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Message From the
Chief Executive Officer
Message du
directeur général
Dr. Matthew Jelavic, C.Mgr.
From deadly heat waves in Vancouver to
flash floods in New York City, you don’t have
to look far to see signs of climate change. And
as the global COVID-19 pandemic has shown,
what happens in one country can affect us all.
But that doesn’t mean we’re on an inevitable
path to destruction. In fact, managers can play
a key role in building a brighter future – without
sacrificing the bottom line. Recognizing that
everyone has a role to play, in 2015 the United
Nations adopted 17 Sustainable Development
Goals as a roadmap to end poverty, protect the
planet, and ensure global peace and prosperity
by 2030.
Finding more sustainable ways of doing
things is good for the environment and good
for business, and everyone from the CEO to a
frontline supervisor can help their organization
embrace the trend. Disrupting the status quo
may be difficult, but the global pandemic
proved that companies and people can
successfully change the way they operate.
Our association is proud to announce that
we have developed a white paper titled “The
UN Sustainable Development Goals: The
Manager’s Guide to Saving the Planet” and
are looking forward to releasing this shortly.
We are firmly committed to developing
future white papers that tackle complex
contemporary issues as they relate to the
management profession.
With our virtual 2021 Annual General
Meeting scheduled for November 27th,
we encourage all members to attend to
see and hear first-hand the progress our
Fall 2021

Des canicules mortelles à Vancouver aux
crues soudaines à New York, il n’est pas
nécessaire de chercher bien loin pour voir
les signes du changement climatique. Et
comme l’a montré la pandémie mondiale de la
COVID-19, ce qui se passe dans un pays peut
tous nous affecter. Toutefois, cela ne signifie
pas que nous sommes sur la voie inéluctable
de la destruction. En effet, les gestionnaires
peuvent jouer un rôle clé dans la construction
d’un avenir meilleur, sans sacrifier les résultats.
En 2015, l’Organisation des Nations unies,
reconnaissant que chacun a un rôle à jouer, a
adopté 17 objectifs de développement durable
qui constituent un plan d’action pour mettre fin
à la pauvreté, protéger la planète et assurer la
paix et la prospérité dans le monde d’ici 2030.
Trouver des moyens plus durables de faire
les choses est bon pour l’environnement et
les affaires, et chacun, du PDG au superviseur
de première ligne, peut aider son organisation
à suivre cette tendance. Il peut être difficile
de rompre le statu quo, mais la pandémie
mondiale a prouvé que les entreprises et les
gens peuvent réussir à changer leur mode
de fonctionnement. Notre association est
fière d’annoncer que nous avons élaboré
un livre blanc intitulé « The UN Sustainable
Development Goals: The Manager’s Guide
to Saving the Planet » (Les objectifs de
développement durable de l’ONU : le guide du
gestionnaire pour sauver la planète) et nous
avons hâte de le publier bientôt. Nous nous
engageons fermement à élaborer d’autres
livres blancs qui aborderont des questions
contemporaines complexes en rapport avec la
profession de gestionnaire.
Notre assemblée générale annuelle virtuelle
de 2021 étant prévue le 27 novembre, nous
encourageons tous les membres à y assister
pour découvrir les progrès réalisés par notre
association au cours de l’année écoulée en ce
qui concerne l’élaboration et le lancement de
nouveaux programmes axés sur les membres
et de stratégies visant à rehausser notre profil
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Our Mission: To be the voice of Canada’s
Chartered Managers.

Notre mission : Être lar le biais de
formations, certifications et développement

Our Vision: A leading professional
association in support of Canada’s
Chartered Managers through certification,
accreditation and professional
development.

Notre vision : Être une association
professionnelle réputée et novatrice
qui soutient les gestionnaires agréés
canadiens.

association has made over the past year in
the development and launch of new memberfocused programs and strategies to raise
our profile in Canada and internationally. We
will also be sharing
some exciting
new opportunities
for professional
development and
announcing the result
of the election of the
new members of our
Board of Directors.
The last year has
been difficult for many
of us, with many
changes to how we
work and associate
with others, but
your association is
steadfast in ensuring
that your profession
is being represented
at the national and
international level.
We are appreciative
of your commitment
to the association
and your confidence
in our collective
efforts to enhance the
recognition of the management profession and
to enhance your professional status.
As your CEO, please contact me any time
at ceo@cim.ca
Fall 2021

au Canada et à l’étranger. Nous partagerons
également de nouvelles opportunités
formidables de développement professionnel
et annoncerons le résultat de l’élection des
nouveaux membres
de notre conseil
d’administration.
L’année passée
a été difficile pour
beaucoup d’entre
nous, à cause
des nombreux
changements
dans notre façon
de travailler et
d’interagir avec les
autres, mais votre
association veille
sans relâche à ce
que votre profession
soit représentée à
l’échelle nationale et
internationale. Nous
apprécions votre
engagement envers
l’association et votre
confiance dans nos
efforts collectifs
visant à améliorer
la reconnaissance
de la profession
de gestionnaire et à consolider votre statut
professionnel.
N’hésitez pas à contacter votre PDG à
ceo@cim.ca.
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Managing Knowledge Workers Investors Not Assets.
Today’s knowledge worker expects a return on their investment.

