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Message From the
Chief Executive Officer
Message du
directeur général
Dr. Matthew Jelavic, C.Mgr.
As we move into the summer months, I
want to take this opportunity to reach out
to our Student Associate Members who
have recently graduated from their NCMA
Professionally Accredited program. It’s time
to take the next step and obtain your Certified
in Management (C.I.M.®) designation. You
already have what it takes academically, the
next step is to demonstrate your management
and leadership competencies by taking the
online Management Aptitude Evaluation (MAE)
and earning
the right to use
C.I.M.® after
your name.
Your C.I.M.®
designation will
get you noticed
when applying
for that first job
out of school.
It will set you
apart from all
the rest as a
Professional
Member of
CIM | Chartered Managers Canada and a
designation holder. Employers will know
that you have the academic skills and the
professional attributes to make an impact
right away. As a Professional Member you are
then bound by the association Code of Ethics
and are committed to conducting yourself in a
professional and ethical manner. This makes a
big difference when employers are looking to
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Alors que l’été approche, j’aimerais
profiter de cette occasion pour m’adresser
à nos membres associés étudiants qui
ont récemment obtenu leur diplôme du
programme d’agrément professionnel du
CNAG. Il est temps de passer à l’étape
suivante et d’obtenir votre désignation Certifié
en gestion (C.I.M.MD). En effet, vous avez déjà
les qualités requises sur le plan scolaire. La
prochaine étape consiste donc à démontrer
vos compétences en matière de gestion
et de leadership en passant l’évaluation
des aptitudes à la gestion (MAE) en ligne
pour obtenir le droit d’utiliser la désignation
C.I.M.MD après votre nom.
Cette désignation C.I.M.MD vous fera
remarquer lorsque vous postulerez à votre
premier emploi après vos études. Elle vous
distinguera des autres candidats en tant que
membre professionnel d’ICG | Gestionnaires
agréés Canada et détenteur d’une désignation.
Les employeurs
sauront que
vous avez les
compétences
théoriques et
les attributs
professionnels
pour avoir
un impact
immédiat.
En tant que
membre
professionnel,
vous êtes lié
par le code
de déontologie de l’association et vous
vous engagez à vous conduire de manière
professionnelle et éthique. Cela fait une grande
différence lorsque les employeurs cherchent à
embaucher.
Après votre entrée dans la vie active,
votre parcours ne s’arrête pas là. En tant
que membre professionnel de l’association,
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hire.
After you enter the workforce, your journey
doesn’t stop there. As a Professional Member
of the association, you have the opportunity to
develop professionally, access management
resources and attend local events, both inperson and virtual. You may
want to volunteer to help
out at your local association
chapter which will allow you to
meet new people and develop
your professional network.
Maybe you want to continue
your academic pursuits and
complete your MBA degree?
We have an affordable and
flexible program for you in
partnership with the University
of London that exempts you
from two courses based on
your C.I.M.® Please check out
our website for details.
I want to wish you all
the best as you enter the
workforce! As you build your professional
experience and knowledge you may want
to get your Chartered Manager (C.Mgr.®)
professional designation when the time is
right. Your association is behind you all the
way so please have a look at our website for
all the benefits you have as a member.
As your CEO, please contact me any time
at ceo@cim.ca
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vous avez la possibilité de vous perfectionner
professionnellement, d’accéder à des
ressources de gestion et d’assister à
des événements locaux, en personne ou
virtuellement. En outre, vous pouvez faire
du bénévolat pour aider la section locale
de votre association, ce qui
vous permettra de rencontrer
de nouvelles personnes et
de développer votre réseau
professionnel. Peut-être
souhaitez-vous poursuivre vos
études et obtenir un MBA ?
Nous avons un programme
abordable et flexible en
partenariat avec l’Université
de Londres qui vous exempte
de deux cours grâce à votre
désignation C.I.M.MD Veuillez
consulter notre site Web pour
plus de détails.
Je vous souhaite bonne
chance pour votre entrée
dans la vie active ! Au
fur et à mesure que vous développerez
votre expérience et vos connaissances
professionnelles, vous voudrez peut-être
obtenir la désignation professionnelle
de gestionnaire agréé (C.Mgr.MD). Votre
association vous soutiendra durant toute votre
carrière, alors consultez notre site Web pour
connaître les avantages dont vous bénéficiez
en tant que membre.
N’hésitez pas à contacter votre PDG à
ceo@cim.ca
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SOS for Working Moms: 5 Tips to Minimize
Zoom Disasters
Historically, working mothers experience intense frustration, social isolation and lack
of support.

