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What a great year 2018 has been!
One of the core mandates of CIM |
Chartered Managers Canada is to raise
the profile of our profession in Canada
and internationally. We have already
taken steps to ensure that Chartered
Manager is an internationally recognized
designation and our recent reciprocity
with the UK Chartered Management
Institute (CMI) has cemented that. The
CIM-CMI partnership has allowed
Canada, Australia, New Zealand and
the UK to share a similar framework for
the management profession. However,
our work is not done in this area. The
United States is our largest trading
partner and Canadians and Americans
routinely work across the border, for
their organizations and independently.
We have begun talks with our American
counterparts to develop a framework for
professional certification that we want
to lead to a reciprocity that will allow
mutual recognition of credentials and
certification. This will be a tremendous
benefit for Canadians that work in the
United States, and vice-versa. We are
well on our way to creating a unified
global management and leadership
certification!
Our collaboration with the University
of London in the delivery of a Global
MBA and C.Mgr. designation has
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2018 a été une année exceptionnelle !
L’un des principaux mandats de l’ICG
| Gestionnaires agréés Canada est de
faire mieux connaître notre profession
au Canada et à l’étranger. Nous avons
déjà pris des mesures pour nous assurer
que la désignation de gestionnaire
agréé est reconnue internationalement
et nous avons consolidé ceci par le
biais de notre nouvelle réciprocité avec
le UK Chartered Management Institute
(CMI). Ainsi, le partenariat ICG-CMI a
permis au Canada, à l’Australie, à la
Nouvelle-Zélande et au Royaume-Uni
de partager un cadre similaire pour la
profession de gestionnaire. Cependant,
notre travail n’est pas terminé dans
ce domaine. Les États-Unis sont notre
partenaire commercial le plus important,
et les Canadiens et les Américains
travaillent régulièrement de l’autre côté
de la frontière, pour leur organisation
et de manière autonome. Nous avons
donc entamé des discussions avec nos
homologues américains afin d’élaborer
un cadre de certification professionnelle
qui entraînerait une réciprocité de
reconnaissance mutuelle des diplômes et
des certifications. Ce serait un avantage
considérable pour les Canadiens qui
travaillent aux États-Unis, et vice versa.
Nous sommes sur la bonne voie dans la
création d’une certification mondiale et
unifiée en gestion et en leadership !
Notre collaboration avec l’Université
de Londres lors de la mise en place du
Global MBA et de la désignation C.Mgr.
a été un énorme succès. De nombreux
étudiants à travers le Canada ont eu
l’occasion de s’inscrire à ce programme
flexible de double diplôme. D’ailleurs,
nous souhaitons la bienvenue à ces
nouveaux membres de l’ICG ! Je suis
également heureux d’annoncer que
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Our Mission/Purpose: To be the voice
of Canada’s Chartered Managers by
advancing management and leadership
excellence through education, certification
and professional development.
Our Vision/Direction: To be a leading,
progressive professional association that
supports Canada’s Chartered Managers.

been a tremendous success. Many
students have taken the opportunity
to enroll in this flexible dual-credential
program across Canada. We welcome
these students as CIM members! I
am also pleased to announce that we
have formed a close partnership with
the University of Toronto School of
Continuing Studies (UTSCS) for the
delivery of our Chartered Management
Program (CMP), in-class and online.
The UTSCS delivers a cutting-edge
program and has been a great partner
in the promotion of the CMP and our
C.I.M. and C.Mgr. designations, and we
look forward to building this relationship
moving forward. For more details of
these exciting academic programs,
please visit the education section of our
CIM website.
The Management Policy Research
Group (MPRG) has been busy sourcing
and preparing expert research reports
on contemporary management policy
issues. As the CIM is also your advocacy
association, we will be releasing regular
reports on management and leadership
issues that affect Canadians and
Canadian business. This is an important
element of the CIM establishing itself
as the preeminent management and
leadership body in Canada and a
source of management policy advice to
Winter 2019

Notre mission/objectif : Être la voix des
gestionnaires agréés canadiens afin de
faire progresser l’excellence en matière
de gestion et de leadership par le biais de
formations, certifications et développement
professionnel.
Notre vision/orientation : Être une
association professionnelle réputée et
novatrice qui soutient les gestionnaires
agréés canadiens.

nous avons formé un partenariat étroit
avec l’école d’éducation permanente
de l’Université de Toronto (UTSCS)
pour notre programme de gestionnaire
agréé (CMP) en classe et en ligne. En
effet, l’UTSCS offre un programme de
pointe et a été un excellent partenaire
lors de la promotion du CMP et de nos
désignations C.I.M. et C.Mgr. Nous
nous réjouissons donc de pouvoir
continuer de développer cette relation.
Pour obtenir plus de détails sur ces
programmes de formation exceptionnels,
veuillez consulter la section de
l’éducation sur le site Web de l’ICG.
Le groupe de recherche sur les
politiques de gestion s’emploie à se
procurer et préparer des rapports de
recherche d’expert sur les questions de
politiques de gestion modernes. Comme
l’ICG est également une association
militante, nous publierons régulièrement
des rapports sur les enjeux en gestion et
en leadership qui touchent les Canadiens
et les entreprises canadiennes. Il est
essentiel pour l’ICG de s’établir en
tant qu’organisme prééminent de
gestion et de leadership au Canada,
et en tant que source de conseils
en matière de politiques de gestion
pour les compagnies, le public et le
gouvernement.
En 2019, l’ICG continuera de
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business, the public and government.
Well into 2019, the CIM continues
to push forward with elevating the
management profession, providing
program accreditation, working with
corporate and academic partners
in Canada and internationally, and
providing value for membership and the
benefits of professional certification.
We will be releasing the Second Edition
of the Chartered Manager Competency
Framework (CMCF) in the coming
months and will be continuing with
our aggressive marketing campaign to
ensure that the CIM brand is first and
foremost within the management and
leadership field. I want to thank all CIM
members for their continued support on
this transformative journey.
As your CEO, please contact me any
time at matthew.jelavic@cim.ca

promouvoir la profession de gestionnaire,
d’assurer l’agrément des programmes,
de collaborer avec ses partenaires
corporatifs et universitaires au Canada et
à l’étranger, et d’offrir une valeur ajoutée
aux membres et les avantages d’une
certification professionnelle. Nous allons
publier la deuxième édition du Cadre de
compétences des gestionnaires agréés
(CCGA) dans les prochains mois, et
nous poursuivrons notre campagne de
marketing agressive afin de garantir que
la marque de l’ICG se trouve d’abord
et avant tout dans le domaine de la
gestion et du leadership. Je tiens à
remercier les membres de l’ICG pour leur
soutien continu lors de ce cheminement
transformateur.
N’hésitez pas à contacter votre PDG à
matthew.jelavic@cim.ca
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The Fall and Rise of Oswald Sharpe
Look after the attitude in your company, towards customers.

