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  THOUGHTS FROM THE EDITOR 
 

 Smell the Roses  
 

How often do you find yourself in your office when you know you should be home? How often 
do you find yourself doing e-mail at 10:00 p.m. when you know you would be better off watch-
ing some mindless television show or relaxing some other way? How often do you spend a sig-

nificant part of your weekend on work rather than doing things with your family? 
For many of us, the answer is very simple: too often. At a time when technology 
keeps us connected 24/7, when everyone is expected to do much, much more with 
much, much less, and the job market is unstable and uncertain, we are working too 
hard and too long. There is too little time to read a novel, play with the kids, or just 
simply goof off. As such, the message of this editorial is very basic: smell the roses! 

I know, I know – it’s easier said than done and the pressure to meet deadlines or get assign-
ments done often spoils any well-intended plans. Still, it’s important to keep trying, to keep 
making an effort to balance your work life and your personal life in a way that is fair to you and 
your family. What to do? Try these five things: 
 

1.  Think and plan, plan and think.  My oft-repeated mantra applies here too. Give yourself the 
time to think about how you are living your life and how you want to live it. Make changes if you 
need to do so. Plan your time carefully and stick to your plan as much as possible. Prioritize and 
re-prioritize with an emphasis on doing things you enjoy.  

2.  Keep work in perspective.  It’s work! It is an important part of your life but it is only a part. 
You could work 24/7 and the work would still be there. If you won the lottery and walked away, 
the work would still go on. No one is irreplaceable or indispensable and you can’t regain the 
personal time you lose by putting work ahead of your personal life.  

3.  Set boundaries and stick with them.  If you decide that you are not going to work at night or 
on weekends, don’t work! If you decide you are not going to miss certain family events because 
of work, don’t miss them. If you decide to leave the office at 5:00 p.m., leave! Decide on the 
work-life balance that is best for you and doggedly and determinedly maintain it. 

4.  Do a monthly evaluation.  At the end of every month, reflect on how well you balanced your 
work life and your personal life. Any regrets? Any omissions? Anything you should have done? 
Be objective and thoughtful and if you made any mistakes, learn from them – and don’t make 
them again. 

5.  Maintain a healthy lifestyle.  It’s the usual thing – eat properly, exercise appropriately, man-
age stress proactively, and get your required sleep and rest consistently. And give yourself time 
to reflect on your life and appreciate everything you have. Stay positive, stay focused, and stay 
cool.  

In all, please remember the old saying that nobody on their deathbed ever said, “I should have 
spent more time at the office.” Follow the five steps listed above and both your work time and 
your personal time will be better spent.  MM 
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 MANAGER’S 
 COMMENTARY I 

 
 
 

Are You Managing Change 
or is Change Managing 
You?  
 

by Steve Wojdyla,  
Director, Facilities Management, 
Merck & Co., Inc. 
 

“It is not the strongest of the species that 
survives, nor the most intelligent that 
survives.  It is the one that is the most 
adaptable to change.”  

      – Charles Darwin 

In this fast paced world, the only thing constant 
is CHANGE.   Many people fear and avoid 
change because they don’t receive the help they 
need to adapt to it. 
 

I’ve learned during my many years of working in 
a large organization that it’s not just the changes 
that you make that determine success or failure, 
but how you make those changes. I learned that 
this is called Change Management. 
 

I was one of the lucky few plucked out of my day 
to day manufacturing responsibilities and picked 
to become a “change manager” to help our or-
ganization adapt to the major changes coming 
as a result of our new strategy.  I didn’t even 
know that there was a discipline called “Change 
Management” or that I could have a role as a 
“Change Manager.”  I needed to adapt to this 
change pretty quickly if I was going to help oth-
ers manage their changes. 
 

As a “change manager,” I learned that any 
change you make needs to be “managed” for 
that change to be effective.  I learned that peo-
ple will be impacted by that change, so those 
are the people you want to help adapt to the 
change.  How the change will be implemented 
or perceived will depend quite a bit on how 
much support or “change management” you 
provide. 
 