Angela DeFinis

Angela DeFinis is President of DeFinis Communications. The company offers executive speech
coaching, presentation skills training and virtual video conferencing training. Through corporate
sponsored and open-enrollment programs, the firm’s unique skill building approach helps
business professionals become poised, polished and powerful communicators capable of
leading effective meetings and delivering compelling presentations. To sign up for an online
session please go to:
www.definiscommunications.com
As more and more mothers are working from
home and engaging in online presentations
and virtual meetings daily (all while dealing
with kids and pets underfoot), it’s clear that the
current set up is designed to fail. Unfortunately,
there are few rules of engagement to apply
when your kitchen table is suddenly your
office (and your child’s classroom). And we’re
all seeing the results of this every day: crying
toddlers in the background of important
meetings, the dog barking at the delivery driver
just as the speaker is making a key point, the
offscreen audible whisper of “Mom, can I have
a snack?”… and this is on a good day!
Historically, working mothers experience
intense frustration, social isolation and lack of
support. Now they are not only working from
home, but they are also homeschooling and,
in many cases, the primary caregiver of young
children. As such, they are managing neverbefore-seen levels of anxiety and stress.
With so few guidelines, many have taken
a “let the chips fall where they may” strategy.
But going with the flow only goes so far in
helping you manage the situation and can
Spring 2021

lead to deeper frustration. So rather than
feel annoyed or anxious about your online
meetings and what others will think about
your professionalism, take the reins and
give yourself permission to set new rules
of engagement that work for you and your
household so you can restore a level of control,
personal well-being and yes, even peace.
When your next Zoom disaster threatens to
strike, take these steps to help recover from
the interruption and regain your composure.
1. Plan for the worst: First, accept that things
will go wrong and no matter how much you
plan, interruptions are going to happen. But
that’s no reason to avoid putting a plan in
place. Disasters are more prone to happen
when you “wing it”, so at the very least
outline your meeting topic with a reliable
beginning, middle and end structure. Make
sure to include transition points, so if you
are interrupted by a family matter you will
have a natural place to pause. Double down
on what you can control: Your appearance
(wear solid colors), lighting (make sure the

light is in front of your face and not behind
you), your computer set up (make sure your
stand is stable and your computer raised to
eye level) and timing (be ready in advance).
2. Distinguish between distraction vs.
disaster: The dog barking at the delivery
driver is a distraction, not a crisis. However,
hearing a loud crash followed by a piercing
shriek from your toddler is a crisis and
needs to be handled immediately. Identify
what family incidents fall into each category
so you can prioritize when and how to
take action. Ask your older
children to help you create
this list and agree to adhere
to it. Keep it in front of you
for every online meeting and
don’t let simple distractions
pull away your attention.
Forewarned is forearmed.
3. Avoid bleeding into the
meeting: Your state of mind
when entering a virtual meeting
can be a set up for success or disaster. If
you just had an argument with your teenager
and are already angry and stressed it is hard
to remain calm and focused. Do what actors
do—leave your emotions backstage and
clear your mind with this actor’s trick: Think
of a famous person you admire and imagine
this person sitting next to you in the meeting.
How would you behave if a notable individual
like Oprah, for example, were actually in the
room? This tried and true technique will help
you turn potential disaster into success.
4. Use humor to calm discomfort: In more
casual online meetings where there is
some level of familiarity with those you are
speaking with, humor goes a long way to
help defuse awkward and uncomfortable
situations. If you can be gracious, laugh,
and make a joke of the situation during the
inevitable interruptions (“It sounds like the

dog has something important to add to this
conversation”) you will be better able to take
control and show grace under pressure.
5. Plan a back-up presenter. For more formal
virtual presentations where the stakes are
high, plan a back-up presenter. Think of it
like an understudy—someone in the meeting
who knows the information as well as you do
and who can step in at a moment’s notice.
This way when your child runs up to you
crying or the smoke alarm goes off from
your teen’s cooking experiment, you simply
say, “Everyone, Jana is going to cover the
remainder of this point. Please
excuse me for a moment.”
But what if you don’t have
anyone on the call who knows as
much about the topic as you do?
Empower a junior colleague with
2-3 questions that you plan in
advance so he or she can lead a
discussion during your absence.
Plan questions like: “What key
points have stood out for you?”
or “What questions do you have at this point?”
Coach your colleague to gather information
and brief you when you return.
Create Your Own Rules
No one knows when in-person meetings
will be 100% safe, but we do know that virtual
meetings and online presentations from home
will continue to be challenging. So whatever
you do, don’t give up! Try new strategies, be
kind and forgiving to yourself and others and
continue to change your approach until you
reach a level of comfort and control that works
for you and your family. Remember that even
the most skilled virtual presenters struggle with
this medium at times. And as a working mother,
you have more on your plate and more at stake.
But by implementing these strategies, you can
quickly recover from a Zoom disaster and know
that in this one small area of your work life,
you’ve got this!

