is important is 
that they work for you. You may 
recognize them as ones when 
you experienced high energy or 
felt	“in	the	zone”.	It’s	important	to	
understand that what works for 
a fellow leader isn’t necessarily 
what works for you. What works 
best for you is integral to your 
personal leadership blueprint.

Things That Don’t Work 
and You Want to Eliminate
In some ways, this category is a 
little	easier	to	identify.	Achieving	
leaders	are	quick	to	recognize	
what doesn’t work well and are 
eager to do something different 
the next time.

How Leaders Can 
Prepare For An Even 
Better 2019

A New Year’s self-review

By Lisa Aldisert

FEATURE

http://web.hr.com/7hcy
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 ● Recall the impact from 
giving	harsh	feedback	
that demoralized your 
direct reports.

 ● Remember the stress from 
overcommitting	to	your	boss	
when you knew from the 
beginning	that	the	request	

We	often	recognize	when	we’ve	
made some decisions that 
bombed	or	backfired.	You	know	
that they didn’t work. Now, the key 
is to learn from what happened 
and to steer clear in the future.

How	Leaders	Can	Prepare	For	An	Even	Better	2019

would be nearly impossible 
to	achieve	in	the	allotted	
time. Delegating under these 
circumstances did not bring 
out your best side.

 ● You decided to take on an 
initiative	that	was	not	in	the	
plan	and	took	everyone	out	of	
their comfort zone.

http://web.hr.com/7hcy
https://www.forbes.com/sites/forbescoachescouncil/2017/06/29/questioning-your-leadership-ability-heres-how-to-cast-away-the-doubt/#61ff0c0645a4
https://www.forbes.com/sites/forbesleadershipforum/2012/04/23/seven-steps-to-conquering-self-doubt/#642ecf892a9b
https://www.forbes.com/sites/forbesleadershipforum/2012/04/23/seven-steps-to-conquering-self-doubt/#642ecf892a9b
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New Ideas
What would you like to do as a 
leader	that	you	haven’t	yet	had	
a chance to try? Are there areas 
of your style that you’d like to 
improve?	Is	there	a	course	or	
program that you’d like to take? 
What might you want to do that 
excites you?

 ● Everyone	can	improve	
communication. Perhaps you’d 
like	to	take	a	comprehensive	
communication assessment 
to understand your own style 
better and learn how you 
can	interact	more	effectively	
with colleagues.

 ● Could your leadership style 
be	enhanced	by	receiving	
technical training in an aspect 
of the business?

 ● Perhaps	you	could	benefit	from	
becoming	a	more	effective	goal	
setter	and	achiever.	Take	some	
time to contemplate a new 
method,	process	or	technique	
and how it can ultimately 
enhance your talent as a 
leader.	Observe	best	practices	
from leaders you admire. This 
may be a source of new ideas 
you want to explore.

Underlying Leadership 
Traits
As	you	go	through	this	self-review,	
consider some of the key 
competencies or traits that top 
leaders	have	mastered.	Consider	
including	these	in	your	self-review	
to determine where you’re strong 
and	where	you	can	improve.	You	
may	find	that	you’re	already	great	
at some competencies, some 
of which may underlie those 
practices you want to continue. 

Don’t	make	this	self-review	a	
“one	and	done.”	Be	proactive	
by continuously checking your 
progress.	Answer	two	questions	
at	the	end	of	each	week:	what	
worked well and what didn’t work 
well. This simple exercise will help 
you	reflect	and	think,	and	you	will	
be	more	proactively	conscious	of	
your actions as a leader.

As	the	year	unfolds,	you’ll	find	that	
your leadership style will strength 
and expand. It’s not unusual that 
your list of leadership practices 
that you want to continue will 
expand. 

Concurrently, the list of leadership 
practices that aren’t working 
will decrease. And, as you 
work	to	continuously	improve	
your leadership talent, you’ll 
continuously	discover	things	to	
add to your new idea list. Enjoy 
the process!

How	Leaders	Can	Prepare	For	An	Even	Better	2019

You	may	need	improvement	in	
others,	which	you	may	discover	
in your list of things that don’t 
work. Still others may be new to 
you altogether.

The	following	five	competencies	
are certainly not the only ones that 
leaders need to master. But they 
are fundamental for great leaders.

 ● A clear compelling vision. Do 
your	people	know	your	vision?	
Can you express it in clear, 
understandable language? 
Are you able to adhere to 
it consistently?

 ● Future thinking. A strong 
leader ponders the future 
and how things are likely to 
change. For example, they look 
at changes in their industry, 
skills that will become more 
important, and job positions 
that don’t exist today that they 
need to anticipate.

 ● Goal achievement. Top leaders 
excel	at	setting	and	achieving	
goals. They adhere to these 
goals throughout the year 
and make sure that their daily, 
weekly and monthly actions 
align with them.

 ● Emotional intelligence. 
Increasingly, mastery of these 
characteristics separates 
ordinary leaders from great 
leaders. This is an area well 
worth exploring further.

 ● Communication. Leaders’ 
ability to communicate 
effectively,	orally	and	
in writing, is essential. 
You	can	never	spend	too	
much	time	improving	your	
communication style.

Lisa Aldisert is an 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	development.	Her	most	recent	
book is Leadership Reflections.

Would you like to comment?

http://web.hr.com/7hcy
https://web.hr.com/96ghq
https://www.forbes.com/sites/forbescoachescouncil/2017/06/29/questioning-your-leadership-ability-heres-how-to-cast-away-the-doubt/#61ff0c0645a4
https://www.forbes.com/sites/forbesleadershipforum/2012/04/23/seven-steps-to-conquering-self-doubt/#642ecf892a9b
https://www.forbes.com/sites/forbesleadershipforum/2012/04/23/seven-steps-to-conquering-self-doubt/#642ecf892a9b
https://pharosalliance.com/
https://twitter.com/lisaaldisert
https://www.linkedin.com/in/drlisaaldisert/


ATTENDEE

SPECIAL

 
SAVE $50 on any

HR.com Service 
using promo code 

 
SHRM2017

ATTENDEE

SPECIAL

CHOOSE FROM:
 
•	 5000+	On-Demand	HR	Webinars

•	 400	+	Credits	(HRCI®	&	SHRM®	)

•	 50	+	Strategic	Credits	(SPHR®	)

•	 15	+	Global	Credits	(GPHR®	)

RECERTIFICATION PROGRAM

•	 Unlimited	Webcasts
•	 Unlimited	Virtual	Conferences
•	 Credits	per	Webcast:
	 -	HRCI®	Credit	
	 -	SHRM®		Credit
	 -	WorldatWork	Credit

Get Completely
Recertified For

$200
USING PROMO CODE  RCRT50X

Sign up 
www.hr.com/recertification

Watch Webinars
Anytime + Earn Credits

Submit your Credits
to HRCI® and/or SHRM®

HRCI® & SHRM®

RECERTIFICATION

In Association with

GET STARTED AT:
www.hr.com/recertification

For Certified
HR Professionals

https://web.hr.com/dl9o
https://web.hr.com/dl9o
http://hr.com/


Leadership Excellence presented by HR.com    JAN 2019    12 Submit Your Articles

If you follow the news these 
days, there are probably times 

when you feel confused by 
conflicting	reports	and	contrasting	
storylines. This is exacerbated 
by the complicated web of 
media	sources	with	various	
special	interests	that	provide	
us information. Depending on 
where	you	live,	what	you	read,	
or who you listen to, you may 
have	a	very	different	view	of	the	
truth from other well-meaning 
citizens. Trying to make sense of 
this increasingly complex world 
is more of a challenge today than 
ever	before.

Leaders face similar challenges 
as it relates to preparing their 
workforce	for	the	future.	Given	the	
continuous	flow	of	information	
they	receive	at	work,	how	do	they	
make sense of it all? How do they 
get to the truth of what is really 
going on in their organization? 
Mercer Sirota has worked with 
numerous	leaders	over	the	years	
to help them understand critical 
leadership priorities by presenting 
hard	evidence	about	what	is	
enabling and what is getting in 
the way of employee engagement 

Are You An Evidence-
Based Leader?

By Adam Pressman

Here are five questions to consider

and performance. When HR 
leaders are asked about taking 
action	based	on	survey	data,	
only half feel their leaders do an 
effective	job.*

Based on what Mercer Sirota 
has	observed	in	the	way	leaders	
process and react to this type of 
evidence,	the	following	behaviors	
are	common:

 ● Over-Reacting – Leaders can 
reach incorrect generaliza-
tions about their employees, 
managers	or	work	environment	
when	receiving	data	and	
evidence.	This	often	happens	
when	the	leader	gives	too	
much weight to a data point 
by pointing to anecdotal 
examples about something 
in	the	work	environment.	This	
over-reacting	might	cause	
them to incorrectly identify the 
source of the problem without 
collecting	additional	evidence.	
This	often	leads	to	ineffective	
follow up.