There are four key areas of focus to support any 
change: Communications, Training, Difficulty 
and Reinforcement.  

(Continued on page 5) 
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WHAT DOES IT TAKE TO BE A TRULY EFFECTIVE 

MANAGER? 
 

I learned early on that to succeed and to be successful, your employees 

have to succeed and be successful. You have to help your employees 

succeed and let them shine. Their shining will reflect on you. You have 

to recognize where their talents are and make sure that they have the 

tools they need to do their jobs. Of course, you also have to hire quali-

fied people. And if they are lacking in a capability, you have to provide 

development to fill the gap. You have to coach them if they are having 

difficulty, recognize their efforts, and make sure they are not in over their 

heads. But you also have to give them stretch goals and challenges so 

each day is not just another day at the office. In the end, though, it’s all 

about the success of your people.  

 

IN TIMES OF CHANGE AND TURMOIL, WHAT ARE THE 

MAJOR CHALLENGES THAT A MANAGER FACES? HOW 

HAVE YOU TRIED TO MEET THOSE CHALLENGES?  
 

Change invokes fear in people because change represents the unknown. 

So, you have to be as transparent as possible without being a totally 

open book and sharing too much. Change isn’t always bad. You just 

have to smooth it out as best as you can and manage it while retaining 

the trust your staff has placed in you. You have to treat people with re-

spect. 
 

 

WHAT IS THE MOST DIFFICULT THING ABOUT BEING A 

MANAGER?  

 

Recognizing your limits and letting go. Overcoming the temptation to try 

to do everything yourself and providing the answers yourself when the 

answers should be coming from the team.  

 

WHAT IS THE MOST REWARDING PART OF BEING A 

MANAGER?  

 

Working with the people on my team. Being able to lead people and really 

pointing them in the right direction. Being able to see people succeed and 

feeling like I had a part in it.  

 

WHAT DOES EFFECTIVE COMMUNICATION MEAN TO  

YOU?  
 

Making sure the message is understood and that the audience takes that 

message and acts on it in an appropriate manner. When the message is 

tough, it’s about knowing how to deliver the message without upsetting the 

apple cart. I don’t babble along just to hear myself make noise. 

 

WHAT DO YOU THINK ARE THE KEYS TO DELEGATING WORK 

EFFECTIVELY? 

 

Delegating work effectively is one of the hardest things to do. You have to 

resist the temptation to do everything and take advantage of the capabilities 

of your team. There is a big difference between delegating work and dumping 

work. Delegating work means setting goals and priorities and working with 

your people toward realizing and achieving them. Your people have to figure 

out the tasks that will help them get there; the manager shouldn’t do that for 

them. 
 

 

WHAT DO YOU THINK ARE THE KEYS TO MANAGING 

CONFLICT EFFECTIVELY?  

 

Conflict between two individuals will have the effective manager playing refer-

ee and mediating. You have to listen to both sides and make a decision. I am 

probably conflict averse but I know that I have to deal with conflict proactively 

most of the time. Sometimes, though, if you wait, things will sort themselves 

out. 

 
 

WHAT ARE THE KEYS TO EFFECTIVE LEADERSHIP?  

 

Knowing when you have to make a decision and saying, “This is what we 

have to do.” It’s about making leadership decisions. It’s knowing when you 

have to step in to situations and knowing when to let things work out on their 

own. Leadership is also about translating strategy into action. To do that, you 

have to build a high level of trust and rapport with your team and you have to 

have the right capabilities on your team. If there is a gap, close it. Rewarding 

and recognizing your people is also an important part of leadership. Strong 

leadership presence is important too but you can be quiet and reserved (like I 

am) and still have that strong leadership presence. If you’re quiet and laid 

back, you need to open yourself up a bit and be approachable and work to-

ward increasing trust. You have to make a proactive effort to not be too laid 

back. Acknowledge the tendency to be introverted and counteract any nega-

tive connotations that come with it. 
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Leadership is also about translating strategy into 
action. To do that, you have to build a high level 
of trust and rapport with your team and you have 

to have the right capabilities on your team. 
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WHAT ROLE DO PROFESSIONAL RELATIONSHIPS PLAY IN A 

MANAGER’S SUCCESS? 
 