CIM Chartered Managers Canada and the McGill School of Continuing Studies have
partnered to offer a prestigious dual-credential management program. Students who
complete the Graduate Diploma in Management from the McGill School of Continuing
Studies will now also be able to attain the Chartered Manager (C.Mgr.) designation,
the most prestigious status that can be achieved in the management profession. One
of only three programs in the world to be awarded this status, McGill’s Diploma in
Management is a graduate-level program designed to prepare students for positions
in management in a variety of industries. Read the full press release online.
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Kitchener-Waterloo
Hamilton-Niagara
Hamilton-Niagara
Kitchener-Waterloo
Hamilton-Niagara
Hamilton-Niagara
Hamilton-Niagara
Toronto
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Nienhuis
Obisanya
Cousins
Ngang
Rivera Alfonso
Smilanich
Thovinakere
Basim
Wang
Murtada
Jones
Pandey
Mendezcuria
Naidu
Singh
Singh
Dol
Nguyen
Varanelli
Hewa Thalgasduwage
Ratakonda
Davis
Birch
Middelkoop
Egbeocha
Reid
Ganesan
Almada Ferreira
Creamer Langford
Wallace
Yung
S Saikali
Guan
Panetta
Scott
Moloney
Therrien
Kuan
Arora
Goto
Dargan
Buhr
Welch
Haider
Hussey
Hossain
Partovi
Patel
Aupalu
El Hayek
Fizer
Babbey
Pereira
Bharadwaj
Ince-Moreno

First Name
Scott
Abimbola
Jackie
Foriben
Sebastian Felipe
Elias
Karthik
Balsam
Eason
Mahdi
David
Ambuj
Peggy
Divya Swaroopa
Nakul
Gurinder
Connor
Han Gia
Michael
Manoj
Venkata Sikhara
William G.
Jalen
Amanda
Chidi
Harrison
Niranjan
Eduardo
Kirsty
Adrian
Marcus Claudius Pang Hoi
Rony
Yuxiang
Damiano
Jennifer
Jeffrey
Marie-France
Alex
Upinder
Sebastian
Amish
Gord
Brad
Fasi
Erica
Anisha
Armaghan
Saood
Felix
Elias
Shelly
Tia Mandy
Rich
Shubham
Alcibiades

Chapter
Kitchener-Waterloo
BC/Yukon
Toronto
Toronto
Hamilton-Niagara
Southern Alberta
Toronto
Hamilton-Niagara
Kitchener-Waterloo
Quebec
Southern Alberta
BC/Yukon
Toronto
NA/NWT
BC/Yukon
BC/Yukon
Toronto
BC/Yukon
London
NA/NWT
BC/Yukon
National
Hamilton-Niagara
Maritime
NA/NWT
Hamilton-Niagara
BC/Yukon
Quebec
Hamilton-Niagara
BC/Yukon
BC/Yukon
Quebec
Hamilton-Niagara
Hamilton-Niagara
Manitoba
Ontario East
London
Toronto
Lake Simcoe
Hamilton-Niagara
Toronto
Manitoba
NA/NWT
National
NA/NWT
Toronto
Toronto
Toronto
Quebec
Quebec
NA/NWT
London
BC/Yukon
BC/Yukon
Quebec
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CIM ACCREDITATION
The Canadian Institute of Management is very pleased
to announce that Conestoga College has been
accredited from Mar 11, 2021 through Mar 10, 2029.
Conestoga College
commencing Mar 11, 2021

of Business Administration (Honours) in Accounting,
• Bachelor
Audit and Information Technology
College Advanced Diploma in Business
• Ontario
Administration – Accounting

CIM ACCREDITATION
The Canadian Institute of Management is very pleased
to announce that Georgian ILAC has been
accredited from Apr 1, 2021 through Mar 31, 2026.
Georgian ILAC
commencing Apr 1, 2021

• Ontario College Diploma in Business

CIM ACCREDITATION
The Canadian Institute of Management is very pleased
to announce that Seneca College has been
accredited from Oct 14, 2020 through Oct 13, 2025.
Seneca College
commencing Oct 14, 2020

• Diploma in Business Administration – International Business
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Preventing Overwhelm and Burnout by
Adhering to our Limits
Ironically, we recharge our phones when the battery is low. We refuel our cars when
the gaslight comes on, yet we fail or ignore the need to refresh ourselves.