MEMBER CONTRIBUTION

David W. Nunn, C.I.M., P.Mgr., C.Mgr.

After completion of a Trade apprenticeship in England to ONC and City & Guilds standards,
David arrived in Canada in November 1966. Since that time, he has completed his professional
education in Canada at Sheridan College in Brampton, University of Western Ontario in London
and York University in Toronto.
David joined the Toronto branch of the CIM in 1974 and was granted the C.I.M. designation
in 1978. In 1979, he was awarded the P.Mgr. status. In 2016, he received the C.Mgr.
designation which he continues to use proudly in each of his positions. He has found it a great
enhancement to his career.
With more than 35 years experience in Manufacturing, Personnel, Engineering, Research
& Development, Sales and Marketing management, he decided to open a Management
Consulting company that he named Manufacturing, Personnel Services or M.P.S., which he has
worked at until his “supposed” retirement in 2006.
In 2005, after concentrating on the Window & Door industry for almost 30 of those years,
he entered into the field of Energy Management. He is now registered with National Resources
Canada, NRCan, The Office of Energy Efficiency, OEE and the Canadian Window & Door
Manufacturers Association, CWDMA, as a technical resource for homeowners and consultant
to Fenestration companies who wish to become certified within the ENERGY STAR program.
He finds himself much busier now that he is retired, than ever before while employed.
In the 1980s, there was a show on TV
entitled, “The Fall and Rise of Reginald
Perrin”. A fictitious story of an everyday man
who worked hard and did everything by the
book. He was bored and complained about
everything. Being a television show, he griped
in an amusing way. The comedy made us
forget that he was just like us, “same stuff,
different day”. In the TV show, as the world
turned, Reggie Perrin discovered that it wasn’t
possible to just “keep up”. He was falling
back. He discovered there are just two states
in a competitive world, you either fall back
or you go ahead. At the point where he had
regressed to living on the street, with no money,
job, family or friends, (remember this was a
Winter 2019

comedy television show,) he finally realized his
predicament. He must do something different
if he was to survive, to “push the edge of the
envelope”. By the end of the series, he rose up
to become President of a new corporation with
family, friends, money etc.
Why did I tell you about the Fall and Rise of
Reginald Perrin? It is because I know someone
just like him. In fact, you probably know him.
He lives and runs a business near you. The
person I know is named Oswald Sharpe. He runs
SHARPE WINDOWS & DOORS. (I have changed
the name to protect the innocent!)
Ossie Sharpe worked hard to manufacture
and sell windows & doors. He started, along
with two friends of many years. He knew all
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there was to know about making windows.
What he didn’t know he planned to learn as
he went along. He leased a small unit and
put up his sign. He stocked his showroom
with the same windows that other retailers
were offering and listed his company name
in the Yellow Pages. He arranged for a local
handyman to install his product and then spent
his time calling everyone he knew, knocking on
doors and generally looking for business. He
waited for the world to beat a path to his shop
door. They did come. They saw his sign or his
telephone number in the book and some were
contacts he made from telephone calls.
He was gaining a good reputation and
offered the lowest prices. His customers put the
word out and friends and neighbors called Ossie
for quotations. After six or eight months, Ossie
was established and making money. He saw the
world as a fabulous place. Yes, he was working
many hours, rushing to measure jobs, rushing
customer’s quotations but that was part of the
fun of business. He had made it.
Being so busy he was unable to the have
time to follow up some of the small details of
the business, i.e. quality of installation, material
purchases, inventory & cost control. Most
important, he didn’t appreciate the power of
the customer. To Ossie, customers were his
means of growing large. Give them a great
price and they will tell their friends who will then
tell their friends. He forgot that he himself had
complained in the past, when he purchased
something that was not quite as good as it
should be, regardless of the price!
Oswald Sharpe’s problem started one day
whilst he was busy quoting a large apartment
job. A recent customer dropped into his shop
with a complaint about the trim on their newly
installed door. At the same time, yet another
customer called in to report a faulty hinge.
Being so busy, he quickly “got rid” of the
problem callers. He regarded them as supplier
problems and didn’t listen properly to the irate
customer in his showroom and agreed to have
his installer visit the customer’s home. His
Winter 2019
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immediate objective was to ensure that he had
priced low enough to get the apartment job. By
rushing, he missed the 13th floor completely,
quoted the job and was awarded the contract.
You can imagine what happened. The
apartment job was a financial loss. He spent
such a great deal of time arguing with the
property manager about the missing windows
and doors he missed his confirmed due date.
He then argued that he should not be penalized
under the “failure to perform” clause that he
had signed. He lost in both situations. He
could have survived the financial loss but
unfortunately some other problems came to
light during this crisis.
He had been quoting jobs based on
outdated supplier pricing. Labour costs were
much higher than planned due to poor control.
His low prices provided no “buffer zone” to
absorb price and cost increases. He also forgot
to have his installer visit the customer with
the failed hinge. After a disagreement with
his installer over responsibility, he finally went
himself to solve the trim problem. He was upset
at the time and said things to the customer
that he shouldn’t. Being a small town, everyone
knew everyone, and the two customers started
the decline of his reputation. It evolved that his
installers had other customer disagreements
of which he was unaware. The customers just
complained to their friends!
This is not television. Unlike television, there
is no scriptwriter to fall back upon! You write
your business script each day and produce
results by you and your representative’s
actions. Ossie finally recognized he could not
do it alone. He understood the need for outside
help and called a consultant, when he had
decided to close his business! He explained
what had happened and gave the consultant
the mandate to help him “Rise again”.
Remember. The cost of experience is nothing
compared to the cost of failure.
A good reputation is the most difficult item
to build in any business. It is built, block by
block, on trust, guidance and service. Unlike the
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growth of a child, in business you cannot afford
to make mistakes when you are young, you must
learn from someone else’s mistakes. If Ossie
had spent the first few months getting help in
establishing his business, he would today be
operating a very successful SHARPE WINDOWS
& DOORS, instead of being obliged to start
again in a
new location
with a new
company
name.
Ossie
had worked
hard. The
objective
was not for
him to work
harder, but
to work
smarter.
Consider
some of the
actions and
decisions he
had made;
- Ossie did not prepare a business plan with
objectives. He sold whatever was requested,
regardless of the planned company direction.
- He went into business with two friends
who only had their past experience to bring
to the table. They worked hard on what
they were given to do, but gave no help
in marketing, administration or financial
support. He had to rely on his personal
judgment regarding company direction. He
was trying to be all things to all people.
- Ossie thought that Sales and Marketing
were the same thing. Selling is a one-onone, persuasive action while Marketing is
the introduction of your product to a large
group of potential customers. His belief that
The Yellow Pages was sufficient marketing
was totally misguided. He now uses Flyers,
Mailers and local newspaper advertising.
Winter 2019
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- Ossie started by offering the same product
as everyone else. If you offer the same
product, the only way to succeed is to be the
cheapest. If you offer the cheapest product,
you will still be expected to be the best. If
your product is different, you have a unique
product and can ask a unique price. It is the
salespersons
objective to
sell the unique
product at
the higher
price. It has
been proven
many times
that price is
not of major
importance.
1st is
SERVICE.
2nd is
QUALITY. 3rd
is PRICE. Sell
the service,
quality and
uniqueness of the product and
the price will be less crucial.
- CUSTOMER SERVICE. You must
NEVER forget to call, write, or visit the
customer when you have said you will.
You must ALWAYS spell their name
correctly. You must treat each of their
problems as serious because to them it
is serious. You must treat every customer
as if they were the spokesperson for a
large group. They may be just that.
Earlier, I said, “A good reputation is the most
difficult item to build in any business”. I would
like to add it is also the easiest item to lose.
If you do not want to fall like Reginald Perrin,
look after your reputation.
Look after the attitude in your company,
towards customers.
If you do, you will rise, like Oswald Sharpe.
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Sales Culture Eats Strategy for Breakfast
How to Create a Sales Culture for Increased Profits, Faster Revenue Growth,
and Better Salesforce Retention.