Relationships are hugely important, not just with my team but with all of 

my colleagues and customers. We are heavily leveraged with third party 

service providers; we are heavily outsourced. So, maintaining effective 

relationships with stakeholders and service providers is key.  By having 

regular interaction, by making sure the line never goes dead. 

 
HOW DO YOU MAINTAIN AN APPROPRIATE WORK/

LIFE BALANCE?  
 

Make sure your team is doing everything they are supposed to do. Don’t 

try to do everything yourself. Let them get the call. But make sure they 

maintain an appropriate work/life balance too. When I’m at home, it’s my 

time. I minimize the time when I open the laptop. Getting exercise is also 

important. Going to the gym is on my calendar. It helps to maintain focus.  

Just look for the burning platforms that really require your attention.   

 

WHAT ARE THE NEW CHALLENGES THAT MANAGERS 

ARE NOW FACING?  

 
Managing relationships from a distance is becoming increasingly im-

portant. I don’t see many of my team members that often. I have to 

make an extra effort, a proactive effort, to maintain those distance rela-

tionships.  Taking advantage of technology is important to maintain 

contact, but making the most of the sometimes infrequent face-to-face 

visits is crucial.  

 

IF YOU HAD A SIGN ON YOUR DESK TO REMIND 

YOU ABOUT WHAT IT TAKES TO BE AN EFFECTIVE 

MANAGER, WHAT WOULD THE SIGN SAY?  
 

There are so many different things that it is hard to say. Managers have 

to do all of the things we talked about. Still, the sign would probably say, 

“It’s all about relationships.”  

 

 MANAGER’S 
 COMMENTARY II 
 

 

Putting People First  
 
by Kathy Foster 

Global Communications Lead, Johnson Controls -  
GSK Account  
 
Once upon a time I worked at a company that I lovingly referred to as “The 

Most Dysfunctional Place on Earth.” Employees were incredibly unhappy. 

Sales were plummeting. Management blamed employees; employees 

blamed management. And both sides were airing their grievances publicly 

on the Internet. I packed up my desk and vowed never to work in a place 

like that again.  

 

You see, I’ve always lived by the motto: If you’re not having fun, don’t do 

it. Don’t get me wrong – I haven’t turned my office into a mini Margari-

taville. I respect my workplace, my coworkers and myself too much to 

think of work as a playground. But I do know the value of enjoying what I 

do and how I do it. 

 

So it started me to thinking… if I can find a way to enjoy myself at work 

AND have a positive impact on my coworkers too, how much better would 

my work experience be? I went online and looked up “Fun at Work.”  

I was surprised to learn that “Employee Engagement” was a real thing and 

there were people who specialized in it. It was the first time I ever heard 

the phrase “A happy employee is a productive employee.” Wow, what a 

concept! I knew firsthand what the impact could be when the converse 

was true. It all seems so simple. 

Twenty years have passed since I left that company, and I’ve learned a lot 

about Employee Engagement since then. There are so many components 

to it – starting with trust, transparency and respect between a company’s 

leadership and the employees on the ground who are doing the work. And 

it has to work both ways.  

 

I can look back on that experience now and see some of the key issues 

that created the disengaged workforce – a poorly communicated vision for 

the company, management who was secretive about the company’s busi-

ness, employees who distrusted everyone from their coworkers to the 

CEO. As much as I hated that job at the time, it actually serves as one of 

the most valuable lessons I’ve ever learned on the job.  

