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W hen Donald Trump’s presidency, 
powerful political changes around the globe, ter-
rible natural disasters, heinous terrorist attacks, 
WannaCry, a huge ransomware cyber-attack and 
North Korea’s missile launch hit the headlines 
in 2017, what shook the world and created a 
major stir was the #MeToo movement.

Year 2017 started with the Women’s March 
in Washington, and ended with the #MeToo 
campaign. (http://edition.cnn.com). When 
US movie mogul Harvey Weinstein’s sexual 
harassment allegations lead to the campaign, it 
triggered a huge commotion with women and 
men coming out with their own exploitation 
stories that involved powerful men from various 
walks of life. This year saw the surge of the word 
‘feminist’ once again with more power than 
ever before. Now, with Time Magazine naming 
#MeToo as its person of the year, and FT honor-
ing Susan Fowler as “Person of the Year” for her 
blog post about the problems she experienced at 
Uber, it seems that the issue of sexual harassment 
is finally getting the visibility it deserves. 

Sexual harassment in the workplace has also 
taken centre stage in recent months. In an in-
dustry that is still predominantly male, ingrained 
behaviors in many company cultures have often 
prohibited women from getting into positions 
of leadership, and have created an environment 
that many women find intolerable. Will 2018 
be the year leaders finally start listening? Read 
our cover article by Kate Benediktsson that 
sheds more light on this issue.

As 2017 is history, and as we welcome 2018 
with fresh hopes, aspirations and goals, don’t 
you think it is the perfect time to make a com-
mitment to lead a positive and inspiring life? 
Not sure how to inspire yourself or the people 
around you? We offer you the perfect oppor-
tunity – Welcome to LEAD2018, inspired by 
HR.com.

LEAD (Leadership Excellence And Develop-
ment) is a unique two-day leadership event to 
be held in Salt Lake City, Utah on February 
7-8, 2018. This event is devoted to inspiring 
individuals and enriching lives across the globe. 
We bring you a group of individuals that possess 
leadership in a multitude of ways. Every speaker 

has something new to bring to the table, prepare 
to witness some of the most thought provoking 
speakers of our time. We aim to create a world 
inspired, so all attendees can walk away from 
this event ready to take measurable action that 
will impact the lives of those they lead. The 36th 
Annual LEAD Awards Gala celebrating excel-
lence in leadership development programs will 
also be held on Feb 8. If you would like to be 
part of this exciting and inspirational leadership 
event, visit LEAD2018.

Also included in this edition are a bunch of 
informative, motivating and inspirational leader-
ship articles. Check out Dot Mynahan’s article, 
Moving Women FORWARD that talks about 
how Otis created an internal resource group 
called FORWARD, geared toward women in 
field operations. The group aims to help recruit, 
develop, retain and promote women into lead-
ership roles through mentoring, professional 
development and networking. The initiative 
has helped changed the culture at Otis. Read 
to know more.

As organizations begin to adapt to the ever-
present, radical global changes afoot, 2018 
presents an opportunity for learning, develop-
ment and HR professionals to really rise to 
the challenge. It’s time to step up and support 
organizations to meet change at the forefront 
by developing its people with transformational 
learning interventions. Read Emma Weber’s 
article, The Key To Leadership Development 
Success In 2018 for more insights.

Change is not typically a word that excites 
people. Yet, change is a must for organizations 
that want to keep pace with an evolving mar-
ketplace. So, how can leaders manage change 
successfully when their people are not always 
excited to execute? Read John Schantz’s article, 
How Can Leaders Manage Change Success-
fully? for top change management tips.

For more articles, turn the pages. We hope 
you enjoy reading all articles and expect your 
feedback! Next month, we will publish the list 
of LEAD2018 award winners. Stay tuned!

Wishing you all a very Happy New Year!

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials
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By Kate Benediktsson

Will 2018 be the year leaders finally start listening?

Sexual Harassment In The Workplace

sexual harassment in the workplace has taken centre stage in 
recent months, with a wave of new high-profile cases coming to light 
on a daily basis. For many, especially those in the technology industry, 
the spotlight on this issue is long overdue. In an industry that is still 
predominantly male, ingrained behaviors in many company cultures 
have often prohibited women from getting into positions of leadership, 
and have created an environment that many women find intolerable. 

 Now, with Time Magazine naming #MeToo as its person of the 
year, and FT honoring Susan Fowler as “Person of the Year” for her 
blog post about the problems she experienced at Uber, it seems that 
the issue of sexual harassment is finally getting the visibility it deserves. 

 According to recent research from Next Concept Human Re-
source Association and Waggl, nearly 9 out of 10 people anticipate 
that preventing sexual harassment will become a greater concern to 
company leadership in 2018.  The “Voice the Workplace” pulse was 
sent to thousands of people from organizations of all sizes, using 
Waggl’s crowdsourced listening platform from December 5-12, 
2017.  Of the 873 people who participated, 89% agreed with the 
following statement: “I anticipate that preventing sexual harassment 

will become a greater concern of company leadership in 2018, given 
the recent wave of high-profile cases in the news.” The responses were 
almost unanimously positive across various demographics including 
age, gender, and job function. For respondents 61+ years of age and 
for people from for-profit corporations with 20,000 employees or 
more, a full 94% of respondents agreed that sexual harassment will 
become a greater priority in the coming year.  

In contrast, only 56% of participants agreed with this statement: 
“I believe that there is room for improvement at my organization for 
minimizing sexual harassment in the workplace.”  Within these re-
sponses, there were some interesting demographic splits. For example, 
only 52% of men felt there was room for improvement, in comparison 
with 60% of women. Among respondents 51-60 years of age only 51% 
agreed, in comparison with 63% of respondents 31-40 years of age.  

“Judging by the tremendous response we had on this pulse, sexual 
harassment in the workplace is an issue of keen importance, not only 
for HR but for people of all job functions,” said Greg Morton, CEO, 
NCHRA.  “Responses point to the need for better education and a 
zero-tolerance culture.  They also point to the need for leaders to own 
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this issue and be held accountable.   It’s clear that the high-profile 
cases we’ve seen in the news recently are just the tip of the iceberg, 
so there needs to be a seismic shift in the way that the issue of sexual 
harassment is dealt with going forward.”

HR West and Waggl also posed the open-ended question, “What 
is the single most important thing HR can do to eradicate sexual 
harassment, and why do you feel this would help?” Crowdsourced 
responses were distilled into a ranked list. The top 5 answers were:
•	 “In any work environment, taking claims of sexual harassment 

seriously and educating employees on what is inappropriate 
behavior and why it is inappropriate. Creating a work 
environment where employees feel supported and mutual respect 
is not only expected, but rewarded.”

•	 “Hold leaders accountable to the policies, standards and laws 
no matter the level of the perpetrator.”

•	 “Gain top level support for this initiative. It needs to be the CEO 
and management team of the company who really owns this issue, 
lives up to it, and demands that the organization meet standards 
that are set. In other words, it’s got to be a lot more than lip 
service or a program that HR rolls out. It has to be bona fide 
and from the top.”

•	 “Getting CEO and leadership committed to zero tolerance to 
sexual harassment. Unless the company’s culture changes from 
the top, we won›t be able to wipe out sexual harassment at work.”

•	 “Sexual harassment is not an issue for HR to solve on its own, 
it’s a problem that must be acknowledged and addressed by the 
entire organization. In order to really eliminate sexual 
harassment, everyone needs to take accountability for speaking 
up and addressing problems at the moment they occur, before 
it turns into a bigger problem.”

 Clearly, the issue of sexual harassment is an important topic that 
elicits strongly- held beliefs from everyone in the workforce. From an 
HR perspective, it is a lingering problem that has been festering for 
quite some time at many organizations, and it presents a huge amount 
of unseen risk.  And yet, despite laws, policies, and mandated train-
ings, and all the recent media attention, the issue remains pervasive 
and unresolved.

 How can we eradicate sexual harassment in the workplace?  Here 
are 3 concrete steps that need to be taken:

1. Create a culture of respect, with zero tolerance for harassment.
2. Ensure that leadership sets an example of ideal workplace 

behaviors.
3. Offer concrete, actionable education across the board.  
 It’s crucial for HR professionals to create a forum for authentic com-

munication so that people can safely share their experiences.  Providing 
people with a safe, open network in which to share their opinions 
anonymously is a great way to open up a 2-way dialogue and create 
a foundation of mutual respect and trust. LE
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By John Schantz

9 proven tips for successful change management

How Can Leaders Manage 
Change Successfully?