 ● Under-Reacting – A more 
common	behavior	when	
receiving	evidence	is	to	
“explain	away”	or	discount	the	

data.	It	is	difficult	for	many	
leaders	to	change	their	view	
about an issue in the work 
environment	when	they	have	
a	previously	held	belief,	no	
matter how compelling the 
evidence.	Leaders	will	often	
point	to	pieces	of	evidence	
that contradict the data 
being presented or they may 
question	the	methodology	
used	to	gather	the	evidence.	
The result is often a failure 
to address a critical problem 
appropriately. This can result 
in	the	problem	identified	
worsening	over	time.	

 ● Spinning – Leaders often twist 
data	and	evidence	to	suit	their	
purpose. Sometimes it is to 
make	the	evidence	fit	into	a	
narrative	that	they	have	been	
previously	communicating	
(confirmation	bias).	Other	
times it is to protect 
themselves	or	someone	on	
their team. These leaders 
might	request	that	the	data	
be presented in a certain 
way	against	very	specific	
comparisons to mask a 
problem or issue or they may 
even	ask	to	suppress	certain	

http://web.hr.com/7hcy
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pieces of information. This 
leads to incorrect conclusions 
and persistent organizational 
problems. 

Evidence-based	leaders	are	more	
effective	in	diagnosing	problems	
and	driving	necessary	actions	for	
their organizations. Google, for 
example, has adopted the mantra 
“all	people	decisions	are	based	
on data and analytics,” (see HBS 
Article / Re:	Work	Article). Being 
an	evidence-based	leader	requires	
a	data-savvy	mindset.	

Here	are	five	questions	to	evaluate	
leaders:	

1. Do they regularly seek facts? 
The	best	leaders	value	
real data and information. 
Evidence-based	leaders	ask	
people	to	provide	evidence	
when they make an assertion. 
They	use	data	to	validate	
suspicions and site data 
sources to state an opinion 
to others. When a lack of real 
evidence	is	available,	they	
work on a plan to gather it. 
Leaders	who	fail	often	have	an	
over-reliance	on	gut	instinct	
(see blog post by Lewis 
Garrad). Ego and pride can be 
a barrier as it is not easy to 
admit	that	one	does	not	have	
all the answers.

2. Are they aware of their biases?  
Everyone	has	biases	in	the	way	
they	filter	the	world	around	
them. This might be based 
on	values,	self-interests	or	
relationships. Be aware of 
tendencies	to	over-weigh	or	
under-weigh certain pieces 
of information. Keep an open 

mind	to	the	evidence	that	is	
being presented. 

3. Do they consider a broad 
set of findings? A common 
mistake leaders make is to use 
bits and pieces of information 
to form broad opinions about 
certain	topics.	One	can	find	
evidence	to	discount	most	
theories that exist, whether 
in the workplace or the world 
in general. But that does not 
mean those theories are not 
highly supported by mountains 
of	other	evidence.	It	is	
important to look across the 
data	and	not	over-weigh	any	
specific	pieces	of	evidence.	
Some best practices in this 
regard are found in this report 
from CIPD. 

4. Do they understand the stats?  
This seems like a simple 
prescription, but many leaders 
misinterpret	various	forms	of	
data	they	receive,	which	can	
lead to the wrong conclusions. 
Understanding things like 
what sample size is important 
to	have	representative	data	
or what types of different 
scores represent meaningful 
differences based on 
population size are critical to 
accurate interpretation. 

5. Do they validate conclusions?  
The old leadership mantra 
“trust	but	verify”	holds	true	
in	being	an	evidenced-based	
leader. It is always important 
to	gather	a	variety	of	opinions	
from the people around 
them to get an accurate read 
on	a	situation.	However,	it	
is important to know and 
understand sources, and 
understand	the	motivations	

of each source and potential 
biases that might exist. They 
ask for additional data or 
information	to	validate	what	
they are hearing. 

More information is coming at 
leaders	than	ever	before,	and	
this will likely only accelerate in 
the future of work. The extent 
to which leaders can accurately 
understand information, use 
data	and	evidence	to	arrive	at	
conclusions, and take action on 
critical priorities will be what 
separates	the	most	effective	21st 
Century leaders from the others. 

*Sources: The DNA of Engagement Report, 
The Engagement Institute 2014; Study 
by Bersin by Deloitte, 2014; Studies from 

Mercer and Sirota 2014

Are	You	An	Evidence-Based	Leader?

Adam Pressman is the leader of the North 
America Business for Mercer Sirota. He is 
responsible for the client impact, growth 
and	profitability	of	the	firm’s	Engagement	
and Employee Research business in 
the	US	and	Canada. 	He	has	over	20	
years of experience in leadership and 
organizational	effectiveness	consulting,	
including	executive	assessment,	leadership	
succession, employee and customer 
engagement,	and	coaching	services	to	
large,	multi-national	businesses. 

Would you like to comment?
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What’s In YOUR 
Possible Bag For 
Leadership Excellence 
In 2019?

You may want to think again before stepping into 
your leadership role in 2019 without intentionally 

packing and carrying your Possible Bag.

Why?	This	bag	carries	everything	you	need	to	survive	
and	thrive	as	a	facilitator	of	human	potential.	

Originally, the Possible Bags or pouches were used 
by	both	Native	American	men	and	women	to	carry	
essential	items	for	home	and	travel.	Often	used	as	
medicine bags they carried power objects for healing. 
Native	Americans	traditionally	decorated	these	bags	
with	beads	or	fur.	Mountain	men	carried	everything	
they	needed	to	survive	for	a	day.

What power objects do you need to put in your Possible 
Bag in	2019	to	help	you	survive	the	surprise	attacks	
you may encounter today? A life pop-up has the power 
to spin you out of the possible when it blindsides 
you	from	your	God	given	ability	to	overcome	a	
perceived	threat.

I am writing this article from my personal experience 
with the possible. As a second-degree black belt, 
recent recipient of a medal at the Colorado State 

Top thoughts for the New Year

By Lauren E. Miller

Championships from the World Tae Kwon Do 
Federation	and	leader	in	the	field	of	human	resources	
development	and	stress	management,	I	felt	that	all	
things were possible for me professionally speaking 
until I was knocked out of my game. Funny thing was, 
during the competition I was actually knocked out by 
an illegal hook kick to my head. Fast forwarding a few 
years I was knocked out again…this time emotionally 
and physically. 

A personal life pop-up that knocked me out of the 
possible	came	when	I	was	diagnosed	with	advanced	
cancer	one	week	prior	to	my	final	divorce	court	date.	I	
lost my connection with the possible when I was told 
by	the	“white	coats”	that	they	would	try	to	get	me	5	
years. At 38 years old, with three young children, 8, 10 
and 12 that was not good enough for me.

I	knew	I	had	to	“re-pack”	my	Possible	Bag	with	a	
bunch of power objects for healing if I was going to 
overcome	the	odds.	

As I was repacking my bag I noticed a few items 
had slipped into unseen pockets creating clutter and 
confusion:	fear,	self-doubt	and	worry.

FEATURE

http://web.hr.com/7hcy
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What’s In YOUR Possible Bag For Leadership Excellence In 2019?

Fear	had	trinkets	with	it:	I’m	not	OK,	I	can’t	handle	it	
and I might die, as a leader in this world it may be a 
death to ego (my need to own, control, possess). I 
found a lot of fear hidden behind a bunch of smoke 
and mirrors. All of it had to go to make room for my 
power objects for healing.

Self-doubt carried with it the dust of forgetfulness. 
You see, I had forgotten for a moment that the 
strength of God within me was bigger than the 
circumstance outside of me.

The	crumbs	of	worry	seemed	to	be	everywhere	and	
impossible to pick out one by one so I dumped my 
entire bag upside down, brushed out all of the worry 
and	negative	thinking	and	flipped	my	Possible	Bag	
right side up, I was amazed at how much lighter it all 
seemed. When life flips you upside down expect to be 
lighter and more focused on the most important thing at 
the moment when you’re right side up. 

The start of the New Year is an awesome time to 
clean	out	what	is	not	working	in	your	favor	to	make	

more	room	for	what	is	working	in	your	favor.	To	reflect	
on	what’s	working,	why	it’s	working	and	figure	out	
effective	ways	to	do	more	of	that.