Nicola McCrabbe

Nicola McCrabbe is an executive leadership coach and speaker with a background spanning
various industries, including academic, corporate and non-profit. She gets the technical
stuff but loves the people stuff. Nicola transitioned from a Computer Science “junkie” to a
People “junkie” over 15 years ago and believes that Better People make for Better Teams and
Organizations.
Her focus is two-fold. The first is helping you develop and grow, improve your performance,
or find more meaning, enjoyment, or balance in your work. The second is assisting leaders
in enabling their teams to succeed, including motivation, delegation, burnout or giving hard
feedback.
Nicola has a unique passion for working with professionals struggling with overwhelm, stress
and burnout. From her academic research, journey and clients, she has figured out a better
way to live and work based on scientific principles.
http://www.nicolamccrabbe.com
We all have limits, yet we tend to believe
that we can keep going indefinitely. This week I
had the pleasure of interviewing two individuals
about their burnout experiences.
James, a busy accountant, said that there
were just not enough hours in the day before
his burnout experience. He was working at his
regular accounting position 10-12 hours a day
and then renovating his house at the same time.
Francis, a lab technician, said that she
pushed herself too hard, worked too many
hours and had too much on her plate before
burnout.
One common thread that I picked out
immediately from these two conversations
was that both were overworking and extending
themselves beyond what is humanely possible.
While it is possible to overextend ourselves for
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a short period, doing some for an extended
period will eventually deplete our energy and
mental and physical resources.
Ironically, we recharge our phones when
the battery is low. We refuel our cars when the
gaslight comes on, yet we fail or ignore the
need to refresh ourselves.
We work, work and keep going… we stretch
ourselves beyond our limits and don’t recharge
or refuel.
The benefits of recharging.
We know that recharging helps to restore
our energy levels. But it also does much more
than that. Taking time out to recharge can
increase our mental capacity and help with
creativity and problem-solving. This needed
time can also give us a healthier perspective
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on our issues. Tapping into play
such as exercising, visiting with a
friend, taking a hike or engaging
in a favourite pastime can reinvigorate us and give us hope
when we feel stressed.
Yet, don’t assume that only
long extended vacations count.
Taking a few days or even one
whole day off can make a marked
difference.
Tips to get started.
1. Learn to recognize the signs. We need a
human warning message to tell us to recharge
just like our phone and car. Tuning into your
body can help to identify signs of tiredness.
Regularly asking, “how do I feel this morning,
afternoon or evening” can be helpful.
2. Plan to recharge regularly. Scheduling
activities, including what I like to call ‘doing
nothing time,’ is the best way to make
things happen. I believe it is tough to say
‘no’ to more work, especially if there are any
worries of failure lurking in your mind and
you are bent on proving yourself. Instead,
deciding to take time out maybe what you
need to feel more positive and relaxed.
3. Learn to say no more often can be difficult
if you are a ‘Yes’ person. Notice the
circumstances when you say ‘Yes’ too quickly.
Learn strategies for saying
‘No’ more easily. Saying
‘No’ could mean taking time
to think about a request or
having clear criteria of tasks
that you are happy to take on.
4. Subtract work. Often we
need to subtract existing
work from our to-do list.
Can we delegate some of
the work? Delegating may
Spring 2021
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mean taking a risk and learning
to trust. Often we complete tasks
ourselves when we are afraid
that they might not be completed
to “good enough” standards.
Instead, create a safety net by
scheduling check-ins to monitor
progress and provide support.
We may also need to question
tasks that we are reluctant to
give up, but that is no longer
serving our vision or goals. In
this case, we can ask ourselves, “would
we seek this work out now if it was not
already on our plates,” or is there something
better I could be doing with this time.”
5. When you do switch off, ensure that
you don’t spend all your time thinking
about work. Doing so will negate the
benefits of taking time off work. Instead,
make a summary of your to-do’s before
your time away from work. If you must,
scheduling a container time of 15 minutes
to think about work is better than spending
all day on thoughts about the office.
6. Permit time to recharge. Remember that
we are human and we all have limits. It does
not get any simpler than this. We are humans
with a finite capacity of energy. If we abuse
ourselves by overworking, we will pay the
price. Instead, practise self-kindness and
permit ourselves to recharge. Managers often
find this particularly challenging.
They are so apt at looking after
everyone around them that they
feel selfish when they take time.
Yet Managers, just like moms,
set the tone for the team. Being
in this pivotal position holds
great responsibility. And the only
responsible thing to do is take time
off to recharge, recover and renew.
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Mentoring: To Manage or Not to Manage?
The focus of mentoring is the personal and professional development of the
individual.