Change is not typically a word that excites people. Yet, change 
is a must for organizations that want to keep pace with an evolving 
marketplace. So, how can leaders manage change successfully when 
their people are not always excited to execute?

The most effective way to change our organizations and achieve 
better results is to alter the approach we take—including the types of 
conversations we have, the behaviors we model and the processes for 
getting things done. When we do that, we set the wheels in motion 
for executing new strategies successfully.
Nine steps to Manage Change successfully in Your organization

Embracing change is a requirement for growth. In business, as in 
life, this means stepping outside our comfort zones to get to new 
heights. Bridging the gap between the need for change and employee 
acceptance of and adherence to that change is one of the hardest things 
to do. Here are some steps you can take to successfully manage change 
in your organization.

1. Follow a process. Organizations that are most successful in 
implementing change know where they are and where they want to 
go and they are willing to follow a well-defined process to help them 
get there. The playbook for change is just as important as the talent 
to execute.

What to do: Find a proven process that you believe will work for 
your organization and the nature of the change. Be sure it considers 
the roles of your leaders, managers and individual contributors. The 
best change processes include rigor on alignment, implementation 
and sustainment.

2. start with the executives. If you don’t have total alignment, 
clarity and conviction at the executive level, your employees will know. 
And this will hinder acceptance—or more likely—keep your change 

efforts from being successful. We often find that change efforts are an 
intellectual activity for executives and an emotional one for everyone 
else. While the executive team is driving the change, they may or may 
not be impacted by it personally. But your people will be. They need 
to know the executive team is clear, aligned and personally committed 
to the change. In short, the executives must become the change that 
they want to see in others.

In fact, when managers and employees on the frontline are asked 
about their confidence in a new strategy, they often respond with 
the same comments. The comments are that the strategy is not the 
problem; rather, it’s the fundamental uncertainty and disbelief that 
leaders will change their behaviors to bring it to life. Leaders must 
be transparent with their own behavioral change to set the pace for 
the rest of the organization.

What to do: 54% of executives do not believe their company’s 
strategy will lead to success (2013 Booz & Co. Survey). What this 
statistic tells us is that even executives are not always committed to 
the change. To avoid this, engage leaders and align them on their 
view of the business’ current situation, identify the barriers to success, 
define a shared view of the future direction to create strong conviction 
and consider the role of culture change in driving strategic success 
across the organization. Alignment is about creating so much clarity 
that there is little room for confusion, disorder, infighting and other 
distractions. It enables unprecedented accountability and leadership 
rigor that can’t help but drive successful change management.

3. Consider the needs and perceptions of all stakeholders in the 
change process. Whether this is done by completing stakeholder-
specific plans or simply contemplating the thoughts and consider-
ations of leaders, managers, individuals and customers, seeing the 
change through the eyes of stakeholders is valuable for preparation 
and planning.

What to do: At a minimum, the perspectives of employees, manag-
ers, customers and partners should be considered before completing 
the overall plan. Fully thinking through how the change impacts 
everyone across the business enables better engagement because there 
is clarity around the outcomes needed by each group.

4. Pay attention to the individual change process. Every individual 
goes through his or her own personal process during a transition. This 
personal transition process usually involves three phases:
•	 Letting Go: Every transition begins with an ending or a loss. 

When things change, people leave behind the way things were 
in the previous situation. This is hard for people to do.

•	 Exploration: Also called the neutral zone, this is a potentially 
confusing and frustrating time between the old way and the new.

•	 Acceptance: Acceptance can only happen after people have 
let go of the past and have spent some time exploring the future. 
In this phase, people let go of the past and start to identify with 
their new destination.
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Executives leading change—who are personally impacted by the 
change—experience this same change process. Often leaders are un-
comfortable exposing their own vulnerabilities regarding change with 
their people. However, nothing is more powerful in leading change 
than to see a leader personally committed to changing his/her own 
behaviors and sharing personal change experiences.

What to do: It’s important for leaders and managers to respect 
the fact that people will lose something—perhaps something as 
significant as their job title or responsibilities. Showing empathy to 
this fact through communications, town hall meetings or one-on-
one conversations goes a long way. Make sure people understand 
the new rules of the road—what they need to do differently in their 
processes, behaviors, roles and responsibilities. It’s equally important 
to ensure managers are prepared to lead people through this transition 
and can provide the right level of clarity where needed. People will 
get to the final transition at different points. It will be important to 
offer several opportunities for people to learn and discuss. It can’t be 
a “one-and-done” approach.

5. Focus on managers. Managers are critical to keeping employees 
engaged and productive and can be instrumental in helping leaders 
manage change. Managers are also, unfortunately, the most over-
looked group in an organization when it comes to developing the 
skills that make the difference between change failure and success. 
These include communicating, interpersonal skills, team building 
and coaching. If managers can’t operationalize the desired changes, 
then the total investment and effort will be sub-optimized. Managers 
must understand the strategy and then translate it in a way that is 
relevant for each employee.

What to do: Every manager should receive the tools and knowledge 
to truly understand the business, including what changes are needed 
and why. They need to know their role and many need to up their 
game in working with people, especially in times of change. They 
must be able to connect their teams to the business to help them 
understand the “why” and “how” of their job. Finally, they need 
to understand how their team delivers results and how it affects the 
strategic outcomes the organization is driving toward.

6. Effectively handle resistance. Resistance is a natural part of 
the change process; it is impossible to avoid it entirely and better to 
embrace it. Each time you allow resistance to have a voice in the room, 
you minimize its voice outside the room. Let people know it is okay 
to struggle with change, but the “struggle” needs to be time bound. 
Help create forums for people to challenge the change, discuss the 
change and then be engaged in the solutions for successful changes 
they can make in their roles.

What to do: Set the expectation that resistance is a normal part of 
change; that it is actually expected. Being really curious about resis-
tance and how to honor it will help you create even stronger plans for 
executing on strategic change. It’s important as a leadership team to 
be thoughtful about specific plans (see #2), defining clear measures, 
piloting and testing the concepts with certain parts of the organiza-
tion, proving those successes and then sharing those successes before 
moving forward. It’s a slower road, but it has proven to be much more 
effective in implementing change.

7. Celebrate early wins. As the change takes hold, you will have some 
successes you’ll want to replicate quickly (both at an organizational and 

individual level). To do that, capture those successes and communicate 
them broadly.

What to do: Convert the early wins, no matter how small, into 
success stories people can understand. These stories let people know 
what you want more of in the organization and allow others to reflect 
on whether they could do anything similar. These stories also reinforce 
that small contributions really do matter.

8. sustain the dialogue. Dialogue is the oxygen of change. Creating 
methods to enable ongoing dialogue at all levels of the business dem-
onstrates a commitment to the change that is authentic and healthy. 
This brings greater clarity to what is working and what isn’t working. 
However, those conversations need to be continued and reinforced.

What to do: Potential ways to sustain important conversations 
and help manage change for the long-term include town hall forums 
or manager meetings. Focus on asking questions such as “What is 
going well?” and “What needs do you have that we haven’t thought 
of?” Alternatively, if it works with your business model and company 
culture, some organizations set up an online forum for people to share 
ideas and questions.

9. Be clear on the metrics for success. Success should not be 
fuzzy. When your people understand the size of the prize and how 
their contributions matter, they are more motivated to achieve the 
desired results. Everyone should be visualizing the same thing, and 
they should be in lockstep on how to achieve it.

What to do: As part of your sustainment activities, you should 
regularly report on organizational progress toward the defined targets. 
It’s also critical to make those targets clear during the rollout of the 
changes and new strategy.

And There You Go! Nine tactics on How to Manage Change 
successfully

In general, very few people choose an uncomfortable change for 
themselves, unless the pressure of not changing is meaningful. Strategic 
change can create anxiety and fear. It challenges people’s confidence. 
But, it is a necessity for many organizations that want to grow and 
be a market leader. Following a process and leveraging some of these 
suggested steps could make a huge impact on how well the business 
does at executing strategic change. LE
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John schantz is Vice President of Strategic Accounts at Root Inc. John helps 
senior teams gain clarity on both their vision for the company and the strategic 
initiatives that will make the vision a reality. John’s expertise is in translating 
complex content and ideas into simple, usable, actionable information for 
others in the organization. John serves as a thought partner to help clients solve 
business problems related to team alignment and strategy execution, and is 
often the “go-to” resource at Root for challenging projects where alignment and 
deployment are key themes.
Connect John schantz
Follow @therootinc

Would you like to comment? 