I noticed that the more fear I cleaned out of my bag 
the	more	confident	I	became	in	my	ability	to	carry	it.	
As I dumped out all self-doubt and worry the beautiful 
colors contained in the Possible Bag became more 
brilliant along with hidden power objects (character, 
choice points, faith, strength, courage) that I forgot I 
had.	As	a	leader,	I	cannot	give	out	to	those	entrusted	
to	my	care	what	I	have	not	mastered	within.	

Every	bead	that	I	intentionally	sowed	on	my	Possible	
Bag	represented	a	victory	won.	The	brilliant	colors	
represented the rainbows I encountered in the midst 
of the storm, those people who stepped into my path 
and placed a power object for healing in my bag, 
my mentors. Who has placed a power object in your 
Possible Bag that has made you a more effective mentor 
and leader?

http://web.hr.com/7hcy
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What’s In YOUR Possible Bag For Leadership Excellence In 2019?

Below are the essential power objects and items I 
carried	in	and	through	the	storm	of	cancer	and	divorce	
AND continue to carry in my Possible Bag to help me 
not	only	survive	but	to	thrive	as	a	leader	and	facilitator	
of	impactful	human	development,	personally	and	
professionally. 

Explore and write down one or two statements that 
you feel will make you a better leader in 2019. Use 
these statements as theme thoughts as the New Year 
rolls	in:

 ● When	facing	a	decision,	pause	and	ask:	what	
choice	would	I	have	wanted	to	make	looking	back	
from my deathbed?

 ● With	every	challenge	divine	comfort	and	strength	
comes too, look for it.

 ● Expand your faith and expectation that all things 
can be used for a greater good than had the 
challenge	never	occurred.

 ● Suffering is used to remind you of hidden strengths 
and	abilities	you	never	knew	you	had.	Don’t	waste	
your	suffering	use	it	to	refine	good	character	as	a	
leader of others. 

 ● Stress is the power YOU GIVE to outside 
circumstance	to	define	your	worth,	value	and	
capability, make the choice to take it back.

 ● People before things result in things that 
empower people.

 ● Don’t	waste	the	training	you	received	in	the	
trenches of life...use it to lend a helping hand to 
those around you.

 ● True greatness walks through the archway of 
humility and presence to the person or task at 
hand. Be willing to do the little things, they create 
the character that prepares you for bigger things. 

 ● Remind your face, body language and intonation 
that	you	appreciate	and	value	the	work	of	others.	

 ● Light always outshines the darkness. 
 ● Forgiveness	and	release	speed	up	healing	

and restoration.
 ● Resist picking up the shiny objects of status and 

the opinions of other people.
 ● Envy	and	jealousy	rot	the	bones.
 ● Focus	on	what	IS	working	out	for	you	versus	what	

is not. 
 ● Set your intention for the day as soon as you wake 

up. Write it down and carry it with you. The spirit 

is willing and the mind is weak, it needs reminders 
throughout	the	day.	At	the	end	of	the	day	reflect	on	
how your intention worked itself out…or not. 

 ● Be grateful, encourage others, make generous 
assumptions and see people for who they desire to 
be	rather	than	how	their	behavior	shows	up.	

 ● Be accountable and teach accountability. Know 
what you are accountable for, who you are 
accountable to and for…come to terms with 
accountability	on	a	personal	level.	(Sherpa 
Executive Coaching: Accountability House).

 ● Your attitude is your closest friend or worst enemy 
and you get to choose it. 

Back in 2006 in less than two years the power objects 
for healing contained in my Possible Bag carried me 
through the following journey and back to complete 
healing	and	restoration:	a	divorce,	16	chemotherapy	
treatments (chemo), 6 weeks of daily radiation, 1 year 
of additional chemo, 14 surgeries due to third degree 
burns on my chest, they had to graft my back onto my 
front, and a MRSA staph infection.

My children are now 19, 22 and 24 and gratefully 
thriving.	I	have	been	happily	remarried	for	8	years	and	
use the lessons learned on the journey to empower 
others to pack intentionally those power objects for 
Leadership Excellence in their Possible Bag.

 

Lauren E. Miller, has a Masters in 
Adult	Education	with	a	Certification	in	
Human	Resource	Development.	She	has	
personally	conquered	two	of	life’s	top	
stressors	at	the	same	time,	advanced	
cancer	and	divorce.	Now	Google’s	#1	
Stress Relief Expert, Award Winning 
Author,	Speaker	and	Certified	Executive	
and	Life	Coach,	Lauren	provides	
process	driven	programs	with	structure,	
guidance, support and accountability 
designed	to	create	positive	change	in	
behavior	resulting	in	positive	impact	on	
business	(IOB)	and	life	purpose.  

Would you like to comment?
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vein,	many	top	performers	started	off	lacking	in	the	
“required”	skills	experience	and	education.		When	
people’s work aligns with their innate characteristics, 
they can utilize their natural abilities and unleash their 
passion for their work. Also, the best training and 
management will not turn poorly aligned employees 
into top performers. 

2. Select the Right Assessment Tool  
Many organizations use personality assessments 
in	the	hope	of	gaining	more	objective	information	
about	people	to	set	them	up	for	success.	However,	
the results are usually disappointing due to four 
inherent	pitfalls:

a. What you think of as personality is mostly 
surface-level,	observable	behaviors;	not	what’s	
underneath,	driving	these	behaviors.		The	drivers	of	
behavior	are	more	accurate,	predictive,	and	stable.	

b. Assessment-takers	usually	provide	different	
answers based on which of the following they 
consider:	how	they	actually	see	themselves,	how	
they	believe	others	see	them,	and	how	they	want	to	
see	themselves.	

c. Assessment-takers	use	a	specific	context	or	
situation	to	answer	the	questions.	For	example,	
answers	to	questions	related	to	“extroversion”	
(sociability	and	talkativeness)	may	vary	depending	
on	context	differences:	small	vs.	large	groups,	
familiar	vs.	unfamiliar	people,	level	of	interest	in	
the	topic	of	conversation,	etc.		

d. If an assessment is used for a job application, the 
applicant often has an opinion on what traits the 
employer is looking for and skews the answers 
accordingly. 

What’s a better option? Select an assessment that 
delves	beneath	the	personality	into	what	is	more	core	
or innate with people.  This eliminates the biases of 

It’s All About The People
7 steps to turn employee potential 
into performance

Imagine	on	Monday,	you	discover	that	your	
meticulous,	rule-following	accountant	and	creative,	

eccentric	marketing	person	have	switched	positions.	
How’s this likely to work out? In truth, some 
variation	of	this	misalignment	is	common	in	most	
organizations.  

The Waybeloe Potential Corporation was operating at 
the	breakeven	point	for	the	past	five	years.		The	CEO,	
Harvey	Waybeloe	was	frustrated.	Another	CEO	told	
him about an employee-alignment process that was 
delivering	amazing	results	for	other	companies.		Out	
of desperation, he decided to try it.  Within two years, 
profits	increased	from	breakeven	to	$3.2	mm!	The	fix?		
Putting the right people in the right seats!

Most business leaders say that 80% of the work 
is done by only 20% of the workforce. This 20% 
are the top performers. They usually produce 3-4 
times more than the others. The main reason is 
due	to	job	alignment	rather	than	attitude	or	drive.	
Here’s	evidence:	It’s	common	for	top	performers	
to	be	moved	or	promoted	and	then	become	poor	
performers. Likewise, many poor performers become 
top	performers	when	moved	to	appropriate	roles.		
Bottom	line:	everyone	can	be	a	top	or	poor	performer	
depending on how well the work aligns with their 
innate characteristics.

How do you deliberately create an organization where 
people’s work is aligned with their innate charac-
teristics	(abilities)?		Here’s	an	overview	of	a	proven	
process	that	was	used	above.

1. Shift Your Mindset from Focusing 
on Skills, Experience, and Education to 
Innate Characteristics First
It’s	common	for	people	who	are	“great	on	paper”	to	
get hired and become poor performers.  In that same 

By Brad Wolff

http://web.hr.com/7hcy
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personality	assessments	and	provides	more	valid	and	
reliable data.

3. Establish Trust with the Employees
Inform the employees about the company’s 
commitment to align their work with their natural gifts. 
Don’t hide things or surprise people. People want to 
do work they’re good at and enjoy.

4. Develop an Understanding of the Innate 
Characteristics being Measured
Before you can align people’s innate characteristics 
with their work, it’s essential to understand what 
these characteristics mean.  In other words, how each 
one	impacts	the	way	people	think	and	behave.	Now	
you	have	the	basis	to	identify	which	characteristics	
are needed for different types of positions within 
your organization.