Bryan Leach, P.Eng.,

Bryan Leach is a Calgary-based adult educator, Professional Engineer in Alberta and a
Chartered Engineer in the UK. In addition to his technical training in geology and geotechnical
engineering, he has a Certificate in Adult and Workplace Learning and a Masters in Continuing
Education specializing in Leadership and Development in Organizations. He has over 40 years of
professional experience, much of which has involved managing multi-disciplinary project teams.
Bryan has lived and worked in England Hong Kong, Canada and Italy. On taking early retirement
in 2009, he established his personal consulting practice specializing in knowledge management,
organizational learning and facilitation. During his career, Bryan has published papers and
articles on a range of technical and management subjects. He has also been an invited speaker
to technical organizations both in Canada and abroad. In recent years, he has been invited to
speak to organizations and companies in Alberta on the subjects of knowledge management,
career management and mentoring.
For a couple of decades, the mantra of
management has been that ‘our people are our
greatest asset’. The concept of the worker as
an asset implies a sense of ownership, similar
to that of a piece of machinery, an idea that can
be traced back to the days of William Smith
and the Industrial Revolution. Many knowledge
workers now view themselves as independent
contractors, contracting their services to a
company. Consequently, an alternative view
is that knowledge workers should be viewed
as investors who invest the following into their
work:
• Knowledge - command of the body
of facts required to do your job.
• Skill - facility with the means and
methods of accomplishing specific
tasks involved in your job.
• Talent - natural skill, ability or aptitude
that is required to execute your job.
• Behaviour - observable ways of acting that
contribute to the accomplishment of your job.
Fall 2021

• Effort - level of conscious application of
mental and physical energies or exertions
toward the tasks associated with the job.
• Time - percentage of your time in an
average week that is dedicated to the
tasks specific to your position.
This investment can be
calculated as follows:
Investment = (Knowledge + Skill +
Talent + Behaviour) x Effort x Time
Furthermore, in much the same way that
a financial investor expects a return on their
financial investment, so today’s knowledge
worker expects a return on their investment.
This return on investment in their work takes the
form of:
• Intrinsic Fulfillment – the interest,
challenge, variety, freedom, control,
creativity, fun, social relationships, values
gratification derived from your work.
• Growth Opportunities – for
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advancement, leadership, education,
informal and formal training.
• Recognition - appreciation, awards, respect,
prestige: professional, company, industry,
community, public recognition for your work.
• Financial Rewards – the base pay, incentives,
bonuses, commissions, retirement plans,
ownership, health and welfare benefits,
vacation, work/life support provided.
This return on investment in work
can be calculated as follows:
Return = (Fulfillment + Growth
+ Recognition + Financial)
By assigning numerical values to each of the
elements in these two equations it is possible to
‘quantify’ an individual’s investment in, and their
return from their work both now, and at previous
points in their career. By rating effort and time
on scale of 0 (low) to 1 (high), and scoring the
other eight elements on a scale of 0 (low) to 10
(high), the maximum score for both investment
in, and return from work is 40. An individual’s
‘score’ can be plotted in an investment-return
space (see Figure1). This scoring system gives
equal weight to each of the four elements of
return. However, it is appreciated that individuals
may give different weights to each of these
four elements, depending on their career and
personal situation.
As indicated on Figure 1, an investment
score of less than 20 may be considered ‘bad’
for the organization, and a score of greater
than 20 may be considered ‘good’ for the
organization. Similarly, with respect to the return
on investment, a score of less than 20 may be
considered ‘bad’ for the individual and a score
greater than 20 may be considered ‘good’ for
the individual. Given this categorization, the
investment-return space in can divided into four
‘camps’:
Work Camp: I am putting a lot in and I am
getting a lot out.

Fall 2021
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Holiday Camp: I am getting more out than
I am putting in.
Boot Camp: I am putting a lot in and I am
not getting much out.
Transit Camp: I am not putting much in
and not getting much out.
To test this investment-return model,
twenty-one individuals representing a range of
generations and professions completed a survey
to quantify their investment in and the return
from their work. The tenure of these individuals
in their current positions ranged from six months
to thirty-eight years.
The individuals surveyed prioritized the four
elements of return. Eighty one percent indicated
that their highest priority was intrinsic fulfillment,
with the remaining 19 percent indicating that
it was their second highest priority. Only ten
percent indicated that financial reward was their
highest priority, and 38 percent indicated that
it was their lowest priority. Intrinsic fulfillment
would appear to be a significant precursor to the
level of investment an individual is prepared to
make in their work.
The results are presented in Figure 1. The
results show significant variations in both
the investment in and the return from work
that reflect the individuals’ current career
situations. From a generational perspective,
the greatest scatter in the data is with the Baby
Boomers then the Generation Xers and then the
Millennials. Based on this very limited sample,
the scatter may reflect the different stages
that members of each generation are in their
respective careers.
The linkage between the anecdotal feedback
and the model results is provided in the
following examples:
A –was a few months into a new position
acting as a strategic advisor to a small
consulting company. Her investment was
similar to that in her previous position.
However, her return was now greatly enhanced
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due to increased intrinsic fulfillment, growth
opportunities and recognition. (Work Camp).
B –was nine months into a new position
assisting a new CEO to affect change in a small
consulting company. While still very committed
to her work, after the CEO who recruited her
was terminated, her sense of intrinsic fulfillment,
recognition and growth opportunities collapsed.
Shortly after completing the survey, she resigned
her position with immediate effect. (Boot Camp).
C –was working with a major management
consultancy. Although the financial rewards were
very good, he saw very little recognition of his
efforts, limited growth opportunities and was
experiencing low intrinsic fulfillment. At the time
of the survey, he was actively seeking alternative
employment. (Transit Camp).
D –had a long established ‘very enjoyable’
career with a consulting engineering company.
However, at the time of the survey he was
working “with a particularly unpleasant client,
who sucked the enjoyment out of the project
for me”. This resulted in low scores for intrinsic
fulfillment, and particularly his rating for
effort and time. (Holiday Camp-Transit Camp
boundary).
Fall 2021
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E1 and E2 - both had established long-term
tenures with their companies. Both were happy
with the return on investment in their careers.
Both reported an investment in work limited
by the time that they dedicate to the tasks
specific to their position. As E2 commented “an
increasing percentage of my time is devoted to
mentorship as I attempt to pass on my 30 plus
years of experience in the consulting industry”.
It would appear that they did not consider
mentoring as a task specific to their position, if
they did, then they would both have been in the
Work Camp. (Holiday Camp)
The survey results and the anecdotal
feedback indicate that financial rewards are
not necessarily a precursor to increased
investment in work. More often than not a
well-placed and meaningful ’thank you’ and
providing the opportunity to grow and develop
will provide greater returns to the individual and
consequently their investment in their work.
Similarly, individuals need to ask themselves
from time to time: “What motivates me to get up
in the morning and go to work?”, “How much
enjoyment (intrinsic fulfillment) am I getting
from my work?”, “How is this impacting my
investment in my work?” Answers to these
questions may help the individual determine
which camp they are in: work, holiday, boot or
transit, and what they may need to do to change
their camp.
Based on this limited survey sample, this
work-investment-return model may be a useful
tool for companies to use to characterize the
status of and so, manage individuals or groups.
It may also be a useful tool to help individuals
manage their own careers. As one survey
respondent commented “this survey made me
think about a lot of things.”
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PROFESSIONAL DESIGNATIONS GRANTED

