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  The Future Leader: Creating & Transforming Next Gen Organizations,  

 by Jonathan H. Westover, PhD. 

Now available on Amazon!

"Dr. Jon does a great job at identifying a variety of areas of focus any leader should take to be more effective. 
From framing your mind for growth to being a more consciously inclusive leader (my biased favorite!), Dr. Jon 
frames these concepts in a memorable, approachable, and authentic manner. A must-have book for the leader 

who wants to improve their leadership awesomeness in a variety of facets."   

 ~ Dr. Steve Yacovelli ("The Gay Leadership Dude"), Award-winning leadership author, speaker, and catalyst 

"Sometimes being a leader feels complex; more often being an effective leader comes from disciplined application of 
simple principles. Jonathan does a masterful job of identifying not only the principles of effective leadership, but how 
to turn these principles into specific daily actions. This relevant, applicable, and helpful book offers concrete ideas that 

will have real impact for anyone working to be a more effective leader."   
 

 ~ Dr. Dave Ulrich, Rensis Likert Professor, University of Michigan; Partner, The RBL Group 
 

"What makes great leadership? While the answer remains open to reader interpretation, the author takes us on a 
journey that begins with a broad definition and ends with an opportunity to make it owned, personally. Where the 

magic is revealed comes through in seamless, simple and applicable anecdotes, applications and tools any reader will 
appreciate, regardless of their current position or status in life. Cheers to Dr. Westover for providing an informative, fluid 
and accessible leadership book at a time when any of us can use it...if not for ourselves, then for working with others."   

 
 ~ David A. Yudis, Psy.D., President at Potential Selves
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Our HCI Academy upskill and re-skill courses, high-demand micro-credentials, and professional certificates are industry-
recognized and cover the most important issues facing organizational leaders and human resources professionals today.   
  
Our curriculum of industry-leading human resources and organizational leadership courses help managers and leaders 
navigate complex organizational, leadership, and HR issues, stay at the cutting edge of innovation in HR, and bring their whole 
selves to their work. The applied curriculum will help you make your mark on the future of work and make an immediate 
impact in your organization!   

All HCI Academy courses, high-demand micro-credentials, and professional certificates are designed, developed, and delivered 
by award-winning and internationally renowned scholars, educators, thought leaders, executives, and practitioners. Each 
course is approved for 5 hours of recertification credits from the Human Resource Certification Institute (HRCI). 
  

Welcome to the HCI Academy! 
 Future-Proof Your Career with Future-Oriented Strategic Capabilities 

https://hciacademy.talentlms.com/




  'Bluer than Indigo' Leadership: The Journey of Becoming a Truly 
Remarkable Leader, by Jonathan H. Westover, PhD. 

Now available on Amazon!

 “Dr. Westover has done the work to make what’s required for leadership in today’s complex world accessible, 
practical, and powerful. This must-read book covers all the components necessary to become a more conscious, 
impactful leader by introducing critical concepts, inviting self-reflection, and setting a path for accountability.”  

~ Shonna Waters, PhD,, Vice President at BetterUp 

"Dr. Jon does a great job at identifying a variety of areas of focus any leader should take to be more effective. From 
framing your mind for growth to being a more consciously inclusive leader (my biased favorite!), Dr. Jon frames these 

concepts in a memorable, approachable, and authentic manner. A must-have book for the leader who wants to improve 
their leadership awesomeness in a variety of facets.” 

 
~ Dr. Steve Yacovelli (“The Gay Leadership Dude™”)  

Award-winning leadership author, speaker, and catalyst 
 

 “Dr. Jonathan Westover is an accomplished professional that in his latest book, The Alchemy of Truly Remarkable 
Leadership, focuses on leadership characteristics and qualities that produce extraordinary results in the new world of 
work. Dr. Westover methodically weaves together leadership competencies and capabilities for anyone aspiring to lead 
and alchemize an organization to attain business goals and workforce agility. This is an excellent guide and reflective 

tool for leaders to refine their capabilities and qualities and pivot towards the future.”       
 

~  Dr. Amy Dufrane, SPHR, CAE, CEO of HRCI 
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Podcast! We're your source for personal, professional, and organizational growth and development. 
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5 Steps To Address 
Underperforming Employees

by Jerry Fu

The following story is based on real 
events. 

Esther is a sweet, pleasant employee. She 
has very good customer service skills and 
does her best to get along with her 
teammates. She is also punctual and 
takes initiative. 

However, Esther is also forgetful. Several 
leads you assigned her fell through 
because she didn’t follow up in time. This 
is partly because she lets urgent 
interruptions distract her. But she also 
lacks a routine to manage all the tasks 
she is responsible for, and she doesn’t 
keep an organized desk.

1

One day, one of your biggest clients calls, 
reminding you that a key shipment is due 
to them tomorrow. When you examine the 
timeframe on their original request, you 
notice that Esther took the call three 
weeks ago. However, she had no 
documentation of any followup since 
then. In a frantic effort to see this through, 
you obtain the necessary supplies and 
request the earliest, most expensive 
delivery option available to make sure 
they still get what they need on time.
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When you ask Esther what happened, 
she admits she doesn’t know what 
happened to the paperwork from the 
original request. Her attempts to find it 
yield nothing as well. 