5. Develop Clarity on the Job Duty 
Break-down
It’s important to know what people will do on a day to 
day basis in each job. The hiring team (direct manager 
and others with a major stake in position success) 
meets to gain clarity on the percentage of time spent 
performing each job responsibility.  Group together 
duties	that	are	very	similar	in	nature	(family	of	duties).		
Estimate the percentage of time spent working on 
each job duty family. 

6. Determine Which Innate Characteris-
tics are Critical and Where They Need to 
Measure
The hiring team determines which innate 
characteristic is critical for each job duty family. 
They also agree on the desired range for each 
characteristic. For example, on a 1-10 scale, the range 
for	creative	thinking	should	be	between	7-9.	Now	
you	can	develop	an	optimal	range	for	each	critical	
characteristic. 

7. Administer Assessment & Align 
Employees with Job Functions
Assess both current employees and potential new 
hires and compare to the desired ranges. Take the 
appropriate	action	based	on	how	strong	the	level	of	
alignment	is.			Top	performers	almost	always	fit	into	
desired ranges for each critical innate characteristic. 
If this is not the case, you need to adjust your desired 
ranges based on the data. Here’s more information on 
aligning	employees:		

 ● When current employees don’t align with their jobs, 
evaluate	other	positions	within	the	company	that	
does align well. 

 ● Openly	discuss	available	options	with	employees	
who	are	misaligned.		Develop	a	plan	to	shift	roles	
or tweak job descriptions when this is feasible.  
Frequently,	there	are	other	employees	who’d	be	
thrilled to trade positions or some duties that 
better match with their own innate characteristics.

 ● For applicants applying to open positions, only 
interview	the	people	who	align	well	with	the	
desired	innate	characteristics.		When	you	interview	
people who don’t align, you may be tempted to 
discount the assessment results. This rarely ends 
well.  

In the end, the most important job of management is 
to maximize the ROI of its workforce.  Peter Drucker 
said,	“The	task	of	a	manager	is	to	make	people’s	
strengths	effective	and	their	weaknesses	irrelevant.	
The	most	important	thing	you	can	ever	do	as	a	
leader is to put people in a position to excel rather 
than get by or fail.  How are you doing in your most 
important task?

It’s All About The People

Brad Wolff specializes in workforce 
and personal optimization.  He’s a 
speaker and author of, People Problems? 
How to Create People Solutions for a 
Competitive Advantage. As the managing 
partner for Atlanta-based PeopleMax, 
Brad specializes in helping companies 
maximize the potential and results of 
their people to make more money with 
less stress. His passion is empowering 
people to create the business success 
they desire, in a deep and lasting way. 
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Becoming a great leader is a process, and a lifetime 
journey	and	never	a	one-time	workshop.	Here	are	

nine	skills	to	help	you	elevate	your	leadership	in	2019.	

Skill #1 Make Clarity a Priority 
If you focus on any one thing it should be to make 
clarity a priority. All drama is rooted in the lack of clar-
ity. When employees don’t know what is expected of 
them they fail. When the rules are muddy, people slide 
down a slippery slope. There’s an old saying to help 
you	get	back	to	basics:	A	stitch	in	time	saves	nine.	
Get clear about who is boss, what the rules are, how 
decisions	are	made	and	what	values	you	are	going	to	
live	by.	Save	time	by	taking	the	time	to	make	clarity	
a	priority.	Nine	hours	of	getting	clear	could	save	you	
nine weeks of rework.  

Skill # 2 Speak to the Vision
Leaders often get into the habit of talking about the 
problem, the obstacles and the constraints. While it’s 
necessary to understand the barriers, put your focus 
on	the	outcome.	An	analogy	I	often	use	is	“focus	
on the island not the shark.” The shark may be real, 
but the island has the treasure chest and delicious 
coconut juice. In other words, paint the picture of the 
desired	outcome	so	that	your	team	is	motivated	to	
face	the	real	or	perceived	barriers.	

Skill #3 Create Connection 
Your people are either connected to you or they aren’t. 

Connection is the glue that bonds people together. 
Think	about	this,	people	only	gossip	negatively	
when they don’t feel a connection. An employee only 
treats a patient or a customer rudely when there’s no 
connection. People lose engagement and complain 
about their jobs when they feel disconnected. We can 
never	deny	the	power	of	strong	connection:	Connec-
tion to the job, to the boss, to peers, and to the client. 

Skill #4 Initiate Difficult Conversations 
Most problems arise from either a lack of clarity, or a 
conversation	that	never	happened.	It’s	normal	to	want	
to	avoid	unpleasant	emotions,	but	you	have	to	think	
of	the	bigger	picture.	Do	yourself	a	favor	and	initiate	
the difficult	conversation sooner rather than later. You 
don’t	have	to	be	comfortable	and	you	don’t	have	to	be	
perfect, but you owe it to yourself, the employee and 
the	company	to	give	honest	feedback	about	expecta-
tions and performance.  

No	matter	how	difficult	the	conversation	might	be,	
there	is	no	way	to	improve	performance	without	
a	conversation.		When	it	comes	to	the	necessity	
of	termination,	a	good	conversation	eliminates	
unnecessary shock and surprise. 

Skill #5 Course Correct Quickly
When you make a mistake, own it and use the mistake 
as	a	learning	experience.	It	goes	like	this:	“Last	week	
I made a decision, and I see that this decision was 

Nine Skills To Elevate 
Your Leadership In 2019

Becoming a great leader is a 
lifetime journey

By Marlene Chism
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not	well	thought	out.	As	a	result,	I	have	to	make	a	
few changes….here’s what they are, and here’s what 
I’ve	learned.”	Your	employees	will	have	your	back	if	
you simply own the problem and then make a minor 
course-correction.	What	they	will	not	so	easily	forgive	
is	hiding	your	insecurities	and	flaws.		The	moment	
you	realize	you	have	been	part	of	the	problem,	make	
a course-correction. The more you show your own 
humanity and ability to take responsibility the easier it 
is for employees to do the same. 

Skill #6 Get the Facts
It’s easy to get drawn into employee drama and 
games of he-said-she-said. Instead, take a break from 
all those hurt feelings and get to the facts. Teach your 
employees to come to you with facts, not just feelings. 
Fact-finding	can	dramatically	change	your	business	
results	and	where	you	invest	your	time.	Here’s	one	of	
my	sayings:	“Knowing	your	feelings	won’t	change	the	
facts, but knowing the facts can change your feelings, 
and when you change your feelings, you change your 
experience, and when you change your experience you 
change	your	results.”	Facts	first,	then	check	feelings.	

Skill #7 Resolve Inner Conflict 
As	a	leader,	you	are	going	to	have	many	conflicts	of	
interest. You want them to like you but you also want 
to	be	driven	by	results.	You	want	to	eliminate	the	prob-
lem-employee but you feel sorry for their struggles.  
You want to listen to the inside-gossip but you also 
want	to	be	perceived	as	fair.		

Before	making	a	difficult	decision,	or	before	playing	
referee,	or	before	creating	a	new	initiative,	clear	up	
your	inner	conflict	first.	Once	you	are	clean	and	clear	
on the inside your decisions will be more aligned with 
your	values	and	mission.	

Skill #8 Stop Rescuing  
When you feel resentful toward a colleague or 
employee	it’s	likely	because	you	have	allowed	some-
one to cross your boundaries. Or it could be because 
you keep doing their work for them, whether it’s 
physical labor or emotional work. As a leader, you 
have	to	become	a	coach	instead	of	a	rescuer.	You	
have	to	teach	a	man	to	fish.	If	your	man	won’t	cast	his	
line	or	reel	in	the	fish,	and	you	keep	struggling	with	the	
same	poor	results,	here’s	the	harsh	truth:	It’s	not	them.	
It’s you. There’s nothing so frustrating than trying to 

change someone who is perfectly happy with the way 
things are. Break the pattern now and stop rescuing. 

Skill # 9 Shape the Environment
Structure	determines	behavior.	If	you	are	a	leader	you	
have	some	control	over	the	environment.	You	can	
adjust	the	lighting.	You	can	make	the	workflow	easier.	
You can cater in lunch. You can hold regular meetings 
in	a	way	that	is	convenient	and	interesting.	There	are	
all	kinds	of	ways	to	work	with	the	environment	to	
shape	your	culture.	Structure	determines	behavior,	so	
work	with	the	structure	to	get	the	behaviors	you	want.	