NEW MEMBERS

Last Name
C.MGR.
Arabnia
Berg
Clayton
Gill
Gonzales
Martin
Rafo

Last Name
Alzoubi
Smith
Sedighi
Desai
Strazds
Shank
Kean
Sharma
Jamshedji
Minniti
Hang
Rai
Yang
Ardona
Campbell
Kaur
Richards
Barrientos
Manet
Argente
Sidhu
Pandit
Braga Moragas
Bakshi
punj
Nagpal
Bhagat
Wyer
Singh
Chamdal
Kaur
Emeri
Kaur
Cubar
So
Priya
Rai
Kaur
Mayani
Vaghela
Wirring
Alsagheer
Howe
NEPUSCUA
Bassi
Khan
Cao
Raza
Siddiqui
Thakur
Ahmed
Thomas
Shi
Klippenstine
Momeni
Lloydson
Resurreccion
McNeill
Patel
Fakhrawi
Patel
Arabnia
Gacias
Powell
Veber
Tai
Nguyen
Giammattolo
Roberts-Johnson
Choudhury
Lagamayo
Toujeni
Phung
Canonizado
Grant
Patel
Silva
Singh
Hasan

C.I.M.
Clarke
Douglas
Gillies
Good
Graci
Hui
Lalich
Osuman
Pooran
Schenk
Strazds
Taylor
Tighe
Van der Vlist
Wanat

First Name

Chapter

Mohammad
Nolan
Robert
Sukhcharn
Jose D
Glenda
Andrew

Quebec
Saskatchewan
Kitchener-Waterloo
BC/Yukon
National
National
NALB/NWT

Scott
Dejon
Luke
Shaun
Giovanna
Mimi
Roman
Mukayatu
Devin
Lucy
Kija
Michael
Richard
Mike
Nicholas

BC/Yukon
BC/Yukon
BC/Yukon
NALB/NWT
Kitchener-Waterloo
National
London
National
Kitchener-Waterloo
London
Toronto
London
Toronto
National
NALB/NWT

NEW MEMBERS
Last Name

First Name

Chapter

Sharma
Najwah
Teutli Bustos
Sherman
Palit
Rastogi
Mahmoud
Gomez Guerra
Le
Hui
Morcillo
Mitchell
Chavosh
Wyatt
Cuprjak
Alfred
Willis
Liu
Jindal
Niziol
Amadasu
David
Dueck
Dias
Dela Cruz
El Dabboucy
Collins Hobbs
Khalsa
Ashrafian Mahabadi
Gonzales
Han
Tiu
Luengas
Almeida Tavares
So
Yeh
Wijethunga
Li
Mahabub
Comegan
Palansky
Taylor
Dsouza
Jose
Jadhav
Muise
Malik
El Gemayel
Samaroo

Varun
Maseh
Mario Alberto
Jacob Ambrose
Swadeep
Mohangi
Islam
Luisa Natalia
Luc
Mimi
Rowena
Julian
Idin
Brent
Sonya
Francois G.
Jessica
Ruikai
Sajal
Lindsay
Osayande
Christine
Tessa
Dahlia
Jenny Lyn
Bassem
Tamara
Siri
Nazanin
Jose D
Nairui
Beverly Hazel
Monica
Priscila
Jeissy
Jory
Dinidu Shashanga
Jialu
Saif
Destinee
Jason
Michael
Stephanie
Austin
Akash
Riley
Omar
Therese
Ravindra

National
Hamilton-Niagara
BC/Yukon
Newfoundland & Labrador
BC/Yukon
Toronto
Quebec
Quebec
Quebec
National
Saskatchewan
Toronto
BC/Yukon
Manitoba
London
National
London
Toronto
BC/Yukon
Manitoba
Hamilton-Niagara
Toronto
Manitoba
Quebec
Manitoba
Quebec
BC/Yukon
Toronto
BC/Yukon
National
Quebec
Manitoba
Manitoba
Ontario East (Ottawa)
Toronto
Toronto
BC/Yukon
Quebec
Quebec
Manitoba
Manitoba
London
Southern Alberta
Hamilton-Niagara
BC/Yukon
NALB/NWT
Toronto
Quebec
Toronto
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First Name
Rami
Brendan
Shirin
Jalaj
Kija
Meritt
Andrew
Chanchal
Dinshaw
Julee
Landon
Anusha
Liuqingqing
Bernadette
Anna-Kaye
Prabh Simar
Jody
Christopher
Frances Mae
Roan
Savik
Sujay
Ana Paula
Divjot Singh
shreya
Ritish
Muhammad
Jim
Ravleen
Deeksha
Gagandeep
Isioma Ogheneyoma Emmanuella
Harsimran
Norkisha Jane
Geoffery
Priya
Manish
Amanpreet
Om
Kinjal
Bhavreet
Zoia
Celena
DINALYN
Ritik
Yawar Ali
Vy
Hussain
Fazlur Rahman
Apoorva
Md Istiaq
Sharilusca
Xiaohang
Cory
Maryam
Aisswareeyah
Samantha
Arjun
Het
Ali
Megha
Mohammad
Cristine Joyce
Denisha
Nellie
Trogn Tai
Trong Tai
Martina
Shanieka
Zenobi
Jansson Chrisden
Lobna
Tieu
Jan Carylle
Sashay
Harsh
Christina
Japsimran
Mohammed Arif