Bryan Leach

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. From 2014 to 2016, Bryan conducted a study into mentoring
in the consulting engineering industry. This led him to write the book ‘Mentoring: Generational
Perspectives’ published in 2017. 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
Mentoring can be an effective method
for affecting the intergenerational transfer
of the knowledge assets that comprise a
company’s source of sustainable competitive
advantage (SCA). However, mentoring is
often confused with coaching. The focus of
coaching is the workplace performance of
an individual. It is task based and short-term.
The focus of mentoring is the personal and
professional development of the individual.
It is long-term and relationship based. From
2014 to 2016 a study investigated mentoring
in the consulting engineering industry. The
study involved in-depth interviews with 53
individuals (16 Baby Boomers, 18 Generation
Xers and 19 Millennials) in eight companies
in western Canada. The companies ranged in
size from international, national and regional
companies to a two-person consultancy. The
study included the development of informal
and formal mentoring relationships and the
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effectiveness of these relationships. This
enabled observations to be made regarding
approaches to the management of mentoring
in companies.
The companies represented a range
of approaches to mentoring. At one end,
mentoring was informal, with it being an
implicit expectation that senior staff mentor
junior staff. At the other end, mentoring was
very formalized, structured and prescriptive,
with it being managed by the Human
Resources Department. Within this range of
approaches, different incentives or reward
structures were enacted by the companies.
For example, providing charge codes for
mentoring time and expenses, employees
signing mentoring contracts, recognizing
mentors through a ‘mentor appreciation day,’
holding mentoring ‘speed dating’ events to
match mentors and mentees, formalized
mentoring meeting schedules, and formal
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reporting of meeting outcomes.
Formal mentoring relationships involved
the assignment of a mentor to a mentee.
In some cases, the mentee selected the
mentor, or the mentor was assigned as part
of the company’s performance evaluation
process. The assignment process involved
matching mentors with mentees based on
mutual respect, technical discipline, roles and
experience. Formal mentoring relationships
can be ‘forced’ and ‘mechanical’. Informal
mentoring relationships developed through
a variety of methods. These comprised the
mentors and mentees working together on
projects, through a senior person (mentor)
having hired the individual (mentee), a
senior person just seeing a need for talent
development in more junior staff, and the
relationships simply evolving from the senior
person’s supervisory role. In some cases,
the mentee actively recruited the mentor
(role-model recruitment). Informal mentoring
relationships developed organically through
mentors and mentees working and interacting
together.
Management thinker Peter Drucker is often
quoted as saying that “you can’t manage
what you can’t measure.” In other words, you
can’t know whether or not you are successful
unless success is defined and tracked. So,
what constitutes success in the context of
mentoring and how can it be measured?
The study investigated the effectiveness
of formal and informal mentoring systems.
Interviewees’ companies had either an
informal mentoring system only, or both a
formal and an informal mentoring system.
Interviewees were asked to estimate the
percentage of people in their group, office or
company that had a mentoring relationship
of either kind. This was termed the ‘takeup‘ percentage. The interviewees were
also asked to estimate the percentage of
these individuals who were in a meaningful
mentoring relationship. This was termed the
‘meaningfulness’ percentage. Mentoring
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system effectiveness was calculated by
multiplying the take-up percentage by
the meaningfulness percentage. Informal
mentoring in organizations with a formal
mentoring system appeared to be the most
effective at 55 percent, followed by informal
mentoring in organizations with no formal
mentoring at 42 percent. Formal mentoring
had only a 36 percent effectiveness.
The effectiveness of informal mentoring in
companies with a formal mentoring system
was attributed to mentoring being openly
discussed, promoted and encouraged by
senior management and mentoring being an
explicit expectation of senior staff. In this
situation, informal mentoring will flourish.
Informal mentoring relationships that develop
organically also tend to be more meaningful
than ‘forced’ and ‘mechanical’ formal
mentoring relationships. In the study, people
involved in informal mentoring relationship
indicated that mentoring would benefit
from more structure and accountability for
defined goals and objectives, training on
mentoring and more frequent interactions
between mentors and mentees. Those
involved in formal mentoring relationships
indicated that mentoring would benefit from
building stronger and better relationships,
having more non-work-related interactions
between mentors and mentees, and a greater
focus on professional rather than technical
development.
The method of measuring mentoring
success used in the study was subjective.
Management typically prefers a more
objective measurement of success such
as “what is the return on the investment
(ROI) in mentoring”, and “will that return
manifest itself in either the short or the longterm?” The cost of mentoring to a company
can be quantified directly in terms of the
time committed to it by both the mentors
and the mentees. However, the ROI from
mentoring is hard to quantify directly as the
benefits to the company are invariably long-
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term. For example, reduced staff turnover,
enhanced recruitment, improved succession
planning, more passionate, committed and
happy employees, and the development of
more competent, confident and self-sufficient
employees quicker. All of these benefits tend to
be long-term rather than the short-term.
Meaningful mentoring relationships are
based on mutual respect and trust, that
develop over
time. It is
an organic
process that
does not
lend itself to
formalized
structures and
management.
The challenge
in managing
mentoring is
to maximize
the benefits of
mentoring for
the mentors,
the mentees
and for the
company.
This requires
management
to find the
‘sweet spot’ in
the informalformal
range of
approaches to mentoring that is compatible
with the company’s corporate culture. The
intent here is not to recommend a particular
‘sweet spot’ and prescribe certain actions,
rather it is to suggest a philosophy to maximize
mentoring, irrespective of where a company
positions itself in the informal-formal range of
approaches to mentoring.
Management should focus on nurturing
mentoring relationships and processes in
the company, while avoiding micromanaging
Spring 2021
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mentoring. Management can best achieve this
by establishing and articulating expectations
(goals and objectives) for mentoring,
allocating and measuring time for mentoring,
having senior members of staff actively
supporting and promoting mentoring through
words and actions, recognizing and rewarding
valued mentors and appointing individual(s)
to be accountable for mentoring.