John Waid

John Waid is the founder of C-3 Corporate Culture Consulting, a keynote speaker and author
of the book, Reinventing Ralph. With a specialty and passion for corporate culture, sales and
global business, John believes culture is the engine that drives companies to better results,
higher morale, and increased profitability. An active speaker, trainer and subject matter expert,
John Waid holds an enduring belief that corporate culture is the key to success for companies.
For more information on John Waid, please visit:
www.CorporateCultureConsulting.com.
Don’t you wish your salesforce sold twice as
much as your competitors, your business was
extremely profitable and your salespeople and
customers loved you? Is this even possible?
Chik-fil-A produces twice as much revenue as
any other fast food chain and they are closed on
Sundays. An investment in Southwest Airlines
in the early 1970’s of $10,000 dollars was worth
close to $12 million in 2000—the highest return
of almost any company in a 30-year period—
and it’s a low cost airline in a very competitive
industry. Zappos shoes went from start-up to
being bought by Amazon in 10 years for more
than 1 billion dollars. These companies all have
at least one thing in common.
When sales managers are asked what
makes for a great salesforce they’ll often
cite characteristics like great products and
services, excellent strategies, sound processes
and systems – and being in the right place at
the right time. Although these elements are
important, there is one secret that the really
successful sales leaders have.
When the founder of Chik-fil-A was asked
why they were so successful, he mentioned that
the company’s success comes from its people.
Winter 2019

Regardless of your particular industry, once you
establish the mindset that you are in the “People
Business” then it almost does not matter what
you sell. The mindset of the great salesforces
starts with focusing on the salespeople and their
attitudes and behaviours
Below are three mindsets you can work on
with your sales leaders to move towards having
much better employee and customer loyalty and
amazing financial results.
Salespeople First, Customers
Second, Money Third
Let’s face it: we are driven in companies
to push the salesforce for results and in many
cases, financial results. This focus on money
first leads us to then focus on customers (where
the money comes from) and then as a distant
3rd, 4th, 5th or more, we spend some resources
on the salespeople.
This order is actually leading to less profits,
upset customers and high employee turnover.
What would happen if we changed the order
in which we focus on these three elements to
employees first, customers second and money
third?
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Richard Anderson, the former CEO of Delta
Airlines, realized that if his company was to
survive (he helped bring two airlines, Delta and
Northwest out of bankruptcy) it was going to
be because of the people. During his tenure at
Delta he focused his time and communication
on employees (who he thought of as all selling
the Delta brand) and making sure they followed
the company founder’s values and behaviors.
To do this, Richard found an employee manual
from the 1940’s and rewrote it into what became
the driving principles
at Delta. This led to a
rebirth in a sales and
service culture which
led to record profits.
If you want to
be truly successful,
change the order
in your mindset to
focus on salespeople/
employees first; this
drives customer
satisfaction and as a
result more profits.
Sales Culture First, Structure
Second, Strategy Third
For at least the last century the focus has
been on sales/company strategy, creating a
structure to support it and finally (as an afterthought many times) creating a generic culture.
What has this led to?
As companies focused on getting things
done, too many structures were completed which
did not fulfill the key element of strategy, which
is to create a sustainable competitive advantage.
While sales managers pushed to get things done,
they created structures to support this frantic
activity. After the strategy and structure were
created (with little employee involvement) sales
managers wondered why employees did not want
to execute the strategy and why restructuring the
salesforce was not working.
Make your sales culture the focus of your
efforts and then the structures and strategies
Winter 2019
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to support that culture. This will lead to highly
productive and happy salespeople who
customers love and buy more from. A good
culture to start out with is one based on the
C.A.P. values of Curiosity, Accountability and
People Skills.
Sales Leaders First, Coaching
Second and Managing Third
A leader focuses on salespeople and sales
culture, a coach on sales processes and a
manager on sales strategies
and results. It is important as
a sales leader to focus on all
three of these areas, in the
order mentioned, as people
first need to be inspired and
have a culture to live, then be
in a structure that grows and
then be held accountable for
producing great results.
There are currently too
many sales managers, a few
sales coaches and hardly
any sales leaders. This
heavy emphasis on managing the salesforce
with quotas and a “Beatings will continue
until morale improves attitude” is leading to
salespeople who sell because they have to,
customers that buy because they have to, and
profits that come in below expectations because
everyone is being forced to do something
sometimes against their will.
When you lead first, coach second and
manage third you will have a salesforce
that likes and is successful at selling, treats
customers well and produces great results.
A secret to having a great salesforce is to
hire and promote well and this is again done
with an emphasis on hiring people that fit your
culture, growing them with coaching and training
and holding them accountable to reach the high
levels they are capable of.
Remember: Sales culture eats sales strategy
for breakfast and ensure that you adopt a
culture-driven selling mindset.
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PROFESSIONAL DESIGNATIONS GRANTED

NEW MEMBERS

Last Name
C.MGR.
Decelis
Mitchell
Bergsma
Vincent
Frias
Findlay
James
Ross
Gaye
McCulloch
Griffiths
Carr
Stephen
Rubio Faria
Kumar
Melanson
Marion
C.I.M.
Cousins
Akl
Eidse
Harder
Franke
Zimnicki
Harding
CIMA (HONOURS)
Bonin
CSM
Pinto Guimaraes

First Name
l
Ronald
Lori
Christine
Danny
Tara
Andrew
Saju
Kevin
Orest
Stephen
Roderick
Young
Ejiro
Luis
Ronald
Eric
Robert