Chapter
Hamilton-Niagara
Manitoba
BC/Yukon
Toronto
Toronto
Southern Alberta
Manitoba
Manitoba
Hamilton-Niagara
Toronto
London
Manitoba
Manitoba
Toronto
Toronto
Toronto
Maritime
Toronto
Toronto
Toronto
BC/Yukon
Toronto
BC/Yukon
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Manitoba
Toronto
Hamilton-Niagara
Toronto
Toronto
Toronto
Toronto
Toronto
Quebec
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Toronto
Quebec
Toronto
Toronto
Toronto
Toronto
BC/Yukon
Toronto
Kitchener-Waterloo
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NEW MEMBERS
Last Name

First Name

Chapter

Panganiban
Good
Jayathilaka
Stamov
Abdelrahman
Rehlan
Sakhidas
Warang
Chavda
Singh
Patel
Patel
Khambhadiya
Varghese
Pethani
Kaur
Pandya
Virk
Cabrera
Monani
sharma
Chauhan
Vaidya
Rozario
Muhammad
Le
Singh
Waheed
Thakar
Vincent
Vivera
Waterman
Syed Peer Mohamed
Maramganti
Gandhi
Siddhpura
Wallace
Karthikeyan
Dudenhoffer
Pham
Singh
Patel
Upadhyay
Khismatrao
Paniagua
Sherpa
Jayawardana
Priya
Patel
Martin
Odeyemi
Correia
Gillies
Singh
McLeod
Garg
Rodgers
Dhaliwal
Bhojak
McEachern
Sta. Rita
Gordon
Snowdon
Nijjar
Bains
Gill
Strain
Paydli
Griffin
Bacolod
vibhu
Bhardwaj
Chawla
Lee
Tiwari
Van Belle
Kavuru
Pasha

Alexandra
Shaun
Ansumali
Konstantin
Ashraf
Rajul
Parshwa
Shrutika
Ujjval
Raushan Kumar
Dhruv
Rahi
Nikunj
Jisho
Nishil
Ravneet
Deep
Rashmeet
Julio
Jay
khushi
Akshil
Arpit Divyangbhai
Sean
Yaseen
Nhi Cam
Shweta
Yawar
Harsh
Angela
Cindrella
Rommel
Fawaz
Chandini
Shhikhar
Ghanshyam
Benedicta
Srividya
Bianca
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Help Your Team Reboot
6 Mindsets To Help Your Team Reboot

Jason V. Barger

Jason V. Barger is the globally-celebrated author of Thermostat Cultures, ReMember and Step
Back from the Baggage Claim as well as the host of The Thermostat podcast. His latest book
Breathing Oxygen is set to be released in early 2022. As Founder of Step Back Leadership
Consulting, he is a coveted keynote speaker, leadership coach and organizational consultant
who is committed to engaging the minds and hearts of people and growing compelling
cultures. Learn more at:
JasonVBarger.com or on social media @JasonVBarger
Did you know that 7.6 million people quit their
jobs in the months of April and May of 2021?
Re-ports of loneliness at work are as high as
ever. Divorce rates are up 34% from last year. To
say people have been a little stressed would be
an understatement.
Let’s dig a little deeper into what the research
is also telling us. 9 out of every 10 employees
say they want to work for a more meaningful
culture. People want to feel like they are a part
of something bigger than themselves, they want
to feel appreciated, valued and cared for. In the
midst of so much angst, division and uncertainty
in the world that seems out of our control,
people need to be reminded about what is within
our control.

uncertainty, they are also expected to maximize
the experience, product or service that you are
delivering to the market-place.

Teams and companies need a reboot.
Most teams and companies are still figuring
out how to help support their people and engage
with them remotely, in hybrid settings and
in-person gatherings. With all that people
have been navigating, differing modes of
communication, the expansion of remote
workers, global health, issues of racism, social
injustice and equity, political and economic

2. Inclusivity — Leaders in the world play
an enormous role in widening the circle
so that more diverse backgrounds, ideas,
perspectives, and experiences have a seat
at the table. Teams and organizations will
lead the way forward in society by modeling
how to have civil, respectful dialogue and
educate people on the strengths of diversity,
equity and inclusion. When our teams are