Conclusion: 
The	first	skill,	“Make	Clarity	a	Priority”	will	be	
something	you	work	on	every	day,	every	week	and	
every	month.	The	other	eight	can	be	divided	up	by	
focusing	on	two	per	quarter.	Each	quarter	you	can	
chart your progress on three skills using the matrix at 
the bottom. 

Quarter 1 Quarter 2 Quarter 3 Quarter 4

Clarity 
Speaking to 
the Vision 
Create 
Connection

Clarity 
Difficult	
Conversations 
Course 
Correction

Clarity 
Facts 
Resolve	
inner 
conflict

Clarity 
Stop Rescuing 
Shape the 
Environment

We	live	our	lives	either	by	default	or	by	design,	and	
leadership is no different. When you consciously 
take	charge	of	elevating	your	awareness,	and	you	
focus on changing your habits	you	can	achieve	your	
leadership potential.

Nine	Skills	To	Elevate	Your	Leadership	In	2019

Marlene Chism is a consultant, 
international speaker and the author 
of “Stop Workplace Drama” (Wiley 2011), 
“No-Drama Leadership” (Bibliomotion 
2015)	and “7 Ways to Stop Drama in Your 
Healthcare Practice”	(Greenbranch	2018). 	
Download	“The Bottom Line: How Executive 
Conversations Drive Results.” 
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For	decades,	Harvard	professor	
Michael Porter has studied, 

written about, and consulted 
top companies and countries on 
competitive	strategy.	He’s	found	
that	“the	essence	of	strategy	is	
choosing what not to do.”

A recent issue of Harvard Business 
Review	features	an	article	on	“Too	
Many Projects.” Authors Rose 
Hollister and Michael Watkins 
write,	“Leaders	keep	layering	
on	initiatives,	which	can	lead	to	
severe	overload	at	levels	below	
the	executive	team.”	This	is	a	
critical problem that’s burning out 
managers and team members. 
Declining engagement and 
retention are just two symptoms 
of the problem.

Hollister and Watkins identify 
seven	roots	of	this	big	
leadership	failure:

1. Impact blindness
2. Multiplier effects

Is Your Leadership 
Team Overloading 
Your Organization?

3. Political logrolling
4. Unfunded mandates
5. Band-Aid	initiatives
6. Cost myopia
7. Initiative	inertia

Reflecting	on	a	series	of	offsite 
planning retreats	I’ve	facilitated	
over	the	past	few	months	with	
executive	teams	and	a	board	of	
directors, this article is especially 
timely	and	relevant.	It’s	about	
discipline, focus, and making 
hard choices.

Here are 8 ways for leadership 
teams to get out of the stupid, 
busy death spiral they create 
through	weak	strategic	leadership:

1. All Eyes on the Prize — agree 
what success looks like, what 
you	value	most,	and	why	
you exist

2. Behave Yourself	—	define	
the	leadership	behaviors	
that reduce eye rolling and 

snickering and show it’s not 
just more yadda yadda

3. Pull Yourself Together — get 
your team working together 
and stop undermining 
each	other	once	you	leave	
meeting rooms

4. Kill Lists — identify meetings, 
projects,	initiatives,	sloppy	
e-mail habits, committees, 
and strategies to chop or 
sharply reduce

5. Choose ‘Em and Lose ‘Em 
— pick the two or three (four 
tops)	strategic	(high	leverage)	
imperatives	(must-do)	with	the	
highest potential, and park or 
kill the others

6. Get Serious — put your top 
leaders and best cross-func-
tional teams together and 
give	them	the	mandate	and	
resources	to	deliver	on	your	
Strategic	Imperatives

7. Reduce the Moose — use an 
anonymous	and	confidential	
process to raise the key 

By Jim Clemmer

8 ways for leadership teams to get out 
of the stupid, busy death spiral
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issues/barriers (moose, 
elephants, or 800 pound 
gorillas);	secretly	vote	on	the	
top 3 or 4, and address them

8. Culture Rift, Drift, or Shift — 
the best strategies and plans 
die if the leadership team 
doesn’t	define	and	actively	
shape the culture that boosts 
or blocks implementation

Getting your leadership team 
away from daily operations for 
a	few	days	of	reflection	and	
planning	is	incredibly	effective.	
I	am	clearly	biased	since	I’ve	
facilitated so many retreats; when 
offsite retreats are well designed 
and facilitated (a bit more 
bias),	the	return	on	investment	
is exponential.

Facebook COO, Sheryl Sandberg, 
has	an	impressive	track	record	
of getting things done. She said, 
“I	strongly	believe	in	ruthless	
prioritization…only focusing on the 
very	best	ideas.	It	means	figuring	
out the 10 things on your list and, 
if you can’t do all 10, doing the 
top two really well. Ruthlessly 
prioritizing can get hard because 
you’re always trying to do more, 
but it’s one of the best and most 
important ways to stay focused.”

Is	Your	Leadership	Team	Overloading	Your	Organization?

For	over	three	decades,	Jim 
Clemmer’s keynote presentations, 
workshops, management team 
retreats, seven bestselling 
books, articles, and blog	have	
helped hundreds of thousands of 
people worldwide. The Clemmer 
Group is the Canadian strategic 
partner of Zenger Folkman, an 
award-winning	firm	best	known	
for	its	unique	evidence-driven,	
strengths-based system for 
developing	extraordinary	
leaders and demonstrating the 
performance	impact	they	have	
on organizations.
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feedback, and open dialogue with their managers 
that	lead	to	growth	and	development.	According	to	
a	TriNet	survey,	74	percent	of	millennials	felt	“in	the	
dark” about how they’re performing at work and 40 
percent	said	that	the	annual	review	is	too	vague	to	
be helpful.

3. Employee Engagement Gives Way to 
Employee Experience
With	the	U.S.	unemployment	rate	hovering	at	around	
4 percent for most of 2018, the lowest it’s been in 
decades,	finding,	attracting	and	retaining	talent	has	
become	even	more	challenging.	

A study	that	surveyed	job	seekers,	as	well	as	HR	
professionals in the US, found that 83 percent of 
HR	leaders	believe	“employee	experience”	is	either	
important	or	very	important	to	their	organization’s	
success.	In	fact,	56	percent	of	them	are	investing	
more	in	training;	51	percent	in	improving	workspaces;	
and	47	percent	are	giving	more	rewards.

A focus on employee experience will continue to gain 
ground with organizations, especially those tracking 
data points on how people work, make decisions, and 
organize	their	day.	When	employee	turnover	is	high,	
organizational goals aren’t being met, and employee 
survey	data	indicate	widespread	dissatisfaction,	
that’s not an engagement issue, it’s all about poor 
employee experience.

Top 10 Management 
Trends Of 2019

Increased focus on culture 
and people  

1. Swanky Offices and Foosball Tables 
Won’t Cut It Any Longer
In a FlexJobs	survey,	84	percent	of	working	parents	
said	that	work	flexibility	is	the	number	one	most	
important factor in a job, with work-life balance a 
close	second	at	80	percent.	In	a	Harvard	Business	
Review	study	on	flexibility	in	the	modern	workforce,	96	
percent	of	the	1,583	professionals	in	the	U.S.	surveyed	
said	that	they	need	flexibility.	Yet	only	47	percent	say	
that	they	have	 access	to	the	types	of	flexibility	they	
need	—	a	gap	of	54	percent.	This	gap	is	even	more	
pronounced	for	women,	only	34	percent	of	whom	have	
access	to	the	flexibility	they	need.

In	this	increasingly	sparse	labor	market,	we	believe	
that	companies	will	offer	increased	flexibility	to	their	
employees in 2019. These will come in the form of 
more	remote	work	options,	flexible	work	hours	as	well	
as paid time off.

2. Continuous Feedback and Coaching Are 
the Only Way Forward
We predicted this in 2018	and	believe	that	continuous	
performance management will continue to grow 
as more and more companies abandon the annual 
performance	review	for	regular	feedback	and	
coaching	conversations	with	managers.	

Millennials form a third of the American workforce 
and are expected to go up to half the workforce by 
2020. This generation of workers demands regular 

By David Hassell
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4. Focus on Employee Growth and 
Development
According to Gallup, 87% of Millennials cite access 
to	professional	development	and	career	growth	
opportunities as the most important factor in a 
job. Millennials are ambitious and hardworking 
and they want to constantly learn new skills and 
grow.	However,	traditional	training	doesn’t	cut	it	
for them. Micro-learning opportunities, which are 
short, informal, self-directed and mobile-optimized 
on single topics will pick-up in 2019. Mediums of 
delivery	too	will	vary	from	videos,	webinars,	podcasts,	
or	even	games	that	provide	learning	materials	in	an	
easy-to-absorb format.

