
DECEMBER 2021 • Vol. 38 • No. 12

(ISSN 2562-0711)

Themed 
Edition on 

Top 
Leadership 

Trends 2022

2013 27 32
Leadership Trends 2022:

Overcoming Hybrid
Working Challenges        

- Dale Rose, Ph.D,  

3D Group

4 Leadership Trends  
In The New World  

Of Work    
- Shirish Nadkarni 

Serial Entrepreneur

Emotional Intelligence 
3.0: The Next Wave Of 
Leadership Thought 

Leadership  
- Ryan Gottfredson, Ph.D. 

California State University-Fullerton

5 MAJOR TRENDS 
SHAPING THE 

FUTURE OF 

LEADERSHIP  
- Eric Strafel,  

Founder, SUMMi7

Key Leadership 
Trends 2022 

  - Babitha Balakrishnan,  

HR.com

EXCLUSIVE SEGMENT 



5 Major Trends 
Shaping The Future Of 

Leadership

Leadership in service to people

-  Eric Strafel,  
Founder, SUMMi7

07

IN
D

E
X

On the Cover

Articles

18   The Necessity Of Futures Literacy  
For Leaders In The Shifting Landscape  
Of Work 
Be better equipped to prepare, plan and 
innovate to create the future we hope for  
- Jonathan H. Westover, Ph.D. Chair and Associate 
Professor, Woodbury School of Business (UVU)

24   Leaders, Are You Ready To Take The 
Creative Leap Into The Future?

 Leadership with Applied Improvisation 
- Theodore Klein, Managing Partner,  

Boston Strategy Group

35   Why Innovative Leaders Thrive 

The power of creative thinking 

- Adam Bandelli, Managing Director,  

Bandelli & Associates

Themed 
Edition on 

Top 
Leadership 

Trends 2022

Leadership Excellence
DECEMBER 2021      Vol.38      No.12

(ISSN 2562-0711)

38   Recruiting The Right Way  

- HR.com Professional Education Team

42   5 Steps To Building An Inclusive Culture  
Why inclusivity matters to organizations,  
now more than ever  
- Natasha Nicholson,  
Senior Content Manager, Kantola Training Solutions

45   How To Create Opportunities For Women  
To Excel In The Workplace  
Encouraging women to set goals, challenge 
themselves and drive results 

- Stephanie Jones, Owner/ Operator, McDonald’s

SPONSORED ARTICLE

 Guide Your People Strategy With Smart 
Analytics For All  

- Guy Waterman, Senior Director,  

Product Strategy, Oracle 

10

https://www.kantola.com/


INDEXFeatures

13

20

27

32

Key Leadership Trends 2022

Leaders & top leadership experts share their thoughts  
- Babitha Balakrishnan,  
Editor, Excellence Publications, HR.com

Leadership Trends 2022:
Overcoming Hybrid
Working Challenges

“I can’t see you, but I can lead you…
or can I?”  
- Dale Rose, Ph.D,  
President, 3D Group

4 Leadership Trends In The New  
World Of Work

Business leaders should be increasingly 
flexible and agile in managing their 
workforces  
- Shirish Nadkarni, Serial Entrepreneur 

Emotional Intelligence 3.0:  
The Next Wave Of Leadership 
Thought Leadership

Helping leaders to heal their nervous 
system from any past trauma 
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When the pandemic-led upheavals 
impacted the world of work, leaders 

had to navigate uncharted waters to 
survive and thrive. And just when we 
thought things are slowly falling into place 
after 24 months of ordeal, the new Covid 
variant, Omicron dominated headlines. 
With the new challenges emerging, leaders 
should be ready to work under more 
pressure and adopt new leadership skills to 
interact with their workforce.

As we enter a new year with a long list of 
lessons learned, HR.com reached out to 
leaders and top leadership experts to find 
out what they believe are the key leadership 
trends for 2022, and what leaders can do 
to prepare for the changes ahead. Check 
out our Exclusive segment, where we have 
complied the insights.

On the cover, we have Eric Strafel’s 
featured article, 5 Major Trends Shaping The 

Future Of Leadership that discusses key 
leadership trends around how to focus, 
align, and execute work in a new business 
environment. 
 
In survey after survey, employees across 
the globe have messaged loud and clear 
that they want the flexibility to manage 
their personal lives and work in a way that 
supports both. Throughout 2020 and 2021, 
leaders and employees navigated remote 
work successfully with good faith, extra 
effort, and a lot of patience. Will 2022 be 
the year when hybrid work becomes the 
norm? Read Dale Rose’s article, Leadership 

Trends 2022: Overcoming Hybrid Working 

Challenges that sheds more light on 
this topic.

This new world requires business leaders 
to adopt new rules of engagement and 

leadership skills to interact with their 
workforce, as discussed by Shirish 
Nadkarni in his article, 4 Leadership Trends 

In The New World Of Work.

Leadership development should not be 
about “tooling up” leaders, but about 
helping leaders to heal. Deepening our 
understanding of emotional intelligence will 
help us understand and capitalize on the 
next wave of leadership thought leadership, 
reveals Ryan Gottfredson in his article, 
Emotional Intelligence 3.0: The Next Wave Of 

Leadership Thought Leadership

Have you been doing some amazing work 
in HR that you should be recognized for? Do 
you want to acknowledge a client that you 
have been working with on a successful 
HR initiative? HR West is bringing back 
The California HR Excellence Awards 
and it’s time to nominate your program! 
Nominate Now

We hope you find this edition’s expert 
articles informative and insightful. As 
always, we look forward to your 
valuable suggestions and feedback on 
our ePublications.

We would also like to extend our heartfelt 
gratitude to all the contributors and readers 
who have helped our emagazines keep 
the global HR community informed and 
updated. We look forward to your continued 
support and wish you all success and 
happiness in 2022 and beyond. 

Happy Reading!
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In a world of unparalleled challenges (global pandemic, racial injustice, polit-

ical rivalry, digital 4.0, emotional malaise), uncertainty reigns. Finding oppor-

tunity in this context requires harnessing uncertainty and harnessing starts 

with reliable, valid, timely, and useful information. The Excellence publica-

tions are a superb source of such information. The authors provide insights 

with impact that will guide thought and action.

I have really enjoyed both reading and contributing to HR.com’s magazines 

over the past year. As a scholar-practitioner, it has been a wonderful outlet to 

share my current academic research with a broader practitioner audience, in 

a very timely manner. If you want to reskill and upskill your workforce, point 

them towards the wide array of offerings from HR.com.

During the COVID pandemic, I have learned that I need a source that provides 

high-quality, cutting-edge, and timely information on a wide-variety of topics. 

HR.com’s Excellence Publications has been that source for me.

Dave Ulrich
Rensis Likert Professor, Ross School of Business, University of Michigan-
Partner, The RBL Group

Jonathan H. Westover, Ph.D., MPA, SFHEA, AFCIPD

Chair/Professor | Organizational Leadership 
Academic Director | Center for Social Impact 

Faculty Fellow | Center for the Study of Ethics 
Utah Valley University

Ryan Gottfredson, Ph.D.

Consultant/Trainer/Speaker/Coach 
Assistant Professor - California State U. Fullerton

We’re eager to hear your feedback 

on our magazines. Let us know your 

thoughts at ePubEditors@hr.com

WHY EXCELLENCE PUBLICATIONS?



Much has changed over the last two years that 

will impact how people lead and engage teams, 

how work gets done, and how people stay connected. 

It’s not just the Covid-19 pandemic that changed 

everything, we also have a more globally connected 

economy, where supply chain shortages can impact 

an entire industry, five generations in a workforce 
that is more diverse than ever, and societal issues 

such as racial and gender inequality that have to be 

addressed. As a leader in large global companies 

for 20 years, now coaching and working in small 

5 Major Trends Shaping 
The Future Of Leadership

By Eric Strafel, SUMMi7

businesses, I’ve seen first-hand how some of these 
changes are occurring and how innovative leaders 

are navigating it.  

The five major leadership trends I’ve seen, center 
around how to focus, align, and execute work in a 

business environment that doesn’t have the same 

in-office touchpoints that we previously had along 
with an expectation from employees to contribute to 

something meaningful.

Leadership in service to people

COVER ARTICLE
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5 Major Trends Shaping The Future Of Leadership

Career Paths Focused on Impact
For most of my career, I followed a more traditional 

career path of developing a functional skill and 

working my way up a career ladder. What I see now is, 

people working to build skills around a passion and 

then find ways to contribute to a cause meaningful 
to them. As leaders, we need to get to know our 

people and encourage them to pursue their passions, 

whether directly in support of their current job, 

broadening their knowledge in a different part of the 

business, or serving in the local community. We help 

people grow their careers by growing their impact. 

New Ways to Collaborate
Part of our role as leaders is to bring people together 

to make decisions, solve problems, and coordinate 

work across different teams. Although this has 

been slowly changing over the last decade from 

face-to-face conference rooms to incorporating 

video and digital collaboration tools, there’s been 

a steep change recently that we won’t return from. 

I’m working with three different companies now, all 

in different sizes and industries. They are all finding 
new ways to collaborate and innovate with digital 

tools such as collaboration threads on Slack or 

Microsoft teams, project management on Asana, or 

virtual white boarding with Vibe. Although they are 

getting much better, the tools are not new. 

What’s changing is how, we as leaders, use them to 

engage with people virtually around the world with 

a more empathetic approach. We pause to listen, 

spend time asking thoughtful questions to better 

understand perspectives, and get creative with 

activities to find ways to relate to one another. This 
doesn’t replace the face-to-face connections that 

we need at times, but it does open the door for us to 

effectively engage in ways that provide much more 

flexibility in the workforce that will remain. 

Submit Your ArticlesLeadership Excellence presented by HR.com    DECEMBER 2021    8 
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Eric Strafel is the author of THE 

FRONTLINE CEO and Founder of the 

consulting firm SUMMi7, which 

helps businesses grow profits and 

scale innovation with mission-driven 

purpose. He was the President and 

CEO of Aviall, a global provider of 

new aviation parts, supply chain 

management, and other services 

to the aerospace aftermarket, 

which was acquired by Boeing. 

Previously, he held leadership and 

program management positions at 

L3 Communications, Honeywell, and 

Precision Conversions.

Would you like to comment?
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Guide with Purpose with Customer 
Insights
The purpose of a business is to serve customers. 

With digital platforms, access to global markets, and 

restrictions on travel, we’ve had to create innovative 

methods for staying connected with our customers 

and keeping up with their changing needs. Like many 

leaders, I used to develop a vision statement to align 

teams towards a north star that incorporated what 

we do as a business to serve customers. A vision 

provides a destination but that’s no longer enough, 

people also want to know why. The why comes out in 

a purpose statement centered on your customers. It’s 

the problem you solve for them, the reason why they 

buy from you. The best way to bring your purpose 

statement to life is through real customer narratives 

that you’re continuously updating to keep current. If 

you don’t have the same level of engagement with 

customers or lose the direct insights through a digital 

interface, you risk being disconnected from their true 

needs.  

To address that, you can leverage the data you have 

around how customers interact with your business 

and use that information to create feedback loops 

that guide improvement. Whether that be a product 

roadmap or customer service process, you need to 

mine your digital connections and combine that with 

personal interactions to create a complete picture 

of how you can best serve them. As leaders look to 

inspire, leveraging data, keeping the customer front 

and center with a clear purpose, and developing 

customer narratives around evolving customer 

needs will be critical to keeping employees engaged 

and aligned.

Create Room for Diversity
The workforce is more diverse than ever and all of 

those different perspectives increase a company’s 

ability to find innovative solutions and stay 
competitive. To move from diversity to inclusion, 

where people are bringing their best to work every 

day, you need an environment that allows people to 

be themselves and space to leverage their strengths. 

The most effective leaders in the future will use 

purpose and values as the guide, but allow flexibility 
in how work gets done to achieve the best solutions. 