As the vice president of one company
noted, “It is difficult to get people to commit
to a formal program,” and a Principal in
another company noted “Mentoring is a very
hard thing for companies to drive because
it’s very personal, very interpersonal. People
try to break it down, again, it’s more of
an organic process than it is a structural
process”.
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Questions About Appreciation
Why Do I Have To Praise Someone Just For Doing Their Job? And 4 Other Questions
Leaders Have About Appreciation.

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.
Do you ever feel like there is way too much
appreciation going on in your workplace? If
you said no, you’re not alone. Your team would
probably say the same thing.
A Gallup survey revealed that 65% of
employees haven’t received recognition in the
last year. This directly correlates to the studies
that consistently report that 2/3 of American
workers are disengaged.
Employees who don’t receive recognition
are 51% more likely to look for another job;
are less motivated to produce more and better
work; and they are less likely to respect you as
a leader.
It’s easy to see that one of the most
important communication skills in a leader’s
skill kit is the ability to give positive feedback.
This is also one of the most underdeveloped
skills for many leaders. The reason is that
some leaders just don’t know where to start.
Here are the 5 most common questions
leaders have about giving praise:
Why should I praise someone
for just doing their job?
Two words – positive reinforcement. Do
you want them to keep doing their job? Keep
this phrase in mind: what gets rewarded gets
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repeated. If you want them to keep doing
their job let them know that their work is
appreciated.
One study concluded that 81% of
employees would produce better work more
often if they received personal recognition for
their efforts.
That seems like a good return on
investment for a few sincere words of
appreciation.
I don’t need praise, why do they?
Who knows? Everyone has different internal
drives that determine what motivates them.
Recognition is one of the top motivators along
with challenging work; growth opportunities;
job security; being part of a team; and
compensation.
If you happen to be motivated by growth
opportunities you may not understand why
someone needs a pat on the back. You might
even think they are being needy. Beware.
That kind of thinking is a barrier to your
own growth and could hold you back from
achieving your goals.
The best leaders understand that everyone
is different and they meet people where they’re
at without judgement.
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How do I give praise without
sounding phony?
The secret to meaningful recognition is to
make it sincere, specific, and timely.
1. Sincere. This part is easy. If you
are specific and timely and you are
genuine with your praise you will
automatically come across as sincere.
2. Specific. Instead of a generic ‘Good job!’,
try saying ‘Thanks for taking the initiative
to help John get that order out. I really
appreciate your teamwork.’ The person
is more likely to repeat the behavior
when they know what the praise is for.
3. Timely. Say it as close to the event as
possible. If you wait it loses its impact.
Follow this rule for keeping your praise
timely: when you see it, say it.
Should I praise in public or in private?
You should give your praise where the
employee is most comfortable. However, many
leaders are hesitant to give recognition in
public. They worry that it will create jealousy or
resentment. Forget those fears.
One benefit of praising in public is that it
shows the lower performers what’s possible.
It can actually be the shot in the arm they
need to step up. Looking for opportunities to
give shout-outs for positive behaviors, both
big and small, in public creates a culture of
appreciation.
You might even notice team members
praising each other which will result in
increased morale and trust. One study showed
that 90% of direct reports agree that team
spirit is increased when the leader provides
appreciation and support.
How often should I offer praise?
We know that once-a-year praise is not
enough, but many leaders don’t know how
often they should acknowledge good work.
This is a good question because praising too
often can be as bad as not praising often
enough. Running around giving high-fives,
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thumbs up, and generic ‘thanks’ is exhausting
for you and uninspiring to your team.
A good rule of thumb is to provide positive
praise to each person on your team once a
week. I know what you’re thinking... some
people aren’t doing anything worth praising on
a weekly basis. Look harder.
Did your chronically tardy employee show
up to the meeting on time? Let them know you
appreciate their effort.
What about the people who come in day
after day and do their job? Nothing more,
nothing less. They get the job done and you
need them. Let them know you appreciate
being able to count on them.
The benefits of appreciation are clear:
increased retention; motivated team members
who work hard; and respect for you as a
leader. Start catching people in the act of
doing things right. Who knows, maybe you’ll
get the appreciation you deserve as well!
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Teaming Up for Takeoff
Six Strategies That Are Out of This World