Fall 2021

Here are six mindsets to reboot your team:
1. Clarity —Is your Mission clear? Is your
Vision clear? Are you Values for how
your team is committed to travel clear?
Is your Strategy for the next priorities
clear? Take this time as an op-portunity to
reboot and make sure all are aligned with
clarity. The outcome is that everything on
the path forward becomes clearer. Your
team may not have all the answers, but
they’ll have energy and clear direction
on how to take the next step.
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inclusive and welcoming, it breathes life and
energy into all. We’re stronger together.
3. Agility — Possibility + Adaptability is the
name of the game in a changing world.
Leaders have to practice an occasional
reboot that allows their mind to find new
ways of doing things and the courage to
adapt to opportunities that emerge. If leaders
return to the “this is the way we’ve always
done it” mindset then they will sit back
and watch their people leave the room.
4. Grit — Resolve + Toughness is critical to
help people navigate their way through
obstacles, challenges, negativity, finger
pointing, and division. Leaders help their
people reboot to stay focused on the present
moment and the actions that are needed
in order to take the next step. Toughness
isn’t about being physically stronger
than others, it is about being able to be
vulnerable with your people and still have
the resolve to find solutions, together.
5. Rest — Teams and organizations have an
unhealthy association with the concept of
rest. Americans last year left 768 million
days of vacation on the table with their
employers. That equates to nearly $66
billion of lost benefits. We’ve forgotten that
the research actually shows that deliberate
rest is essential to elite performance. When
we allow our bodies, minds and hearts to
deliberately rest, we breathe more efficiently
and are better at everything else.
6. Ownership — Accountability + Action are
mindsets and oxygen that the best leaders
and team cultures on the planet breathe.
They connect the things they say they will
do with positive accountability and action.
Accountability isn’t a negative word, it’s a
positive mantra that all take ownership of.
In a world where people are quick to gossip,
point fingers, and be critics about what isn’t
Fall 2021
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working, the best leaders reboot themselves
and their people and shift conversations
from blame to solutions-focused.
The best cultures proactively help their people
navigate through obstacles, together. They
intentionally choose to inhale positivity and the 6
mindsets above and exhale negativity, blame,
gossip and division. The ecosystem of their
culture is grown, developed, cultivated and led
with intentionality, one breath at a time.
The process for developing high-performing
and engaged teams never stops and the best
leaders, teams and organizations are committed
to rebooting how they hire, onboard, do
performance evaluations, develop emerging
leaders, and recognize excellence. The best
leaders invest in their teams, together.
If you’re experiencing a lack of energy, passion
or hope for the road ahead, it may be the air
you’re breathing. It may be time for a reboot.
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Five Steps to Deal with Leadership
Uncertainty
That which occupies your mental and spiritual focus shows up in all aspects of
your life.

Dr. Maria Church, CSP, CPC

Dr. Maria Church, CSP, CPC, is a speaker, consultant, and executive coach. As CEO of Dr. Maria
Church International, including Government and Corporate divisions, and Leadership Development
University, she specializes in organizational culture, change agility, and leadership development
with over 25 years working for Fortune 500, local government, non-profit, and academia. Her 10th
Anniversary Edition of Love-Based Leadership will be released in December 2020. She may be
reached at:
www.DrMariaChurch.com
Leaders are often expected to have all
the answers. Not only is this an expectation
shared by many, it is regularly self-imposed.
If you do not have the answer to a leadership
challenge, you may possibly feel inadequate
or uncertain and vulnerable. None of these
emotions feels good, and are often frowned
upon in the workplace—or so you may have
been taught.
Really? Are you really never supposed to
experience uncertainty as a leader? You are
a human being and hard-wired for struggle –
stuff happens. You are comprised of all the
good, bad and ugly that comes with being a
human, which is not the Hollywood version
of leaders who ride into the scene to save
the day. And with your humanness, you will
sometimes—make that many times, feel
uncertain about your abilities.
How do you work with uncertainty and
vulnerability without going crazy? Follow these
five steps which will assist you during these
times:
1. Embrace Uncertainty and Vulnerability
Reach into any doubts and fears you
have and pull up and out all the anxieties
Fall 2021

and doubts. What do most leaders do with
this uncertainty? Well, bury it of course. This
strategy of burying and numbing may work
for a while, that is until it shows up again as
illness, ulcers, or worse. Why do you think
people in leadership roles are so stressed,
obese and addicted? It is because feelings get
buried and numbed.
The interesting thing about the numbing
strategy is that when you numb your “bad”
feelings such as uncertainty, vulnerability,
doubt and fear you are also numbing your
“good” feelings of joy, peace, and gratitude.
2. Stay Present
Do not worry about the future or live in the
past. The only moment you have to live in is
the present one, so why waste it? The nature
of uncertainty is that the future is unknown.
Time spent fretting about what might happen
is just an exercise in fiction.
What does living and embracing the
present moment bring? This moment of
uncertainty and vulnerability is where
creativity, joy, and beauty are found. Great art
is created in the vulnerable state of uncertainty
and presence in the moment. Walking through
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the door of uncertainty and vulnerability is full
of endless possibilities because this is the
location of your true, authentic self. Peace is
found in authenticity.
3. Stay in Your Own Lane
When you start to compare yourself to
others, you set yourself up for failure. It is
not because you cannot be as successful as
someone else can be, but because you cannot
be anyone else. The only thing you can be is
the best version of you – your best, authentic
and true self.
This can be a challenge during times of
uncertainty because you may see others who
are dealing with uncertainty with more ease.
Instead of going to a place of comparison, pull
away and observe.
Has this other person
tapped into the
present moment? Are
the creative juices
flowing for that other
person? Are they
peaceful because
they are authentically
in touch with their
fears, concerns, or
excitement about
possibilities? Observe,
learn, and know that
you will find the most
peace when you aren’t pretending but are
authentically you.
4. Practice Gratitude
Nothing else will bring you into the present
moment faster than gratitude. When you
practice gratitude, you are reminded of the
blessings and opportunities that surround
you right now. The funny thing about being
in a state of gratitude is that when you focus
upon that for which what you are grateful, you
receive more. Yes, more.
That which occupies your mental and
spiritual focus shows up in all aspects of your
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life. Therefore, if you are focusing on those
factors that make you grateful, you will have
more of those results showing up.
Remember that the converse if also true.
If your focus is on worry, fear, and a scarcity
mentality, get ready for more worry, fear, and
lack showing up. Your thoughts are a powerful
force, so be intentional and strategic about
where you put your focus.
5. Be Loving and Truthful with
Yourself and Others
Be gentle and graceful with yourself and
others during times of uncertainty. All the
feelings you are having in these times, just
know that others are having them too. When
you practice loving kindness, you will find
patience, grace, and
empathy. Tell yourself
the truth about how
you are feeling and
be prepared for
both positive and
negative feelings and
thoughts coming back
to you. Honor and
acknowledge all the
responses you receive
and intentionally shift
to more supportive
and loving feelings and
thoughts. How do you
shift? Do what gives you joy and be present
to fully enjoy that activity. The only certainty
we have is the present. What is certain is what
gives you joy. It really can be that simple in
what seems like great complexity.
Remember that uncertainty and
vulnerability is the birthplace of truth,
authenticity, creativity, and beauty. If you
choose (yes, it is your choice) to step into
and embrace the uncertainty, stay present in
the moment with gratitude, and give yourself
loving grace, you will find tremendous
opportunities in uncertainty to help shape a
future that you may not have otherwise dreamt
possible.
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Motivating the Un-Motivated:
Don’t Give Up Too Soon