You can lead by example by listening and learning 

from others, as they share different perspectives and 

new ways of thinking, and in doing so demonstrate 

one of the most important skills of the future, 

empathy.

Leaders as Generalists
Not only is today’s workforce more diverse than ever, 

but the problems organizations face are also more 

complex, cutting across global borders, intersecting 

rapidly changing technology, and interconnecting 

with important social and environmental issues. 

Leaders will need to bring everyone together and 

frame problems so they can be solved, incorporate 

broad stakeholder perspectives, and will need a 

broad understanding of issues and how work gets 

done. That requires learning agility to develop a 

basic understanding of different functional areas in 

addition to topics where leaders may be specialists. 

The other benefit is the ability to build trust with 
a broad set of constituents. Competence is 

foundational to trust and the ability to connect to 

perspectives of people from diverse backgrounds 

and fields will help bring people together. So, perhaps 
the most important skills of future leaders will be 

the ability to continuously learn and the humility to 

realize that there’s something they can learn from 

everyone.

5 Major Trends Shaping The Future Of Leadership
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Guide Your People 
Strategy With Smart 
Analytics For All

By Guy Waterman, Oracle

The past 18 months have taught business 

leaders that change is the only constant in 

today’s fast-paced world. Pressures from within the 

organization, including decisions to pivot workforce 

skills, recruit diverse talent, or form succession 

strategies are all keeping executives up at night.

A unifying theme for organizations that successfully 

navigate uncertainty is agility, supported by the 

ability to visualize outcomes and quickly adapt 

with the support of analytics. Often this means 

connecting analytical resources with HR and finance 
systems to provide visibility into complex matters—

something Oracle understands well as we have 

supported the business intelligence needs of our 

customers for decades.

The world continues to change, and we are excited to 

continue our commitment.

Analytics for All
Throughout our journey as a cloud infrastructure, 

platform, and application solution provider, Oracle 

has sought to provide our customers the means to 

create their own experiences through configurable 
software, whether it is managing a supply chain, 

tracking finances, or building a workforce. In an 
industry defined by solution developers that focus 
on creating out-of-the-box modules with hard-coded 

processes, 

we prefer the approach of enabling business leaders 

to decide how to run their businesses – while we 

focus on enabling technology. This differentiates 

Oracle Cloud applications.

Like our configurable applications, we take a similar 
approach with analytics. Using Oracle Fusion HCM 

Analytics, employees build their own dashboards 

based upon the key performance measures they 

believe to be critical to their business. After all, 

everyone faces different business challenges and we 

believe they know how to best identify and address 

those challenges.

We are excited to offer new updates for Oracle Fusion 

HCM Analytics, where we’ve made it easy to get 

the answers you need and discover organizational 

knowledge to make your next move. Whether 

you have questions about your organization’s 

performance, potential, or diversity, our technology 

makes it possible including:
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Voice-driven virtualization: Think it, voice it, see 

it, and act on it. Simply ask any HR business 

question using text or voice and receive the results 

immediately. You may also measure how others are 

using voice to take action within your organization.

Connected workforce intelligence: Just having data 

is not enough—you also need to analyze it. Oracle 

Fusion HCM Analytics helps you discover important 

people data connections and accurately predict 

outcomes across the business supported by machine 

learning. Fulfill numerous use cases, including 
gauging workforce sentiment, budgeting workforce 

growth, or resolving turnover issues across the 

entire business.

Jumpstart decision-making: Building an analytics 

dashboard takes precious time away from taking 

action. Oracle Fusion HCM Analytics delivers 

pre-built analytics for areas like absences, recruiting, 

and mandated HR disclosures, all without the need 

to code, integrate, or model data structures. Best 

practices and improved business performance begin 

today instead of next month.

The Focus on Customers
The spotlight on analytics is timely, given the current 

emphasis on challenges that include retention, 

skills development, workforce diversity & inclusivity, 

resource budgeting, and worker health and safety. 

Leveraging community-sourced guidance from our 

Cloud Customer Connect Community; Oracle ensures 

continued investment in the parts of the HCM 

solution that matter to them.  

Take NI (formerly National Instruments) for example, 

a company that brings together the people, ideas, and 

technology so forward thinkers and creative problem 

solvers can take on humanity’s biggest challenges. 

Though known for helping other organizations deliver 

engineering breakthroughs, their HR organization 

did not have a formalized strategy for collecting and 

analyzing relevant data. They looked to Oracle Cloud 

HCM for their transformation and initially launched 

an executive dashboard covering key themes such as 

talent movement, compensation, and performance 

within the organization.

Guide Your People Strategy With Smart Analytics For All

“This first phase has been incredibly well-received,” 
says Treva Rumbeck, Vice President of Global 

Total Rewards and HR Operations. “I haven’t heard 

about any system glitches or major concerns from 

managers or company leaders around having access. 

It’s just been overwhelmingly positive that users have 

this data at their fingertips in real time and they can 
now make decisions by not just looking at the current 

talent snapshot, but looking back at the past years’ 

trend for a more cohesive picture and therefore better 

leveraging the insights from the dashboards.

While the first phase of their project covers the most 
important people metrics, National Instruments plans 

to expand in the future and include other data such 

as talent acquisition and employee engagement.

You may be somewhere different from NI on your 

Analytics journey. Know that wherever you may be, 

we’ve got you covered and you can find support on 
the Oracle Cloud Customer Connect Community 

where you can network with fellow business leaders 

and discover how other organizations have used 

Oracle Fusion Analytics HCM to better understand 

their business.

Looking Ahead
With uncertainty still looming, more challenges 

lie ahead. Learn more about Oracle Fusion HCM 

Analytics today, and see how it can transform 

your business—read the new eBook, Oracle Fusion 

Analytics: Guide your people strategy with smart 

analytics for all.

Guy Waterman is Senior Director, 

Product Strategy at Oracle

Would you like to comment?
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Oracle Cloud HCM. Work Made Human.

Build a culture that brings out the best in your people. 

Give employees the personalized experience they expect.

Make operational excellence happen across HR, �nance, 

payroll, and planning. 

oracle.com/hcm
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2022
Key Leadership Trends 

Today, more than ever, organizations need competent leaders. 
When the pandemic-led disruptions changed the world of work, 
leaders had to navigate uncharted waters to survive and thrive. 
And now with new challenges emerging, leaders should be 
ready to work under more pressure with resilience and adaptive 
skills as their hallmarks. 
 
As we enter a new year with a long list of lessons learned, 
HR.com reached out to leaders and top leadership experts to 
find out what they believe are the key leadership trends for 
2022, and what leaders can do to prepare for the changes 
ahead.

Compiled by  
Babitha Balakrishnan, 
Editor, Excellence 

Publications, HR.com

Leaders & top 
leadership 
experts share 
their thoughts



Top Trends 2022

David Powell, President, Prodoscore

Leading with Intention: Leadership in the workplace has often been organic or even 
accidental. You would encounter people in the office in meetings or in casual interactions 
and those conversations would often give you the opportunity to lead that person. Now, 
in a hybrid work environment, those organic and accidental interactions will be fewer and 
less frequent. In 2022, leaders who bring intention to their interactions with employees 
will achieve higher levels of success in a hybrid work environment. They understand the 
need to plan ahead, have a strategy for leadership, and then execute that plan instead 
of ‘just letting it happen.’  There are a lot of managers and leaders that excelled when 
everyone was in the office. But are they prepared and equipped to lead a remote and 
distributed team? Without intentional effort, it will be very hard to do. Those who lead with 
intention will realize the most success.

Ken Cooper, Partner and Co-founder, BizControl Solutions

A New Form of Business Control: What do Wells Fargo, VW, Boeing, Goldman Sachs, 
1MDB, and hundreds of other organizations have in common? They experienced major 
losses due to a lack of proper business controls. Yet they had all the traditional controls 
in place—leadership, policies, audits, government compliance, and so on. And it’s not 
just enterprises. The US Chamber of Commerce estimates that one-third of all business 
failures are due to employee theft. In this era of low employee loyalty and shifting ethical 
attitudes, leaders must implement a new level of business control over and above the 
traditional controls that are proven to not work.

Joel Garfinkle, one of the top 50 Coaches in the U.S., and the Author of 11 books.

Clear & Concise Communication: The most important leadership trend in 2022 is being 
a clear, concise communicator. McCormack’s Brief Lab found that most people don’t 
have long attention spans when the communicator doesn’t quickly get to the point: (1) 
They spend just 30 seconds reading an email; (2) They tune out after 15 seconds when 
colleagues are speaking; (3) They stop listening to presentations in a minute or less. 
Since people don’t have long attention spans, brevity ensures they hear the full message. 
In all your communications, strive to be concise. Focus on what’s most important and 
leave out extraneous details. Make sure your message is crisp, brief, and poignant.

Michael F. Belcher, Colonel (Ret.) USMC, President, Genomic Engines Consulting

Leading the Human-Empowered, Tech-Enabled Workforce. In 1946, Albert Einstein 
warned the world: “It has become appallingly obvious that our technology has exceeded 
our humanity.” The situation has since worsened with the rapid expansion of automation, 
artificial intelligence, and robotics. Thus, in 2022, forward-leaning leaders are working to 
correct the imbalance by aligning the best attributes of humanity and technology. They 
are exploring new methods to integrate the uniquely human abilities of their employees 
(e.g., creativity, collaboration, communication, and compassion) with the capabilities of 
advanced technologies (e.g., data collection, integration, analysis, and forecasting). They 
are striving to empower, not replace, their workforces.
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Top Trends 2022

Susan Fowler, President, Mojo Moments, Inc.

Servant Leadership, an Unrealized Ideal. 2022 will be the year that servant leadership 
goes from a pipe dream to an applied reality. Now that everything else has changed, 
we will rethink leadership competencies. We will finally let go of traditional command-
and-control management and animal-based motivation theories to embrace Robert 
Greenleaf’s definition of the servant-first leader who focuses on satisfying people’s 
highest priority needs. Leaders will discover that servant leaders achieve results by 
promoting optimal motivation and flourishing through three competencies that support 
the basic psychological needs required for people to thrive: encouraging choice, 
deepening connection, and building competence.

Matthew Wilson, Co-Founder, Omnipresent

A Global Mindset: Setting a global mindset for businesses right out of the gate will be one 
of the top leadership trends for 2022. With remote work now being the new normal, the 
concept of “thinking big” will reach limitless status. In the new year, every leader will need 
to enter the business arena with the mind frame that opportunities and top talent are 
no longer limited to their local borders. Having a global mindset helps to build a strong 
foundation that allows people to build great things together and speed up innovation, 
from wherever they are. 

Kate Gaertner, Founder, TripleWin Advisory and Author of Planting a Seed

The “S” in ESG stands for Stakeholder – not Social: The last two years have been 
a wake-up call as we have braved the twin crises of a global pandemic and climate 
change. 2022’s leaders must recognize that organizational success – high levels of 
productivity, well-functioning supply chains, human health and safety – is dependent 
on an interconnected network of social, political, economic and cultural systems. 
Leaders have a responsibility to support employees, customers and communities – and 
must understand that ‘stakeholder’ also includes a whole intricate system of suppliers, 
partners, distributors and government entities working tirelessly to ensure that company 
success is distributed widely and felt meaningfully.