Dr. Rhea Seddon

Dr. Rhea Seddon is a renowned speaker, Astronaut and the author of “Go For Orbit”, a memoir
about her adventures spending 30 days in space aboard the Space Shuttle. She is also a
former surgeon, healthcare executive and entrepreneur. Dr. Seddon speaks to audiences of all
kinds on the topics of teamwork, leadership and taking advantage of opportunities. To arrange
a speaking engagement, visit:
www.RheaSeddon.com
Six men and I sat atop four and a half million
pounds of explosives waiting for the fuse to
be lit to begin our flight on the Space Shuttle
Discovery. We knew that for the next seven
days our lives would depend on our acting
synergistically. If anything went awry during the
flight, if we didn’t work together, we might not
make it home safely.
How did we come to that moment in time?
We had been selected for the Astronaut Corps
and this particular flight because we had proven
track records of being good team players, both
as leaders – and as followers – and had the
requisite skills to accomplish a variety of space
missions with varying payloads. Many of the
skills I learned about teamwork are applicable to
any group coming together to accomplish their
goals. Here are some of the specifics.
Everyone has been a part of a team at one
time or another whether it be on the playing field
or at the office, or even in your own home. Can
you recall a mediocre team, a terrible one or a
lazy disorganized one? There are strategies to
choose team players, to mold them into a great
team, to define their goals, to motivate them for
success, to deal with “outliers” and to learn from
failure–and success.
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Choosing and Developing Team Players
When you are considering putting a potential
team together or adding new members to a
current team, the interview process is crucial. Do
applicants have the requisite skills or must they
be trained? You should consider whether each
of these people has experience working well
with similar teams. Can he or she give examples
of types of projects those teams have worked
on and how success was achieved? Also be
sure your current team feel comfortable with this
candidate.
Molding a Group of People into a Team
Not all groups of people can come together
to form a great team. You’ll find natural leaders,
potential leaders and excellent followers who
will carry the ball down the field for the rest of
your team. Each of them has a role to play. It is
up to your leadership to learn the competencies
and capabilities of each one of them and how to
put them to the best use to accomplish the work
that needs to be done.
Defining Team Goals
Your team will only be effective if there are
clear cut, well-defined goals which all of the
team members understand and are willing to
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work toward. The role of your management or
team leaders is to be able to state these goals
precisely and make sure the team understands
and is on board with achieving the goals.
Your leadership should take responsibility for
monitoring progress of the group and each
individual. Should the goals of your team
change, all team members much be briefed so
there is clarity going forward.
Recognizing What Motivates Your Team
It is imperative that you understand what
motivates the people on your particular
team. For some team members learning new
skills, a sense of
accomplishment
or a feeling of
success will be the
best motivators.
Others may value
the opportunity for
advancement or
recognition. Financial
rewards, raises or
prizes may work in
your company. Often
the praise of their
fellow members is
sufficient. Have you
considered a little
friendly competition?
Only by asking the team members will you find
out.
Dealing with Outliers
What if one of your company’s team
members is not performing well or is ill-suited to
the team, making the workplace uncomfortable
and jeopardizing success? Can you show data
that his or her performance is not up to the
standards you have set and expect? What about
negative reports from coworkers? A frank inperson discussion about these issues is crucial
and it is imperative you solve the problem or let
the person go so as not to poison the morale of
the entire team.
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Practicing and Learning from
Failure – and Success
When things go wrong, it is imperative that
you seek to learn all the causes and fix them
right away. You must also be sure that team
members learn from the failure so the same
mistakes are not repeated. Never forget that
learning from success will make your team
and your outcomes better, too. Incorporate
processes or procedures that worked well in
the past and be sure to recognize those team
members who made significant contributions to
the achievement.
Teams of all
sorts are ubiquitous.
Whether at a work
site, on a sports
team, in a nonprofit
organization, or in a
hospital operating
room (or in today’s
world, virtually or
in-person), teams
are everywhere.
Undoubtedly you
have been a team
member and perhaps
had the opportunity
to be selected or
hired as a team
leader. Great teams that produce superior
results are built following the following simple
principles that lead to outstanding teamwork.
You must:
• choose and develop great team members
• mold them into the best team
for your organization,
• define your organization’s goals,
• motivate the team appropriately,
• deal with problem team members,
• learn from success and failure
And you’ll find you have built a team that is
out of this world!
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Time for Executives to Rethink about
Servant Leadership
There is a global need to investigate leadership theories to accomplish sustainable
competitiveness in global markets.