Chapter

Last Name

First Name

Chapter

Toronto
Manitoba
Lake Simcoe
NA/NWT
Toronto
Manitoba
Toronto
Quebec
Toronto
Manitoba
NA/NWT
National
Saskatchewan
BC/Yukon
NA/NWT
Maritime
Manitoba

Bradley
Shady
Douglas
Rochelle
Duane
Monica
Jennifer

Manitoba
Southern Alberta
Manitoba
Manitoba
Manitoba
Manitoba
Manitoba

Saju
Ejiro Joseph
Mark
Jennifer
Victor
Shady
Melissa
David
Regina Beatriz
Natalia
Mia
Joshua Simon Giovanni
Tyler Jordan
Jemal
Monica
Michel
Adam
Kelly Lee
Helen
Young
Alfred Marshall

Toronto
Saskatchewan
Manitoba
Manitoba
Toronto
Southern Alberta
National
National
London
NA/NW
NA/NWT
NA/NWT
NA/NWT
Toronto
Manitoba
BC/Yukon
Toronto
Hamilton
Toronto
National
Saskatchewan

Lisa

Maritime

Rodolfo

BC/Yukon

James
Stephen
Bordolinski
Harding
Frias
Akl
Bowen
Oblender
Clara
Moscaluk
Fornelius
Fabris
Nickolson
Abdullah
Zimnicki
Avoine
Minichiello
Greve
Berhane
Carr
Rajarathinam Samson Soundararajan
Nasuti
Hall
Gooroovadoo
McGuigan
Stillman
Bou Chahine
Paramathasan
White
Trotter
Guimaraes Pinto
Rubio Faria
Hosso
Gould
Young
Yu
March
Domstad
Berglund
Barry
Thorpe
Brownrigg
Dwyer
Grewal
Crawford
Dilnot
Maillet
Trenholm
Gommer
Botta
Hunter
Khan
Murdock

Albert
Ryan
Vilasha
Gary
Matthew
Georges
Purusothaman
Michael
Jordan Lee B.
Rodolfo
Luis
Khaled
Roderick
Janis M.
Jerry Young
Christopher David
David
Susan L.
Alpha
James
Michelle
Ashley
Ravinder
Rebecca
Ashley
Marilyne
Kenneth
Nathanual
Erica
Keesha
Ridwan Zahir
Sarah

Manitoba
BC/Yukon
Toronto
Quebec
Hamilton
BC/Yukon
Toronto
Toronto
Manitoba
BC/Yukon
BC/Yukon
NA/NWT
Maritime
Manitoba
Southern Alberta
Maritime
Manitoba
Saskatchewan
Saskatchewan
Toronto
London
London
BC/Yukon
Maritime
Maritime
Maritime
Maritime
Maritime
Maritime
Maritime
National
London

CIM ACCREDITATION
The Canadian Institute of Management is very pleased
to announce that Lambton College has been
accredited from Jan. 1, 2019 through Dec 31, 2023.
Lambton College
commencing Jan. 1, 2019

• Business Administration
• Business Administration – Accounting

Winter 2019
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The Truth About Employee Disengagement
People Problems? How to Create People Solutions for a Competitive Advantage.

Brad Wolff

Brad Wolff specializes in workforce
and personal optimization. He’s a speaker
and author of, People Problems? How to
Create People Solutions for a Competitive
Advantage. As the managing partner for
Atlanta-based PeopleMax, Brad specializes
in helping companies maximize the
potential and results of their people to
make more money with less stress. His
passion is empowering people to create
the business success they desire, in a deep
and lasting way. For more information on
Brad Wolff, please visit:
www.PeopleMaximizers.com.
Most companies struggle with employee
disengagement. It’s costly in productivity,
profitability and stress. Gallup’s engagement
survey data published in 2017 found that 2/3rds
of U.S. workers are not engaged. American
companies have invested billions of dollars peryear for many years to solve this problem. The
results? The needle still hasn’t moved. How much
has your experience been similar? Could this
data simply reveal a general misunderstanding of
the true causes of disengagement?
The Acme Corporation was suffering a 41%
turnover rate. A recent survey showed that 85%
of their workforce was disengaged. The general
attitude of apathy, complaining and cynicism
permeated the culture. This was puzzling to
management since they attempted multiple
efforts to improve engagement. These were
well planned and executed programs such as
Winter 2019

team-building exercises, social events and
pay raises. All showed early enthusiasm and
positive survey results that generated optimism.
Unfortunately, the magic always wore off within
a few weeks. In despair, Acme engaged a firm
with a very different philosophy than their other
advisors. This firm focused on helping executive
leadership understand the root causes and
solutions. Within 9 months, disengagement
improved from 71% to 26% and turnover
dropped to 19%.
The door to solving this dilemma opened
when Acme management acknowledged that
since their previous solution attempts were
ineffective, their current way of seeing the
problem must be flawed. This wisdom, humility
and openness paved the way to learn the true
root causes of their disengagement. Once root
causes are clearly understood, the solutions
usually become obvious.
Fixing engagement issues: What works?
The first step is for the company leaders to
take an honest, objective view of the company
culture (beliefs and behaviors that determine
how people interact and do their work) that
impacts and drives the way people think and
behave. That’s why lasting change occurs when
focusing at the culture level rather than specific
individuals. Below are the relevant human
psychological needs that are the actual root
causes of people’s engagement level. Examples
of mindsets/philosophies that effectively
address these needs follows each need.
Engagement will improve when management’s
actions align with people’s psychological needs.
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1. To feel valued and understood. Management
earnestly listens to employees’ concerns,
opinions and ideas with the intent to
understand and consider their merits
before responding. This replaces the
common responses of defending positions
or punishing employees for expressing
contrary viewpoints. Management isn’t
required to agree with the employees. What’s
important is the sincere effort to listen,
understand and consider their inputs.
2. To express our gifts and talents. Management
puts a focus on aligning roles and
responsibilities with the gifts and talents of
the individuals. We all bring a substantially
higher energy
and engagement
(and
productivity)
when we do
work that we like
and are good
at. As legendary
management
consultant Peter
Drucker said,
“A manager’s
task is to
make the strengths of people effective
and their weaknesses irrelevant.”
3. Meaning/purpose in what we do. This means
that employees have a clear understanding
of how their work impacts the mission and
vision of the organization. Don’t expect
them to figure this out on their own. People
are much more motivated when they
realize that their efforts truly matter.
4. Internal drive for progress or developmentEmployees are at their best when there is
“healthy tension” (not too low, not too high)
to meet clear and reasonable standards. This
means fair and consistent accountability
and consequences based on performance
relative to agreed-upon standards. Being
too nice and lax harms engagement since
people inherently desire growth and realize
Winter 2019
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that standards and consequence help them
do this. People are motivated when they
focus on: “What did I achieve today?” What
did I learn today?” How did I grow?”
What doesn’t work:
In short, anything that doesn’t authentically
address the root causes of disengagement is
doomed to fail. If the message is “look at this
nice thing we just did for you” rather than “this
is how we value you as human being”, it’s highly
likely to fail.
Examples of the “nice thing we just did for
you” include most team-building events, social
mixers, company newsletters, upgraded office
environments, etc…
Even pay and benefit
increases have an initial
rush soon followed
by the familiar “right
back where we were”
rebound effect. That’s
not to say companies
should not do these
things. They’re nice
add-ons after the day
to day essentials of
human psychology are
authentically addressed.
In summary, it’s understandable that we
gravitate towards easy, quick-fix solutions to
our problems. There are plenty of people to
make these suggestions and sell them to us.
They also don’t require us to identify our own
personal contributions to the problems which
we’d prefer to avoid. However, as in most things
in life, there is no substitute for working at the
cause-level and creating new habits of thinking
and behavior. If you’re serious about creating
the high engagement level lead to more profits
with greater ease and personal satisfaction, this
is what it takes. As a bonus, openly addressing
personal challenges that make you human will
increase your effectiveness and fulfillment in
every area of your life.