Jon Greenawalt, Senior Vice President, Customer Transformation, 15Five

HR Departments Investing in Leadership Development: In 2022, we’ll see HR departments 
investing in leadership development in an unprecedented fashion, offering ongoing 
people-skills development like improving emotional intelligence and effective team 
building. Previously, these trainings were only offered to senior leaders, but companies 
are investing more and more into frontline manager development, in the flow of their 
work, to impact teamwork and to generate higher levels of performance, particularly in 
a remote/hybrid world. These trainings are being coupled with another growing trend 
for HR: employing continuous talent management software. Platforms that provide 
tools like goal tracking, weekly check-ins, and engagement surveys, will be integrating 
with coaching and development. As managers learn to provide more effective feedback, 
manage for results, and empower teams in psychologically safe environments, they will 
gain a serious competitive edge over their rivals. 
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Mikita Mikado, CEO, PandaDoc

Adopting a ‘Growth and Change’ Mindset. 2021 was a year of great change in the 
workplace, and taught leaders important lessons on how to keep employees happy 
and business booming. The top trend I foresee in 2022 is ensuring that leadership is 
committed to adopting a ‘growth and change’ mindset. This will guarantee leaders are 
leveraging disruptions and preparing teams to meet unforeseen challenges. It can be 
easy to become overwhelmed by the unexpected changes, but it’s important that leaders 
develop their teams to anticipate these new hurdles, embrace change and keep business 
growing.

Hani Goldstein, Founder and CEO, Snappy

We’re Entering the Age of The Great Appreciation. This means that leaders who 
recognize the true stars of their organization and all their hard-working team members 
end up being successful in the years to come. Showing that effort is appreciated day 
in and day out will be the key to helping people thrive, keeping great talent on the team, 
and building amazing things!

Omer Glass, CEO and Co-founder, GrowthSpace

Adapt, Make Mistakes, Learn Quickly: Leaders will be less knowledgeable, in the best 
way possible. The employee market has seen immense change in recent times, and 
leaders will need to operate under a beginner’s mindset. They will ask questions more 
frequently and trial run various solutions to learn how to best approach a scenario. 
Leaders will rely on their agility and adaptability more than ever in the fast-shifting 
environment. They’ll be more willing to adapt and make mistakes, as it provides them 
the opportunity to learn quickly and equip themselves with the maximum chance for 
success.

Caren Kenney, MS, PCC, CEO and Founder, Evolve Leadership

Leading Through Deeper Human Connection: Leaders at every level of the organization 
are struggling to meet personal and professional demands in an increasingly volatile and 
complex environment. The most successful organizations will recognize the inextricable 
link between wellbeing and human performance and take a more holistic (whole person, 
whole life) approach to create more adaptive and resilient individuals and teams. This 
requires leaders at the top to demonstrate greater levels of empathy for the challenges 
their teams are facing, vulnerability about their own challenges, and adoption of new 
behaviors, training, and policies that activate a caring culture that focuses on what 
matters most to human beings.

Top Trends 2022
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Keith Goudy, Ph.D., Managing Partner, Vantage Leadership Consulting

New Challenges Represent the New Normal or Not? In 2022, leaders will need to ascertain 
whether new challenges represent the new normal or a momentary departure from what 
is normal. They should also ask:1. Do my people know that I care about their wellbeing, 
and how can I be the best boss they have ever had? 2. How should I adapt to lead teams 
who may have never met each other in person? 3. How do we need to broaden and 
diversify our talent pools as resignations and the war for talent intensify? 4. How do we 
manage succession planning while improving the diversity of our leaders? 5.Should we 
be an industry leader or a fast follower in ESG, and how do we avoid getting caught in the 
middle?

Laura Dribin, CEO & Founder, Peritius Consulting, Inc. Chicago

Realign Missions Toward Value Generation: Transformation has been a big part of both 
adapting to the economic changes of the pandemic and leveraging those changes for 
organizational growth. Those companies targeting budgetary or cost savings as the 
focus of these efforts will have missed a great opportunity to realign their missions 
toward value generation – which I believe is the only sustainable strategic advantage 
for these volatile times.

Marissa Waldman, Chief Excellence Officer, LEADEROLOGY 

The Successor’s Leadership Playbook: Succession planning and career mobility are 
even more significant needs now than they were pre-Covid. There is no doubt that in 
2022, we will see greater efforts towards training and developing the leadership bench 
for the future... and those successors will need a Leadership Playbook. Upskilling on 
a competency is a necessity, but it does half the job. For sustained behavior adoption, 
leaders will need to anchor their upskilling into their daily leadership practices. Your 
leaders will need to build SOPs (standard operating procedures) for how they are going 
to fit that newly learned skill within their current structure and system and how are they 
going to operationalize it on a consistent basis. Engaging a bench of potential successors 
into this practice and having them share from their personal leadership playbook will 
create consistency in leadership practice critical for 2022. 

Gerald J. Leonard, PMP, PfMP, and a C-IQ Coach,  

Author of Culture Is The Bass and Workplace Jazz

4 Trends Take the Lead in Businesses of All Sizes: The global pandemic was the 
catalyst that changed everything in business and our personal lives. These changes 
have come at warped speed for business leaders, and these trends will continue into 
2022 and beyond. The following four trends are taking the lead in businesses of all 
sizes: 1. Social issues are influencing local and international relationships.  
2. Developing an artificial intelligence capability to streamline operational work while 
redefining and training staff for more complex global program and project work. 3. The 
new expectations to deliver results faster. 4. Developing leadership skills to create an 
agile culture and a diverse, high-performing team.

Top Trends 2022
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The Necessity Of Futures 
Literacy For Leaders In 
The Shifting Landscape 
Of Work

These days, uncertainty is the name of the game. 

Business and community leaders have to grapple 

with complex societal drivers of change, including 

disruptive technological innovations and the shifting 

geopolitical and socioeconomic landscapes resulting 

from globalization. UNESCO explains it this way: 

“The future is uncertain. Climate change, pandemics, 

economic crisis, social exclusion, racism, the 

oppression of women, inter-generational conflict, 
and more, shatter the conventional images of the 

future that humans use to plan, to feel secure, to be 

confident enough to invest in tomorrow.”

With no shortage of existential obstacles facing the 

organizations of the future, leaders both bear the 

burden of responsibility and have the opportunity to 

address these challenges to prepare their people and 

their organizations for the future of work.

Developing Futures Literacy
The problem is, there is no crystal ball and no one 

can actually see the future. Once more, we all have 

generations of ingrained social programming through 

existing norms and culture, with the associated 

prejudices and confirmation bias. As a recent 

Be better equipped to prepare, plan and innovate  
to create the future we hope for

By Jonathan H. Westover, Ph.D.

Medium article put it, “They have limited our ability 

to imagine outside predefined paradigms, or to sense 
and make sense of phenomena that may not belong 

to pre-existing models.” If we want to prepare for 

an unknowable and uncertain future, we must seek 

meaning and images of the future that fundamentally 

break free of these constricting paradigms and 

pre-existing models.

So if no one has a crystal ball and we can’t know 

the future, why even bother? Why is it important to 

develop a futures-thinking mindset? One way to think 

about this is, what is called, futures literacy, which 

we should consider every bit as essential as other 

forms of literacy in the workplace. UNESCO defines 
futures literacy as “a capability. It is the skill that 

allows people to better understand the role of the 

future in what they see and do. Being futures literate 

empowers the imagination, enhances our ability to 

prepare, recover and invent as changes occur.” In 

other words, through futures literacy, we increase our 

ability to effectively see through a glass darkly and 

look into the messy, complex and unknown future 

and persevere in creating a clear vision for our people 

that we can then work toward fulfilling.
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The Necessity Of Futures Literacy For Leaders In The Shifting Landscape Of Work

Developing A Futures-Thinking Mindset
Recognizing the importance of futures literacy, how 

can we develop a futures-thinking mindset? A recent 

Medium article outlines two important factors: 1) 

take an interest in the possible, and not only the 

actual, and 2) understand the changing system. A 

futures-thinking mindset requires us to foster hope 

in what may currently seem likely unattainable, but 

is still possible, however improbable. If we are only 

focused on the observable here and now, without 

stretching our imagination and exercising our 

optimism, we will always fail to see around the corner 

and prepare for future disruptions. Additionally, as we 

continually scan the external environment to better 

understand the underlying mechanisms and systems 

at play, and the drivers of those changing systems, 

we can tie our imaginative optimism to creating 

a clearer understanding of how to drive needed 

systemic change to generate the future we hope for.

Scenario Planning
Another way to build upon the possible and 

understand the changing system that impacts our 

unknown future is through scenario planning. As 

defined in a recent Forbes article, “Scenarios are 

alternate futures in which today’s decisions may 

play out. They are stories with beginnings, middles 

and ends. Good scenarios have twists and turns that 

show how the environment might change over time.”

One way to approach scenario planning is 

through employing the utopian, status quo and 

dystopian typology:

Utopian Scenario: A utopian, or “best case,” scenario 

helps us think through what possible positive 

futures might look like. While a utopian scenario 

may be unlikely, it can provide us with something to 

strive for and can generate the hope and purpose 

that can lead to behavior change. Even if we don’t 

ever arrive at the full utopian outcome, coming up 

short in our shooting for the stars, we can still see 

dramatic improvements.

Status Quo Scenario: A status quo scenario helps 

us think through everything that will need to happen 

just in order to just keep things the way they are. 

Maintaining the status quo is a difficult task in and of 
itself, and it is important to recognize how much work 

and how many resources it will take just to sustain 

current initiatives, programs and events. A status quo 

scenario isn’t exciting and usually won’t capture the 

imagination of your people, but it can be a good way 

to plan for a sustainable future outcome.

Dystopian Scenario: Nobody wants the dystopian 

outcome, but it is vital that we be clear-eyed 

regarding the threats we face and that we 

systematically work through how we will respond to 

a range of unforeseen challenges and obstacles in a 

complex and unknown future. Just like the utopian 

scenario, the dystopian scenario is also unlikely. But 

having a healthy acknowledgment of what could go 

wrong will help you plan and prepare.

As the saying goes, “In this world, nothing is certain 

except death and taxes.” A corollary to this is that we 

can count on uncertainty, continual disruption and 

constant change all around us. We get to decide how 

we choose to respond to this uncertainty. Through 

developing a futures literacy capability and fostering 

a futures-thinking mindset, we may not be able to 

see into the future, but we will be better equipped to 

prepare, plan and innovate to create the future we 

hope for.

Jonathan H. Westover, Ph.D. is 

Chair and Associate Professor of 

Organizational Leadership in the 

Woodbury School of Business 

(UVU), Academic Director of the 

UVU Center for Social Impact and 

the UVU SIMLab, and Faculty Fellow 

for Ethics in Public Life (previously 

the Associate Director) in the Center 

for the Study of Ethics. He is also 

an experienced OD/HR/Leadership 

consultant (Human Capital 

Innovations, LLC), with experience 

transforming organizations across 

the globe.
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TOP PICK

2022 will be the year when 

hybrid work becomes the 

norm and companies across 

the globe learn to optimize their 

operations to accommodate this 

new way of working. Implications 

for hybrid work are manifold, 

but none are more challenging 

than learning to lead a group 

of employees who are only 

sporadically occupying the same 

physical space. Throughout 2020 

and 2021, leaders and employees 

navigated remote work 

successfully with good faith, 

extra effort, and a lot of patience.   

Leaders and their human 

resource partners should 

consider the last two years as 

practice runs because 2022 will 

be the year when hybrid work 

comes fully online. While formal 

policies and procedures will be in 

place to provide guidance, leaders 

will bear the brunt of making sure 

employees can remain productive 

and happy while working in this 

new way.

“I can’t see you, but I can lead you…or can I?”

Leadership Trends 2022: 
Overcoming Hybrid 
Working Challenges

By Dale Rose, Ph.D, 3D Group

Overcoming Challenges of 
Hybrid Work in 2022
 
Team-based Work and 
Innovation
The shift from a fully remote 

workplace to a hybrid will 

allow leaders to make surgical 

decisions about when the team 

must be together in person to 

succeed. For example, I am 

working now with a leader whose 

team is re-building the technical 

architecture in support of a new 

workflow in a critical part of his 
company’s operations. Every 

manager in this multi-national 

organization will be impacted 

by these changes. His team 

of 20 engineers and product 

managers are in Dubai, Holland, 

and Mumbai. They have a total of 

two hours overlapping work time 

to sort out significant differences 
in opinion. In 2019, for projects 

like this, the team typically 

spent a week together in Dubai 

sorting out the plan face-to-face 

in a room where every wall is a 

whiteboard. They would finish 

the week with clear direction 

and purpose and in a few short 

months of work, the system 

would be built. Without the ability 

to work in person, the team 

has taken three months to get 

mostly aligned and they are still 

struggling. The total project will 

take two or three times as long to 

complete now than it would have 

in 2019.  