Liz Uram

Liz Uram is a nationally-recognized speaker, trainer, consultant, and author. She equips
leaders with the tools they need to communicate like a boss so they can make a bigger
impact, get better results, and motivate others to do their best. With 20 years of experience,
she’s developed systems that work. Uram’s written four books packed full of strategies
leaders can implement to get real results, real fast. For more information, please visit:
www.lizuram.com
When Mary started with the company, she
was enthusiastic, energetic and consistently
the top sales person on the team. She got
along well her co-workers and was known for
her superior customer service skills.
Over time something changed. Mary began
starting work late, leaving early and taking
long lunches. The brief interactions with her
co-workers usually turned into complaint
sessions. She ignored phone calls and didn’t
respond to emails. Customers were frustrated.
Mary spent more time on her cell phone than
doing the work she was getting paid for.
John, Mary’s manager, was at his wits end.
He wanted Mary to get back to the level of work
he knew she was capable of. He went from
one extreme to the other. First, he tried money.
Then, he tried disciplinary action. Both resulted
in short-term improvements but they didn’t last.
Does this situation sound familiar? If so,
don’t give up too soon. There are six other
ways to motivate employees that have longer
lasting results than money or disciplinary
action. The challenge is determining what
motivates employees.
Asking an employee outright what
motivates them usually doesn’t work. Most
people haven’t given it much thought. Instead,
act like an investigator and look for the clues
Fall 2021

so you can identify the motivational factors of
each individual.
Here are six common motivational factors
and the clues to look for:
1. Belonging – People who are motivated
by a sense of belonging get energized
by being part of a group.
You might notice them coming up with
creative ideas for celebrations or suggesting
get-togethers. “When’s the last time we went
out for Happy Hour?”, they might say. Listen
for what they do outside of work. Do they
spend a lot of their free time with friends
and family? Do they participate in group
events like book clubs or sports teams?
Keep this employee motivated by
asking them for ideas; designating
them as the celebration coordinator;
and including them in projects.
2. Influence – A formal leadership title isn’t
needed to have influence. Many people
are happy with an informal leadership
role where they can influence others.
You can identify them by their willingness
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to speak for the group. They are the ‘goto’ person when others need answers
or reassurance. They are the person the
team looks to for direction and advice.
Keep this employee motivated by
asking them for their opinion on matters
that affect the group. “How do you
think the team is going to react to this
change?” is a simple, yet very effective
way to let this person know that their
position within the group is clear.
3. Appreciation – A simple sincere thank
you is what motivates employees who
have this motivational factor. They just
want acknowledgement for their efforts.
Employees who are motivated by
appreciation talk a lot about their
accomplishments. They might come
to their one-on-one with a list of what
they’ve done. Managers who don’t
understand what clues to look for may
mistakenly assume the person is full
of themselves or is just bragging. That
usually isn’t the case. These employees
are looking for some appreciation.
Keep these employees motivated by
giving sincere, specific and timely
appreciation for their efforts. Catch
them in the act of doing something
right and comment on it immediately.
4. Achievement – People who are motivated
by achievement are always looking to
outdo themselves. While they enjoy
friendly competition, they are more
interested in pushing themselves to be
better than they were the day before.
They are usually self-starters who take
an interest in their productivity. They
tend to set goals both professionally
and personally. They love the feeling of
Fall 2021
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accomplishment when they can check off a
goal and then they are on to the next one.
Keep them motivated by communicating
key performance measures, encouraging
them to set bigger goals, and sharing their
progress with them on a regular basis.

Back to John and Mary. Once John
took the time to look for the clues, he
realized that what Mary really wanted was
appreciation. John wasn’t known for giving
out verbal praise but he was willing to give
it a try. Instead of waiting until Mary told
him about her accomplishments, he looked
for opportunities to praise her. Before long,