5. Employee Self-Evaluations will Pick-up 
and Mature
Periodic	performance	evaluations	provide	managers	
with	a	much	needed	opportunity	to	review	an	
employee’s progress on goals and the bigger picture 
of their career trajectory. Likewise, employee self-as-
sessments	provide	key	insights	to	the	manager	on	
what	the	employee	thinks	and	perceives	of	himself/	
herself.	For	the	employee,	self-reviews	also	help	with	
the perception of fairness surrounding the entire 
performance	evaluation	process.

As	self-evaluations	continue	to	grow	and	become	an	
intrinsic	part	of	overall	performance	management,	

they will also continue to mature. Organizations that 
make it safe for employees to share candid feedback 
by	setting	the	context	of	“conspiring	for	everyone’s	
success”, will encourage employees to be honest 
and	vulnerable	as	well	as	ask	pointed	questions	that	
encourage their own growth.

6. Technology will Continue to Augment 
Human Management
Technology can’t replace the human connection, but 
it does a great job of streamlining processes so that 
there’s more time for managers to make the most 
of facetime.

For	example,	productivity	and	collaboration	tools	
such as Slack, Zoom, and Asana enable increasing 
flexibility	for	workers	who	either	telecommute	or	
work	flexible	hours.	In	performance	management,	as	
employees expect regular feedback, technology tools 
can enable weekly or bi-weekly check-ins and help 
give	structure	to	such	meetings.

In 2019, use tech to keep accurate notes, set 
meeting	agendas,	track	performance,	and	have	fluid	
communication across the organization. Fill the space 
created	by	those	software	applications	by	improving	
your chops as a coach and mentor to employees.

Top 10 Management Trends Of 2019
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7. Inclusion will Remain Top of Mind for 
Leaders
2018	brought	forth	several	workplace	issues	(#metoo,	
gender	pay	gap	etc.)	that	showed	us	that	even	though	
some	companies	demonstrated	increasing	diversity	
in terms of workforce percentages, they weren’t 
necessarily exhibiting inclusion.

As	our	workforce	continues	to	become	more	diverse	
- multi-generational, multicultural and multi-gender, 
fostering a culture of openness and inclusion needs 
to come from the top. CEOs can lead by example 
in 2019, by promoting a more open and acceptable 
culture,	while	continuously	checking	their	individual	
biases in the workplace. Not only is this the right thing 
to do, but research has repeatedly shown that diverse	
teams perform better. 

8. Managers Form the Heart of the Organi-
zation
According to Gallup,	only	one	in	ten	people	have	the	
talent to manage. Another two in ten people exhibit 
some characteristics of basic managerial talent and 
can	function	at	a	high	level	if	their	company	develops	
them. Managers form the heart of an organization, 
pumping lifeblood into the organization with the 
teams they lead and inspire. If your managers 
aren’t	good	at	“managing”,	the	company	will	
eventually	falter.

As more and more companies come to this 
realization, we expect them to only promote those 
people	who	have	the	desire	and	natural	talents	
to	manage	others.	We’ll	see	more	investment	in	
leadership training, and businesses who create 
extra-managerial	tracks	for	advancement	based	on	
one’s	skill-set	as	an	individual	contributor.	

9. More Paid Leave for More Productivity
According to the famed 1992 Framingham Heart 
Study	men	who	don’t	take	vacations	increase	their	risk	
of heart attacks by 30 percent, and women increase 
theirs by 50 percent.

Of course, most organizations today understand the 
importance	of	vacation	and	give	a	certain	number	
of	paid	leave	days.	Some	even	give	unlimited	paid	
vacation	days.	However,	a	Glassdoor	report	found	that	

most	people	who	receive	paid	time	off	only	take	about	
half (54%)	of	it.	Fear	is	the	overriding	reason;	fear	
that	projects	won’t	get	finished,	that	deadlines	won’t	
get met, or that critical details on a release will be 
overlooked.	Or	worse,	that	the	company	will	manage	
just	fine	without	us	and	we’ll	lose	our	jobs.

We	believe	that	2019	will	see	the	rise	of	mandated	
paid time off. A recent study	confirms	that	when	
employees	took	a	week	or	more	off	for	vacation,	
employee engagement increases and those people 
developed	a	stronger	work	ethic.

10. Focusing on Culture to Allow High 
Performance to Emerge
For	years	now,	businesses	have	practiced	
“performance	management”.	That	is,	managers,	
focused	on	outcomes	more	than	the	drivers	that	
produced those outcomes. While practices like setting 
objectives	and	tracking	data	on	completing	them	
is	important,	those	practices	must	fit	into	a	greater 
management methodology.

In 2019, managers will focus on the culture and 
support	people	in	learning,	developing,	and	evolving	
not just at work but as whole human beings. Today 
what organizations need most are people who are 
tapped into their greatest gifts and strengths, who 
are passionate, committed to the mission, loyal and 
who	are	able	to	express	genius-level	performance	
through their work. Finding and keeping those people 
requires	creating	workplaces	that	are	psychologically	
safe, genuinely caring about people, and adopting 
an	understanding	that	we	are	not	fixed	and	have	
unlimited	potential	to	grow	if	we	are	only	given	the	
space to do so. 

Top 10 Management Trends Of 2019

David Hassell is a serial entrepreneur 
who is currently the CEO and co-founder 
of	15Five,	a	pioneer	in	the	continuous	
performance management category. 
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Improve Your 
Organization With 
Learning-Focused 
Leadership 

With	today’s	ever	changing	technological	
advances	in	the	workplace,	employees	must	

learn	new	skills	to	adapt	to	new	innovations.	Business	
processes	can	change	quickly,	so	organizations	must	
figure	out	the	most	efficient	way	to	upskill	and	reskill	
their workforce. For larger organizations, sometimes 
waiting for human resources (HR) and learning and 
development	(L&D)	decision-makers	to	put	these	
trainings is not the best option.  

Rather	than	depending	on	others,	it’s	proven	that	
leaders	themselves	who	take	on	learning	can	help	
strengthen	and	build	their	team’s	overall	business	
impact	and	ROI	with	just	a	few	easy	steps.	Overall,	
leaders who build a culture of learning and a practice 
of learning can promote adaptability and education 
as	a	core	competency	for	a	positive	impact	on	an	
organization’s success. A learning-focused leadership 
ecosystem can be easily attained by embracing failure 
routinely and encouraging debate and dissent. 

Here are four best practices for leaders interested 
in	creating	an	environment	of	learning	in	
their organization.

4 tips to follow

By Karen Hebert-Maccaro

Embrace Failure
This	concept	provides	a	chance	to	learn	from	
your mistakes. It’s important to embrace and 
even	celebrate	failure	as	it	can	provide	a	valuable	
learning	experience.	If	leaders	allow	for	constructive	
observations	of	the	failure	to	be	discussed	and	
strategies	developed	to	fix	problems	for	the	next	
relevant	event,	the	failure	or	mistake	has	at	least	
one	positive	outcome.	Instead	of	discounting	those	
objectives	that	didn’t	work,	take	time	to	sit	down	with	
employees, examine what went wrong and determine 
what that suggests. This doesn’t mean that people 
cannot be held accountable, but, as a leader, your 
team will begin to see excusable failures as promoting 
forward-thinking	innovations	and	good	risk	taking	that	
may	not	have	worked	the	first	time,	and	staff	will	be	
encouraged to keep trying. 

Encourage Debate
This concept contributes to building a culture of 
learning and allows any employee, regardless of rank 
or role, to share thoughts without fear of an idea being 
dismissed.	When	ideas	can	be	proactively	debated,	

http://web.hr.com/7hcy
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with a leader as a moderator, teams will welcome 
the	associated	individual	growth	and	overall	team	
learning. Team members will feel comfortable in 
discussing and engaging in matters together, which 
allows them to contribute more intentionally, thus 
delivering	on	their	full	potential.	

Build a Learning Agenda
This concept will help measure learning success and 
align all departments. While most leaders appreciate 
and	value	on-the-job	learning,	they	don’t	always	take	
responsibility	for	learning	themselves.	Leaders	should	
take charge and can begin with building a learning 
agenda comprised of a team strategy that outlines all 
major priorities. Leaders can work directly with each 
department to identify what skills or skill refreshments 
are	needed	to	reach	their	objectives.	Include	personal	
development	goals	in	addition	to	team	aspirations.	