 

There isn’t one thing that I do now without considering how it will impact 

the work experience of the people around me. It’s like living “The Golden 

Rule” at work – treat people the way you would want to be treated.  

 

Communicate openly, honestly and frequently. If you don’t have all the 

answers, admit it – but work toward a resolution. Think of how everything 

you say and do impacts the people around you. And don’t be afraid to 

inject a little FUN into your work! 

 

You may not be able to solve all of your problems this way, but I promise 

you – when you put people first, you will have a positive impact on your 

work environment.  MM 
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There isn’t one thing that I do now 

without considering how it will impact the work 

experience of the people around me. It’s like living 

“The Golden Rule” at work – treat people 

the way you would want to be treated. 
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 REAL MANAGEMENT PROBLEMS WITH REAL SOLUTIONS FROM REAL MANAGERS 

 What Would You Do?  

 
You have been asked to lead a cross-functional team in a project that is very important to your company. The team will consist of 

eight people with a broad range of expertise in different disciplines and, not surprisingly, a broad range of personalities, including 

one person who recently finished being on a Personal Improvement Plan.  Two of the team members currently report to you. Your 

sponsor is a very senior leader in the company with a reputation for changing her mind, sometimes on a “hunch,” and for being 

very demanding. The success of this project will be very important for her career. You have one year to complete the project but 

you feel strongly that more time is needed. You’re also not sure you have sufficient resources to meet the demands of the project, 

which will involve foreign travel. Several of the team members were chosen for you and you don’t know them. Included on the 

team is one person that you neither like nor trust and the feeling is mutual. 

What specific things will you do to ensure the success of the project?  

 

Solution #1: 
 

1.  I would meet with the senior leader sponsoring the project and discuss the why behind the importance of this project and any specific details 
she feels need to be accounted for during its implementation. 

2.  I would map out an overall project plan with tasks and assign the resources accordingly.  Considering the staff’s skill sets, I would assign the 
proper personnel to each task.  I would look at the overall budget needed to complete the project and make sure the company can finance it.  
Taking foreign travel into account, I would also try to fit the tasks and project into the annual timeline being requested.  So, account for people, 
money, and time.   

3.  I would conduct a meeting with the overall team including any employees from the overseas office or entity we were doing business with.  I 
would welcome the team to the project, have them introduce themselves, and start to develop team connections.  I would also explain why the 
project is so important and what is involved.  I would share my project documentation and review the overall plan.  I would also ask each individ-
ual assigned to a specific task to think realistically about timelines. 

4.  I would schedule individual meetings with each of the team members.  During these meetings, I would get a chance to learn and meet the 
team members I did not know.  I would hopefully clear the air with the individual who does not trust me, at least enough to work on this project.  
The individual meetings would also give me a chance to hear the “true” thoughts on timing of items or the project in general.  The meetings 
would also tell me if I had the right people and enough people to complete the project.  After these individual meetings, I would also get a feel for 
who I might assign as my “lieutenant” who would act as my back-up while I am away to guide the team.   

5.  I would go back to the executive sponsor with that feedback on costs and timelines.  I would then ask the executive sponsor to make adjust-
ments to the overall project accordingly. 

6.  With a strong foundation in place, I would hold weekly meetings with project team members to discuss the status of tasks, changes to scope, 
any issues coming up that need to be addressed, etc.  I would also talk about successes and highlight them to motivate the group.  I would make 
sure the team members knew that I was always available to discuss anything project-related and that if anything was bothering them, they 
should address it with me.  I would schedule a weekly update between myself and the executive sponsor, so she was constantly updated on the 
project AND I would hear of any changes she might want to make. 

7.  Somehow, I would inject a little fun into the project.  These kind of important projects take on a weight and heaviness that can drag down staff 
working on them.  An evening out for drinks with the team…  A lunch meeting off-site… T-shirts made up… something to instill some fun and ca-
maraderie. 

8.  Overall, to have a successful project in this case, thorough planning up front for all resources, along with a good education on the why and 
how of the project is critical.  From the beginning, the need to establish clear and open communication with all team members and the executive 
sponsor is imperative. 