5. Security – People with this motivational
factor have a high need for job or financial
security. Anything that threatens their
sense of security can demotivate them.
They might obsessively worry about
their performance. They ask a lot of
questions. They are excessively concerned
about change. Some managers assume
the person is needy. In a way they
are. They need security, reassurance
and confidence in their abilities.
A manager can help this employee by
taking the time to answer questions;
communicating changes early and
often; and boosting their confidence
by giving them opportunities to
prove they are capable.
6. Growth – these employees aren’t satisfied
with the status quo. They have career goals
and they want opportunities to advance.
One of the most obvious clues is that
they ask about career advancement when
they interview for a job. They’re willing
to take on extra responsibility in order to
prepare themselves for their next step.
Keep them happy and motivated by talking
to them about what they are interested
in doing next and creating a career path
for them that clearly outlines a plan for
advancement. Delegating projects is
a way to provide growth opportunities
if a promotion isn’t an option.
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John saw improvements in Mary’s attitude
and she began to have the same energy and
enthusiasm she had when she started.
It wasn’t easy for John to get out of his
comfort zone, but it was a lot less expensive
and stressful than what he had been doing.
Before you give up on an unmotivated
employee, challenge yourself to search for clues
about how to motivate them. You might be
surprised at what a big change can come from a
small adjustment to handling motivation issues.
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CIM | Chartered Managers Canada Announces Reciprocity with the
Institute of Certified Professional Managers (ICPM) in the USA
CIM | Chartered Managers Canada and the Institute of Certified Professional Managers have signed a reciprocity agreement for the mutual
recognition of their C.Mgr. and CM designations. With over 14,000 managers and leaders certified worldwide, the Institute of Certified Professional
Managers is the largest management certifying body in the United States, doing business globally. Both managers and employers benefit from the
CM certification which is recognized internationally as a valid indicator of managerial competency and leadership potential.The Certified Manager
(CM®) certification is a professional credentialing program that verifies an individual's ability to manage and potential to lead with a level of
competency. Successful applicants earn the privilege to use the “CM” professional credential as a sign of their competency.
Visit www.cim.ca for details!

in partnership with
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The Key Insights To Help You On The Way
To Servant Leadership
The key for executives and change practitioners is that all leaders should serve their
organization to provide the customer and shareholder with the best possible service.

Mostafa Sayyadi

Robert Greenleaf, first wrote an essay
that later became his book titled, Servant
Leadership: a Journey into the Nature of
Legitimate Power and Greatness. [1] He
introduced the term ‘servant leadership’ into the
business literature for the first time and caused
some controversy in the corporate boardroom
while he added some value among the religious
clergy.
Greenleaf, was not only a scholar, servant
leadership came out of his work experiences
at organizations such as MIT and the influence
of Hermann Hesse’s Journey to the East. [2]
Greenleaf largely gained his insights through
the central character of ‘Leo’, who becomes
a servant leader and speaks about the Law of
Service: He who wishes to live long must serve,
but he who wishes to rule does not live long.
Greenleaf recognized the main message of this
story, and concluded that “the central meaning
of it was that a great leader has experience as
a servant to others, and he felt that this fact is
central to his or her greatness. True leadership
emerges from those whose primary motivation is
a deep desire to help others.” [1]
The key for executives and change
practitioners is that servant leaders are those
who turn the organizational chart upside down,
putting the customers at the top. For instance,
Greenleaf argues that the great leader is seen
as a servant first, and that simple fact is the
key to his or her greatness. The advantages of
the servant leadership model are its altruism,
simplicity, and self-awareness. It emphasizes
the moral sense of concern for others, reducing
the complexity engendered by putting personal
Fall 2021

Mostafa Sayyadi works with senior business
leaders to effectively develop innovation
in companies and helps companies—from
start-ups to the Fortune 100—succeed
by improving the effectiveness of their
leaders. He is a business book author and
a long-time contributor to HR.com, People
+ Strategy, Consulting Magazine and The
Canadian Business Journal and his work has
been featured in these top-flight business
publications.
desires in conflict with those of followers.
Servant leadership can be clearly seen as rooted
in the clerical leadership perspective in that
Christ’s leadership when Greenleaf says that the
words “service”, “to serve” and “servant” occur
over 1300 times in the revised version of the St.
James bible. For example, Jesus once said:
“Whoever wants to become great
among you must be your servant and
whoever wants to be first must be
your slave––just as the Son of Man did not
come to be served, but to serve and to
place his life as a ransom for many.”
The servant leadership model highlights
Jesus as an ultimate example of a servant
leader and suggests applying the leadership
insights that Jesus gives us within organizations.
According to the model, only service to others,
is the pathway to real significance. Executives
and change practitioners need to first know
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that Eric Russell in his book, In Command of
Guardians: Executive Servant Leadership for
the Community of Responders, concentrates
on the characteristics of a servant leader, and
recommends ten fundamental characteristics:
1. Listening
2. Empathy
3. Healing
4. Awareness
5. Persuasion
6. Conceptualization
7. Foresight
8. Stewardship
9. Commitment to the growth of people, and;
10.Building community. [3]
The key characteristics of servant leadership
model mentioned above, when carried out
correctly, can present an effective leadership.
These fundamental characteristics represent
how an effective leader working in today’s
changing situations can successfully manage
and develop corporations.
Greenleaf himself is one scholar that critiques
this leadership model and acknowledges some
criticisms about it and posits that:
“In a time of crisis, like the leadership
crisis we are now in today, if too many
potential builders are taken in by a
complete absorption with dissecting
the wrong and by a zeal for instant
perfection, then the movement so
many of us want to see will be
set back. The danger, perhaps, is to
hear the analyst too much and
artist too little.” [1]
Servant leadership model has not evaded
the criticism by scholars such as Helena Liu
that normally are associated with leadership
models and theories. [4] This model has been
challenged for a lack of adequate empirical
studies to substantiate its academic rigor
and is often shelved as a learning tool as
Fall 2021
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opposed to a leadership application. An
example to this scholarly debate, servant
leadership is systematically undefined and
lacking in empirical support necessary for
managerial implementation. The existing
literature on servant leadership is filled with
anecdotal evidence and that empirical research
is critically needed to substantiate the use of it
in the boardroom of large corporations. Servant
leadership is criticized for gender bias in its
theoretical perspectives. Also, it is necessary for
executives and change practitioners to be aware
that servant leadership is criticized as being
inapplicable for real-world scenarios.
In conclusion, sure, there are critics of this
leadership model, but do not let that stop
you from implementing it and learning how
to master it. Servant leadership model has its
roots in helping others and providing hope
in an environment that seems to be not only
hypercompetitive but also elusive for companies
to find a stronghold. This leadership model is
about shifting away from the old paradigm of a
hierarchical pyramid-shaped organization. The
key for executives and change practitioners is
that all leaders should serve their organization
to provide the customer and shareholder with
the best possible service. Thus, when looking
at servant leadership, from a new perspective,
executives and change practitioners not only
should be aware of this leadership model
but place more emphasis on applying what
works best for companies in the current work
environment.
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How To Win the Hiring War
Four Ways to Compete for Top Talent Against Bigger Brands