9Submit your ArticlesLeadership Excellence Essentials presented by HR.com | 01.2018

https://www.linkedin.com/in/johnschantz/
https://twitter.com/therootinc
https://web.hr.com/ojn8
http://web.hr.com/7hcy


 

•	20 hours of live, instructor-led online  
 virtual classroom sessions

•	2	classes	per	week	(live, online)

•	Evening	Hours	(8:00	or	9:00	PM	ET)

•	Classes	starting	throughout	the	year	

10-WEEK COMPREHENSIVE COURSE
 

•	12+	hours	of	interactive	instruction	 
 and tutorials
•	Accessible	anytime,	and	anywhere	 
 with internet access 

•	User-friendly	learning	platform	tailored		
	 specifically	for	the	aPHR™	exam

SELF PACED ELEARNING COURSE

The	Best	Way	to	START	Your Career in Human Resources

•	 Our	programs	include	the	entire	set	of		
	 materials	from	HRCP	(Human	Resources		
	 Certification	Preparation)

•	 Materials	include:	Study Guide,	100s of  
 Flashcards,	and	over	400 online practice  
 exam questions

•	 Designed	for:	aPHR™	(Associate		
	 Professional	in	HR)

HR.com 2017 Study Program Materials:

EXAM TRAINING
aPHR™ For Aspiring 

HR Professionals

SAVE $50
USING PROMO CODE

FA2017CONFS SAVE $50
USING PROMO CODE

FA2017CONFS

+

GET STARTED AT:
www.hr.com/prepcourse  

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


By Emma Weber

For leadership that delivers

The Key To Leadership 
Development Success In 2018

As organizations begin to adapt to the ever-present, radical global 
changes afoot, 2018 presents an opportunity for learning, develop-
ment and HR professionals to really rise to the challenge. It’s time to 
step up and support organizations to meet change at the forefront by 
developing its people with transformational learning interventions.  

In the HR industry it is well known that leadership can be the key 
to transformational success. 

Yet it is clear that there is still a substantial difficulty in achiev-
ing the desired results that most leadership initiatives desire. In a 
McKinsey quarterly review in 2017 looking into this topic, a recent 
Fortune survey was referenced, which found that only 7% of CEOs 
think their organisations are developing effective leaders. Likewise, 
McKinsey’s latest global survey found only 11% of executives believed 
their leadership development initiatives are creating the desired results.

In their review, McKinsey confirm that there is no magic pièce de 
résistance and that many things must be in place to create leadership 
development success at scale.

Self-aware leaders able to adapt and adjust behaviour are four times 
as likely to lead change effectively.

McKinsey offers 4 key steps that they believe will increase the 
success of leadership development. Two of which are designing for 
the transfer of learning, and focusing on behavior that really matters, 
based on the individual’s context. 

They found that organisations with successful leadership develop-
ment programs are much more likely to have in place a require-
ment that leaders apply their learning into the context of their job 
role and workplace.

Furthermore, McKinsey observed that successful leadership devel-
opment programs were three times as likely to be providing coaching 
to support leaders with this requirement.

Recent Learning Transfer Research from Lever – Transfer of Learn-
ing and Lentum Ltd also looked into the rise of the workplace coach in 
supporting the transfer of learning.

They found that twice as many learning leaders are finding their 
organisation’s investment in learning far superior when leaders practice 
and demonstrate coaching at every level.

In 2018, the three essentials for creating and delivering a leadership 
initiative that will impact and transform an organisation are: 
•	 Designing for the transfer of learning
•	 Focusing on the context of the learner
•	 Coaching support
Meet these 3 criteria and you’ll be right on trend for leadership 

that delivers. LE
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Emma Weber is the founder of Lever – Transfer of Learning and developer of 
the Turning Learning into Action™ (TLA) methodology. Emma’s firm belief, and 
the platform on which she has built her successful global business, is that the 
key aim of learning in the workplace is to create tangible business benefits. She 
established Lever to help organisations and their employees convert learning into 
effective action back on the job. Under her guidance, Lever now delivers TLA 
programs throughout 20 countries and in 12 languages. A recognized authority 
on the transfer of learning, Emma shares her passion and expertise through her 
writing - ‘Turning Learning into Action: a proven methodology for effective transfer 
of learning’ was published in March 2014 by Kogan Page. And Emma’s second 
book, ‘Making Change Work: How to create behavioural change in organizations 
to drive impact and ROI’, co-authored with Jack and Patti Phillips of the ROI 
Institute, was published on May 3rd 2016 by Kogan Page. 
Connect Emma Weber
Follow @emmaweber

Would you like to comment? 
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https://www.koganpage.com/product/making-change-work-9780749477608
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https://www.linkedin.com/in/emmaweber/
https://twitter.com/emmaweber
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By Ritch K. Eich

Top 10 wish list

Leadership 2018

With a new and controversial president at the nation’s helm, 
America continues to be divided politically, culturally, socially and 
economically. Chasms have grown between genders, opposing political 
groups, wealthy and less fortunate, police supporters and opponents, 
and many ethnic groups. In 2017, leadership from our political leaders 
and other institutions failed to narrow these divides. Better leadership 
is needed from all quarters to bring Americans back together. Here is 
my Top 10 list for our nation’s leaders in 2018.

1. restore the principles of the Constitution. America has gotten 
too removed from the basic principles of freedom and liberty on 
which the nation was founded. It’s time we get back to the 
Constitution and remember that the legitimacy of our 
government is granted by the people, not political parties. 
Constant attacks on the free press from elected leaders erode 
the cause of democracy and freedom.

2. Fill every person’s cup with clean water. Millions of people 
worldwide lack access to clean water, a basic human right, and 
this problem is not just happening in poor nations (remember 
Flint, Michigan?) According to the United Nations, millions 
of people die from diseases associated with inadequate water 
supply, sanitation and hygiene. Water scarcity affects more than 
40 percent of the global population. 

3. return America to the world stage. Under the current 
Administration, the United States has withdrawn or has 
threatened to withdraw from numerous global groups and 
initiatives, from the Paris climate treaty to foreign trade 
agreements. America can’t retain its position as a world leader 
by hiding out in the classroom during recess instead of joining 
its peers on the playground.

4. invest in America’s infrastructure. Every time your car lurches 
over a deep pothole or you pass a street flood caused by a broken 
water main, consider how an investment in our nation’s 
infrastructure would boost job growth. The federal and state 
governments should work more with local governments and the 
private sector to fix the nation’s aging infrastructure. This includes 
giving much-needed attention to highways, bridges, water 
and refuse systems, railroads, airports and ports.

5. Create a culture of inclusion in every workplace. Sexual 
harassment and discrimination prevent many women and ethnic 
minorities from achieving - and enjoying – rewarding careers. 
Every board of directors should be asking, “What are we doing 
to create a culture of inclusion for everyone in our company?”

6. Clean up the world’s garbage problem. Around the globe, many 
nations need help implementing better ways to deal with 
garbage that don’t include dumping or burning it, both 
of which harm people and the environment. The planet has 
over 7 billion people and humans are generating at least 3.5 
million tons of solid waste daily - 10 times the amount a 
century ago, according to World Bank researchers. 

7. Build trust in Congress and the President. Only six percent of 
Americans said they trust Congress, according to a 2016 Gallup 
Poll. President Trump fared a little better, with a CNN poll 
conducted in August 2017 finding that only 38 percent of 
respondents trusted him. Our elected national leaders must 
follow the will of the people and work harder to regain 
their trust.

8. Protect freedom of speech on college campuses. Colleges 
used to be places where a wide range of opinions and ideas 
could be expressed and debated freely, but restrictions on 
speech and “free-speech zones” have silenced people and 
ideas. It’s time to stop this nonsense.

9. Bring civility and compassion back to society. Civility, 
compassion and empathy for others have declined while 
harshness, criticism, hostility and divisiveness have risen. 
It will take enlightened leadership to bring civility and 
compassion back in vogue.