In a hybrid work environment, 

leaders will have to be much 

more intentional about when, 

why, and how they bring teams 

together. Time sharing the same 

physical space will be precious, 

but if put to good use, it will 

radically accelerate productivity 

and decrease frustration among 

employees and this is likely 

something with which HR 

practitioners will have to contend 

and assist leaders in managing. 

Creating Culture and 
Onboarding
With the ability to meet in person 

for at least a few days per week, 
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Leadership Trends 2022: Overcoming Hybrid Working Challenges

onboarding new employees will 

be easier in 2022, but it won’t be 

as easy as it was prior to 2020.  

HR leaders will need to revamp 

their onboarding processes and 

be very selective about which 

elements require face-to-face 

time and which ones are best 

done remotely. Nothing builds 

culture more than being in the 

same space.  Eye contact, body 

language, and little one-on-one 

anecdotes connect employees 

during onboarding in a way that 

video chat cannot. These little 

moments help create essential 

elements of trust and connection 

between team members, leaders, 

and the organization.     

Performance Feedback
One of the hardest aspects of 

leading in 2020 and 2021 has 

been the difficulty in giving 
helpful feedback to employees 

over video chat. Leaders lost 

their informal moments at the 

water cooler or the quick walk 

by for informal talks that start 

out “while I have you here, can 

we take a moment to discuss 

your last…”. This kind of casual 

encounter is highly valuable 

because it is low pressure so it 

can be both supportive and can 

instill accountability. Leaders 

in 2022 will need to use onsite 

days to intentionally give this 

kind of informal feedback to 

employees. The best iteration 

of this will be to use a formal 

feedback mechanism on a 

periodic basis (360 Feedback, 

Performance Appraisals, or 

regular structure e-mails) so that 

the informal moments can be put 

into context for the employee’s 

ongoing development.

Executive Team 
Alignment  
Executive teams have been 

re-shaped over the last two 

years in meaningful ways, and 

they are frequently struggling 

with alignment. When done well, 

executive team retreats get the 

full group on the same page and 

allow individuals to sort out small, 

but meaningful disagreements 

or points of friction. In person 

meetings of the full team can 

bring people together, clarify mis-

understandings, build trust, and 

align priorities in ways remote 

work does not allow. Executive 

teams have been struggling 

through the remote world and are 

itching to get together, literally 

and figuratively.    

The Good News
While it will be difficult for leaders 
to navigate the change to hybrid 

work, leaders who embrace the 

change and truly partner with 

their HR teams will find they 
are more efficient and effective.  
Employees will be in the office 
with a purpose, and so this 

time will be focused and more 

productive. At the same time, 

retaining remote work capabilities 

will likely lead to retaining top 

talent. In survey after survey, 

employees across the globe have 

messaged loud and clear they 

want the flexibility to manage 
their personal lives and work in a 

way that supports both.

Dale Rose Ph.D. is the President 

at 3D Group. As an advisor to 

senior leaders for over 20 years, 

Dale S. Rose brings deep expertise 

in organizational and individual 

effectiveness to his coaching. He 

coaches leaders to achieve their 

goals by focusing them on practical 

behaviors that generate tangible 

results. Dale is particularly adept 

at getting leaders to understand 

and accept difficult feedback 

using assessments of personality, 

work styles, and behavioral 360 

Feedback. Dale works primarily 

with C-suite leaders and boards of 

directors.

Would you like to comment?

Submit Your ArticlesLeadership Excellence presented by HR.com    DECEMBER 2021    21 

https://web.hr.com/w8lv
https://3dgroup.net/
https://www.linkedin.com/in/dalerose/
https://web.hr.com/5dk0
https://web.hr.com/0ndpu


GROUP RATES AVAILABLE

For Your Organization

Certified HR professionals help 
companies avoid risk by understanding 

compliance, laws, and regulations to 

properly manage your workforce.

 

HR Professionals lead employee 
engagement and development 
programs saving the company money 

through lower turnover and greater 

productivity and engagement.

 

A skilled HR professional can track 
important KPIs for the organization 

to make a major impact on strategic 

decisions and objectives, including: 

succession planning, staffing, and 
forecasting.

For HR Professionals

Show that management values the 

importance of the HR function, and 

has a commitment to development 
and improvement of HR staff.

 

Ensure that each person in your  HR 

department has a standard and 

consistent understanding of policies, 

procedures, and regulations. 

 

Place your HR team in a certification 
program as a rewarding team 
building achievement.

HRCI
® & SHRM

® 
 

CERTIFICATION

PREP COURSES
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1.877.472.6648 ext. 3 | sales@hr.com
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 For groups of 12+, we can  design a more customized experience that meets your   
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Today’s leaders, to a greater 

degree than perhaps any of 

their predecessors, are tasked 

with adapting to a world that is 

in great flux. Rapidly changing 
markets, shifts to the service 

economy, calls for social 

justice, technological advances, 

and increasing consumer 

sophistication are just a few 

of the challenges that leaders 

faced – before a global pandemic 

turned everything on its head.  

Now, a growing talent shortage 

exacerbated by the pandemic 

and an unstoppable trend 

toward remote work demand 

innovative leadership.

In years past, strong leaders 

might have guided their teams 

with inspiration and tenacity 

alone. The leaders of today 

have to adapt and experiment 

to succeed in highly uncertain 

times. A novel field, Applied 
Improvisation has emerged with 

scientifically proven approaches 
that can arm today’s leaders 

Leaders, Are You Ready 
To Take The Creative 
Leap Into The Future?

By Theodore Klein, Boston Strategy Group

with techniques to deal with 

increasing ambiguity.

History of Applied 
Improvisation
Improvisation and leadership go 

hand in hand. Thousands of years 

before the first written language, 
humans told stories through 

improvisation that strengthened 

leadership bonds. For centuries, 

improvisation was exclusively 

a theatrical concept, with its 

sole purpose being to delight 

audiences through inventive, 

spontaneous scenarios. It was 

not until the mid-20th century 

that Keith Johnstone and Viola 

Spolin, pioneers of improvisa-

tional theater, helped create 

a seismic shift in the world of 

improvisation. Their separate but 

shared vision of improv theatre 

as a social technique, resulted 

in the beginnings of Applied 

Improvisation, which introduced 

theatrical elements of listening, 

collaboration, and teamwork into 

leadership thinking.

Distinction Between 
Applied Improvisation and 
Comedic Improv
“The techniques of the 

theater are the techniques 

of communicating,” Viola 

Spolin wrote.  Comedic improv 

encourages participants to listen 

to their team members, accept 

and make “offers” of information 

to progress a scene, and adapt 

to the situation unfolding before 

them. When performed live by 

The Second City or on shows 

like Whose Line Is It Anyway?, 

the singular purpose of comedic 

improv is to entertain. But as 

Viola Spolin was so acutely aware 

of, the principles of improv have 

so much more to offer to master 

collaborators and communicators 

– and leaders.

Enter Applied Improvisation 

– a tool to achieve innovative 

leadership. When the techniques 

and principles of improvisation 

are taught in a business setting, 

the results can be transformative 

for customers, employees, and 

leaders alike.

Leadership with Applied Improvisation
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Leaders, Are You Ready To Take The Creative Leap Into The Future?

What is Applied 
Improvisation?
Applied Improvisation is 

an experiential learning 

process that can enhance 

individuals and their leadership 

competency.  An academic 

model developed by Boston 

Strategy Group establishes 

three foundational values and 

nine key principles adapted 

from theater-based improv for 

management purposes. Many 

know the foundational values 

that include ‘active listening’, ‘say 

yes’, and ‘say and’. But impro-

visational principles are a bit 

more mysterious to most; and 

include Awareness, Connections, 

Presence, Initiations, Agreement, 

Vulnerability, Simplicity, Value, 

and Creation. These nine 

principles serve to shape 

one’s executive thinking and 

ultimately create guidelines that 

transform management behavior.

Assembled, these actionable 

guidelines can enhance 

executive capability in a wide 

range of business scenarios to 

improve leadership, accelerate 

innovation, improve trust and 

communication, and better 

enable teamwork.

Through workshops, programs, 

and seminars, participants learn 

– in real time – how to apply 

these improvisational principles 

to everyday business, whether 

through brainstorming sessions 

that consider all contributions, 

or by focusing on a coworker’s 

response instead of using that 

time to formulate one’s own.  

Not only do leaders learn how to 

evaluate their unique experiences, 

they learn how to encourage their 

fellow employees to collaborate, 

communicate, and adapt at the 

moment. As businesses today 

often rely on speed and efficiency, 
learning how to nurture and 

accelerate forward momentum is 

crucial to stimulating innovation. 

Selected activities and exercises 

in the hands of an experienced 

instructor can lead to revelations 

in personal understanding and 

enhanced leadership competency.

Alan Eisner, Dean of the School of 

Management at Clark University, 

which is bringing applied 

improvisation to its leadership 

program, said “Our staff are 

looking forward to bringing this 

unique experiential learning 

process to our graduate students.  

The techniques of improvisation 

will undoubtedly bring many 

out of their comfort zones and 

help them grow as leaders and 

communicators. We’re certain 

they’ll have a transformative 

learning experience as they add 

these improvisation principles to 

their business acumen.

Science of Applied 
Improvisation
Unlike theatrical improv, Applied 

Improvisation is not comedy.  

Since appearing as an academic 

field in the 1990s, numerous 
scientific studies and a great 
quantity of anecdotal research 

illustrate how improvisation 

training can improve key 

leadership competencies.  

Many of the world’s leading 

corporations, universities, and 

healthcare organizations have 

embraced Applied Improvisation.  

Google, Proctor & Gamble, 

McKinsey, Harvard Business 

School, Boston’s Children’s 

Hospital, and Fidelity Investments 

are just a few examples of large, 

global institutions leveraging the 

power of improvisation training.

As a specific example, Peter 
Felsman, a prominent researcher 

writing in Thinking Skills 

and Creativity, stated, “We 

found evidence that impro-

visational theater training 

causes increases in divergent 

thinking, uncertainty tolerance, 

and affective well-being. This 

provides the first evidence that 
improvisation causes increases 

in uncertainty tolerance and 

positive affect relative to a social 

interaction control.”

Today, many management 

theorists are just beginning 

to build important theoretical 

bridges between the study of 

organizational improvisation and 

individual characteristics. For 

example, Ivey Business School 

in Ontario, Canada; Stony Brook 

University in New York; and 

Danube University in Krems, 

"At the end of day, if 

leadership

doesn’t understand 

how to relate,

support, encourage, 

motivate, and

create effective 

interrelationships

with people, today’s 

organizations are 

simply not going to 

succeed."
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Austria, all have dedicated 

faculty studying and researching 

how improvisation training can 

enhance leadership.

And Francesca Gino, an Associate 

Professor at Harvard Business 

School writing in the Harvard 

Business Review, commented, 

“In my academic research, I’ve 

looked at many different types 

of teams, at a wide variety of 

organizations all over the world.  

The group that communicated 

best, with everyone contributing 

and learning, wasn’t in a 

corporate office park; it was in an 
improv comedy class.”

Value of Applied 
Improvisation
When delivered with a 

professional, competent 

instructor, Applied Improvisation 

can result in nine measurable 

leadership benefits in several 
distinct categories. Programs 

can lead to enhanced ethics, 

quality, communications, and 

marketing effectiveness, as well 

as personal psychological value, 

among several other categories.  