Jeremy Eskenazi

Jeremy Eskenazi is the founder of Riviera Advisors, a boutique talent acquisition optimization
consulting firm. Riviera Advisors does not headhunt, it specializes in recruitment training and
strategy consulting, helping global HR leaders transform how they attract top talent. From best
practice recruiting, to improving speed to hire, to candidate experience, Riviera Advisors is a
go-to place for strategic talent advisors. For more information:
visit www.RivieraAdvisors.com

How strategic recruiters attract the best
talent before candidates even know what the
company does!
There was a time when Apple was only
known as a fruit, the word Nike had no meaning,
and Walgreen was simply a family name. All
brands started unknown and had to build
a reputation, a pattern of success in their
industry and a positive experience for users.
All companies, no matter their size, go through
a version of this with hopes of winning more
customers and earning more loyalty for their
brand than the competition. To be successful,
they must show how they are different and
deliver what the customer is looking for.
When companies start hiring, the same
principles apply. They need to attract
candidates, offer something candidates
want and need and do something better than
their competitors. Companies with a smaller
footprint, or brands that do not produce
consumer products and services, often find
it daunting in trying to compete with large
household names that attract thousands
of candidates eager to get a big brand on
Fall 2021

their resume. It can be a challenge at times,
competition is steep and top talent has a lot
of choice in the market - but it is not hopeless!
Intentional planning and setting expectations
for what you can offer candidates is commonly
part of what’s called your “employer brand”.
How you will approach your strategic recruiting
and talent management are important. Here
are four ways that lesser-known brands can be
more attractive to candidates than any other
employer.
1. Find your target market. It’s important to
realize that not everyone wants to work for
a big splashy brand. Job location, career
development, flexibility and workplace culture
may be areas that you easily compete against
more well-known employer brands. Your
approach may be different in attracting these
candidates, but they are out there! Think
about being more active in reaching out to
passive candidates with your open roles,
work your networks and consider employee
referral incentives. You may not always have
hundreds of resumes to present to your
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hiring managers. The ones you have will be
more interested in what you have to offer and
using the best practice recruiting approach
may also improve your speed to hire.
2. Differentiate what you offer. Do you have a
great workplace culture? Do your managers
really care about their employees as people
with lives outside of work? Can you offer a
bigger scope of each role with more peer
and leadership visibility? Can your company
offer mentoring, learning opportunities and
more skill acquisition? Knowing what you
can offer that bigger brands either do not,
or make employees wait a period before
they can take advantage of might be your
golden differentiator. It’s important that you
clearly understand what you can offer and
be able to sell these non-tangible elements
that convince candidates that your company
can do more for their career than any other.
3. Create a great candidate experience. Training
recruiters and hiring managers is important
in delivering a great candidate experience. If
you are going to compete in the market for
top talent, every touchpoint a candidate has
with your company is a chance to convince
them that your company is the better place
to grow their career. Effective screening and
interviewing, keeping candidates informed
at every step of the process, and following
up quickly all contribute to a positive
candidate experience. Having conversations
with candidates to learn what they have
accomplished instead of grilling people in
an interrogation style will leave them feeling
that your company is a more human place
and help build relationships early. This may
be far better than the systematic policies
and procedures of a larger employer.
4. Manage expectations for all. Unrecognized
employer brands will face some challenges
that are unavoidable – it’s important to be
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aware of this fact when hiring. It may take
longer to find candidates, form your strategic
talent acquisition plan, or invest and get
thorough recruiting training. You may have to
approach candidates for the short-term, for
example you may expect that they will only
stay at your company for a year or two before

moving on, or that many of your candidates
will come from employee referrals. You
may have to invest more time selling your
company to candidates and explaining what
your company does. Knowing that even with
a competitive offer, your company may not
seem as appealing to candidates who had
their heart set on proudly wearing namebrand swag will help in this process. It is
a challenge, but sharing the expectations
with hiring managers, HR, etc… and with
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candidates will make it possible to find
great candidates and win them over.
As you compete, remember that Goliath
didn’t win against David even though he was
the heavy favorite. Consumer brands may be
very valuable and attract a lot of attention,
but it is not the same as an employer brand,
which can tell a story that is the polar opposite.
There is often a halo-effect in this regard – if
you love the products a company makes, you
assume that company is an amazing place to
work. Candidates who use employer ratings/
reviews websites to research what a company
culture might be like may quickly come to see
that some of their favorite brands have well
documented toxic work cultures. And these
websites are populated by current employees,
so there is no consumer brand that can counter
a pattern of bad workplace experiences. It is
not your place to reveal that to candidates, but
it is your opportunity to capitalize on selling
your lesser-known brand that will create a great
place to work.
It’s OK to hire for short term and become
a company that launches careers into bigger
companies or a more-known employer brand.
It’s OK to spend more time on teaching skills
and allowing employees to become mentors
quickly. It’s OK to not be the biggest fish in the
pond and still want great talent. You can attract
candidates with the skills you need without
having to double salaries or pay more than you
can budget for. You may need to follow a new
path or fish with new bait, but there are great
candidates out there for every company. The
best recruiter tool you have is your ability to
differentiate what you know you can do better
and sell that!
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