10. Unite Europe to strengthen our national defense. Britain’s 
withdrawal from the European Union (Brexit), rising 
nationalism in several countries including ours, and European 
jealously of Germany because it’s Europe’s economic 
powerhouse and more all threaten to undermine our national 
security. Russia, North Korea, China, Iran and other nations 
will continue to pose a threat to the United States and world 
security unless a strong leader helps America and its allies 
present a stronger, more united front. LE
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ritch K. Eich, former chief of public affairs for Blue Shield of California, is a 
navy captain (ret.) and author of three leadership books. Eich chaired the board of 
trustees for Los Robles Hospital and Medical Center and lives in Thousand Oaks.
Connect ritch K.Eich

Would you like to comment? 

“Sexual harassment and discrimination prevent many 
women and ethnic minorities from achieving - and 
enjoying – rewarding careers. every board of direc-
tors should be asking, “What are we doing to create 
a culture of inclusion for everyone in our company?”
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By Dot Mynahan

Otis elevator initiative advances women field technicians

Moving Women FORWARD

Men have historically dominated the construction industry with 
women making up just three percent of its skilled workforce today.  
Women all across the skilled workforce industry still face very clear 
barriers. 

While we were working to overcome these barriers for women en-
tering our apprenticeship program, we found similar low percentages 
in our office-based field operations roles.  Less than 9% of our field 
operations professionals are women and only 3% of field operations 
managers are women.  This is unacceptable. Change was needed.

Creating a Way to Move ForWArD
In the summer of 2016, I was inspired to start mentoring women 

in field operations after listening to one of our senior leaders speak 
about the importance of diversity and mentorship. I spoke to one of 
my peers in field operations and we decided to start a mentorship 
program for women in field operations, with the goal of mentoring 
30 women globally. 

The timing was perfect. Otis is in the midst of a transformation that 
puts people at the heart of everything we do.  As part of this people-
first approach, Otis is empowering its employees and facilitating 
innovation from the inside out. With the support of leadership, we 
worked with HR to create FORWARD, an internal resource group 
geared toward women in field operations. We kicked off our efforts 
at the end of March with 12 members and have grown to over 300 
members since then - ten times our original goal of 30 mentees. Our 
membership includes Otis apprentices, mechanics and office-based field 
operations employees across 9 countries and we’re growing rapidly.

Creating additional momentum around gender equality, our parent 
company, United Technologies Corp., joined Paradigm for Parity – 
a coalition of business leaders who pledge to achieve gender equity 
in leadership positions in their companies by 2030.  FORWARD’s 
mission at Otis is to help recruit, develop, retain and promote women 
into leadership roles through mentoring, professional development 
and networking. The mission is critical for Otis as field operations 
roles are key to women progressing into general management.

This alignment has caused FORWARD to flourish. In just a few 
months, we’ve seen women go from disengaged and considering leaving 
the company to empowered employees who are applying for positions 
they would not have considered pursuing in the past. Through this, 
our retention of women infield operations has improved and the pool 
of female applicants has increased. These women and FORWARD are 
helping to change the face of the field, as well as the culture at Otis.

Driving Membership
The power of social media has allowed us to raise the visibility 

of FORWARD and our mission. Since the kickoff meeting in late 
March, we have encouraged our members to communicate and share 
pictures of themselves working in the field on our internal and external 
social channels using common hashtags like #OTISFORWARD and 
#womenrisingwithotis. Their ability to connect through technology 
has greatly increased our network. 

An example of a success is a recent digital campaign. Otis and United 
Technologies Corp. featured company employees for a campaign 
around customer service, and as part of that, five Otis employees 
were selected. Of those, three are FORWARD members. While this 
may seem small, highlighting these specific employees across digital 
and social channels raises visibility to their work, their value and their 
efforts to build a more inclusive workplace. This is the type of visibility 
that helps drive change at all levels of the company and industry. 

While our members may not be physically together, they now have 
a place to gather and share. We share each other’s posts and stories, 
congratulate each other for positive work and watch our member-
ship grow and diversify on a daily basis. Men are now also joining 
FORWARD for support and advocating for field women. The future 
is bright for women – and all employees – at Otis as we collectively 
and actively change how we work and further push the paradigm for 
parity into focus. LE
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Dot Mynahan is the Director, Field Service at Otis Latin America and Co-
founder of Otis FORWARD. Dot is responsible for leading initiatives to optimize, 
strengthen and develop field operations throughout Latin America in order to 
drive improvements in customer service, performance, compliance and quality.
Connect Dot Mynahan

Would you like to comment? 
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By Rebecca J. Reichard and Jason Beck

Top three ways to help your leaders get the most out of your programs

Are Your Leaders Ready To Develop? 

Does your organization invest countless hours and large budgets 
toward formal leader development programs only to find that although 
some leaders grow and develop others don’t?

What might be happening is that your leaders lack developmental 
readiness. Your leaders aren’t ready to take advantage of the tools you 
are offering because they aren’t ready to develop. You can maximize 
your leaders’ developmental readiness (LDR) by increasing their (1) 
ability to develop, (2) motivation to develop, and (3) context sup-
portive of development.
Ability to Develop

For starters, leaders possessing the right mix of individual abilities 
will glean more from leadership experiences or formal programming. 
Intelligence plays a role in a leader’s ability to learn, but even more 
important may be leaders’ capacity for meta-cognition, or “thinking 
about thinking.” A leader with strong meta-cognitive skills is effective 
at monitoring, controlling, and reflecting on their thoughts. Regard-
ing learning, this means being aware of how you learn, setting up the 
environment to learn intentionally, and reflecting on new learning 
provides you the ability to develop as a leader. Meta-cognitive skills 
can be developed through ongoing practice.

Asking questions such as “How am I doing at developing my 
leadership?” or “Am I using this developmental strategy effectively?’ 
can help you integrate the leadership lessons you receive. Also helpful 
are techniques such as journaling, regular debriefings, and cultivating 
mindfulness (that is, a non-judgmental, present-moment awareness).
Motivation to Develop

Developing as a leader requires extensive time and prolonged effort. 
Those leaders that can sustain motivation will optimize growth over 
the long haul. Setbacks and failures naturally occur within the devel-
opmental arch, requiring leaders to move forward by learning through 
every stride. Motivation to develop is fundamental for a successful 
developmental initiative because, without it, leaders won’t have the 
buy-in necessary to utilize even the best-designed developmental tools.

Modifying a leader’s implicit mentality before a developmental 
opportunity can drastically alter motivation to develop. If a leader 
firmly believes that leadership competencies are ‘born’ traits, then 
she will avoid any sort of failure that could confirm the lack of those 
traits and instead seek to show-off those traits she does possess. So, 
this leader’s approach to developmental challenges isn’t development 
at all. It’s all about avoiding looking bad and proving how great they 
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are. However, if a leader holds the belief that leadership skills are 
malleable, then challenges and even failures are seen as opportunities 
for learning and growth.

Those with a growth mindset will seek out more and more leader-
ship challenges with the motivation to master each one. The good 
news is that these implicit beliefs can be altered for the better before 
a developmental opportunity. Practitioners can focus on how they 
frame goals during developmental programs. Before, during, and 
after developmental programs, emphasize maximizing learning from 
failure. Prevent framing goals in terms of performance metrics, but 
learning metrics. A focus on learning will enable leaders to maximize 
motivation to develop heading into a training program or develop-
mental challenge.
support for Development

Lastly, the degree that the organizational context is supportive of 
development impacts leaders’ developmental readiness. The orga-
nization has structures in place that can either obstruct learning or 

preferably help leaders get the most out of developmental opportuni-
ties. For example, if a manager has a zero-tolerance policy on making 
mistakes, this indirectly sends the message to developing leaders to 
avoid stretch experiences – a necessary ingredient for leader develop-
ment. In contrast, a learning organization including a manager focused 
on subordinates’ development as leaders provides the psychological 
safety to feel comfortable in taking risks.

Furthermore, learning organizations align HR systems with devel-
opmental successes. Instead of a narrow focus on efficiency, make sure 
your HR systems are rooted in promoting learning. For example, don’t 
only recruit and select new hires based on performance, but also select 
for cultural fit in encouraging developmental engagement. Reward 
employees for not only performance but also for development success. 
When HR systems are strategically aligned to support development 
the context is ripe for fostering leader developmental readiness.

If you are often left wondering how to build your leadership pipeline 
and feeling frustrated at the lack of progress of the high-potentials in 
your organization, one solution might be to buy your talent. But even 
better would be to consider spending time cultivating future leaders’ 
developmental readiness to create a widespread leadership bench. 
Make sure your future leaders have the needed ability to develop 
by instilling practices that facilitate meta-cognition, such as regular 
after-action reviews. Help your future leaders understand that great 
leaders are made (not born) by having top leaders share stories about 
their developmental journeys (this also maximizes their mastery focus 
and motivation to develop). 