Beyond the individual, these 

benefits can flow to a wide 
group of stakeholders. Once 

relegated to the world of 

business, a stakeholder is anyone 

who has a vested interest in 

an organization or institution, 

including employees, vendors, 

and the community.

For example, some of 

the benefits– increased 
understanding, organizational 

pride, and stakeholder alignment 

– may be more relevant to a 

community than to an individual, 

just as how personal benefits 
– improved peace of mind, 

self-worth, and empathy – can 

be better connected by an 

individual than by a community.  

Since improvisation has both 

personal and interpersonal value, 

the implementation of such 

training programs has unique 

benefits for both employees and 
the organization.

Danny Balel, one of New 

England’s leading improvisation 

instructors, says, “I see so many 

benefits pop up over and over. 
The first takeaway is always how 
comfortable people feel with 

others in a class or workshop. 

It’s so easy to open up and be 

comfortable being yourself 

when engaging with these tools. 

Beyond that, confidence, an 
ability to thrive in ambiguity, 

recognizing the importance of 

relationships, active listening, the 

list goes on and on.”

In Summary
Keith Johnstone posited that 

people could be put into two 

categories based on their 

reactions to situations, “Those 

who say ‘Yes’ are rewarded by the 

adventures they have, and those 

who say ‘No’ are rewarded by the 

safety they attain.” Faced with 

complex challenges that fall well 

outside their familiar parameters, 

leaders find themselves at a 
precipice where they must 

implement novel tactics.  

Applied Improvisation offers to 

provide these leaders principles, 

guidelines and innovative 

strategies needed to excel in 

today’s business world.

At the end of day, if leadership 

doesn’t understand how to relate, 

support, encourage, motivate, and 

create effective interrelationships 

with people, today’s organizations 

are simply not going to succeed.

The only question remaining 

is how many leaders are brave 

enough to accept the concept 

and take the creative leap into the 

future.

Theodore Klein is Managing Partner 

at Boston Strategy Group. He has 

40 years of executive leadership 

experience at several premier 

consulting firms, and was CEO of 

Boston Systems Group, named one 

of America’s 100 leading consulting 

firms. He has led over 350 

engagements for global corporate, 

university, and government 

institutions and has served on 

faculty at Boston University, Boston 

College, and the University of 

Massachusetts. 

Would you like to comment?

Leaders, Are You Ready To Take The Creative Leap Into The Future?
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4 Leadership Trends  
In The New World  
Of Work

The Covid-19 pandemic 

upended the corporate 

world in a matter of weeks last 

year. Knowledge workers were 

immediately forced to work 

remotely. With the pandemic 

still raging in the US, most large 

Business leaders should be increasingly  
flexible and agile in managing their workforces

By Shirish Nadkarni, Serial Entrepreneur & Author

fragile period for most companies 

as business leaders may make 

the mistake of operating with 

a pre-pandemic mentality as 

opposed to adapting to the reality 

of a post-pandemic world. This 

new world requires business 

leaders to adopt new rules of 

engagement and leadership skills 

to interact with their workforce.

Enabling Employee 
Autonomy
While working from home, 

workers have enjoyed an 

unprecedented level of autonomy 

and flexibility in managing their 
work. Business leaders had no 

choice but to trust employees to 

do their work in a manner best 

suited to them. Fortunately, in 

research conducted by Harvard 

Business School Professor 

Tsedal Neely, 70 percent of 

companies reported higher 

productivity for workers working 

in a remote environment during 

the pandemic. 

companies haven’t yet asked their 

employees to come back to work. 

In fact, most companies have 

adopted a hybrid work policy and 

some like Twitter are allowing 

their workers to work remotely 

on an indefinite basis. This is a 

TOP PICK
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4 Leadership Trends In The New World Of Work

As companies transition to 

a hybrid work environment, 

business leaders will have to 

adapt their leadership skills 

to provide employees with 

considerable autonomy to 

structure their work and manage 

their schedules. There will be a 

temptation to deploy tools that 

track worker schedules while 

they are working remotely. This 

will create a tremendous amount 

of distrust among employees 

who are now used to flexible 
work schedules.

Supporting Work-Life 
Balance
With remote work and employees’ 

kids staying at home, maintaining 

a work-life balance has been 

a real challenge for many 

employees. The more empathetic 

managers have taken steps 

to ask employees how they 

are doing coping with the twin 

challenges of managing their 

work schedules while balancing 

their home responsibilities.  

 

Employees have appreciated the 

candid conversations and, as a 

result, developed trust that their 

management really cares for 

their well-being. With hybrid work 

schedules becoming the norm, it 

is critical for leaders to engage 

with employees in measured 

disclosures so that they can 

help their employees deal more 

effectively with the challenges of 

working from home.

Managing Through OKRs
OKRs stands for “Objectives 

and Key Results.” OKRs are 

an effective goal-setting 

and leadership tool for 

communicating your goals and 

the milestones you’ll need to 

meet in order to accomplish it. 

OKRs are used by some of the 

world’s leading organizations 

like Google to develop and enact 

their strategies. OKRs provide 

many benefits, including clarity, 
enhanced communication and 

a coherent, transparent orga-

nization-wide strategy. With 

organizations moving to a hybrid 

work environment, it has become 

even more important for leaders 

to work with their teams to define 
clear objectives and to manage 

these objectives and associated 

key results in an ongoing manner.

Organizational transparency and 

communication are critical to 

effectively implementing OKRs 

in your organization. There are 

a number of OKR management 

SaaS solutions in the market 

including Ally.io (Microsoft), 

Betterworks and Workboard 

that organizations can trial and 

determine which solution best 

serves their needs.

Driving Digital 
Transformation
The post-pandemic world has 

seen significant employee 
shortages and supply chain 

disruption. As a result, it has 

become even more essential 

for business leaders to drive 

increased digital transformation 

of their business to automate 

tasks and reduce supply chain 

disruption. It is no longer 

sufficient for business leaders 
to task their IT teams to come 

up with digital transformation 

initiatives. Business leaders 

are in the best position to 

understand the pressures that 

they face in their business 

and the processes that could 

benefit from automation. These 
leaders should be heavily 

involved in spearheading digital 

transformation initiatives with 

their IT counterparts and in 

defining the employee and 
customer interfaces needed 

to successfully implement 

these initiatives.

The post-pandemic world 

provides an opportunity for 

companies to drive increased 

growth of their business as 

customer demand returns and 

supply chain disruptions get 

alleviated. To succeed, however, 

business leaders will need to be 

increasingly flexible and agile in 
managing their workforces and 

motivating them to work more 

productively in a hybrid work 

environment.

Shirish Nadkarni is a serial 

entrepreneur with 25+ years of 

creating consumer businesses that 

have scaled to tens of millions of 

users worldwide. He engineered 

Microsoft’s $400 million acquisition 

of Hotmail, launched MSN.com, 

and founded Livemocha, which 

pioneered social language learning 

and was acquired by Rosetta Stone. 

He is the author of From Startup to 

Exit: An Insider’s Guide to Launching 

and Scaling Your Tech Business.

Would you like to comment?
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HR CONTENT YOU CAN TRUST

WEBCASTS & VIRTUAL EVENTS

A perfect fit for your everyday HR journey. Our variety of webcast formats 
give you the opportunity to ask questions, hear stories and share your own 
expertise with an entire community of HR professionals. Staying connected,  
current and compliant is key in the evolving world of HR.

Certification Communities Webcasts & Events ePubs JobStop Buyer’s Guide LEADStore Free Stuff

WEBCASTS

Webcasts

Convenience
No travel, it’s virtual. It couldn’t be easier!  

Simply register for the webcast(s)/virtual 

event(s) of your choice, log in, plug in your 

headphones, sit back and enjoy!

Earn Credits
Join the THOUSANDS of HR Professionals who 

use HR.com as their #1 choice for recertification. 
Each of our 1 hour long webcasts qualifies for 1 

HRCI® and may qualify for 1 SHRM-CP® or SHRM-

SCP® credit, unless otherwise indicated.

Cost-Effective
In support of your continuing education, 

you can register and attend as many web-

casts and virtual events as you like, while 

earning up to 5 HRCI credits each month.

New Ideas and Tools for Effective Performance 
Management − Virtual Event

January 19, 2022

REGISTER NOW

hr.com/hrwebcasts      email: events@hr.com | phone: 1.877.472.6648

REGISTER FOR A WEBCAST/VIRTUAL EVENT TODAY!

https://web.hr.com/531o
http://www.hr.com/hrwebcasts
mailto:events@hr.com


March 8-9, 2022
OAKLAND, CA & Virtual

Have you been doing some amazing work in HR that you should 

be recognized for? Do you want to acknowledge a client that 

you have been working with on a successful HR initiative?

HR West is bringing back The California HR 

Excellence Awards and it’s time to nominate 

your program! The 2nd annual awards will 

celebrate successes in HR on the west coast 

and recognize companies and individuals 

across the entire spectrum of human 

resources. These awards acknowledge an 

industry fostered by leadership, service, 

innovation, support, and principle, which have 

continuously driven us forward. 

Winners will be announced at the Awards Ceremony on the last day of 
HR West taking place March 8-9, 2022 in-person in  Oakland, California 

and also virtually. HR West is the leading conference in California for 
forward-thinking HR professionals seeking leading-edge professional 

development, HR solutions, and connections with peers.

Nominate Now
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Corporate Awards

The 1st California HR Excellence Awards Winners:

HR Leader of 
the Year

Gary Nigh

HR Leader of 
the Year

Susan Gellatly

HR Leader of 
the Year

Maria Castro

Emerging HR Leader of 
the year (under 40)

Chamroeun Trinidad

Previous Winners

There are several opportunities for organizations and individuals in different 
areas of HR with a varied list of Award Categories:

Nominate Now
The HR industry wants to hear about your 

outstanding work and put you in the spotlight!!

Individual Awards

HR Strategist 
of the Year

HR Leader 
of the Year

Emerging HR 
Leader of the Year 
(under 40)

Corporate Awards

Most Effective 
Employee 
Communication

Best Diversity 
and Inclusion 
Initiative

Best 
Performance 
Management 
Initiative

Most Impactful 
Employee 
Engagement 
Initiative

Best 
Learning and 
Development 
Program

Best Wellness 
Program

Total Rewards 
Structure / 
Strategy

Best Overall 
Recruiting 
Strategy

Best Technology 
Innovation 
Implementation

Best Culture 
Initative

Best 
Employment 
Branding 
Initiative

Best Covid-19 
employee 
Support Initiative

https://web.hr.com/g4yr9


The concept “emotional intelligence” was 

popularized by Daniel Goleman in the 1990s. In 

2009, Travis Bradberry and Jean Greaves published 

their book, Emotional Intelligence 2.0. 

From this work, we know that emotional intelligence 

is critical for leadership effectiveness. But, what if 

I told you that: (1) our understanding of emotional 

intelligence is not as deep as it could be, and 

(2) deepening our understanding of emotional 

intelligence introduces profound insights for the 

future of leadership development and effectiveness?

Deepening our understanding of emotional 

intelligence will help us understand and capitalize on 

the next wave of leadership thought leadership. 

What is Emotional Intelligence?
Emotional intelligence (EQ) is having the capacity to 

do two things:

Emotional Intelligence 
3.0: The Next Wave Of 
Leadership Thought 
Leadership

By Ryan Gottfredson, Ph.D.

Essentially, EQ is having both self-awareness and 

other awareness. 

Emotional intelligence is necessary for leadership 

effectiveness because it helps them to:

This is all well and good, but what determines 

whether or not someone possesses EQ and 

its associated benefits? This is where recent 
psychological and neurological research is providing 

profound insights.