CIM Northern Alberta & NWT Chapter

Bringing Together Disciplines in Management Fields

Presented by the Northern Alberta
& NWT Chapter

2019
MULTIDISCIPLINARY
MANAGEMENT
CONFERENCE
Learn from high quality speakers with
expertise in fields of management, and
network with academics, researchers,
practitioners and management students.

Visit our events page at
cim.ca/news-events/upcoming-events
for speaker bios, schedules and to book your tickets.

April 13, 2019
Edmonton, AB

DoubleTree & Home2
Suites by Hilton
West Edmonton
16615 - 109 Avenue NW,
Edmonton, AB
T5P 4K8
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Eight Elements That Comprise a High
Performance Enterprise
It’s valuing employees and doing the right thing that leads to exceptional
performance.

Sue Bingham

Sue Bingham is the founder of the
HPWP Group, a master coach, speaker,
and author of the forthcoming book,
Creating The High Performance Work
Place: It’s Not Complicated to Develop a
Culture of Commitment. At the forefront
of the positive business movement, Sue
supports leaders as they achieve their
vision of success, and designs commonsense systems that make people and
organizations more effective. For more
information about Sue Bingham, please
visit:
www.HPWPGroup.com.
Wake Up
It’s no secret that the workforce and the
nature of work itself are rapidly changing.
Many organizations, particularly large ones,
are like an ocean liner that can’t turn on
a dime. If an organization is not actively
promoting and integrating the following eight
elements, that organization is already behind
and will experience negative impacts as the
workforce shrinks and traditional management
practices continue.
The root cause is that traditional
management practices and H.R. policies have
been created to catch the “bad apple”. Let’s
start with the premise that the vast majority
of employees are good people—we might
even say 95% fall in this category. That leaves
the small minority of five-percenters or bad
apples. Often this group occupies a much
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larger percentage of managements’ time
and attention. To try to rid the organization
of these people, penalizing and insulting
policies are created that often catch good
people in their net. When treated the same as
a five-percenter, ninety-five percenters feel
embarrassed and de-valued. What’s worse,
they create a bureaucratic system that makes
it nearly impossible to get rid of those for
whom the policies were created.
The following eight elements are common
sense and uncomplicated; and, the absence
of them will seriously hurt organizations in the
near future.
#1 - Positive Assumptions about People
Dealing with the five-percent unconsciously
taints your assumptions about people. If
leaders have spent time dealing with someone
who lies, lays out, does the minimum required
and tries to get away with as much as
possible, that experience can create a distrust
and desire to micromanage and control
everyone. Evidence of these assumptions
is seen when there is restricted access to
specific areas for certain groups; doors,
cabinets and tool cribs are locked; managers
accept performance minimums vs. maximums;
information is guarded; and self-management
is a distant concept. It becomes irrational for
employees to feel like valued adults and in
return, the organization receives compliance,
a lack of passion and a check the box
performance.
Leading with positive assumptions about
the quality and integrity of the majority of
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the workforce promotes pride, passion and
accountability.
#2 - Identification and
Elimination of Negatives
A negative is defined as “anything that
minimizes vs. maximizes a person’s feeling of
VALUE to the organization”. Many of these are
almost invisible to the people who have the
power to eliminate them. Examples include:
free water or coffee in some areas and not in
others, reserved parking for executives, punitive
policies that apply to one group of employees
but not another, differences in holiday
and vacation schedules, late performance
appraisals and wage increases, etc.
Most of these negatives are easy to
eliminate. Leaders only need to put themselves
in the shoes of their hourly-paid employees to
see and feel them—and then get rid of them.
#3 – Mutual Trust and Respect
Major headway in creating an environment
of mutual trust and respect can be achieved
by doing the first two elements. And, if a
company wants to be able to unlock supplies
and equipment and treat people as responsible
adults, there must be recognition that there will
probably be some theft and deceit until the fivepercenters are gone. However, it will be worth
it to have created a high trust environment
for the rest of the workforce. In addition,
create the standard that trust is a required
attribute in order to receive a job offer. Clearly
communicate trust as a core value and treat any
violation of trust as a dischargeable offense.
#4 – Open, Two-Way, Adultto-Adult Communication
In essence, share information, be open,
and avoid secrets. Speak to everyone at
every level as you would a neighbor you like.
Remember that people, regardless of the type
of work they perform, have the same desire
for involvement and respect as managers and
senior leaders do.
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#5 – Employee Engagement
Visionary experts in areas of organizational
development predict the end of hierarchies—
at least as you know them today. If it can be
agreed that the people doing the jobs are the
ones who know the jobs the best, why aren’t
leaders empowering employees to solve
problems and create continuous improvement
in every organization?
#6 – Training
A company’s investment in training reflects
its value for people and a clear belief that
good people only get better and produce
greater results with an investment in their
development. Manufacturing companies often
have a substantial budget for preventative
maintenance on equipment, but limit (or even
reduce if revenue is low) the necessary dollars
for maintaining each person’s potential capacity.
#7 – Competitive Wages and Benefits
In a high performance culture, the objective
is to make wages and benefits a “non-issue”.
If people are challenged, valued and fairly
compensated, they are reluctant to take another
job for more money. Fairness is perceived and
achieved by regularly checking the market value
for all jobs and paying competitively (meaning
around and often somewhat above the market
midpoint), sharing the survey data if someone is
interested and being transparent about ranges
and the compensation structure. If a company
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is providing competitive pay and benefits, there
shouldn’t be any mystery around this topic.
#8 – High Expectations
Many leaders will admit that they have
employees who are only doing the “minimum”.
In most traditional companies, job descriptions
are specific with regard to the tasks to be
performed. Instead, write job profiles that set
high expectations for the results versus the tasks
involved. And replace that common phrase at the
bottom of those descriptions that says, “All other
duties as assigned” with “Proactively support the
team and company in achieving its objectives”.
Now the person who just waits to be told what to
do is no longer meeting the minimum.
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When leaders don’t set high expectations,
they shouldn’t be surprised when average
results are achieved. Further, high expectations
give people a purpose for their work along
especially when their leaders’ believe they will be
successful.
Start Now
There are many applications under each
of these elements that convert the words
to tangible actions and practices. If any of
these eight elements is missing within an
organization, it’s time to take action.
It’s valuing employees and doing the right
thing that leads to exceptional performance. It
really isn’t complicated.
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Five Ways to Leverage Your Talent
Brand to Attract Great Candidates
How your company can leverage what employees and
candidates say about you to attract top talent.