Mostafa Sayyadi

Today’s globalized nature of competitiveness
is placing more pressure on organizations
to employ effective leaders who are capable
to develop a global vision for organizations.
Leaders need to think globally yet act locally
because local strategies need to be realigned
with the global economic integration and for
individual countries. Leadership plays a critical
role and is a strategic prerequisite for business
success in global markets. There is a global need
to investigate leadership theories to accomplish
sustainable competitiveness in global markets.
Many executives wonder what academic
and leadership writers are trying to explain
via models and theories. There really is not
much difference except that a theoretical
framework has been tried and tested while a
model may be an application that leaders can
learn and teach others. For instance, below,
servant leadership model is presented. Many
executives are familiar with servant leadership
model developed by Robert Greenleaf and
this article is not about measuring aptitude
or defining this leadership model. It is about
getting the information needed to be successful
in the right hands of executives worldwide.
Servant leadership model has been challenged
by various researchers and leadership has still
left executives with rudimental and anecdotal
ways to lead––leaving a gap between leadership
effectiveness, satisfying followers and meeting
customer needs.
Robert Greenleaf, first wrote an essay that
later became his book title The Servant Leader.
He introduced the term ‘servant leadership’
into the business literature for the first time
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and caused some controversy in the corporate
boardroom while 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. 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.”
Servant leaders are those who turn the
organizational chart upside down, putting the
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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 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. In this way, Richard Warren

posits that “you are going to give your life
for something. What will it be? A career, a
sport, a hobby, fame, or to acquire wealth?
Unfortunately, none of these things will have
lasting significance”. According to the model,
only service to others, is the pathway to real
significance. Michele Lawrence and Larry
Spears in their book, Practicing Servant
Leadership: Succeeding through Trust,
Bravery, and Forgiveness, concentrate on
the characteristics of a servant leader, and
recommend 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.
Greenleaf acknowledges some criticisms
about servant leadership, 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.”
Servant leadership model has not
evaded the criticism by scholars that
normally are associated with leadership
models and theories. This model has
been challenged for a lack of adequate
empirical studies to substantiate its
academic rigor and is often shelved as
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a learning tool as opposed to a leadership
application. An example to this scholarly
debate, servant leadership as 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

companies to find a stronghold. Therefore, while
servant leadership is about shifting away from
the old paradigm of a hierarchical pyramidshaped organization, it ignores accountability
in the workplace. Therefore, this, taken at face
value, all leaders should serve their organization
and its people to provide the customer and

research is critically needed to substantial the
use of it in the boardroom of large corporations.
servant leadership is criticized for gender bias
in its theoretical perspectives. Also, servant
leadership is criticized as being inapplicable for
real-world scenarios.
The practicality of the model still exists and
has its roots in helping others and providing
hope in an environment that seems to be not
only hypercompetitive but also elusive for

shareholder with the best possible service
but the practicality of the model indicates that
servant leadership cannot represent a complete
answer to need for leadership in today’s
global market environment. The key is to see
the model, consider implementing service for
your organizations and your followers and not
anticipate a large change in the leadership gaps
that exist in the organization.
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