Finally, cultivate a learning culture by aligning your reward systems 
with developmental success and showing future leaders that your 
organization supports their development.

What are some areas in your unique work that could require LDR? 
We would love to hear! LE

Are Your Leaders Ready To Develop? 
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rebecca J. reichard, Ph.D. is an Associate Professor of Organizational Behavior 
at Claremont Graduate University. She concurrently serves as the Director of 
LeAD Labs, an evidence-based, non-profit leader development consultancy. Her 
broad research interest is in the area of leadership development. More specifically, 
she is interested in understanding the processes of self-awareness, self-regulation, 
and leader self-development.
Connect rebecca J. reichard

Jason Beck is a doctoral student in Positive Organizational Psychology at 
Claremont Graduate University. In 2016, he received his Master’s degree in Posi-
tive Organizational Psychology with a co-concentration in evaluation. His 
research focuses on mindfulness and leadership development. Overall, he is 
interested in applying research to help organizations modernize the workplace 
for greater adaptability, engagement, and well-being.
Connect Jason Beck
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By Jeff Gero

They can be great sources of inspiration to employees

Do Meditators Make Better Leaders?

No one seems to really say what meditation is. They do say 
what it does. I don’t believe that a meditator would get the same 
great benefits, which meditation offers, if they sit and think about 
their problems. It becomes our challenge to sustain our focus on the 
object of concentration. So let’s define meditation as the consistent 
flow of focused mental energy, whether it’s on a mantra, following 
your breath, or focusing on a candle flame. The state of meditation 
occurs when the mediators’ mind becomes absorbed or merged into 
the object of meditation. One of the goals of meditation is attain a 
“formless reality,” which is freedom from the obstacles associated 
with the mind. There are thousands of meditation techniques and no 
one has proven that one meditation technique is better than another. 

Distractions are sure to arise using any meditation technique.  As 
soon as the meditator becomes aware of the distraction they gently 
return to the meditation focus. Sometimes I find it very difficult to 
focus and it seems like the object of meditation is my distractions 
and my thoughts are my meditation. That is the opposite objective 
of meditation. Let’s call this obstructive thinking. 

My ability to concentrate sometimes depends on my state of mind. 
In a calm mood I am more successful.  When I am stressed out, it’s 
very difficult to turn my mind away from thinking, solving problems 
or just worrying. The mind has the job of thinking, which it does 
very well. Meditation practice gives us the opportunity to train our 
mind so we don’t get caught up in obstructive thoughts. Every time 
a thought arises we observe it and then bring our awareness back to 
the object of meditation.

By observing our mind, meditation helps us to understand our emo-
tions and reactions to situations and thoughts. Through self-awareness 
which is the ability to become aware of our thoughts, emotions and 
reactions, we become objective. We allow thoughts to pass rather than 
unconsciously get caught up in them. This ultimately will help us to 
become less reactive and more proactive in situations and become 
more effective leaders.

Beliefs create thoughts, thoughts create feelings and feelings create 
actions. Thoughts are bursts of electrical energy moving around 
on neural pathways in the brain. And generally, the pathways they 
move on are pretty well defined fixed beliefs. As these beliefs become 
stronger, they create a habit, an attitude that can govern us the rest of 
our lives. That habitual attitude becomes part of our personality and 
identity.  Because this is mostly unconscious, we are not aware of it.

One habitual attitude I have is “slow traffic stresses me.” I realize 
it’s not the traffic that is really stressing me, but my belief that I have 
to be in control. I need to get somewhere on time and I can’t. I really 
need to accept the situation. Scientists now say that the brain is mal-
leable which means we can restructure it, based on our perception 
and experience. We can create new neural pathways in the brain that 
allow us to totally change our attitude toward life, behavior and our 
perception of ourself and of others. 

Everyone knows that meditation reduces stress. With the aid of 
advanced brain scanning technology, researchers are beginning to 

show that meditation directly affects the function and structure of 
the brain, changing it in ways that appear to increase attention span, 
sharpen focus and improve memory. All great attributes for today’s 
hard working leaders.

One recent study found evidence that the daily practice of medi-
tation thickened the parts of the brain’s cerebral cortex responsible 
for decision making, attention and memory. Sara Lazar, a research 
scientist at Massachusetts General Hospital, presented preliminary 
results, which showed that the grey matter of 20 men and women who 
meditated for just 40 minutes a day was thicker than that of people 
who did not. The grey matter includes regions of the brain involved 
in muscle control, sensory perception such as seeing and hearing, 
memory, emotions, and speech. Unlike in previous studies focusing 
on Buddhist monks, the subjects were Boston area workers practicing 
a Western-style of meditation called mindfulness or insight medita-
tion. Researchers at Harvard, Yale, and the Massachusetts Institute 
of Technology also found that meditation actually alters the physical 
structure of the brain.  
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Given all the beneficial results that researchers have validated about 
meditation, a growing number of corporations, including Deutsche 
Bank, Google, Hughes Aircraft, General Mills and Aetna Insurance 
offer meditation classes to their workers. Studies illustrate that medita-
tion makes employees sharper, improves productivity, in large part by 
preventing stress-related illness and reducing absenteeism. According 
to Time magazine, 10 million people meditate daily in the U.S

Now business schools are also teaching aspiring MBAs meditation 
techniques, as well. A handful of executive MBA programs around the 
country from Harvard to Michigan’s Ross School of Business to the 
Drucker School of Management are teaching students to meditate. 
It’s not necessarily about teaching spirituality, but focus and atten-
tion. There’s no way to quantify whether learning how to be centered 
during a stressful business meeting is balancing the bottom lines at 
companies. But students say slowing down does help them be more 
effective and resilient.

Since emotional intelligence is a person’s ability to perceive, evalu-
ate and control their emotions, I believe meditation enhances the 
individual’s EI ability. In other words, it is the ability to step back 
from a situation, look at it objectively and respond to it without an 
automatic, preconditioned, negative emotional reaction.

Meditation is also known for providing its practitioners with supe-
rior mental and emotional health.  It rids our minds of subconscious 
layers of anger, depression, anxiety, fear, phobias, and sadness, and 
produces a perfect mental and emotional balance.

Added benefits of meditation from a Harvard study include, a more 
positive attitude, less anxiety, less ego involvement, more present and 
stronger ethics. People who meditate are known to have more friends, 
maintain healthier relationships, and feel a great deal more satisfied 
and content with their lives.

In India, managers aren’t as shy about combining management and 
meditation. Meditation is, in fact, seen as an essential part of leader-
ship. Apoorva Lochan, director of the recruitment and training firm 
Cerebral Solutions in New Delhi, meditates daily for 90 minutes, 
something he believes everybody should do. Meditation makes him 
less reactive and gives him a broader perspective, Lochan says. “I don’t 
let myself get as crazy from stress or negative results. I am more patient 
with my employees, but also with my children at home. Cutting back 
on meditation in times of stress is about the dumbest thing you can 
do. I am convinced that meditation is one of the best investments an 
organization’s leader can make.”

How managers deal with stress and tension is determined by an 
organization’s culture. If a manager leads by example and regularly 
creates an atmosphere where meditation, peace of mind and objectiv-
ity are acceptable, it will have a direct effect on employees. It is best 
if the managers and leaders also meditate with employees. At one 
company where I was teaching meditation, I asked the partners to 
join the meditation group. One partner did, occasionally. The other 
partner said, “Isn’t it enough that I support meditation by paying for 
it?” Stronger support will bring better results.

Meditation is “becoming an acceptable practice and more neces-
sary than ever before in our history. One hundred years ago there 
were no jet planes, hardly any automobiles, certainly no cell phones, 
Blackberry’s, computers, internet, or fax machines. More than 80% of 
the world’s technological inventions have occurred since 1900.There 

was more information produced in the 30 years from 1965-1995 
than was produced in the entire 5,000-year period from 300BC to 
1965. We have experienced more change in the past 20 years than 
the world encountered in the previous 2,000 years. Never before in 
our history has our life changed so rapidly and the stress increased so 
fast. We coined new stress terms like; “GONE POSTAL,” “ROAD 
RAGE,” “DESK RAGE” and the newest one, TECHNO STRESS. 
Meditation’s role in stress reduction is crucial for companies, too, since 
stress-related absenteeism is a big cost to business. Researchers from 
the American Institute of Stress estimated that stress costs businesses 
in the U.S. $300 million a year due sick days and lost productivity

The advantages of meditation for business are clear. In 2008, the 
University of Wisconsin reported meditation not only improved 
concentration, but fostered feelings of friendliness and empathy. In 
1988, Bengt Gustavsson at the University of Stockholm proved it 
enhanced the cooperation and communication of management teams. 