Jeremy Eskenazi

Jeremy Eskenazi is an internationally recognized speaker, author of RecruitConsult!
Leadership, and founder of Riviera Advisors, a boutique Recruitment/Talent Acquisition
Management and Optimization Consulting Firm. Jeremy is not a headhunter, but a specialized
training and consulting professional, helping global HR leaders transform how they attract
top talent at some of the world’s most recognized companies. For more information on
Jeremy Eskenazi, please visit:
www.RivieraAdvisors.com.
Have you ever struggled to hire the right
people? Do most of the people you interview
seem like a questionable fit at your company?
It might be a symptom of not using your
employer brand to your best advantage.
An employer brand is what employees and
candidates say about your company and
the work experience when you’re not in the
room. It’s not something you can go out and
buy, or have a fancy branding exercise to
develop and replace if you don’t like the one
you have. Much like branding a product, your
employer brand takes on elevated meaning
and a predisposition to buy or join. In what
is currently a competitive talent market,
effective branding creates a sustainable
competitive advantage and can make a huge
difference in who is interested in working for
you.
If you’re not sure what your employer
brand is today, think about employer review
websites online that are popular in North
America and many parts of Europe. If you’re
not familiar with the concept of these sites,
they’re user-driven platforms that encourage
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people to anonymously record their
experiences with a company as a candidate
or employee. They can write whatever they
want, even if it’s negative, and they can
encourage people to run in the opposite
direction. The flip side is that reviewers can
also sing your praises and wax lyrical about
you. Unfortunately, much like any user-driven
site, anonymous contributors are usually
either delighted with something, or were
very upset; so you tend to see wild swings of
positive or negative comments.
An employer brand is not necessarily
changed overnight, but every time you
interact with a candidate, you create an
impression. Now multiply these impressions
dozens or even hundreds of times. This is
a powerful force. This is your professional
brand and your opportunity to create (or start
to re-create!) the first experience.
The people, symbols, and meaning we try
to attribute to the company can be a powerful
tool in communicating where the organization
is headed. The brand management process
helps you to unearth the organizations’ brand
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expression in the marketplace. The five ways
to leverage your employer brand are:
1. Asset Assessment. Be honest: what are
your strengths and weaknesses? How large
is your company do you need people who
thrive in an intense corporate environment
or do you want people who are happy to
have a more stable career? What benefits
do you offer? Is there opportunity for
advancement? Knowing this and being
able to clearly articulate it is so important.
2. Employee Involvement. What is your
organizational culture? Is it vertical,

with top-down direction and little frontline input, or are decisions made on
a broad collaborative basis? Is there
opportunity for creative thinking? Knowing
how your employees interact today
and empowering them to tell the story
of how they contribute is powerful.
3. Competitive Assessment. What other
organizations can your candidates
work for? You need to know who your
competitors are and what they offer. If
another company offers higher wages,
can you compensate with profit sharing
Winter 2019
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or better benefits? Are there opportunities
for you to be creative about your
offering based on what your competitors
are packaging for candidates?
4. Brand Positioning. You need to know where
your organization fits in the overall market.
Does your company compete on price,
or are you targeting the upscale market?
Are you known for promoting from within?
Does your company have a reputation
for treating women and minorities fairly?
The comments left online are a good
starting point for this, as are any internal
surveys you run.
5. Brand Expression.
This is the combined
result of all of the
‘brand signals’ that
are present in the
marketplace and
are picked up by
consumers and
candidates. Every
element of your
employer brand needs
to be in alignment.
For example, if you
claim to care about
the environment
and candidates are
offered Styrofoam
cups when they come
in for an interview,
you’d be surprised how much
that can alter perceptions of your
company and what you stand for.
In today’s competitive global economy,
these five steps can help you find the
candidates you need. Remember that
candidates can be both internal and external.
If you bring the right talent into your team,
they may be interested and have versatile
skills that could allow them to try new jobs at
your company. They may be ready to take on
a new role and be promoted, or they may be
excellent at their current job. The point being:

CANADIAN INSTITUTE OF MANAGEMENT / INSTITUT CANADIEN DE GESTION

there is active work required to engage your
current employees as brand ambassadors as
well—they too represent and can carry your
employer brand far and wide.
Remember, you can’t “make” an employer
brand. An advertising agency can’t help you
create a brand. They can help create a brand
message. Whether or not you know what your
brand is isn’t the issue. It’s knowing the what
the themes are that people use to talk about
your organization. Then you can manage the
expression of the brand—and how people
receive it—as part of your brand as an
employer. You can do this through your goals,
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vision, and values, and the taglines that best
explain what your company is about.
It’s easy for someone to throw out
“we aspire to be the best place to work”.
Your employer brand cannot be solely
aspirational—it has to be accurate for
where your organization is today. When your
position is too aspirational, people will likely
be unhappy when they encounter you—both
candidates and employees. If you were in
their position, don’t you think you’d feel let
down too?
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The New Super Heroes: Introducing The
Intangibles
…create energy and activate others toward positive action.

Baldwin Tom

Baldwin Tom is a management consultant, professional speaker, and author of 1+1=7:
How Smart Leaders Make 7 Investments to Maximize Value. A medical school scientist,
professor, leadership program developer, and founder of an award winning science
and technology firm, he leverages his experiences in those fields to provide insight and
strategies to fit client needs. Baldwin is a Certified Management Consultant and served
as the National Board Chair of the Institute of Management Consultants USA. For more
information on Baldwin Tom, please visit:
www.geoddgroup.com