Helping leaders to heal their nervous  
system from any past trauma

TOP PICK

 ● Keep disruptive emotions and impulses 

under control

 ● Display honesty, integrity, 

and trustworthiness

 ● Show a willingness to listen to 

different opinions

 ● Be ready to act and seize opportunities

 ● See the upside in all situations

 ● Adapt to changing situations and 

overcoming obstacles

1. Accurately recognize and effectively manage 

one’s internal emotions 

2. Accurately recognize and effectively navigate 

the emotions of others
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Emotional Intelligence 3.0: The Next Wave Of Leadership Thought Leadership

What is Psychological and Neurological 
Research Teaching Us about the 
Formation of Emotional Intelligence?
Interestingly, psychological and neurological research 

on trauma is helping us better understand (1) why 

people have different levels of EQ, and (2) how to help 

people develop higher levels of EQ.

First, let’s define trauma. Trauma is a circumstance 
where the stress of that circumstance exceeds one’s 

body’s capacity to take on that stress. 

What scientists are finding is that when people 
experience trauma, there are common and 

predictable cascading consequences to a body’s 

neurological system. These consequences cascade 

as follows:

 ● Domino #1 – Disassociation – The mind and 

the body disconnect. Specifically, the nervous 
system shuts down and people commonly go 

numb. While this is immediate, the effects can 

be permanent.

 ● Domino #2 – Disintegration – Our brain 

is made up of three regions: reptilian, 

mammalian, and human brains. When 

disintegration occurs, the reptilian and 

mammalian brains operate on overdrive and 

the human brain struggles to regulate the other 

two brain regions. This leads to the toppling of 

the next two dominos.

 ● Domino #3 – Misencoding - A healthy nervous 

system sees safe things as being safe and 

dangerous things as being dangerous. 

Disintegration causes people to start to see 

safe things as being dangerous (e.g., admitting 

we are wrong) and dangerous things as being 

safe (e.g., alcohol abuse).

 ● Domino #4 – Shrinking Window of Tolerance 

– Disintegration causes one’s nervous system 

to become more sensitive to stress and it 

becomes easier for that person to be thrown 

into fight, flight, or freeze mode.

 
How Do These Consequences of Trauma 
Connect to EQ?
First, research is teaching us that when people 

experience disassociation (Domino #1), it inhibits 

their ability to get in touch with their own feelings 

and emotions, which decreases their ability to be 

self-aware and to self-regulate. Stated differently, 

disassociation inhibits the first primary aspect of EQ: 
Being able to accurately recognize and effectively 

manage one’s internal emotions.

Second, research is also teaching us that when 

people experience disintegration (Domino #2) and its 

two consequences (Dominos #3 and #4), it causes 

them to be overly preoccupied with their own safety, 

comfort, and belonging such that this preoccupation 

of oneself obstructs their ability to be aware and 

responsive to others. Stated differently, disintegration 

inhibits the second primary aspect of EQ: Being able 

to accurately recognize and effectively navigate the 

emotions of others

Together, what we are learning is that leaders’ EQ 

level is largely predicated upon the degree to which 

they have unhealed trauma in their past. This has 

huge implications for leadership development and 

effectiveness. 

What Are the Implications of Connecting 
Trauma to Emotional Intelligence?
When we understand the connection between 

trauma and EQ, it suggests that if we want leaders to 

improve their effectiveness by operating at a higher 

EQ level, we need to help them heal from their past 

trauma. 
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Ryan Gottfredson, Ph.D. is a 

cutting-edge leadership development 

author, researcher, and consultant. 

He helps organizations vertically 

develop their leaders primarily 

through a focus on mindsets. Ryan 

is the Wall Street Journal and USA 

Today best-selling author of “Success 

Mindsets: The Key to Unlocking 

Greater Success in Your Life, Work, & 

Leadership.” He is also a leadership 

professor at the College of Business 

and Economics at California State 

University-Fullerton.

Would you like to comment?

This is an approach to development that is rare, if not 

missing, from leadership development programs. 

Traditionally, leadership development programs 

focus on horizontal development, which focuses 

on helping leaders enhance their knowledge, skills, 

and competencies. It is not too different than 

downloading an app on an iPad, such efforts are 

designed to broaden leaders’ functionality. 

Thus often, EQ development programs focus on 

enhancing leader’s knowledge about EQ and teaching 

them EQ-related behaviors. 

But, when we understand the connection between 

trauma and EQ, it is easy to see that such efforts 

are not likely to be more than incrementally helpful 

because they don’t get to the root of EQ-related 

deficiencies: disassociation and disintegration. 

If we truly want to help leaders develop higher levels 

of EQ, we need to engage in a form of development 

that does address trauma-induced disassociation 

and disintegration. To do this, we need to move away 

from horizontal development practices and toward 

vertical development practices. 

Vertical development focuses on elevating leaders’ 

ability to make meaning of their world in more 

cognitively and emotionally sophisticated ways. 

Instead of downloading an app onto an iPad, this 

is more like upgrading the iPad’s internal operating 

system. 

At the root of any vertical development efforts is a 

focus on helping leaders heal their body’s nervous 

system. 

Next Wave of Leadership Thought 
Leadership
The moral of the story is that unhealed trauma 

impacts leaders’ EQ and their ability to do 

the following:

 

If we overlook this connection between trauma and 

EQ, any efforts to develop leaders’ EQ that don’t 

involve a focus on addressing disassociation and 

disintegration are going to be limited. 

Understanding this should allow us to usher in the 

next wave of leadership thought leadership: helping 

leaders to heal their nervous system from any past 

trauma. 

Doing this work requires compassion and dedication 

to different forms of development that have not 

been utilized in the past, including a focus on 

vertical development, well-being, and likely access to 

non-conventional resources like trauma therapy.

The implications of this are beautiful. Leadership 

development should not be about “tooling up” 

leaders, but about helping leaders to heal.

Emotional Intelligence 3.0: The Next Wave Of Leadership Thought Leadership

 ● Keep disruptive emotions and impulses 

under control

 ● Display honesty, integrity, and 

trustworthiness

 ● Show a willingness to listen to 

different opinions

 ● Be ready to act and seize opportunities

 ● See the upside in all situations

 ● Adapt to changing situations and 

overcoming obstacles
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Innovative leaders anticipate 

the unexpected and think with 

an eye towards the future. When 

a leader is innovative, they are 

able to see around corners and 

can balance near-term objectives 

with long-term goals. Innovative 

leaders also know how to put 

thoughts into action. They are not 

afraid to unleash their creative 

Why Innovative  
Leaders Thrive

By Adam Bandelli, Bandelli & Associates

talents and capabilities. They 

possess clarity about where 

things are today and can think 

forward into the future.

Innovation doesn’t just 

happen with individuals or 

teams. It happens throughout 

the organization. Innovative 

organizations champion 

change, advocate continual 

improvements, and reward 

innovative solutions. To build a 

culture of innovation, companies 

need to have senior executives 

who value change initiatives and 

support employees who think 

toward the future.

The power of creative thinking
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Why Innovative Leaders Thrive

To drive change, these leaders 

must champion the diversity of 

thought and look for ways to 

promote the ideas of others. This 

encourages employees to share 

their own ideas and perspectives. 

When leaders establish an 

environment where ideas can 

be cultivated, employees take 

chances. They go out on a limb 

to think differently. They leverage 

each other to brainstorm and 

come up with new ideas.

As you look to build an 

organization that values 

innovation, make sure to focus on 

the five areas outlined below:

Strive for Continuous 
Improvements
If you want to be innovative, 

you must have a mindset for 

continuous improvement. You 

must be willing to revisit and 

refine goals and objectives along 
the way. Stagnation breeds 

complacency. Creativity comes 

from tapping into what’s possible. 

When you’re consistently striving 

for improvements, you’re able to 

prioritize issues and focus the 

organization on the most critical 

levers to drive success. 

Stay Attuned to the 
Competition 
As a leader, you must be willing 

to look at problems from multiple 

angles and effectively evaluate 

all viable options. Understanding 

your competition is a vital 

component of the process. 

You have to identify potential 

external threats early on and 

propose offensive and defensive 

strategies to meet the needs 

of the moment. This is the only 

way for continuous progress and 

growth.

 
Knowing Your Audience
Coming up with new ideas is 

half of the equation for driving 

innovation. The other half is 

about selling your ideas to others. 

To do this, you must know your 

audience and be able to gauge 

where their heads are at and 

if they are ready to hear what 

you have to say. If you move 

too quickly, you will lose your 

audience and miss out on getting 

the right buy-in and support 

from others.

Promote the Creativity of 
Others
To build a culture of innovation, 

you need to unleash the creativity 

of others. Leaders who give their 

people the autonomy to think 

differently, get the best ideas 

from their teams. However, you 

must do this in a smart way, 

creating parameters within 

which people can operate. Many 

leaders miss this important step, 

and their teams never get things 

accomplished. You want people 

to be curious and imaginative. At 

the same time, you need them to 

be practical and pragmatic.

Evolve or Get Left Behind
We are living in an ever-changing 

world. Technology keeps 

advancing, regardless of your 

industry. You have to evolve, 

or you will get left behind. If 

you want to be considered an 

innovative leader, you must focus 

your team on the future. You 

must prioritize the right things 

and keep people focused on the 

bigger picture. Leaders, who get 

stuck in tradition or think that 

what worked yesterday will work 

today, fail.

As an innovative leader, make 

sure that you’re always attuned 

to what’s going on around 

you. Be willing to make tough 

strategic decisions based on 

objective analysis of facts, 

data, and lessons learned. See 

through complexity and consider 

alternatives to finding the best 
possible path forward. You must 

be willing to take action and 

make the necessary changes 

to improve processes and 

procedures. If you do this, you will 

keep your company on the cutting 

edge. You’ll create a culture 

of growth where people are 

consistently looking to innovate 

and try new things.

Adam C. Bandelli, Ph.D. is the 

Managing Director of Bandelli 

& Associates, a boutique 

consulting firm focusing on 

leadership advisory services and 

organizational effectiveness. He is 

the author of the book, What Every 

Leader Needs: The Ten Universal 

and Indisputable Competencies of 

Leadership Effectiveness. You can 

learn more about the book at what-

everyleaderneeds.com.

Would you like to comment?
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Best-in-Class Education For All Your 
Learning And Training Needs

Gain access to more  
expert-led leadership courses.

HR.com prepares HR leaders to be strategic business leaders by curating and delivering best-in-class products 
and services so you don’t have to waste time seeking out content on your own. We leverage technology and 
experience to provide you with customized solutions to best meet your professional development needs at 
every stage of your career. 

From on-demand to cohort-based offerings, below is a listing of virtual courses that will challenge and empower 
you by giving you the tools to drive innovation and success in your organization.

At HR.com, we are committed to educating and inspiring HR professionals and helping them build meaningful 

and impactful careers. With products and resources rooted in education, research, and leveraging cutting-edge 

technology, we help at every career stage - and over 1.92 million HR pros agree! (How could that many people be 

wrong?) By delivering best-in-class learning products, 250+ annual webcasts and 30+ world-class events, and 

innovative and thought-provoking research through the HR Research Institute, HR.com strives to inspire and 

strengthen workforces to change the world. HR.com also offers the most comprehensive HR certification exam 
preparation and guarantees a passing score on all SHRM and HRCI certification exams. Technology and experience 
drive our customized solutions that will help you become the best and most successful version of yourself.

Shift Corporate Coach Program™
Learn practical coaching skills and tools you can put to 
work in your organization right away with the first part 
of the Shift Corporate Coach Program™ on HR.com! This 
2-part program provides business leaders with the right 
coaching toolset for ultimate coaching success through 
an independent online learning program and live virtual 

coaching clinics and circles.