R.W. “Buck” Montgomery is a long-time believer in the business 
benefits of meditation. He instituted regular meditation sessions 
at his Detroit chemical manufacturing firm in 1983. Within three 
years, 52 of the company’s workers, from upper management to 
production line employees, were meditating 20 minutes before they 
came to work and 20 minutes in the afternoon on company time. 
Within three years, absenteeism fell by 85 percent, productivity rose 
by 120 percent, injuries dropped by 70 percent, sick days fell by 16 
percent—and profit soared by 520 percent. “People enjoyed their 
work; they were more creative and more productive” as a result of 
the meditation breaks, Montgomery says. “I tell companies, ‘If you 
do this, you’ll get a return on your investment in one year.’                                                    

It has been my experience that meditators make much better leaders 
than stressed out, and aggressive ones. They understand their reac-
tions to stressful situations and understand their impact on others. 
They are far better at inspiring and motivating employees to take on 
greater responsibilities, having greater self confidence and at aligning 
them around common missions and values. They lead by example 
and employees don’t even feel like they are being led because they 
feel empowered, appreciated and confident. LE

Do Meditators Make Better Leaders?

Dr. Jeffery Gero is a pioneer in the field of stress management and the creator of 
the Success of Stress System. For over 30 years, Dr. Gero has worked with many 
organizations and individuals dealing with a variety of stressors. He coaches athletes 
and individuals to enhance their performance. He is also former director of the 
Health Awareness Institute and the Stress Management Institute of California. 
Dr. Gero co-wrote and co-produced a relaxation and stress management video 
hosted by Dennis Weaver, has produced a variety of stress management and 
peak-performance CDs and has authored a manual for individuals to implement 
his Success Over Stress system. 
Visit www. jeffgero.com    
Connect Jeffery Gero
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By Ken Thoreson

Efficient effectiveness

Sales Management Thought Leadership

As an Eagle Scout I can discuss the topic of “Be Prepared” easily 
and based upon my upcoming vacation it could lend more credibil-
ity. Last year I had to catch two planes and a ferry to end up on an 
island in the Caribbean, while that sounds somewhat easy, it took 
planning and preparation. Taking a vacation for me becomes a big 
project for a variety of reasons-but mainly it’s time to unplug and 
“breathe fresh air”.

We researched a wide variety of destinations, resorts and optional 
packages, we narrowed the search and checked out online evaluations 
and then compared costs.  I posted potential locations and asked for 
opinions on Facebook, I asked my travel agent for her thoughts and 
friends for their experiences. All of this helped us pick a great spot, it 
was rated the “best beach resort in the world”.

Next I had to organize my professional life.  Client projects needed 
to be finalized, meetings re-scheduled, mobile phones had to find 
International plans, and new proposals completed.  

Now just a few day to go, we had to pack, purchase last minute 
items and think through options like umbrellas, sun tan lotion, books, 
mosquito spray and other health related item.

What does this have to do with sales management?  As a manager 
you must be prepared-at all times for almost any event.  The best plan 
is to have a plan and to consider what might go wrong or what could 
impact your ability to exceed your objectives.  I have simply listed 
below a series of topics for your consideration and for you to double 
check against your plan or lack of plan. 

Do you have a plan?
•	 If you lose a salesperson
•	 If your sales team needs sales training
•	 To increase the sales culture of your team
•	 To increase your networking/partnering function
•	 That generates excitement for your products/services
•	 To say thank you to your support team
•	 That increases your level of professionalism/education
•	 To create a sales contest that drives revenue
•	 That adds net new customers to your base
•	 That drives the necessary sales leads for each month
•	 To say thank you to your existing customer base
•	 To increase your public relations exposure within your 

community or market
•	 That will increase/improve your vendor relations
•	 To improve your CRM effectiveness
•	 If your computer systems fail or are destroyed
That’s enough for now, but if I missed anything, comment below, 

let’s build a complete list for the future.
HiNt: This is a great idea for your next management meeting, 

simply begin by asking each of the departmental managers about 
their problems or contingency issues that arise on a day to day basis 
or what might occur if a disaster of any kind happens-then ask them 
for their plan.

Why is this critically important today? In any kind of business envi-
ronment, the organization that operates the most efficiently generally 
out performs their competition, in more challenging times a focus on 
efficient effectiveness must become the mantra for the day. LE

Check out our Sales Management Boot Camp, starts May 12th, 8 weeks of online, 

interactive training:

Your Sales Management Guru

Interactive

Ken thoreson is the President of Acumen Management Group. Ltd. 
He“operationalizes” sales management systems and processes that pull revenue 
out of the doldrums into the fresh zone. During the past 18 years, our consulting, 
advisory, and platform services have illuminated, motivated, and rejuvenated the 
sales efforts for partners throughout the world. Ken provides Keynotes, consulting 
services and products designed to improve business performance.          
Visit www.AcumenManagement.com
Connect Ken Thoreson
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Our HR Certification Courses Average a 93% Pass Rate Among Participants

•	 Our	programs	include	the	entire	set	of	
	 materials	from	HRCP	(Human	Resources	
	 Certification	Preparation)

•	 Materials	include:	6 Study Guides,	100s of  
 Flashcards,	and	over	800 online practice 
 exam questions 

•	 Designed	for:	PHR®,	SPHR®,	SHRM-CP®,		
	 and	SHRM-SCP®

HR.com 2017 Study Program Materials:

 

•	 30 hours of live, instructor-led online  

 virtual classroom sessions

•	 2 classes per week (live, online)

•	 Evening	Hours	(8PM,	9PM,	or	10PM	ET)

•	 Classes starting every month

16-WEEK COMPREHENSIVE COURSE
 

•	20+	hours	of	interactive	instruction	 
 and tutorials 

•	User-friendly	learning	platform	tailored		
	 specifically	for	HR	Certification	Exams

•	Accessible	anytime,	and	anywhere	 
 with internet access

SELF PACED ELEARNING COURSE

For Seasoned 
HR Professionals

+

SAVE $50
USING PROMO CODE

FA2017CONFS SAVE $50
USING PROMO CODE

FA2017CONFS

GET STARTED AT:
www.hr.com/prepcourse  

EXAM TRAINING

PHR® 
SPHR®

SHRM-CP® 
SHRM-SCP®+
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By Sebastian Salicru 

Time to change the tune in 2018 

Are Values A Trap Or Overrated?

What happens when you ask people about their organizational 
values? Unless you live on a different planet from the one I live on, or 
you’re asking people who work in an organization that is the exception 
to the rule, the responses will range from disillusionment to hypocrisy 
and cynicism to sarcasm, irony, mockery, banter, and gobbledygook. 
We all know why. Don’t we? The organization’s senior and middle 
managers talk the talk, but don’t walk the walk. They don’t put their 
money where their mouth is.

Many individuals and organizations set themselves up for scrutiny. 
The fact is that the more you proclaim your values, the more closely 
you will be watched to see how well your behavior reflects them.

Espoused (or aspirational) values – the values an organization says 
it values (such as integrity, collaboration, teamwork, customer focus, 
diversity, quality, innovation, blah, blah, blah...) are simply – sadly – 
‘wallpaper rhetoric’. This is what the organization desires and aspires 
to, and how it would like to be seen. Enacted values (or values in 
action), on the other hand, are the values actually being exhibited by 
the organization’s members – the reality.

With the backdrop of recent economic scandals, corruption, greed, 
and unethical practices, and the consequent general disillusionment, 
it’s not much of surprise that organizational values and authenticity 
are being questioned. Charles Galunic, professor of organizational 
behavior and professor in leadership and responsibility at Insead, Paris, 
says values are a way to shape internal stakeholders’ understanding of 
the firm and an attempt to influence their behavior. To this end, the 
company produces a wish list of cultural values. However, Galunic 
asks, ‘does it really matter what list of values a company ends up with 
as long as they can present “something” to the world?’