You like Esther and want to avoid making 
her feel guilty for her error, but you can’t 
afford to let mistakes like this sink your 
company, either. 

Managers with empathy struggle to
address broken expectations like this all 
the time. If you identify with Esther’s boss, 
what best practices would help you? 
Here are five steps.

Conflict-averse managers hesitate to 
engage while the pain of the failure is 
fresh. However, the longer they wait, the 
more frustration builds up. If you’re going 
to address Esther, do so right after the 
situation concludes. If you don’t confront 
the issue, Esther won’t think you’re 
serious, and she’ll find a way to downplay 
the issue. She might even be surprised 
she didn’t get in more trouble.

Since you helped resolve the situation, 
you may already have your evaluation in 
place. Even though you may justify your 
feelings of frustration or anger, take the 
time to hear Esther’s full take on how 
things played out. She might offer 
evidence or perspective you were 
unaware of. The wisest time to decide on 
what to do next is only after you’ve 
assembled as much information as you 
can.
3. Emphasize the lessons, not 
the loss.

1. Don’t wait to investigate.

2. Listen to the other side of 
the story.



This habit takes some time to develop. No 
owner or manager likes to lose revenue, 
but focusing on what’s broken won’t help 
Esther improve. Instead, ask Esther what 
she learned from the situation. Then ask 
her what adjustments she will make to 
prevent something like this from 
happening again. Make sure she gets as 
specific as 

possible about the changes. Good 
examples could include “Setting calendar 
reminders on my phone a week prior to 
any deadlines” or “Rearranging my 
desktop at the end of each day so
tomorrow’s most important tasks are 
ready the next morning.” Don’t settle for 
vague statements like “Do better” or “Get 
more organized.” As her boss, you can 
offer suggestions if she struggles to come 
up with her own. To increase the odds her 
changes gain traction, let her choose the 
ones she wants instead of mandating 
what you think is best.

3

4. Follow up in a week.

5. End with reassurance.

Whether a situation like this deserves a 
written warning is up to you. Even if you 
issue one, remember that your goal is to 
help Esther be the best employee she can 
be for the company. Therefore, the most 
loving action you can take is to hold her to 
the standard the company needs to 
succeed. Don’t stop there, though. The 
leaders who set themselves apart give 
their people not only high, clear 
standards, but also the support and 
guidance to exceed them.

Rather than blame others or myself, I 
stood back and looked at the big picture. I 
realized that I was part of a larger system 
that often created tension and stumbling 
blocks to clear communication and 
partnership. I focused on taking time to 
play and rest after work as well. Walking 
for an hour after work in nature was a way 
to debrief and decompress before I 
entered into my home environment. By 
releasing the stress of my day, I had 
energy to interact with my family with 
kindness and love. 

 

You want to give Esther some space to 
implement the new measures before 
touching base again. Monitoring her a 
day after this happened might come 
across as micromanaging. If you need to 
shorten the followup time, perhaps three 
days would be the soonest to revisit with 
her. Just make sure your check-ins feel 
supportive, not suspicious. Continue to 
ask questions so she can evaluate how to 
continue tweaking her changes. This will 
empower her more than any directives 
you give her.



Fostering Curiosity, Self-Awareness 
and Authenticity In The Workplace

by Jon Westover

Early in my life, I developed a keen sense 
of curiosity. While my curiosity has 
sometimes butted up against the status 
quo and existing systems of power (as I 
am always asking that annoying “why” 
question!), an intrinsic curiosity about the 
world, organizations and the 
interpersonal dynamics among those 
around me has largely served me well in 
my career.  
  
Additionally, that same curiosity has 
pushed me to closely examine myself, as I 
try to better understand why I do what I 
do and how I interface with the world 
around me.  
 

4

I have found that as I better understand 
myself, I can better understand those 
around me and show genuine 
compassion and empathy. A heightened 
self-awareness also helps me to be more 
authentically myself, as I have the 
courage to unapologetically be who I am 
and use my unique talents and abilities to 
serve those around me. 
  

Not only is fostering a sense of curiosity 
important in our personal life, but curiosity

The Case For Curiosity
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in the workplace is also an essential 
component to drive ongoing innovation 
and ensure your organization is 
remaining competitive and continually 
adding value to the market. 
  
A recent HBR article argues the business 
case for curiosity: “Curiosity is much more 
important to an enterprise’s performance 
than was previously thought. That’s 
because cultivating it at all levels helps 
leaders and their employees adapt to 
uncertain market conditions and external 
pressures...by making small changes to 
the design of their organizations and the 
ways they manage their employees, 
leaders can encourage curiosity — and 
improve their companies. ... although 
leaders might say they treasure 
inquisitive minds, in fact most stifle 
curiosity, fearing it will increase risk and 
inefficiency.”