HR 4 Non-HR Managers
A new virtual course to help your managers maximize 
their potential! Inspired by HR.com's educational book, 
HR Fundamentals for Non HR Managers, this virtual course 
will equip managers and supervisors with strategies, 
knowledge, how-to's, and hands on exercises to effectively 

lead people with an HR lens.

Higher Ground Leadership Certificate of 
Learning 
Learners will understand the difference between motivation 
and inspiration and how inspiration—not motivation—is 
the heart of great leadership. Inspiration in the workplace 
is about destiny, mastery, purpose, and love. Learners 
will master how to ignite the Spark of inspiration within, 
inspiring yourself first, so that you grow your Flame, using 
the CASTLE® Principles that inspire others, carrying your 

Torch to inspire the world.

Earn Great Respect, Build Strong Leadership 
Gain an understanding of the impact of Respect on working 
relationships and ability to influence others without 
intimidation to lead teams more effectively.

The 4 Habits of Respectful Teams 
Get your team together and dive into the guiding principles 
of Respect and well-received communication to optimize 

your engagement and productivity.

The Keys to Gaining Respect
Gain respect, understanding, and improved personal and 
professional relationships. Build an essential foundation 
of respect and understanding in the workplace to gain 
respectful leadership skills and ultimately improved 

productivity, efficiency and employee retention.

Your Ticket to Effectively Leading 
Remote Teams
As a manager of a remote team in a modern age, you need 
today’s skills for today’s teams. Based on Tuckman’s useful 
framework for stages of team development, this course 
breaks down how you can drive culture, communication, 

alignment, development, and innovation. 

Transformational Leadership
This on demand course can help give your workforce tools 
it needs to be more engaged, increase their wellness, avoid 

conflict, and decrease employee turnover.

Certificate in Leadership for Women in Business
The courses in the certificate program introduce key 
concepts and practices that all successful business 
people should be familiar with, thereby serving as a general 
introduction to topics like leadership, management, 
communication, work-life balance, networking, negotiation, 

and body language.

Challenges for Agile Teams

Intermediate-level course designed to help Agile 

practitioners decipher and solve problems that arise within 

teams.
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Do you need to fill some 
vacancies? That’s easy; tell 

HR and they’ll quickly deliver 

the ideal candidate. If you 

believe that, either you’ve got an 

extraordinary HR department or 

you’re new to the real work world!

As the hiring manager, you have 

a huge role to play in helping HR 

get you the right people.

Recruiting The Right Way
By HR.com Professional Education Team

There is a big distinction in talent 

acquisition between regular and 

high-volume recruiting. If your 

organization is doing high-volume 

recruiting, hiring hundreds of 

people into a particular job each 

year, then it would be a fine-tuned 
process that runs like any other 

efficient supply chain. For these 
jobs, while the hiring manager 

does have distinct responsi-

bilities, HR will do most of the 

heavy lifting.

Regular recruiting is more 

traditional when the organization 

hires only a few people, maybe 

only one person, for a given role 

every year. In regular recruiting, 

HR may need a lot more help from 

the hiring manager to get it right—

especially, if it is a specialized 

role. In this article, we’ll focus 

mainly on regular recruiting. 
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Recruiting The Right Way

It’s a good idea to think of 

recruitment as a six-step process. 

Let’s put them in order:

1. Create the Job 
Description  

Does that sound painful and 

bureaucratic? A lot of managers 

think so and so they just find an 
old job description at the bottom 

of a drawer and shoot it over to 

HR. How easy will it be to find 
the right person if your recruiter 

is working from an out-of-date 

document that doesn’t reflect 
what you need?

Rather than focusing on just 

“writing a job description,” start 

with the first step to figure out 
what is needed in this role and 

then communicate that to HR in 

a way that makes sense to them. 

This can be surprisingly difficult 
if you haven’t done it before. 

This is a good time to partner 

with HR. Have a conversation 

with them about what the job 

is and the kind of person you’re 

looking for. That conversation 

will make a big difference in 

helping you document what you 

need so that HR can begin the 

recruiting process.

2. Determine the 
Compensation Range 

In most cases, the pay range for 

the job will already be self-evident 

(hint: it will be the same as it was 

for the last person in that position). 

However, if it’s a new position, 

then the organization will need 

to decide what the appropriate 

pay grade is for that kind of work. 

They’ll have a process for that. 

The more clarity you can give 

them about what you need, the 

more likely the process will end 

with an appropriate pay grade.

3. Sourcing 

Next comes sourcing. What is 

“sourcing” you ask? It’s what 

recruiters do to find candidates 
to apply for the job opening. It 

all starts with the employment 

brand. The employment brand 

helps ensure people are 

interested in applying for a job at 

your organization. As far as the 

opening you need to fill now, HR 
will start advertising the job and/

or use ‘direct sourcing’ to find 
candidates. Advertising typically 

means posting the job on your 

organization’s career site and job 

boards. There are lots of ways 

to advertise including putting up 

posters in bus stops. You don’t 

need to worry about this much, as 

HR (or a third-party firm HR has 
hired) will handle this.

Direct sourcing means seeking 

out specific individuals, usually by 
searching LinkedIn or other online 

sources, to look for people with 

the right qualifications. Direct 
sourcing is used for more senior 

roles and for professional roles 

that are hard to fill. This approach 
is often described as searching 

for “passive candidates,” that 

is, people who are not actively 

looking for work. It’s often 

believed that the best people 

are already happily employed 

elsewhere and so you need to 

seek them out; they won’t be 

looking at job ads. Employee 

referral programs, where you ask 

employees to recommend people 

they know for an opening, can 

be considered a kind of direct 

sourcing. Usually these programs 

offer a payment to the employee 

who makes a recommendation 

that leads to a successful hire. 

Again, you don’t have to worry 

about that too much, HR (or a 

third-party firm HR has hired) will 
handle this. However, you should 

ask your employees to participate 

in such a program since referrals 

often lead to getting high quality 

new hires who fit the culture.

4. Screening and 
Short-Listing 

Are you getting excited about 

actually seeing some candidates? 

Well, hold on, there’s another set 

of steps. HR will probably end up 

with many applicants for the job 

and they’ll have processes for 

taking that long list and turning it 

into a short list. If you are lucky, 

HR will have a sophisticated 

system for shortlisting, quite 

possibly involving assessment 

tests or pre-screening calls from 

a recruiter. If you are unlucky, 

HR’s screening and short-listing 

process will include dumping 100 

resumes on your desk and asking 

Do you need to fill 
some vacancies? 

That’s easy; tell 

HR and they’ll 

quickly deliver the 

ideal candidate. If 

you believe that, 

either you’ve got an 

extraordinary HR 

department or you’re 

new to the real work 

world!
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you who you want to interview. 

Going through those resumes is 

a tough job and, in truth, it’s hard 

to know from a quick look at a 

resume who the best candidate 

will be.

Here’s an idea. Why don’t you 

put off looking at those resumes 

and get to it later? OK, here’s the 

problem. Somewhere in that pile 

of resumes are strong candidates 

and they have applied to several 

jobs. They are going to take the 

first enticing offer, and if you’ve 
delayed the process then by the 

time you get around to asking 

them for an interview, they’ll be 

long gone.

The process that most 

experienced managers follow is 

to take a quick look at a resume 

and put it in one of three piles: 

“Yes,” “Maybe,” or “No.” At the end 

of the first sort, if you have too 
many in the “Yes” pile you take a 

second pass and narrow it down. 

If you don’t have enough in the 

“Yes” pile, take a second look at 

the “Maybes.”

In the unlikely case that you don’t 

have any suitable candidates, 

then it’s time to book a meeting 

with HR so that you can (no, not 

so you can yell at them) work 

together to figure out how to 
attract a better set of candidates.

5. Scheduling Interviews 

Why does the process of 

scheduling interviews rate as 

the status of a full step in the 

process? It’s because it’s an area 

where hiring managers (like you) 

often mess up. HR has the short 

list and asks you to find time to 
interview them. Trouble is, you’re 

one heck of a busy person so 

it’s hard to find time for those 
interviews. 

 

You might even think, “My job 

is running this department, not 

filling vacancies.” How wrong 
you are! A crucial part of your job 

is bringing in new talent. Invest 

time and effort in filling those 
vacancies, and it will pay off big 

time. The bottom line here: get 

those candidates scheduled for 

interviews as soon as possible. 

That gives you your best chance 

of getting great people before 

they’re snatched up elsewhere.

6. Conducting One or More 
Interviews  

This is really where the rubber 

hits the road. Here, you should 

partner with HR since they will 

know a lot about how to conduct 

an effective (and legal) interview. 

You will know a lot about the 

specific skills you need for the 
role. Work with HR so that you 

have good interviews. Ask for 

their advice. Listen to their 

opinions. Heed their warnings.

Well, that’s certainly a handy 

little checklist! However, you 

still need to be aware of bias. 

Choosing the wrong candidate 

due to predisposed biases is an 

expensive mistake. (Got money to 

burn?!) The decision can be way 

costlier to your company than you 

might think. For example, should 

you have to train a replacement 

due to a biased hire, your 

team’s productivity and morale 

may be negatively affected. 

(Tornado Warning: Take cover!) 

Additionally, there will be a cost to 

the company for sourcing, hiring, 

and training the replacement 

employee. On the other hand, 

making a suitable, unbiased hire 

can help establish a culture of 

high performance and excellence 

on your team.

Reducing bias and increasing 

fairness and validity in hiring 

practices can, therefore, increase 

your retention rate, so you won’t 

need a ball and chain to keep 

employees around. Furthermore, 

many biases violate state and 

federal employment regulations; 

let’s do all we can to reduce bias.

Recruiting The Right Way

This article is an excerpt 

from HR.com’s book, HR 

Fundamentals for Non HR 

Managers which is part 

of the reading materials 

for the course HR for Non 

HR Managers. This course 

was developed to enhance 

a manager’s partnership 

with HR, improve team 

performance and avoid 

headaches in complying with 

national, regional, and local 

labor laws, or as we like to 

put it, “the stuff that your HR 

department wishes you knew 

or wishes you were doing as a 

manager”.

Would you like to comment?
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Hiring a diverse workforce is one thing, but making 

sure your organization has a culture of respect 

and inclusion is a separate challenge. 

Inclusion means that everyone in your business, 

regardless of their personal identity, has a sense 

of connection and belonging at work, where their 

contributions are valued and they don’t feel left out 

of decision-making, promotions, and other impactful 

events. Exclusive cultures, by contrast, can create 

feelings of unfairness, resentment, and burnout, 

leading to lower productivity and higher turnover. 

As a Gallup report defines it, “Inclusion refers to a 
cultural and environmental feeling of belonging. It 

can be assessed as the extent to which employees 

are valued, respected, accepted and encouraged to 

fully participate in the organization.”  

Why Inclusivity Matters to Organizations, 
Now More Than Ever
Beyond the obvious benefits for individuals, 
organizations also stand to gain advantages from 

creating an inclusive culture. This includes helping 

organizations to tackle a pressing new concern, 

improving recruitment and retention, caused as a 

5 Steps To Building  
An Inclusive Culture

By Natasha Nicholson, Kantola Training Solutions

result of a post-pandemic phenomenon dubbed the 

“The Great Resignation,” a widespread trend where an 

unprecedented number of workers are leaving their 

jobs—resulting in organizations scrambling to find 
and keep employee talent.

Based on research and analysis from Deloitte, 

“Today’s workforce is looking for organizations to 

go beyond only addressing how inclusion looks, 

to meaningfully addressing how inclusion feels. 

Organizations today often remain fixated on metrics 
and categorizing individuals by demographic 

attributes instead of investing in and measuring 

engagement and experiences.” Deloitte’s survey 

revealed that 80% of respondents say inclusion is 

important when choosing an employer, 39% reported 

they would leave their current organization for a more 

inclusive one and 23% said they have already left 

because of a lack of inclusivity.