The popular management literature (for example, works by Peters 
and Waterman, Collins and Porras, Richard Barrett) turned values and 
culture into the new ‘corporate speech’ during the 1980s and 1990s. 
They insisted (and some of us believed it) that certain leadership styles, 
and formal management systems, could foster shared values to create 
high-performing cultures. As a result, nearly every CEO and senior 
manager who attended training or leadership development at that 
time embraced a single mantra: ‘We are a values-driven organization’.  

By 2002, Patrick Lencioni, author of team management books 
and best known for the popular business fable The five dysfunc-
tions of a team, in his Harvard Business Review article ‘Make 
your values mean something’, said: ...’most values statements are 
bland, toothless, or just plain dishonest. And far from being harm-
less, as some executives assume, they’re often highly destructive. 
Empty values statements create cynical and dispirited employ-
ees, alienate customers, and undermine managerial credibility. 

Mistaking Values for Principles, Morality, Virtues and Ethics
The difference between values, principles, virtues and ethics can be a 

little confusing for many people as they are often used interchangeably. 
It appears that despite the fact that people (and authors) claim values 
are enduring and stable over time, they actually are not. Values are 

subjective and changeable. We shift our values (such as from material 
things – salary, car, or house – to a good education and/or profes-
sional development). Morality, on the other hand, requires our brain 
to work more intensely. Making moral choices requires effort to deal 
with rational and explicit demands, as well as emotional, quick and 
intuitive ones. Morality, then, overlaps with other complex processes 
(highly complex neural circuitry) in the brain. From a neuroscience 
perspective, morality works by simultaneously engaging multiple areas 
of the brain, such as the frontal and parietal lobes, temporal lobe and 
insula, and subcortical structures. This is why morality is far more 
enduring than values.

Principles, such as honesty, compassion, and fairness – as opposed 
to values – are more stable, consistent, objective, and universal (trans-
cultural). They are rules or beliefs that govern morally correct behavior 
and attitudes. Principles are personal convictions and commitments 
to what is true to our hearts. They become a ‘code of ethics’; guiding 
principles that stem from the virtues we value most are never com-
promised or abandoned. A well-known example is the conviction 
and adherence to the golden rule of ‘do unto others as you would 
have them do unto you’. The main difference between values and 
principles, then, is that values (preferences) are something nice ‘to 
have’, ‘to talk about’ and ‘show’. Principles are something ‘to be’, and 
are acquired through virtues.

Positive emotions are conducive to wellbeing and more productive 
work. In the context of developing effective and ethical leaders – as 
well as engaging employees – organizations should consider whether 
the time has come to replace values with virtues, principles, ethics 
and character strengths. They seem to connect more deeply both 
intellectually and emotionally, offering richer human and financial 
benefits for employees and organizations. LE
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sebastian salicru is a leadership development expert and author of Lead-
ership Results: How to Create Adaptive Leaders and High-performing 
Organizations for an Uncertain World (Wiley, 2017). He is a thought 
leader who regularly presents at national and international confer-
ences and industry events on the latest developments on leadership.   
Visit www.leadershipresults.com.au
Connect sebastian salicru
Follow @seb_Pts

“
many individuals and organizations set themselves up 
for scrutiny. the fact is that the more you proclaim 
your values, the more closely you will be watched to 
see how well your behavior reflects them”
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By Mostafa Sayyadi Ghasabeh

How leaders should lead emerging technologies to track future trends?

Leadership, Communication Technology 
And Decision-aid Technology

today, technology has changed the business world ten-fold. Every 
day there is an easier way to process, access, and disseminate informa-
tion. In fact, organizational competitiveness is positively associated 
with using information technology and setting up useful software 
and systems to enhance strategic decision-making. Effective leaders 
can develop strategies to implement a series of basic research aimed at 
developing the technological capabilities of companies to track future 
trends in the business environment. The fact that executives steer 
the strategic direction of organizations is indicative of empowering 
people and making them more responsive to the constant changes in 
technology that occur on a day-to-day basis.

 Technology, now referred to as, information technology, is a 
resource that increasingly facilitates organizational communication 
and improves the search for knowledge. When executives have people 
in place to manage technology and embrace effective leadership, the 
organization can see increased revenues, better satisfaction by employees 
and customers, and most importantly enhance their own effectiveness 
as leaders. For example, leadership can be considered as an important 
facilitator of communication technology, which enhances interactions 
among organizational members and departments. Knowledge sharing 
itself can develop more innovative climates and facilitate knowledge 
creation in organizations. Thus, communication technology plays a 
crucial role in improving knowledge creation. 

Communication technology is also a resource that develops and 
integrates organizational knowledge as the most strategic factor of 
competitiveness. As executives use expert systems for decision-making, 
technology becomes a decision-aid. Decision-aid technology can be 
also considered as a facilitator of the knowledge creation process 
through providing the essential infrastructures to store and retrieve 
organizational knowledge. Decision-aid technology encourages people 
to embark on technological facilities, such as shared electronic work-
spaces, to provide new ideas and possible solutions for solving orga-
nizational problems.

Leaders can help employees propel new ideas and solutions to gener-
ate technological infrastructures to store and retrieve organizational 
knowledge. Leaders are effectively a role model for their followers, 
and they are often admired and respected by subordinates. Thus, 
information technology could be perceived as a critical resource 
by organizational members because a leader becomes a role model 
who uses technology to build shareholder value. Leaders, therefore, 
serve as role models who highlight the importance of the application 
of information technology to track future trends. This affirms the 
strategic role of leadership in the success of information technology 
integration in organizations, and considerable alignment between 
leadership and information technology (i.e. communication technol-
ogy and decision-aid technology) connects the two to develop and 
disseminate knowledge throughout the organization which, in turn, 

is an important factor of sustainable competitive advantage.
Therefore, effective leaders contribute to the major functions of 

communication technology and decision-aid technology, through 
enhancing learning and sharing knowledge by providing access to 
knowledge, and stimulating new ideas and knowledge generation, and 
improving knowledge capturing, storing, and accumulating, aiming 
at achieving organizational goals. Therefore, I place leadership as an 
important resource for empowering the technological capabilities of 
companies that are crucial for competitiveness.

In conclusion, this article offers practical contributions for managers 
at all levels of the organization. In this article, I stress that communica-
tion technology and decision-aid technology are strategic resources 
for organizational portfolios. Many organizations still implement 
information technology implementation initiatives without sufficient 
consideration of their organizational leadership. When executives 
ensure the effectiveness of communication technology and decision-
aid technology they increase control and lesson operational risk to 
proactively respond to every environmental demand and emerging 
trend. LE
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Mostafa sayyadi Ghasabeh, CAHRI, AFAIM, CPMgr is a senior corporate 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 Management” (AFAIM), “Certified Profession-
al Manager” (CPMgr) and “Certified Professional in Human Resources” (CAHRI). 
Connect Mostafa sayyadi Ghasabeh
Follow @mo_sayyadi
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in 2009, I made the decision to fire all my company’s customers 
when Digital-Tutors ditched physical discs. In its place, my team built 
a platform for streaming-only streaming videos. That was almost two 
years before Netflix first offered a streaming-only plan in July of 2011.

After the initial launch, my team focused on overhauling, improving, 
and squashing bugs. Months of long hours and hard work paid off as 
our subscription numbers started to skyrocket. We were on a path to 
becoming more successful than we’d ever seen, so I decided to thank 
my executive team with a well-deserved celebration in Napa Valley.

Only a few hours into our first evening of great food and wine, one 
of my most trusted employees, Dana, announced she couldn’t take 
it anymore—she quit.
Understanding the rules of Your Game

One of the driving factors behind the success of sports are the 
rules. There might be 30 stadiums in MLB of all shapes and sizes, 
but the pitching mound is always 60 feet, 6 inches from home plate. 
If you swing and miss three times in a row, no one questions the 
consequences. There are similar rules in basketball, football, soccer 
and any other sport. 

These are the rules of the game that every player agrees to uphold.
Like the athletes taking the field, your employees need to understand 

the rules of the game up front. They need to know how to play. This 
means clearly setting expectations up front. It also means putting 
systems in place to make sure you’re always adhering to those rules.

In the business world, the rules of your game are your core values.
Unlike sports rules that are universally known by millions of fans, 

the same isn’t necessarily true for your company’s core values. It’s rare 
for new employees to understand your core values on the first day, 
and even longtime employees can use a refresher. 