While the business case of fostering 
curiosity is clear, very few leaders are 
able to effectively create and maintain 
the prerequisite environment that allows 
curiosity to bloom and thrive. It is not 
enough to merely say the right things — 
leaders at all levels need to consistently 
walk the walk and ensure that they are 
creating a curiosity-positive culture, 
where appropriate risk-taking is 
encouraged and rewarded,

where “failure” is framed as iterative 
learning and growth and where members 
of the team feel safe to speak up and 
speak out when the status quo or existing 
assumptions need to be challenged. 

A curiosity-encouraging and -promoting 
culture doesn’t happen by accident. In 
fact, most organizations have 
bureaucratic mechanisms in place that 
actively discourage and stifle curiosity. So 
how do we go about developing and 
sustaining a culture of curiosity among 
our team? 

A recent Forbes article highlights the 
importance and role of fear, assumptions, 
technology and environment in creating a 
culture of curiosity. The author suggests, 
“Once people learn what inhibits them, it 
is easier for them and their organizations 
to move forward to reap the rewards of 
developing a curious mindset.” 

 Without first understanding the fears of 
our people and the environmental factors 
(policies, practices, procedures and 
cultural elements) that drive those fears, 
we have little hope of fostering and 
sustaining dynamic curiosity culture. 

Creating a Curiosity Culture



We also need to understand the 
assumptions behind the way information 
is interpreted and processed, how 
decisions are made in our team and 
organizational unit and ultimately the 
guiding principles and frameworks that 
guide our leaders’ style and approach. 
Finally, how we leverage technology 
speaks volumes about our priorities, our 
values, our commitment to data and 
assessment and our commitment to 
support our people.
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The Role Of Self-Awareness In 
Promoting Authenticity the environment or circumstances. And 

through their own authenticity, they make 
it safe for others to be themselves at 
work, too.” 

If we want an authentically curious 
culture, we must create a psychologically 
safe environment for our team, where 
everyone has permission to be vulnerable 
and bring their whole authentic self to 
work! As said in another recent Forbes 
article, “This is generally only achieved in 
time by allowing people to express 
opinions in a non-judgmental space, 
contribute to the greater good of the 
organization, and be allowed to be 
different from the status quo without 
ramification.” 

There is no shortcut to creating this type 
of environment, where members of your 
team feel safe enough to be their true, 
whole selves at work. It starts with 
developing genuine relationships of 
mutual accountability and trust with your 
people, which can only happen over time.

Without first understanding ourselves, we 
will be hard-pressed to be effective in our 
interactions with those around us. Too 
often, we are rather oblivious to how we 
are coming across to others and how we 
are impacting those around us, despite 
what may be our best intentions. 
Additionally, without self-awareness, it is 
near impossible to be our true, authentic 
self as we interact with members of our 
team. 

As leaders, we need to model, encourage 
and promote authenticity among our
team. In a recent Forbes article, the 
author states today's employees “want to 
work for someone they feel they know 
well and trust. They don’t expect 
perfection; they expect honesty and 
openness. ... Authentic leaders know this. 
They openly face their gifts and strengths 
as well as their vulnerabilities and 
development challenges. They know 
themselves well. They don’t try to be 
someone they’re not, no matter
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But as we prioritize the time and energy 
to develop these relationships, 
psychological safety will increase and 
team members’ willingness to be 
vulnerable and authentic at work will 
increase. 

In order to find happiness and fulfillment 
in life, let alone at work, we first need to 
foster an unquenchable curiosity about 
the world. This curiosity should extend to 
ourselves, and as we become more self-
aware, we can then model authenticity 
for our team and give everyone 
permission to bring their whole authentic 
self to work. 

Conclusion



5 Reasons Your Company’s 
Market Dominance Potential 

Starts & Ends With EDI
by Chesline Pierre-Paul

Most businesses are hemorrhaging big 
money in business growth opportunities. 
Their incapacity to develop global 
competence internally disables trade and 
growth for their teams. 
  
The corporate marketplace rewards 
companies whose corporate standard 
centers, rewards, and operationalizes EDI 
(Equity, Diversity, & Inclusion). 
  
As covered in my previous article (Why 
White America Cannot Afford To Be 
Racist), a non-diverse management and 
leadership membership perform as a 
business that has incurred a “tariff on 
trade”.

8

When we take this a little deeper and 
when we more expansively further the
analysis, here’s what we come away with; 
  
●  a diverse C-suite and workforce  
means a “greater access to markets and 
resources” (LenguaTec 2018) 
●  “improved reputation with specific  
geographical markets” (Jill Konrath 2006) 
●  a greater capacity to broker deals  
across “big and complex markets” 
(Alexika 2018) 
●  the opportunity to develop new profit  
centers 
●  the opportunity to strengthen a  
greater international client portfolio 
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To be market-dominant, one must: 
  
● develop an international focus 
●  “leverage simultaneous markets”  
(TranslateMedia 2015), and 
●  establish strategic partnerships with  
international clients, brands, and 
stakeholders 

EDI organically compels you to automate 
a strategic planning and scaling and 
growth strategy wherethrough talent 
brings their cojoined networks, client 
bases, “competitive inroads”, assets, 
expertise, and competitive intelligence to 
the mix. 