Further supporting the link from inclusivity to 

retention, research from the Center for Talent 

Innovation showed “that employees with inclusive 

managers are 1.3 times more likely to feel that their 

innovative potential is unlocked. Employees who 

are able to bring their whole selves to work are 42% 

less likely to say they intend to leave their job within 

a year. Those with sponsors are 62% more likely to 

have asked for and have received a promotion. And 

69% of women who off-ramp would have stayed at 

their companies if they’d had flexible work options.”

Why inclusivity matters to organizations,  
now more than ever

“Diversity speaks to who is on the team, but 

inclusion focuses on who is really in the game.” 

— Joni Davis, Vice President and Chief Diversity 

Officer for Duke Energy, in Forbes
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5 Steps To Building An Inclusive Culture

Build an Inclusive Program Designed 
Around Employee Experiences
The process of creating an inclusive culture starts 

with actively talking on exclusive behaviors: 

identifying unconscious bias, promoting 

understanding of other perspectives, and giving 

employees tools to effectively talk about exclusion 

when it happens. That means, committing to the 

implementation of ongoing and consistent training 

that addresses difficult subjects and provides a 
platform for further discussion, learning and self-

discovery. It also means putting the focus on the 

employee experiences and creating an enabling 

environment, where all employees are part of 

the solution.

1. Adjust your hiring process to demonstrate 

inclusivity 

Infuse your recruitment hiring practices with 

inclusivity right from the start. Demonstrate 

throughout the process that candidates will be 

included and valued. Begin by targeting a recruitment 

pool, reflective of diversity targets and design 
methods to seek out and attract diversity. Vet your 

job descriptions to remove bias and recognize and 

tackle interviewer process bias.

2. Launch your new employees on a positive 

trajectory 

Develop an onboarding plan designed to launch 

employee on positive trajectory within the company. 

Ensure that the plan is cognizant of any dynamics 

and issues underrepresented employees may 

face. Establish cross-cutting mentorship programs 

and affinity groups that provide employees with 
ongoing support.

3. Create an environment where people can thrive 

Using training and follow-up as your basis, take the 

time needed to first weed out any micro-aggressions. 
Reduce in-group/out-group dynamics by creating 

cross group interactions that promote advocacy 

and proactive inclusion. Establish career sponsors 

to pave the way for employees to be visible and 

included. Design an organizational “Listening ear” to 

give everyone an equal voice. Put the organizational 

focus on uncovering and harnessing the value of 

diversity, bringing all employees into that effort.

4. Show that you value diversity through 

advancement 

Treat promotion in the same way you manage your 

recruitment and hiring practices (e.g. implementing 

methods to tackle process bias). Evaluate employees 

based on valuing the diversity of experience and 

thought—and make sure your job descriptions criteria 

for advancement reflect this. Vet performance 
evaluation approaches for hidden bias. One way 

to do this is to ensure that questions which inform 

advancement and promotion are based on the 

employee’s value creation.

5. Sustain a culture of inclusion 

Continually adapt the organizational culture, so 

that everyone can identify and belong to it. Listen 

to and capture individual learnings into sustainable 

policies. Integrate career sponsors as a support 

for retention. Remember to address unique needs 

and requirements for each employee. Design 

individualized career tracks that support each 

individual to reach their full potential.
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STEPS ACTIONS

Ensure that diversity equity and inclusion is  
embraced throughout the organization.

Focus on the moral basis as well as the  
business case, understanding that it can take 
work for employees to fully value and  
incorporate the unfamiliar. Emphasize that  
inclusion benefits everyone—no one is excluded.

Help everyone understand how others can  
experience the same workplace in very different 
ways.

Build knowledge of unconscious bias: Why it 
exists, how it manifests itself and its impact 
and practical steps to address. Shape learning 
around the idea that we all have blind spots.

Develop common framework to understand and  
discuss how exclusion happens.

Use ongoing training and consistent follow-ups 
to ensure that everyone can recognize exclusion 
and microaggressions. Enable employees to  
productively give and receive feedback about  
exclusion.

Provide tools to help employees act. Focus on: 1) Learning about others, and ways to 
build trust, 2) Listening and amplifying others’  
voices versus acting and speaking for others,  
3) Showing that this is a journey and opportunity 
for growth.

Create an enabling environment where all employees are part of the solution

As you strive to make your organization more 

inclusive, don’t let the enormity of the effort prevent 

you from taking small positive steps. You can use the 

steps above as a guide, picking a starting point and 

building from there. Set priorities for the near and 

medium-term and evaluate by assessing progress 

and refining your plan where needed. Communicate 
what you are doing and seek feedback. 

Remember to celebrate your successes and then 

continue to set more goals. Let your plan grow and 

change as the organization evolves. Then aim for 

more, knowing that the work of creating a more 

diverse, equitable and inclusive organization is an 

ongoing journey with many steps, ultimately leading 

toward a brighter future for both employees and their 

organizations.

Natasha Nicholson is the Senior 

Content Manager at Kantola 

Training Solutions, an innovative 

e-Learning company focused on 

Diversity, Equity, & Inclusion and 

Harassment Prevention training 

solutions. She is responsible for 

thought leadership, content strategy 

and production. Her background 

includes more than 20 years as 

a content leader, communication 

strategist and editor. Prior to Kantola, 

she was the Content Director for 

the International Association of 

Business Communicators (IABC), 

and served as Executive Editor for 

Communication World and Catalyst 

magazines.

Would you like to comment?
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Issues with women in the 

workforce have never been 

a secret, but they have been 

inconvenient to address, as 

they are entrenched in the basic 

operations of Canadian business 

practices. 

How To Create 
Opportunities For Women 
To Excel In The Workplace

By Stephanie Jones, McDonald’s Canada

When the pandemic hit, the 

stresses on my crew rose with 

the pressure on the hospitality 

industry. Recent data from 

RBC’s study on Canadian Women 

Continuing to Exit the Workforce 

claims that during the pandemic, 

more than 3 million Canadians 

lost their jobs, and roughly half 

of them were women. Women 

are leaders on the front lines of 

the pandemic as teachers, health 

care providers, and essential 

workers in various industries. 

Many occupy roles in hospitality, 

retail, and arts. This made it 

difficult for women to work from 
home. In addition, many daycares 

and schools either limited their 

class sizes or closed altogether, 

making it very difficult for women 
to balance online work and family 

responsibilities. 

So, how can we create 

opportunities for women to excel 

in the workplace? What tools 

can we provide to empower 

women and remove barriers? 

How can we bring women back 

into the workforce during a 

global pandemic? When I began 

my career as a McDonald’s 

franchisee, supporting my crew 

was my top priority. McDonald’s 

has been able to create 

opportunities for women to build 

and grow their careers to obtain 

financial stability and autonomy. 

Encouraging women to set goals, challenge 
themselves and drive results
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How To Create Opportunities For Women To Excel In The Workplace

The pandemic has taught us 

that it is important to prioritize 

alleviating stress, especially 

for those who have children 

and are students. This is why 

it is important to prioritize 

releasing pressure on staff, by 

creating community initiatives, 

designed to tackle their unique 

stresses. One way is through a 

scholarship program to support 

students on my crew or my crew’s 

children/grandchildren to pursue 

post-secondary education.  

Secondly, mothers/grandmothers 

who have children requiring 

daycare can apply for subsidies 

to assist in the high cost of 

childcare. Another initiative 

was to create a health and 

wellness subsidy to make sure 

my employees are taking care of 

their mental and physical health. 

These programs were created to 

encourage and continue women’s 

participation in the workforce. 

Prioritizing support for staff that 

can alleviate stresses in their 

day-to-day lives has allowed them 

to regain their power and focus 

on overcoming challenges in the 

workplace.  

I have been heavily involved 

in helping new Canadian 

women through accessing 

both provincial and federal 

immigration programs, offering 

full-time employment and growth 

opportunities at my restaurants. 

This is how Beth Navaja, a 

general manager, who has been a 

part of my crew since 2011, has 

grown her career. She has been a 

vital member of my team, working 

diligently beside other crew 

members. The growth she has 

achieved truly showed when she 

recently was awarded McDonald’s 

Outstanding Manager of the Year. 

This award is given to the top 

10% of managers in Canadian 

restaurants and celebrates strong 

leadership. With the assistance 

of my program, it has allowed 

her to create professional goals 

for herself, such as aspiring to 

become a supervisor. This is one 

of the many programs offered 

to my crew that has created 

opportunities to excel and 

advance in the workforce. 

Giving women the tools and 

support is the key to removing 

barriers and allowing them to be 

successful in the workforce. This 

will encourage them to set goals, 

challenge themselves and drive 

results

Stephanie Jones is Owner/ Operator 

at McDonald’s. She is committed 

to crew experience and making a 

difference in her community.

Would you like to comment?
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2021 Wage & Hour Updates: California’s 
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December 9, 2021

1:00 PM - 2:00 PM ET
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Creating Flexibility in Talent Mobility 
Programs and Policies

December 8, 2021

11:00 AM - 12:00 PM ET
REGISTER

The Key to SUCCESSFUL LEARNING 
INITIATIVES Comes Down to This

January 12, 2022
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The Time is now for AI-Driven Predictive
Quality of Hire

December 15, 2021

3:00 PM - 4:00 PM ET
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THANK

YOU

Thank you for 
partnering with us!

LEARN MORE LEARN MORE LEARN MORE

Oracle provides 
organizations a complete 
solution connecting every 
human resource process 

from hire to retire—
including global HR, talent 
management, workforce 
management, and payroll

We believe people can 
achieve anything when they 
have the right development 
and growth opportunities. 
We offer organizations the 

technology, content, expertise 
and specialized focus to help 
them realize the potential of 

their people. 

Culture Amp is the 
leading People & 

Culture Platform helping 
companies take action 
to improve employee 

engagement, retention 
and performance.

UKG delivers best-in-class HR 
and workforce management 

in an unmatched suite of 
solutions and services, 

backed by people who care 
about yours. Our solutions 

create global workforce 
experiences that reflect the 
true connection between life 

and work. 

LEARN MORELEARN MORE

Namely is the leading HR, 
payroll, and benefits platform 

for growing companies. 
With Namely, HR leaders 

can save time, reduce costs, 
and manage their entire HR 
process in one integrated 

system.

LEARN MORE

We’re not just a software 
company; we’re creating an 
experience that helps over a 
million employees have the 

best HR experience possible 
and be more successful every 
day in their work. BambooHR 
sets people free to do great 
work—not just HR pros, but 

entire organizations

https://www.oracle.com/human-capital-management/
http://www.csod.com/
http://www.cultureamp.com/
http://www.ukg.com/
http://www.namely.com/
https://www.bamboohr.com/performance-management/


ADVERTISE WITH US

AMA provides organizations 
worldwide with the knowledge, 

skills, and tools to achieve 
performance excellence 
through a broad range of 

management development 
and educational services.

LEARN MORE

Circa provides OFCCP 
compliance management 
and recruiting technology 

solutions to deliver qualified 
candidates on a level, 

equitable playing field for 
organizations.

Harrison Assessments uses 
predictive analytics to help 
organizations hire, develop, 

lead and engage talent.

LEARN MORE

LEARN MORE

LEARN MORE

Blueboard is an employee 
recognition and incentives 
platform powered by hand-
curated experiences (both 

in-home, and out in the world). 

ProEdge helps accelerate 
organizations’ upskilling 

journeys, giving their people 
the skills they need to 

innovate and automate at 
scale.

LEARN MORE

https://web.hr.com/ofoj4
https://www.amanet.org/corporate-solutions/
https://circaworks.com/
https://harrisonassessments.com/
https://www.blueboard.com/
https://proedge.pwc.com/?utm_medium=AFF-PART&utm_source=3RDPARTY&utm_offer=WPAGE&utm_campaign=US_ProEdge_US_2104_HR.com_WPAGE_AFF-PART
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in their personal and professional development, the Excellence 
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