Helping your employees know and understand your company’s 
values is one of your key responsibilities as a leader. 
sticking to the rules of Your Game

Imagine the confusion a baseball player faces should their manager 
tell them not to let the opposing team make it to the free-throw line 
in the final seconds of the game. Asking a baseball player to adhere 
to basketball’s rules would be a quick path down disorientation to 
unhappiness. Those aren’t the rules; that’s not the game they’re ex-
pecting, or wanting, to play. 

After being blindsided by Dana’s announcement, that evening, I 
asked her if she’d be willing to help me understand why she wanted to 
quit. Sitting on a quiet bench just outside our hotel, we had a heart-
to-heart. As our conversation unfolded, I began to see the reality in 
my company wasn’t the one I had seen.

As Digital-Tutors grew, so did the weight on my shoulders as the 
owner. Things didn’t change overnight, but with that burden I’d 
started to unwittingly shift my focus. Our core values took a back 
seat to my own set of rules centered around profits. This mismatch in 
expectations led to a disconnect between the core values I’d established 
for my company and the rules I was asking them to follow.

Profits were up so I thought everything was going great, but in 

reality, my company’s culture was crumbling around me.
Anyone can tell you what you want to hear. To this day, I consider 

myself fortunate that Dana was willing to tell me what I needed to 
hear. That was a turning point for Digital-Tutors. 
Back to the Basics

When a team is trying to break out of a slump, there’s a universal 
truth that coaches will revert to: Fundamentals. Every baseball player 
on the field needs to know when to advance to third on a base hit 
or when to hit the cut off when fielding the ball. The coaches need 
to make sure each player understands these fundamental rules of the 
game and adheres to them within the rules of the game.

The same principles apply for business. Great teamwork in your 
company can’t be accomplished if they’re not playing by the same 
set of fundamental rules. 

Dana agreed to give me a second chance to make things right, so 
I was determined to make sure we were focusing on the fundamen-
tals. When we returned from our trip to Napa Valley, I set up tools 
and systems to center our company on the fundamental rules of our 
game—our core values. 

Looking back at that moment, the path to success was a simple 
formula.

My role as leader was to make sure my people were taken care of, 
so they could take care of our customers who, in turn, would take 
care of my concerns about profits. By following this simple formula, 
our productivity soared and turnover dwindled down as our culture 
became the envy of anyone who encountered it. 

With happy people internally, they were able to focus all of their 
attention on making our customers happy. That, in turn, made happy 
customers who boosted profits. We might’ve been celebrating good 
numbers before my bench moment with Dana, but Digital-Tutors 
exploded afterward with growth and profits I could’ve never imagined.

Do your employees know what rules they’re playing by when they 
come to work tomorrow? Installing core values is an important step 
to building a successful culture, but you can’t stop there. Once you’ve 
established the rules of your game—your company’s core values—it’s 
your role as a leader to be the referee that makes sure the rules are at 
the heart of everything you do. That includes making sure you don’t 
lose sight of the core values yourself. LE

Top Leadership Lessons From Sports 
In business, the rules of your game are your core values

By Piyush Patel

Piyush Patel, author of the forthcoming Lead Your Tribe, Love Your Work, is an 
entrepreneur and an innovator in corporate culture with more than 20 years of 
experience. As the founder of Digital-Tutors, a world-leading online training 
company, he has helped educate more than one million students in digital 
animation, with clients including Pixar, Apple and NASA. A former Northern 
Oklahoma College professor, Patel grew frustrated with outdated training materi-
als, and launched a multi-million-dollar company from his living room. Patel 
has since given a TedX, won numerous awards acknowledging his trend-setting 
entrepreneurship, and continues to advise and speak around the world.
Connect Piyush Patel
Follow @Ppatelokc
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By Zach Mercurio

3 powerful ways to cultivate a culture of purpose

Going Beyond Why

A couple of months ago, I saw up close how purpose can radically 
transform a team.

I was working with a group of distribution center managers at a 
large electronic component supply company. They’d just come off a 
tough financial quarter and the stress was palpable.

People looked tired and burned out. Nobody was talking to one 
another and there was an odd combination of skepticism and boredom 
on people’s faces as I began my training session on how to discover 
purpose in work.

A few minutes into what was a rough session, I stopped and decided 
to ask, “So, outside of what you do or what you get for what you do, why 
do your jobs even exist?”

There was awkward silence. 
Then, a woman toward the back of the room slowly raised her hand. 
She said, “I’ve been with this company for over seven years, and I 

just realized last month why my job exists.”
She continued, becoming visibly emotional, “I was diagnosed 

with cancer a month and a half ago. As I was in the MRI machine, 
I looked up, and realized that we distribute one of the components 
in that model.”

“I realized in that moment that my job had existed all of this time 
to save my own life,” she said.

If there is an antidote to employee disengagement, I think I wit-
nessed it in that hotel ballroom. 

The team came alive. People got emotional. And soon, everyone 
was sharing their own stories of how their work mattered. 

That is the power of purpose.
3 Ways to Cultivate a Culture of Purpose

What I saw demonstrated the psychological research findings of 
the last 20 years: People are longing to matter, especially at work.

And when people can see and feel the bigger purpose of their work, 
they are happier, more fulfilled, and perform better.

Here are three research-backed ways human resources leaders can 
intentionally start to craft a culture of purpose:

1. Make sure the purpose of the organization is clear to leaders 
and employees. Researchers have found that just having a stated 
purpose as an organization isn’t any more effective than not having a 
purpose at all. Instead, research has found that clarity of that purpose 
determines its effectiveness for organizations. 

In a study of a variety of companies, only companies whose em-
ployees indicated that the purpose was well-understood, enacted, and 
common among all levels of the organization experienced significant 
performance gains over organizations with a murkier understanding 
of purpose.

It’s not enough just to develop a compelling purpose or mission 
statement. A purpose that is detached from results must be clear 
through every level of the organization.

As your organization works to be purpose-centered, it is important 
to answer these questions:
•	 Is your leadership team on the same page? Can they talk about 

the purpose in shared language?
•	 Do supervisors and managers talk about the purpose regularly 

and clearly?
•	 Can every employee answer the question “Why am I here?” 

with common language?
2. Before telling people what to do or how to do it, show them 

why it matters. In a controlled experiment, Wharton School manage-
ment professor Adam Grant and his colleagues found that callers at 
a university fundraising center who spent just five minutes directly 
listening to a scholarship recipient’s story spent more than double 
the amount of time on the phone and generated triple the donations 
compared to the callers who had no contact.

When people have opportunities to see and feel why their jobs 
ultimately exist, it is powerful. 

One way to do this is through onboarding and training. Before 
you teach people what to do or how to do it, make sure you show them 
why it matters.

This could be through bringing in a customer or user to provide 
an account of how the product or service benefited their lives. Or, 
you might restructure how meetings are fun by making sure teams 
regularly hear from a beneficiary of the work.

For the company in my example, they were working on restructuring 
their weekly meetings by highlighting one of the electronic widgets 
and telling the story of how it affected people’s lives.  

By bringing the people served by the work, into the everyday nar-
rative, people can start to “see” purpose. 

3. reward purposeful behaviors. Finally, culture is what is re-
warded. If you want to have a purposeful organization, reward pur-
poseful behavior.

Because purpose is a “a reason for existence” it is other-centered by 
default. And that is its power. 

Often, we reward self-serving behaviors by attaching them to 
self-serving rewards. By solely rewarding personal performance with 
incentives like commissions, benefits, perks, and promotions we create 
a self-serving culture.

But when we attach similar rewards to things like helpfulness, 
selflessness, or dedication to the purpose, people inevitably do more 
of those things. 

And when people are more purposeful, they do better work and 
feel better about their work. LE

Would you like to comment? 

Zach Mercurio is an international speaker and purpose and meaningful work 
consultant. He has helped diverse organizations and individuals from around the 
world understand how purpose and meaning unleashes human potential to create 
thriving organizations and lives. Zach is the founder and author of PurposeSpeaks.
com, a popular blog on purposeful leadership, work, and life, and is also a regular 
contributor on purpose for the Huffington Post. He is a researcher and adjunct 
faculty studying Organizational Learning, Performance, and Change at Colorado 
State University in Fort Collins, Colo., and is the author of The Invisible Leader: 
Transform Your Life, Work, and Organization with the Power of Authentic Purpose. 
Connect Zach Mercurio
Follow @ZachMercurio
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