All of the afore-mentioned empower 
businesses to tap into “additional 
potential for revenue gain” without ever 
needing to develop new products or 
services (Forbes 2014).

EDI means that with the selfsame original 
business value and offering you can: 
  
●  amplify reach across old and new  
markets 
●  hit a greater critical mass of your  
“smallest viable audience” (Set Godin) 
● increase name recognition and brand 
awareness 
●  get more of a foot-in-the-door  
leverage with big international clients 
● conduct international business with a 
lesser rate of administrative/clerical 
errors and miscommunications 
●  unlock new demographics within the  
same geographical area 
●  “enable competitive inroads” and  
mitigate opportunity cost (Jill Konrath) 

When your diverse talent holistically 
stewards and informs your international 
expansion and go-to-market strategies, 
your operating baseline as an industry 
leader is competitively more sizeable, 
value-adding, and high-leverage. Thus, 
your operational default sets you up to be 
more global market-ready because of
your ingrained ability to establish new 
clients, increase unit volume (per 
transaction), execute greater rollouts, and 
“increase response rates from [high-
leverage] prospective [international] 
clients” (Jill Konrath).
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All in all, EDI (when properly and tactically 
implemented at scale) means: 
  
● drastically improved profit margins 
● global impact 
● go-to expert status 
● increased market shares 
● an expanded target market 
  
When we throw in the necessary facts 
and figures EDI helps companies save 
billions in miscommunications - “$37
billions annually in the US” - (LenguaTec 
2018). 

It increases bilateral trade (through the
use of multilingual corporate mandates) 
by 75% and 170% (TranslateMedia 2015). 
It ramps up company revenue by 1500% 
in corporate teams with “high levels of 
racial diversity” (America Sociological 
Association 2019).

Loved this article? Feel free to tune into 
others like it on how to make money, 
make a difference, and create legacy 
whilst stepping into your truth; click here 
for more.

In a Western-first corporate world, going 
global means centering organizational 
clients and partners who are 
institutionally domestically alienated. 
Therefore, to land deals within that 
paradigm, cross-cultural intelligence is 
paramount. That’s where EDI comes in to 
facilitate that broadening of perspectives 
into viable international expansion and 
global business development.

Helping C-Suites in Mission-Driven Global 
Companies Scale Deep Into High-Growth 
International Markets by Leveraging Top 
10 Business Languages & by Centering 
The Power of Diverse Executive 
Leadership | Global Leader

https://www.chesline.com/blog
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Futures Literacy And Developing A 
Futures-Thinking Mindset

by Jon Westover, PHD

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 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,

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
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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. 

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. 

Recognizing the importance of futures 
literacy, how can we develop a futures-
thinking mindset? A recent Medium 
article outlines two important factors:

Developing A Futures-Thinking 
Mindset
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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.

Scenario Planning

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. 

.

Conclusion
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Why Data-Driven Hiring Has  
Never Been More Vital

By Josh Millet

This is why all companies should adopt 
data-driven hiring practices, especially as 
the labor market shows no sign of cooling
down anytime soon. There are many 
resources that will make your hiring 
process more rigorous and predictive, as 
well as better at building a diverse and 
inclusive workforce. Now is the time for 
companies to adopt these resources and 
leave defunct hiring strategies behind.

Over the past two years, HR teams have 
faced some of the strongest hiring and 
retention headwinds that they have 
encountered in decades. The labor 
market remains extremely tight, 
employee demands are increasingly 
stringent (driven by factors ranging from 
rampant inflation to cultural shifts spurred 
by the COVID-19 pandemic), and the 
need for high-skilled workers will only 
continue to rise. 

Despite these extremely difficult 
conditions, many HR teams haven’t 
adjusted their hiring strategies 
accordingly. They’re still using outdated 
hiring tools like resumes and unstructured 
interviews to identify and recruit new 
people – tools that are leading to bad 
hires, driving turnover, and putting 
companies at a serious competitive 
disadvantage. This situation would be 
bad enough if every company was stuck 
with these methods, but in an 
environment where many of their 
competitors are adopting more effective 
hiring strategies, the failure to keep pace 
will have even more profound negative 
consequences for their businesses.

https://www.brookings.edu/research/tight-labor-markets-and-wage-growth-in-the-current-economy/
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It has been clear for many years that 
companies are in desperate need of a 
new approach to hiring. Resumes and 
unstructured interviews are the tools HR 
teams have long relied upon to discover 
and hire talent, both of which have major 
shortcomings that make them unreliable 
predictors of employee success. 

For example, 40 percent of job-seekers 
say they would misrepresent their 
qualifications on a resume, while bias is a 
notorious problem for the resume review 
process. Meanwhile, unstructured 
interviews don’t just consistently fail to 
predict employee success – they often 
actively work against hiring managers by 
sidetracking them with irrelevant 
information. Considering how ubiquitous 
resumes and unstructured interviews are, 
is it any wonder that HR leaders and 
hiring managers say they would only 
rehire 61 percent of their recent hires?