This	may	be	a	bit	time	consuming,	but	it	will	provide	a	
comprehensive	learning	agenda	tied	to	your	strategy.	
Once	compiled,	share	the	agenda	with	L&D	and	HR	
personnel if you can and ask for them to partner with 
you in helping your team meet their goals. Regularly 
check back on the agenda and determine whether 
progress is being made and goals are being met. 
Create milestones within your agenda so teams know 
where	they	stand	to	achieve	individual,	team	and	
organizational success. 

Promote Performance Adjacent Learning
Diversify	learning	beyond	traditional	classroom	
instruction by implementing performance adjacent 
learning. This is a nonlinear approach to education, 
where learning occurs during and in the course of 
work. It is continuous, seamless and integrated to 
meet	the	most	relevant	challenges	and	needs	of	
both	teams	and	individuals.	According	to	O’Reilly	
online	platform	behavior,	which	explored	the	unique	
learning	activities	of	195,000	learners	across	a	range	
of	industries,	42	percent	of	learning	activities	were	
conducted in a performance adjacent manner. It’s 
clear	that	performance	adjacent	learning	is	a	valuable	
and	efficient	way	for	workers	to	learn	at	the	point	of	
need. Leaders today can help encourage this kind of 
continuous,	integrated	learning	by	advocating	for	or	
providing	solutions	that	support	it	and	measuring	and	
rewarding those that engage. 

Learning-focused	leadership	can	improve	your	
organization, and the willingness to share learning 
processes,	skills	and	experiences	will	benefit	and	
develop	your	team.	Don’t	be	afraid	to	team	up	with	
L&D	and	HR	managers	within	your	organization,	but	
make staff aware that you are leading the way in 
establishing both a learning culture and a practice of 
learning on your team. As a leader, your enthusiasm 
and	willingness	to	be	involved,	along	with	seeing	and	
recognizing	learning-related	achievements	and	results	
has a direct impact on your company’s success.

Karen Hebert-Maccaro, Ph.D. is 
presently	Chief	Content	Officer	of	
O’Reilly Media, Inc. where she is a key 
member	of	the	executive	management	
team, responsible for leading and 
managing the organization’s content and 
learning strategy. In this capacity she 
oversees	the	development	of	learning	
initiatives	and	programs	for	Safari,	
O’Reilly’s learning and training platform, 
manages both creation and curation 
of	available	content,	and	directs	the	
internal	editorial	teams	in	acquisition,	
development,	and	delivery	of	content	
and products for learning, training, and 
events.	She	additionally	oversees	the	
relationship and execution strategy for 
academic markets. As a practitioner, 
educator, researcher, and consultant 
she	has	developed	extensive	expertise	
in the areas of talent management, 
leadership	development,	influence	and	
change	management,	and	innovative	
pedagogical design. 

Would you like to comment?
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It’s	in	the	very	nature	of	companies to grow—it’s a 
fundamental part of the DNA 
of	every	business	that	exists	
today.	Of	course,	not	every	
company grows, or grows at the 
same rate. Some companies go 
happily	along	with	virtually	flat	
sales for decades, while others 
rollercoaster from highs to lows 
and back again. Then there are the 
modern unicorns like Airbnb, Uber, 
and	WeWork	that	have	achieved	
valuations	in	the	billions	of	
dollars in an extraordinarily short 
period	of	time.	Regardless,	every	
company has the seeds of growth 
planted within it.

Growth is generally a good thing 
for a business—it leads to more 
customers,	increased	revenue,	
and often, a healthier bottom 
line.	However,	when	companies	
and the men and women who 
run them aren’t prepared for 
the demands of growth and the 
often considerable increase in 
complexity that comes with it, it 
creates	some	very	real	problems.

Companies can increase (or at 
least	maintain)	their	competitive	
advantage	only	when	their	leaders	

and the leadership system of the 
organization	develop	at	a	rate	that	
keeps pace with the complexities 
that come with growth and the 
accelerating magnitude of global 
change. And, as organizations 
grow, their long-term success 
depends on more than their ability 
to	develop	great	products	and	
services,	or	to	secure	necessary	
financing,	or	to	hire	and	retain	
talented and engaged people. 
The long-term success of any 
organization also depends on its 
ability	to	scale	effective	leadership	
as it grows.

Is your leadership built for scale? 
Or, are you already beyond the 
level	of	scale	and	complexity	
for which your leadership is 
optimized? If the latter, you are 
likely	feeling	over	your	head.	You	
may be getting great results, 
but with diminishing returns on 
ever-higher	expenditures	of	your	
time	and	effort.	You	may	have	
a gnawing (and correct) sense 
that working more hours is not 
the solution. The harder you go, 
the more you get in your own 
way.	You	may	even	be	canceling	
yourself out as a leader—allowing 

your liabilities to outweigh 
your strengths.

It’s no secret that leaders in 
organizations of all sizes and 
in	every	industry	are	under	a	
tremendous amount of pressure 
today as they lead their people 
through	a	time	of	volatility,	
uncertainty, complexity, and 
ambiguity (VUCA). According 
to research conducted by an 
outplacement	firm,	Lee	Hecht	
Harrison, 67 percent of business 
leaders are struggling with stress, 
with 36 percent of managers who 
manage	at	least	seven	people	
reporting that they experience 
stress one or more times a day.

In our own experience working 
with hundreds of organizations 
over	the	past	several	decades,	
we	have	found	that	one	of	the	
reasons why so many leaders 
are	under	so	much	stress	is	quite	
simple:	they	haven’t	scaled	their	
leadership.	That	is,	they	haven’t	
done the things necessary to grow 
leadership capacity and capability 
throughout their organizations in 
these fast-changing times.

Scaling Your Leadership
Building leadership capacity and 
capability in a challenging business world

By Robert J. Anderson and William A. Adams
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If you’re trying to scale or grow 
the business through your own 
capability alone, and not through 
the capability of other leaders and 
teams, then you’re not going to 
scale, nor is your organization.

Leadership and the growth of a 
business organization go hand in 
hand. So, at a certain point, the 
effectiveness	or	ineffectiveness	
of leaders determines whether or 
not an organization can grow. Too 
many	leaders	have	unwittingly	
allowed	themselves	to	become	
obstacles to growth instead 
of facilitators of it. It’s just not 
possible for a business to outgrow 
the	effectiveness	of	its	leaders—
it’s impossible. Any organization is 
only as strong as its leaders.

Leaders	establish	generative	
tension at the organizational 
level	by	committing	to	what	
matters	most	and	then	fiercely	
and compassionately telling the 
truth about the current situations 
in which they exist. They lead 
the dialog that establishes an 
organization’s identity (mission, 
vision,	values),	an	honest	SWOT	
analysis, and transformational 
redesign. These leaders also 
cultivate	generative	tension	at	the	
personal	level	by	facing	their	own	
development	agenda.

Great leaders lead by openly 
and	vulnerably	facing	their	
development	gaps	and	then	
engaging their leadership teams 
to	do	the	same,	individually	and	

Scaling Your Leadership

The good news is that, like 
businesses,	leaders	also	have	
the seeds of growth within them. 
Given	the	right	conditions	and	
the	right	environment,	leadership	
can grow and scale as their 
organizations grow and scale. In 
fact, they must.

So, what can leaders do to scale 
their leadership and the leadership 
of those who work for and with 
them? In our experience, the 
most	effective	leaders	cultivate	
something called generative 
tension.	Generative	tension	is	
the gap between our aspirations 
and our current reality. It is the 
same thing as Peter Senge’s 
creative tension and Hamel 
and Prahalad’s strategic intent. 
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collectively.	They	first	make	sure	
their own leadership is built for 
scale	and	then	scale	effective	
leadership in their teams and 
in the organization. They do 
so	by	engaging	in	four	specific	
practices. Let’s examine each.

1. Tell the truth about what you 
want.	Create	a	vision	for	the	
future, focus attention on the 
outcomes	you	want	to	achieve	
together with your people, and 
then set an intention to create 
them. Choose to make this 
intention your current reality, 
then	hold	and	reaffirm	this	
intention	each	and	every	day.

2. Tell the truth about how you 
are creating your current 
reality. What kind of reality 
are you actually creating? Tell 
the truth about the results 
you are creating right now, 
particularly those results that 
are inconsistent with what 
you want. Dig deeply into 
how you are creating your 
current	reality,	individually	and	
collectively,	and	look	closely	at	
the	embedded	beliefs	driving	
the	behavior	that	results	in	
outcomes you do not want. 
Surface those beliefs within 
yourself and within your team 
members.	Delve	into	these	
beliefs deeply enough to see 
the falseness in them.

