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Dear Friend,

Do You Offer...? olnics

I'd just stepped away from my desk, and was in another part of the Join our
office, when I heard the phone ring. Unfortunately, I was too far away E} Mailing List
to get back in time. Oh well, that's why we have voicemail.

Sometime later, I collected the message (and, boy, do I wish I'd Ruote
sprinted to the phone). The caller had been referred by a colleague
(good sign). Here was the new director of a demanding program that
was about to bring aboard two new people, and the desire was get them
off to a good start by enlisting external leadership coaching support.
The whole notion was to focus in on these new folks as leaders as well
as to build into the substantive sides of their roles...right from the Oto are we
beginning. This director wanted to increase their likelihood of success as [USELLCRULR IS0 ISERe
individuals and vital players in the organization. Excellent thinking! So, a a
needless to say, I returned the call...quickly. a

Investments in staff members may seem to be luxuries, but they're o develop and
really not. In many respects, these are the most profitable investments e the ne
one can make in a business or organization. And so, in this month's generation of pub
edition of EA Insights, we examine the human investment. Ultimately, erva
everyone benefits. D al A

All the best,

S s

June Melvin Mickens
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As leaders contemplate ways Ae _“'.“' O '.' .‘
to strengthen their ’ c :

organizations, thoughts often
land on improving
technology, growing market
presence, or increasing revenue. Now, while all of those are important,
and can contribute to a stronger and more impactful organization, in
many respects they miss the boat.

Perhaps the most profitable investment an organization can make is an orporate €
investment in its people. A commitment to staff members -- the people dire ed to a
who are the lifeblood of the business -- can create an environment in organizatio ab
which people are engaged fully, thrive professionally as well as o effe e
personally, and serve as effective and compelling ambassadors for the plement a...tale
organization. anageme

So what forms can commitment take? Here are three examples. ead 0 e 0

Help staff members understand organizational direction and how o
they fit in it. Although some leaders like to play things close to the
vest, only providing snippets of information on a need-to-know basis,
such an approach is counterproductive to say the least. If you want a
collaborative environment, one in which people
are invested and actively involved in creative
thinking and problem-solving, people have to
see and understand the big picture.

For that reason, it is imperative that organization aKe Pla d
leaders are clearly mapping out direction. direction to go
("Here's where we're going.... This is why that's Anto EKNO
important.... Here's an overview of how we're

going to get there....") This isn't a one-time

speech; it becomes a continuous reminder -- a e alwa elco
rallying cry, if you will -- that keeps the team e feedback and
focused and moving together, with the evel o ere
overarching mission in mind. R D e

Additionally, it's critical to help each arm of the

organization understand how it fits into e more spe
accomplishing that mission. There are times when it's much easier for
certain parts of the organization to connect the dots between what they
do and organizational goals than it is for other company arms. However,
though performing different roles, each business unit is critical to
success, and leaders must help people to make the connection at the
unit level. But, it doesn't stop there; then, unit leaders have to drill
down to the importance of each individual. It's only when each person
sees himself or herself as an integral part of daily work that full C
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engagement occurs -- that is, engagement that results in people
voluntarily going above and beyond, filling gaps, taking initiative, and
being independently accountable.

Provide staff members with resources to do the jobs they were
hired to do. There's nothing more frustrating than being hired to do a
job and not having what you need to get that job done. We've all been
there at one point or another, and it certainly doesn't leave you loving

the experience.

Okay, with that said, I also recognize
that, in tough economic times, we're
all strapped for resources. However,
as leaders, one of the worst things
you can do is to set folks up for
failure. So, a continual reality-check is
in order. There are things we'd all just
LOVE to accomplish, but are those
plans and ideas realistic given the
current situation...whatever that is?
Healthy stretch goals are important to
institute in order to encourage and motivate; however, what's being
asked of people also has to be within the realm of what's possible.

So, that may mean not setting targets that you clearly won't have the
resources for your team to meet. It may mean investing in continued
formal and informal skill-building and development opportunities so that
you are positioning people to be equipped to do their jobs. And, it may
mean, allowing for creativity (within appropriate bounds, of course) so
that people can devise practical, and sometimes unconventional,
approaches to reach goals, especially when resources are tight.

Encourage staff members to meet individual goals as well.
Although people may sign on with you because they believe in what you
do, the reality is that there has to be some level of mutual benefit for
them to stay. It's the old "What's in it for me?" notion. So, leaders can't
get so absorbed in their own efforts and legacies that they forget that
the people around them also have
aspirations. Believe it or not, as you help
people meet some of their goals, you'll end
up reaching more of your own.

Consider compensation. This isn't just
about salary. Though salary is important,
think about total compensation --
insurances, leave, flexible schedules, etc.

' These are all aspects of compensation that
can be built into a package to enable staff
members to meet personal needs or
achieve personal goals.

Give ongoing feedback and support. Once upon a time, I remember
going in to talk with a supervisor to get a sense of how I was doing. The
response I got was, "Don't worry. I'll let you know when you're not
doing what I need you to do." So much for feedback and support! Folks
shouldn't have to wait until they mess up to receive comments. And, a
sure way to lose people who are looking for a collegial, interactive
atmosphere is to make them function in a feedback vacuum. While full-
fledged performance reviews on a weekly basis aren't realistic, nuggets
of interaction sure may be.

Offer ongoing professional and personal development opportunities. If
you've ever been blocked from pursuing a new role (one for which you
were qualified, that is) or if you've ever been denied cross-training or
coaching because you were too critical to your current team, you know
the taste it left for you. Too often leaders, unsuspectingly, do
themselves a disservice by holding on so tightly to a talented, trusted
staff member that they actually thwart growth and opportunity. In the
long run, it backfires; they end up losing the person as soon as the
chance to escape arises. What these leaders don't realize is that, by
supporting relevant growth opportunities, they allow staff members to
explore new areas, to bring new ideas back to the team, and to join
them in fostering an environment of innovation and development that
attracts, more than repels, desired staff members.

So, are you are you at a cross-roads? Do you need to make that pivotal

investment for your organization? Don't overlook the people who drive
your organization's engine.
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Want to know more about you or your staff?
Let Executive Advantage help!

Executive Advantage offers a range
of coaching programs for professionals
at all levels. Coaching supports clients
to:

e Explore their strength and
challenge areas, decision-
making, motivation, and
behavior

e Enhance leadership and
communication skills

¢ Improve time management

e Achieve greater job and life satisfaction

For information about Executive Advantage's solution for professionals,
contact us online or at (301) 280-5950.

About Executive Advantage

At Executive Advantage, we are committed to providing results-based business and

management consulting, leadership development, and coaching support. We partner with
business leaders to build healthy, well-functioning organizations, where goals are met and
people thrive. We also partner with individuals to create professional (and personal) lives

with clearer direction, improved results, and greater balance.

To learn more about Executive Advantage, contact us online or at (301) 280-5950.

View our profile on Linked m
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