Upending the status quo

An IBM survey of 14,000 people in nine 
countries (conducted in early 2021) found 
that 27 percent of employees were 
planning to change jobs that year. 
Beyond the reasons employees often cite 
for leaving their jobs (such as the demand 
for salary increases and advancement 
opportunities), respondents ranked 
flexibility and the need for meaningful 
work as top reasons for moving on. This is 
a reminder that employee expectations 
have shifted in recent years – one of the 
reasons flexibility is a top priority is the 
fact that employees became 
accustomed to remote work, as well as 
less interference with how and where 
they worked during the pandemic.

For HR professionals, the most important 
test of an evaluative tool is whether it has 
predictive validity, and the core 
components of many hiring strategies are 
failing this test. Instead of giving hiring 
managers an accurate idea of how 
employees will perform on the job, 
interact with colleagues, and so on, 
resumes and unstructured interviews are 
distracting them with so much noise that 
they can’t isolate the signal.

Building a hiring strategy for 
the modern workforce

https://www.ibm.com/downloads/cas/5BWJYEKZ
https://cdn2.hubspot.net/hubfs/897107/Checkster%20Is%20Your%20Company%20Hiring%20Charlatans%20Report.pdf?__hstc=250992985.1a5c1e1d09a7bb494492da4d70a8a6a3.1652020539812.1652020539812.1652020539812.1&__hssc=250992985.1.1652020539813&__hsfp=2674118464&hsCta
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/researchers-new-study-method-catches-resume-bias.aspx
https://www.ibm.com/downloads/cas/K2YVXPOK
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According to the Bureau of Labor 
Statistics, there were 11.5 million job 
openings at the end of March, while “quits
edged up to a series high of 4.5 million.” 
This is why it’s no surprise that companies 
are increasingly focused on meeting 
employees’ needs, but they should also 
be thinking about their own needs and 
priorities. Gartner reports that just 16 
percent of new hires “possess the needed 
skills for both their current role and the 
future.” However, Gartner also found that 
companies could address this problem 
with HR adjustments, such as prioritizing 
tangible skills over “hiring profiles,” 
uncovering the “total skills market instead 
of targeting known talent pools,” and 
focusing on creating value for employees. 

When companies make these changes, 
Gartner found that they see a 24 percent 
increase in quality of hire. Considering the 
fact that two of these three changes have 
to do with how companies hire, let’s take 
a look at which hiring strategies have the 
greatest chance of success.

The essential test of any hiring process is 
whether it can identify the skills and 
abilities employees actually possess and 
determine how they will perform on the
job. This can be done with pre-
employment assessments which provide 
a clear picture of candidates’ cognitive 
ability (one of the most valid predictors of 
job performance), skills such as digital 
literacy, and other qualities such as 
emotional intelligence and 
conscientiousness.

The power of data-driven 
hiring

At a time when HR professionals are 
struggling to retain employees and 
competition for talent is fierce, a data-
driven hiring strategy won’t just help 
companies stand out in the labor market 
– it will also improve retention rates, 
diversity and inclusion, and company 
cultures. When companies hire 
candidates who are better suited for their 
roles, they reduce the chances that these 
candidates will move on to other 
opportunities – a key element of 
engagement (according to Gallup) is the 
perception that an employee has the 
“opportunity to do what I do best every 
day.” Meanwhile, when companies drop 
biased hiring methods like resumes and 
unstructured interviews, they’ll help hiring 
managers identify and recruit diverse 
talent. 

https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx?utm_source=youtube&utm_medium=organic&utm_campaign=state_of_the_global_workplace_2021&utm_content=description
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02227/full
https://www.gartner.com/en/newsroom/press-releases/2020-09-10-gartner-cautions-hr-and-recruiting-leaders-that-only-16-percent-of-new-hires-have-the-skills-needed-both-for-their-current-and-future-roles
https://www.bls.gov/news.release/jolts.nr0.htm
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All these improvements will have a 
dramatic impact on your company 
culture. Beyond the fact that diversity is a 
key factor candidates consider when 
assessing job offers, the other benefits of 
data-driven hiring aren’t in doubt – it 
helps companies hire employees who are 
more skilled, emotionally intelligent, and 
productive. This will help teams function 
better, build a healthier culture, and 
improve performance.

Josh is the Founder and CEO of Criteria, 
an assessment company dedicated to 
helping organizations make better talent 
decisions using objective, 
multidimensional data. He started the 
company in 2006 with a vision to create a 
SaaS-based pre-employment testing 
service that would make the highest 
quality employee assessment tools 
accessible to companies of all sizes.  

Prior to launching Criteria, Josh co-
founded an online test preparation 
company, Number2.com, which was 
acquired by Xap Corp in 2002. After the 
acquisition, Josh served as the President 
of Xap's test prep division.  