3. Rinse and repeat to continue 
to hold generative tension. 
Establishing and maintaining 
generative	tension	is	not	a	
one-and-done exercise. It is an 
ongoing practice. Continually 
revisit	the	truth	about	what	
you want and the results you 
are	achieving,	naturally	holding	

● Mastering Leadership: An Integrated 
Framework for Breakthrough 
Performance and Extraordinary 
Business Results by Robert J. 
Anderson and William A. Adams 
(2015) https://www.amazon.com/
Mastering-Leadership-Break-
through-Performance-Extraordinary/
dp/1119147190

● The Leadership Circle https://leadership-
circle.com/

● The Full Circle Group https://www.
fcg-global.com/

● The Leadership Circle Profile https://
leadershipcircle.com/products/
leadership-circle-profile/

●	 White	Papers:	https://leadershipcircle.

com/whitepapers/ 

Scaling Your Leadership

generative	tension	as	you	
engage in this practice.

4. Practice every day. Experiment 
every	day—taking	small	steps	
each time that bring you closer 
to the results you want. Learn 
lessons from your experiments 
and use those lessons to 
inform your next experiments. 
Make	certain	you	are:	

 ● Getting feedback all along 
the way.

 ● Having	a	practice	of	
daily	reflection.

 ● Trusting your intuition and 
developing	openness	to	
intuitive	insight	in	your	teams.

 ● Doing this publicly, 
transparently, and with the 
support of those around you.

 ● Taking a long-term, systemic 
approach	to	all	of	the	above	
within the organization.

If you want to change yourself, the 
collective	effectiveness	of	your	
leadership team, or the leadership 
system of your organization, we 
know what works. It is easy and 
straightforward to explain. But 
don’t	be	fooled:	It	is	very	difficult	
to	change	deeply	grooved	patterns	
in	how	we	show	up	every	day	
in	our	lives	and	our	leadership.	
But try we must—change we 
must if we want to reach our full 
potential as leaders and create the 
organization to which we aspire.

Recommended Resources:
● Scaling Leadership: Building 

Organizational Capability and Capacity 
to Create Outcomes That Matter 
Most by Robert J. Anderson and 
William A. Adams (2019) https://
www.amazon.com/Scaling-Leader-
ship-Building-Organizational-Capability/
dp/1119538254

Robert J. Anderson is the founder, 
Chairman,	and	Chief	Creative	Officer	of	The	
Leadership Circle and Co-founder of Full 
Circle Group. William A. Adams is one of 
the founders of Full Circle Group and CEO 
of Full Circle Group and The Leadership 
Circle. Together, they are authors of 
Mastering Leadership: An Integrated 
Framework for Breakthrough Performance 
and Extraordinary Business Results (Wiley, 
2015) and the upcoming book Scaling 
Leadership: Building Organizational 
Capability and Capacity to Create Outcomes 
that Matter Most (Wiley, 2019).
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A Selection of Webcasts Date Time

Innovative	Benefits	to	Recruit	and	Retain	
Talented Employees with Children

Jan 8, 2019 1:00	PM	-	2:00	PM	ET Register

Debunking	the	Seven	Myths	of	Reference	
Checking

Jan 9, 2019 3:00	PM	-	4:00	PM	ET Register

Talent Agility in an Emerging Workplace Jan 10, 2019 1:00	PM	-	2:00	PM	ET Register

How Leading Enterprise Companies are 
Reinventing	Health	Benefits

Jan 17, 2019 3:00	PM	-	4:00	PM	ET Register

Crash	Course:	5	unexpected	ways	to	find	
your next hire

Jan 24, 2019 1:00	PM	-	2:00	PM	ET Register

View	our	Upcoming	Virtual	Events	Schedule	and	Register	Today!		

View our Upcoming Webcasts Schedule and Register Today!  

Virtual Events

Schedule

The	State	of	Video	and	Interviewing	Platforms	2019 January 15, 2019

New	Ideas	and	Tools	for	Effective	Performance	
Management	-	Virtual	Event

January 29, 2019

The	State	of	Diversity	and	Inclusion	2019 February 7, 2019

Globalization	of	the	Workplace	-	HRIS	&	Payroll	Virtual	
Event

February 20, 2019

https://web.hr.com/obs78
https://web.hr.com/duwt
https://web.hr.com/105m7
https://web.hr.com/d706c
https://web.hr.com/5hndq
https://web.hr.com/tdu2
https://web.hr.com/lqj25
https://web.hr.com/duwt
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As we ring in the New Year, we 
often	reflect	on	areas	in	which	

we	can	improve.	In	a	competitive	
business landscape, managers 
and business leaders are more 
than	ever	required	to	pay	attention	

Top Leadership Tips 
To Focus On In 
The New Year

By Jewell Parkinson

New trends that will impact 
HR leadership 

to	new	ways	to	motivate	and	
attract	top	talent.	 Think	of	what	
happens when your employees 
aren’t performing at their best, or 
when the technology they need 
versus	the	technology	they	have	

creates a barrier to a job well 
done. New trends in well-being, 
ethics, next-gen technologies 
and the way we recruit will all 
have	an	impact	on	HR	leadership	
during 2019.

http://web.hr.com/7hcy
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Well-being
In 2018, companies made 
even	more	strides	to	show	that	
employee health and well-being 
is an important part of their 
business.	Moving	into	the	New	
Year, leaders should expand their 
employee offering to focus on 
physical,	mental,	financial	health	
of their people to attract new 
talent to engage and retain their 
existing workforce, ranging from 
instituting	expanded	leave	and	
retiree work policies to enhancing 
flexible	work	schedules	and	
targeted	wellness	programs.	 

Experience Matters
AI and machine learning in the 
workplace	will	move	beyond	its	
experimental phase to enhance 
the employee experience. Today’s 
workforces can expect next-gen 
technologies to become further 
embedded in their day-to-day 
responsibilities, leaders can utilize 
this by creating more personalized 
consumer experiences for 
employees ranging from how 
your salespeople access mobile 
customer records to how your 
C-Suite makes data-based 
decisions.	 In	doing	so,	human	
contribution and competence will 
be	more	essential	and	fulfilling	
than	ever	before.	

Talent Networks
Employers – especially in 
the technology sector – are 
increasingly	finding	that	there	is	
a substantial shortage in talent 
that is making them go beyond 
traditional recruitment efforts. 
Your future workforce isn’t limited 
to the next graduating class – 
take this as an opportunity to tap 

into employee networks/alumni 
ecosystems	and	harvest	the	
power of the gig economy.

Ethics
Company purpose is as much a 
part of your talent recruitment 
and engagement strategy as it 
has	ever	been;	consumers	not	
only expect the companies they 
transact	with	to	uphold	values	
that align with their own, but are 
increasingly demanding their 
employers do so. Whether it’s 
placing the utmost importance 
on maintaining customer data 
privacy	and	protection	or	being	
transparent,	equitable	and	
bias-free in how you conduct 
business,	bosses	will	have	to	
adjust their companies with 
the times while simultaneously 
building cultures that truly put 
people	first.	

Top Leadership Tips To Focus On In The New Year

Jewell Parkinson is Head of HR, Americas 
&	APJ. She provides	HR	leadership	for	SAP	
Global Customer Operations and heads the 
regional HR Business Partner organization 
across North America, Latin America and 
Asia	Pacific	Japan.	In	this	trusted-advisor	
role,	she	provides	consultation	on	the	
design,	delivery,	and	adoption	of	solutions	
that ensure SAP’s people strategy and 
consumer experiences yield a sustainable 
business impact to meet the needs of 
more than 45,000 employees.

Would you like to comment?

New trends 
in well-
being, ethics, 
next-gen 
technologies 
and the 
way we 
recruit will 
all have an 
impact on 
HR leadership 
during 2019.

http://web.hr.com/7hcy
https://web.hr.com/scgic
https://twitter.com/parkinsonjewell
https://www.linkedin.com/in/jewell-parkinson-14a9081/


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

12 Targeted Publications to Reach Your Audience
Informing,	Educating,	Enlightening	and	Assisting	HR	professionals	in	their	personal	and	professional	development,	

the	Excellence	series	offers	high	quality	content	through	12	monthly	publications!

Publications

https://web.hr.com/3ndln
https://web.hr.com/adv7n
https://web.hr.com/8179
https://web.hr.com/1auyk
https://web.hr.com/8w5ch
https://web.hr.com/7c2i
https://web.hr.com/o4w9q
https://web.hr.com/j793
https://web.hr.com/c5wuh
https://web.hr.com/t8t2r
https://web.hr.com/le60b
https://web.hr.com/71uy
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