There are seven capital investments
available for organizations to build value and
wealth. These capital investments are Human,
Relationship, Spiritual, Customer, Organizational,
Physical and Financial.
In the 1980 winter Olympics in Lake Placid,
the U.S. Men’s Ice Hockey team won the gold
medal. In order for them to win gold, they had
to beat the Soviet Union team ranked #1 in the
world. They beat the Soviets on their way to
winning the gold in a game that was called the
Miracle on Ice. The odds against them winning
were the same as if the University of California
football team beat the Philadelphia Eagles Super
Bowl champions. Impossible!
How did this happen? One can assume that
it was not because they skated better than
the Soviets. The U.S. team was composed of
college students and the Soviets were semiprofessionals. Instead, it was some intangible
force. Here is a clue: The U.S. coach invested
heavily on the intangible side into the team
members. He instilled in them aspects of Human,
Relationship and Spiritual capitals. The team
Winter 2019

took to heart what they heard—they believed.
The result of the infusion of these capitals was a
powerful Return on Investment of some psychic
power that allowed the team to rise above
expectations to beat the ‘unbeatable’ Soviet
team. The effort by the U.S. team was considered
by the International Ice Hockey Federation as the
most incredible international ice hockey story in
the last 100 years! There is power investing in
intangibles.
Of the seven investments available to
organizations, the five people-side investments
are the most interesting. Three of these can be
considered as the new super heroes powering
success in organizations—The Intangibles. The
three are Human, Relationship and Spiritual
investments. These three set up the other
investments and the organization for success.
They clear the way, they prepare the path, they
set the stage, they provide the spark and they
stay the course to provide significant multipliers
for high ROI.
The Intangibles, when deployed as
investments, create energy and activate others
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toward positive action. Each of the three super
heroes has distinct personalities based on their
actions. Each has unique powers in what they
initiate in others. Each one will leverage existing
opportunities to benefit the organization and to
increase ROI from their efforts. The Intangibles
interact with each other and with different other
investment combinations to create value and
wealth for organizations.
Super Hero #1. Human Capital Investments
Invest in the capabilities of people, their
knowledge, skills and competencies.
Human investments possess a driver type
personality. Their uniqueness is in their direct
action on people to energize, encourage and
support work. The actions may involve new
education, advanced training and psychological
support. Through activities of human capital
investments, people are more able and
prepared to take on new tasks and to be more
creative and innovative. From this, people are
more satisfied with their work and look forward
to new challenges. Accordingly, the investment
of human capital generates positive ROI.
When Human Capital Investments are
teamed with Customer investments it leads
to creativity and innovation and new products
and services. When this investment is teamed
with Organizational investments, it leads to new
intellectual property and corporate memory.
When Human capital investments are teamed
with Relationship investments it creates high
performance teams.
Super Hero #2. Relationship
Capital Investments
Link people together for interactions that
leverage power and influence.
Relationship capital investments involve
influencer type personalities. The strength
of this investment is focused on people—in
linking people together. Relationship capital
investments help build meaningful interactive
groups, create bonding of personnel and foster
can-do mindsets. Relationship investments
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effectively build strength through numbers.
High performing teams result from the activities
of Relationship Capital investments. The
results from Relationship Investments include
facilitated and accelerated actions throughout
the organization and with customers and a
boost in ROI.
When Relationship Capital Investments
are teamed with Customer Investments, this
leads to partnering with customers. When this
investment is teamed with Spiritual Capital
Investments, it leads to satisfied people willing
to work hard for the organization.
Super Hero #3. Spiritual Capital Investments
Establish cultural norms that smooth
work flow and facilitate people and customer
relationships.
Spiritual Capital Investments have social
type personalities. This Super Hero is not
demanding or pushy. Spiritual Capital is subtle
but significant when in place. It’s a lot like
spraying WD-40 on all work because the result
of Spiritual Capital is a smoother and easier
effort in getting work done. The efforts of
Spiritual Capital Investments are to support the
personal side of peoples’ efforts that engender
peace of mind and a sense of accomplishment,
of satisfaction. The result of this is that
people feel valued leading to higher personal
motivation and willingness to contribute more.
When Spiritual Investments are teamed with
Organizational Investments, the results lead
to refining cultural norms and ethical decision
making. When Spiritual capital investments are
paired with Relationship investments, it leads to
an ethical workplace that fosters positive group
chemistries and greater resiliency within an
organization. When Spiritual capital is teamed
with Human capital it promotes caring and
committed people, willing to go the extra mile.
When Spiritual Investments are teamed with
Customer Investments, the result fosters valuebased customer relations
Investing on the soft-side intangibles
provides the intestinal fortitude to overcome
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internal and external challenges. Character
comes from the inside. Invest in people and
their relationships to build strong teams. Invest
in team-focused spiritual capital to build loyalty
and bonding, resulting in strong character.
When opportunities arise or challenges
surface, the people will do whatever it takes
to help move the ball forward. Focusing on the
intangibles strengthens an organization, giving
it a solid core and foundation.
In 1990, the Wallace Company won the
prestigious Malcolm Baldrige National Quality
Award. Started in 1987, the award has been
given annually to up to three U.S. companies
who have implemented successfully quality
management systems. Surprisingly, just
two years after the award, Wallace filed for
bankruptcy. Following the award, instead of
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working to turn around an already troubled
company, top Wallace officials spent time
leading tours through their offices and leaving
town on speaking tours. Clearly Wallace did
everything it could to win the award. Yet, in
the end, they lost it all. There is a lesson here.
What did they invest in and what did they
miss investing in? It’s possible that they did
not invest sufficiently in the intangibles. They
needed The Intangibles!
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Will this next be a year of continued and
profitable growth for you and your team?
“Unless you try to do something beyond what you have already mastered, you will
never grow.” Ronald E. Osborn

Bob ‘Idea Man’ Hooey

Bob ‘Idea Man’ Hooey is a creative, productivity and leadership strategist who regularly writes
for North American Consumer and Trade Journals, on-line magazines and company intranets. He
works with Canada’s 50 Best Managed Companies. He is the prolific author of multiple business
and leadership books and the 48th person in the history of Toastmasters International to earn
their coveted professional level Accredited Speaker designation.
When we were young, we were enthusiastic
about growing. We wanted to be bigger, faster,
smarter and pursue our dreams. Then we hit
the real world and for some of us, we stopped
growing. Perhaps this is where you are stuck or
you see this in members of your team.
Growth is a natural part of life, or it should be.
If we stop our growth, then we begin to shrivel
and die. That happens in organizations as well.
The minute you stop working on the areas that
help you grow (recruiting and training staff,
marketing and promotion, sales and customer
service, business process development, services
and products development to name a few) you
stop and then start sliding back. The news
media are constantly sharing the stories of those
organizations which formerly were leaders in their
industries now struggling or going down. Don’t let
your organization be one of those obits written in
the next year.
How can you avoid this? It is
simple (but not easy)…
1. Invest time with your leadership team in
revisiting your goals and performance
over the past year. What lessons can you
apply from the challenges and mistakes
made in the normal process of doing
business? When will you apply them?
Winter 2019

2. Work with your complete team in looking at
every facet of your organization’s operations
and processes. Where can you make
changes to make it easier for your team
to win in better serving your customers?
Where can you change your product and
service mix to be more accessible and
provide for your client’s real needs?
3. Ask your clients to help you. Ask them to tell
you where you did an amazing job in serving
them and where you need a bit of work. Ask
them what you are missing in making their
experience better in dealing with you.
4. Ask yourself what training you need to
be a better leader. Ask what training you
need to provide to equip and motivate
your co-workers and staff to succeed.
5. What are you doing to challenge your
thinking and get out of your comfort zone?
What books, courses, meetings are you
attending that push you into the winner’s
zone? Who are you investing time with on a
regular basis that challenges you to grow?
These are 5 simple actions you can take in
the next few days which will have a dynamic
impact on your growth and profitability this year.
I challenge you to invest the time to reap the
rewards. I wish you, your family and your team
increased success during 2019.
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Empower Your Team to Stick to Their
Personal Goals
What aren’t you giving yourself permission to do?