Josh holds a Ph.D. in history from Harvard 
University, where he was a Fulbright 
Scholar and a Mellon Fellow. 
  

https://www.glassdoor.com/employers/blog/diversity-inclusion-workplace-survey/
https://profiles.forbes.com/members/hr/profile/Josh-Millet-Founder-CEO-Criteria/55c42915-824c-461e-9ab8-c29782ad8363#:~:text=Josh%20is%20the%20Founder%20and,decisions%20using%20objective%2C%20multidimensional%20data.
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How Leaders Can Overcome Fear 
And Drive Organizational Success

by Jon Westover, PHD

To say the modern workplace is complex 
is a dramatic understatement. Leading a 
healthy, sustainable, people-centric 
organization that is continuously 
competitive in the marketplace requires 
some serious multivariable calculus. This 
complexity, inherent messiness and 
endless nuance are often fear- and 
anxiety-inducing and can be exhausting. 
But the current business climate doesn’t 
need to drive our fears, rather it can feed 
our creativity! 

Today's leaders, and those who will be 
leading organizations in the future, need 
to develop the ability to lean into the 
messiness. As the authors of a Harvard 
Business Review article, "The Best 
Leaders Are Humble Leaders," write, 
"Ambiguity and uncertainty are par for 
the course in today's business 
environment. So why not embrace them?
When leaders humbly admit that they 
don't have all the answers, they create 
space for others to step forward and offer 
solutions.” 

We all experience inflection points in our 
lives, where we encounter uncertainty, 
challenges and our greatest fears and 
must choose the path we will take: retreat 
to safety or face our fears head-on and 
let the consequences follow. And while we 
will likely face these inflection points in all 
aspects of our life, often some of the most 
challenging defining moments we 
encounter come when we are in various 
positions of leadership. How can we 
develop the resilience necessary to 
overcome the fear and anxiety that we 
will inevitably face in our various 
leadership roles?

1. Lean into the nuance, 
messiness and complexity.
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Openly acknowledge the challenges you 
are facing and the corresponding 
complexities. Lean on the expertise of 
your people to drive new innovative 
solutions and you can turn the fear and 
anxiety-inducing circumstances into 
successes for you and your team.

lleaders are often tempted to exude faux 
confidence and certainty in relation to the 
organizational context and challenges 
facing them and their people. But this 
doesn't actually serve anyone. Fear-
based rigidity leads to an inability to 
iterate, adapt and pivot relative to shifting 
internal and external conditions. 

Remember that it's okay to not know the 
right path forward. Work with your team in 
creating a vision and strategy that can 
help guide your activities and provide the 
scaffolding for success, while also 
providing the flexibility to adjust as 
needed. 

One of my favorite religious books is Peter 
Enn's The Sin of Certainty. He addresses 
the dangers of dogma, rigidity and 
certainty within a religious context and 
argues for greater flexibility and humility 
within one's religious beliefs and 
behaviors, but his message can also be 
applied in a broader leadership context. 

The reality is we face a range of dogmas 
within the workplace — everything from 
rigidity around organizational norms, 
policies, practices and procedures to 
broader societal dogmas (political, 
religious, economic, etc.). Fearful of the 
complexities and shifting ground around 
them,  

One of the fears many leaders face is 
imposter syndrome. Chances are, at one 
point or another, you have experienced 
this yourself — feeling like you don't 
measure up, like everyone else around 
you is smarter, more experienced and 
capable, or you feel out of place, like who 
are you to lead this team? These 
thoughts are particularly common when 
new managers take on their first 
significant leadership role. 

As a Forbes article puts it: "Leaders 
managing high-talented teams are likely 
to encounter impostor syndrome, but by 
encouraging questions, utilizing 
vulnerability and prioritizing problem-
solving, they can ensure team morale 
remains strong — and help their 
employees feel the success they 
deserve." 

2. Avoid dogma, rigidity and 
certainty.

3. Sidestep imposter 
syndrome.
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A healthy level of humility and self-
awareness is essential. In fact, as a 
leader, you shouldn't be an expert on 
everything, the most experienced, etc. 
You should be surrounding yourself with 
an amazing team and leaning on their 
expertise. However, if your imposter 
syndrome becomes debilitating, seek 
help and outside support. 

As noted above, we need to foster 
greater levels of intellectual humility in our 
leadership style and approach. We can't 
possibly be the expert on everything our 
team does. The weakest and most 
ineffectual leaders are often those who 
try to control the information and who 
assume they know best. The best leaders 
recognize the experience and expertise 
of their individual team members and 
empower everyone to leverage their 
disciplinary and functional knowledge for 
the benefit of the entire team. 

One way to foster greater intellectual 
humility as a leader and among your 
team is to show vulnerability. The HBR 
article I mentioned previously argues that 
we should think of our mistakes as 
teachable moments.  

""When leaders showcase their own 
personal growth, they legitimize the 
growth and learning of others," the 
authors write, "by admitting to their own 
imperfections, they make it okay for 
others to be fallible, too." 