Dr. Brian Smith

Dr. Brian Smith is the author of the newly released book Individual Advantages: Find the
“I” in Team. He holds a PhD in organizational psychology, a master’s degree in management
information systems, a bachelor’s degree in accounting, and is a certified Six Sigma Master
Black Belt Consultant. Brian has been helping business owners and managers since 1988. His
company, IA Business Advisors (a DBA of Individual Advantages), has helped over eighteen
thousand clients since 1996. His client base has always varied, ranging from large companies
like Boeing Aircraft and Harrah’s Entertainment, to small, local businesses. When the Great
Recession hit in 2008, IA worked with businesses in trouble due to the economic decline who
struggled to afford consulting services. Recognizing this, Dr. Smith offered on-demand virtual
consulting services; in which, businesses hindered by a strained economic environment and
a restricted budget could consult with their company on an unlimited basis for a low, fixed
monthly fee. Today, Brian’s team at IA continues to provide both virtual and onsite consulting
services to more than 1,300 active clients worldwide. To learn more, please visit:
www.iabusinessadvisors.com
Your position as a leader requires much
more than just keeping your team on track for
the company’s goals; you should also strive to
empower your team to stay on track for their
personal goals. For guidance, leaders should
review and understand Maslow’s hierarchy of
needs to build a foundation of understanding
by which you can empower from. Maslow’s
hierarchy states that people first need to fill their
physiological needs (food, shelter, safety), then
psychological needs (relationships, belonging,
self-esteem) and finally they look to fulfill selfactualization (potential, ego, accomplishments).
Cultivating meaningful relationships with
each of your employees is vital for company
success. Through your relationships with them,
they should feel comfortable enough to share
their personal goals with you and, hopefully,
with the team. When you empower your
Winter 2019

employees, you empower your team as a whole.
Empowerment activates trust which enables
more open communication and understanding
between you and your teams. When individuals
feel empowered, they contribute to a more
positive company culture.
Personal goals can and should be set
throughout the year; we should always strive
to be the better versions of ourselves. When
you help and encourage your employees to set
personal goals, you are encouraging them to
be their best self. When an individual is their
best self, they contribute a better influence on
their team (your team). It is in your best interest
to empower your staff to dedicate themselves
to goals outside of the business and help them
to understand where they are currently at in
Maslow’s hierarchy.
If you don’t already practice a method of
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empowering your staff to
set and follow through with
personal goals, you should
start. You can integrate this
into your company culture in
a few different ways. Sharing
Maslow’s hierarchy with your
team and letting them gain an
understanding of its importance
lays a solid foundation. Then,
you can begin to empower
employees individually. If you
meet with employees one on
one and discuss their goals
within the business, you
should be able to discuss their
personal goals as well. Second,
you can empower employees
as a team. If you have team
meetings where you discuss
company goals, set time
aside to have all employees
contribute to a discussion
about personal goals.
The key to helping your
team set and stick to personal
goals, either one on one or in
a group, is accountability. By
verbalizing their goals, your
team will be able to hold each
other accountable to those
goals. You can track progress
together, offer words of
encouragement, and support
one another through some
of the most difficult aspects
of change. You can ask each
person individually what will
help them be held accountable.
For some, it’s a daily verbal
reminder; for others, it may be
an encouraging sticky note
left at their desk. Once you
start applying this method in
your workplace, you will notice
several different changes
Winter 2019
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HOME CAR TRAVEL
Johnson Insurance is a tradename of Johnson Inc.
(“Johnson” or “JI”), a licensed insurance intermediary,
and operates as Johnson Insurance Services in
British Columbia. Home and car policies
underwritten, and claims handled, by Royal & Sun
Alliance Insurance Company of Canada (“RSA”) in
Quebec and primarily underwritten, and claims
handled, by Unifund Assurance Company
(“Unifund”) in the rest of Canada. Described
coverage and beneﬁts applicable only to policies
underwritten by Unifund or RSA. Car insurance not
available in BC, SK or MB. Home and car insurance
not available in NU. Johnson, RSA and Unifund
share common ownership. Eligibility requirements,
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Travel insurance products are underwritten by
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(“RSA”). Valid provincial or territorial health plan
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terms, conditions, limitations and exclusions which
apply to the described coverage are as set out in
the policy. Policy wordings prevail. JI and RSA share
common ownership.
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that occur to how your team
performs.
Increased Positivity
When people feel good
about themselves they exude
that confidence onto others.
This contributes to a positive
workplace environment. One
of the best ways to empower
people and make them feel
confident is through holding
them accountable for their
set goals in a positive way.
Accountability should not be
a punishment, but a positive
reminder of the goal and what
reaching that goal will mean to
them and those they influence.
Most people set goals for work,
and it’s great to empower them
to see those goals through.
However, individuals should
also set personal goals, and
it’s your job as a leader to
give your team the tools to
complete those goals.
Science and happiness tell
us that setting and completing
goals is one of the foundations
to living a content life.
Therefore, helping your team be
content in their life will reflect
in their positivity and work
performance. They will feel
doubly empowered knowing
that they can complete goals
they set for themselves and can
rely on you (their leader) to help
them see their goals through.
Increased Performance
People who feel good
about themselves trust in the
people and organizations
who influence them; they are
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able to be their best self which allows them to
perform better. Feelings of sadness, low selfworth, anxiety, and other negative emotions
can affect an employee’s performance and
will carry over to those they influence. When
you empower them to follow through with
their personal goals, and they feel good about
themselves for completing those goals, they
have an increase in performance and a positive
influence on their peers. Individuals who feel
valued and like they can contribute to their
work environment in a positive manner are able
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to complete tasks quickly and efficiently.
Learning the foundation of human needs,
as defined by Maslow, and employing that into
your leadership tactics through communication
and empowerment, you will provide a positive
influence on your team. Your team, in turn, will
be their best and provide their best to those that
they influence. This domino effect will create
a work environment of strong individuals who
are all performing at their optimal status; this
will give you a passionate team that is ready to
tackle both individual and team goals.

Canada, join the
next generation
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