You don't have to have it all figured out; 
no one on your team expects that. What 
they do expect is that you openly 
acknowledge your limitations and 
shortcomings, apologize when mistakes 
were made and continuously try to learn 
and grown, as well as encourage and 
support the continuous growth and 
development of your team. 

In closing, the modern leader faces a 
wide array of complex challenges. While it 
can be tempting to try and reduce the 
organizational and work messiness and 
complexities into something more easily 
definable and actionable, we can't allow 
fears of the unknown to drive us or our 
teams. In following the advice above, we 
can transform into a truly confident and 
emotionally secure leader, ready to face 
our fears and anxieties head-on and 
tackle whatever is thrown our way! 

  

4.  Foster intellectual humility.
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Aligning The Three P’s 
  

 A Strategic Solution to Recruiting, 
Retention, and Engagement

by David Edwards

There have been a lot of articles about 
the issues organizations face. Agnes 
Therady wrote, “Employees Come First” in 
the March/April issue of The Journal of 
Healthcare Management. The May/June 
issue of “Healthcare Executive” is almost 
all about workforce following the lead 
article titled, “Building a Strong and 
Fulfilled Healthcare Workforce”. Outside 
the healthcare front the pre-pandemic 
Inc. Magazine for June 2019, and each 
June after was all about the “Best 
Workplaces”. Among other ideas from 
these articles here are a few that stand 
out.

For decades, perhaps longer, thought 
leaders have questioned the relationship 
between people at work and their bosses. 
In 2022 we are taking the conversation to 
the next level in the age of the “great 
resignation”. I have worked in health care 
for most of the last 35 years, usually in 
some senior leadership capacity. There 
has been a lot of focus on human 
resources, recruitment, and retention 
throughout a career spanning numerous 
cycles of labor excesses and shortages, 
technology changes, and economic 
boom and bust.
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Some of these ideas are relatively simple 
to implement, like rounding. Some are 
much more challenging and require deep 
and long-term efforts, like leadership that 
is more than lip service. All of them are 
subject to a pedantic implementation as 
a tactic to solve an immediate problem. 
Any or several of them could be part of a 
truly transformative process to guide 
human working relations in profoundly 
more aligned and principled ways. Which 
type of effort this becomes is largely up to 
governance and senior leadership. 

There are many companies that have 
outstanding reputations as leaders in the 
principles, processes, and practices of 
people. Amongst them are Netflix, 
Starbucks, SAS, REI, and many more. 
While the challenges have come to a 
crescendo during the pandemic, the 
issues of human beings coming together 
for a common purpose and how to lead 
people while managing things and living 
within budgets is as old as companies.

A common acronym for the more 
progressive of these efforts is ESG – 
Environmental, social, governance. 
Another movement to align broad 
constituents of people are “B” 
corporations. These organizations seek to 
take a broader view beyond just the 
financial bottom line. Unfortunately, many 
of even the best struggle. Paradoxes 
abound, for example, Starbucks CEO saw 
a 40 percent pay bump in 2021 around 
the same time he eliminated pandemic 
pay for baristas. Shortly thereafter he was 
criticized by his board for botching how 
he was trying to stop unionization efforts 
(not consistent with their ESG principles), 
that same board criticized management 
because they invested heavily in 
“Community Stores” in lower income 
areas (very ESG). My point is that many of 
our problems arise from a lack of 
alignment with agreed upon principles or 
a lack of clarity around what those 
principles, policies, and practices are.
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If you are a senior leader at your 
company and you are having a hard time 
figuring out what to do, you are not alone 
even in the company of some of the best 
run organizations on the planet. If you are 
a front-line employee, you might feel torn 
by the stresses of work, inflation, 
pressures to organize, and pressures to 
not. 

Given all this, which if you are working you 
know all too well, what is one to do? I have 
three suggestions, that on the one hand 
may not feel very satisfying, but on the 
other may be the only enduring solutions 
to a perplexing and chronic challenge.

Second realize that as a collection of 
human beings the principles that guide 
success for the broadest range of 
constituents are human principles. One 
might think of this as a people first 
organization. It will certainly bristle at the 
common tendency to think of the 
organization as a well-oiled machine that 
simply pulls levers and expects 
immediate results. In this regard it is a 
travesty that from 2004 to 2021 
healthcare CEOs have cited finances as
their number one concern, only in 2022 
did labor shortages supplant money. 

Finally, any envisioned solutions that are 
a knee-jerk reaction to a serious and 
perplexing problem will not be satisfying 
nor successful over time. Only a profound 
effort that aligns principle – Policy – and 
Practice will have the desired impact.

First stop thinking about organizations as 
these unique and legally blessed 
independent things. Think about your 
organization as a group of people, human 
beings, who have willingly banded 
together to achieve some common 
purpose. In this mental model employees 
are not assets but value adding partners, 
even volunteers, who have come together 
to achieve some shared purpose.

Principles – at the level of governance 
you must decide what principles you are 
going to follow, which will guide your 
organization. As an organization whose 
only real value comes from people, and 
that inevitably serves people, and has 
further impact on communities of people, 
people focused principles are a good 
place to start. I urge you to throw out any 
tired old language and concepts about 
driving change, results, performance, 
maniacal focus on profits regardless of 
impact on communities of people.

The three P’s
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The start here will be a bright light of 
focus on your mission, values, and vision 
(MVV). These statements of purpose, 
guides and boundaries, and intent are 
the foundational principles that guide 
every organization, for profit or not-for-
profit. You likely have them. But do your 
policies and practices emulate them? 

Policies – are the written words that 
should support your people, unify them if 
you will, in the carrying out of the MVV. 
This is quite simple but is made too 
complex too often. Alignment is the key 
here. Are the written policies aligned with 
the MVV? If not, they will create 
confusion, distrust, and distraction, none 
of which is good for people or business. 

Practices – are what you might define as 
culture. This is what actually happens on 
the front lines, with front line leads and 
supervisors, managers, senior leaders, 
and the governing board. To allow 
behaviors that are not aligned with 
policies and principles is to encourage 
confusion, distrust, and distraction once 
again.

A primary focus of every leader at every 
level of the organization should be to seek 
as perfect alignment as possible through 
all levels of the organization, including 
how people treat each other, customers, 
vendors, and partners. As you succeed in 
this effort most of your “problems” will 
never be created, and thus never 
consume your time to fix. In this context all 
the bullet list of ideas at the start of this 
post become opportunities to encourage 
human performance, ability, connection, 
and balance. These in turn nurture 
innovation, focus, work/effort, and joy as 
a human being.

These human-principles aligned 
organizations will stand out like a bright 
light in a crowded marketplace. 
Recruitment and retention will be easier. 
Problem solving will take less time and 
creative mission accomplishment more. 
This organization of people will still have 
to deal with market forces, competition, 
government regulation, pandemics, labor 
shortages, et cetera. As a company of 
leaders, however, your capacity to 
effectively anticipate and retain your 
focus through these challenges will be 
vastly greater and the challenges will be 
less disruptive. Your ability to identify and 
take advantage of market opportunities 
will increase and nurture thriving during 
the best times.
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1. Realize first that this is a journey, and a 
potentially gut wrenching one. You are 
trying to transform your organization, 
which entails change at the individual, 
team, and company at all levels from 
reception to governance. It is bold and 
individual to the company so there is no 
simple checklist to check the box on. The 
next 7 steps are easy enough to write, 
massively challenging to implement 
thoughtfully and successfully, but 
overwhelmingly satisfying to human 
beings and collections of human beings 
pursuing a common purpose. 

2. I would start with a discussion about 
organizations, people, and purpose. You 
will have to get governance involved in 
this and particularly if your board is 
inculcated with a mechanical metaphor, 
it could be a challenging process. Are you 
a machine, or group of people? How is 
your mission/purpose/governance 
influenced by that insight?

3. As an employer I would then offer a gift 
to all your employees. I would offer the gift 
of helping them to understand explicitly 
their personal core values. The process 
only takes a couple of hours for most 
people. The result for the employee will be 
greater meaning, well-being, and focus. 

4. On this personal foundation they would 
be prepared to productively engage in an 
organizational process of determining the 
group’s core values and then creating a 
connection between the individuals and 
organizations values. This connection will 
nurture engagement and motivation. 

5. Building on these discussions and their 
guidance you could go through the 
process of producing a jointly created 
statement of intent, your shared vision if 
you will.

Where do you start?

6. Go through your policies, handbooks, 
stories, compensation plans, 
performance systems, etc. and align 
them with the guiding documents and 
principles. 

7. Your next strategic planning cycle will 
be guided and aligned by these jointly 
created guidance documents.
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8. Your budgeting process is simply the 
funding of the strategic plan, so the 
money becomes aligned with your 
guiding documents. 

This process, recognizing that people are 
busy and taking time for this people-
leadership process must be balanced 
with normal work, could take from a few 
months to a year. I cannot see any other 
approach being transformative, however. 
In other words, efforts less than this will 
tend to be tactical in nature and have 
little long-term impact on the 
organization or people. I recognize that a 
bell curve applies here, and a few 
organizations will simply complain doing 
little, many will stick with tactics, tips, 
hacks et cetera, and a few at the far right 
of the curve will make the challenging 
effort to truly transform their organization 
to a people centered organization of 
leaders. What is your decision?

David Edwards worked in health care 
for 35 years. He took what he learned 
as a CFO, COO, and CEO and built on it 
as he researched how to correct what 
is wrong with healthcare in American. 
His epiphany, consistent with his career, 
enduring principles, and the latest in 
behavioral science led to the 10 
principles of individual motivation. On 
these principles, applicable to all 
domains of life, individuals build lives of 
accomplishment, connection, and 
balance. Employers who offer the gift of 
these foundations help grow 
employees that are engaged, 
connected, and motivated.  

LinkedIn profile, 
www.linkedin.com/in/david-r-edwards-
55ab3450 

https://www.linkedin.com/in/david-r-edwards-55ab3450
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