Craig Azoff ~ Assistant Vice President of Application Support ~ MJHS 

 

Solution #2: 
 

This scenario describes three potential problems: a difficult team member, a sponsor with objectives that drift and unrealistic expectations for 
time and resources for the project. Using a project management approach, each of these problems can be addressed. Focusing on the initiation 
and planning phases of project management, rather than simply jumping into the execution phase can save time and resources, create a more 
functional team, and assure that the desired outcomes or deliverables are achieved.   
 
 

 
(Continued on page 5) 
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The first activity for this proposed project is the creation of the project charter. The charter 
should clearly define the output(s) and authorize the initiation of the project.  The charter can 
be thought of as a contract between the project team and management, to perform specific 
actions in a defined time frame with agreed outcomes.  It is a living document that should be 
reviewed over the life of the project to be certain that the scope and the deliverables are rea-
sonable and are being met.  
 

The next activity for this team is a new team start-up to address the question; ‘Where are we 
going?’ Ideally, new team start-up occurs with all members of the team present in one loca-
tion.  This allows people to develop personal relationships; to understand their individual roles 
and strengths; to align on objectives and deliverables; and to begin to build trust within the 
team.  Roles and expectations of the team, ground rules, and behavioral expectations will be 
established and documented. These should be shared with the team.   
 

Planning is the next critical phase of any project.  This is the time to establish “How are we 
getting there?” through the creation of the project management plan.  The team should brain-
storm to get input and ideas, identify 3-5 alternatives, and choose the optimal plan.  This exer-
cise should help identify the members’ strengths and leverage the skill sets of any difficult 
personalities.  Roles and responsibilities, ways of working, and ground rules should be estab-
lished.  Trust is built within the team by setting an expectation of transparency and open con-
versations, when things are going well and when they are not.   The voice of the sponsor is 
critical to establishing the importance of team work in achieving goals. 
 

With the choice of an optimal plan, a work breakdown structure can be created.  The work 
breakdown structure is used to break down the project into manageable work packages such 
as point of accountability, pieces of work to be performed, and interdependencies with other 
tasks.  Other important tasks are creating an activity list; identifying resource needs; esti-
mating time and cost; identifying lead and lag measures, and determining the critical path.  
The activity list will set the stage for creation of a schedule that will hold the team to key mile-
stones and deliverables.  In this scenario, it would be important to analyze both the timeline 
and resource needs prior to the execution of the project. The project manager must deter-
mine if the time expectations or resources are realistic and adequate.  If unrealistic or inade-
quate, the project manager must clearly bring this concern to the sponsor and provide options 
with identified impact to the project.  A good project manager will establish realistic expecta-
tions up-front.  This is also a good time to review the original objectives in the project charter 
with the sponsor and assure that there has not been creep to the objectives of the project.  
Finally in the planning phase, risks should be clearly identified and a management plan defined 
which should ideally mitigate project failure and better plan for project budget needs. 
 

The use of project management expertise can help manage the difficult aspects to projects 
and guide the team to successful outcomes.  This approach provides good direction and guid-
ance and an understanding of what success looks like for the team.   
 

Mary Ann Vasbinder, DVM, DACLAM and Betsy Walton, DVM PMP ~ GlaxoSmithKline  
(What Would You Do?, continued from page 4) 
 

Solution #3 
 

 

Initially, I would speak with the Sponsor in order to establish project expectations, determine 
if a project charter exists and develop appropriate schedules for project status updates.  It is 
unlikely I will be able to change their personal and professional tendencies, so creating meth-
ods to minimize and preempt their occurrences or impact to the project will make the project 
more successful and engage the sponsor from the beginning.  Speaking openly and directly 
about my concerns with resource constraints and timeline should occur early on.  Concerns 
should be factual and persuasive, not driven by emotion.   
 

From the team perspective, it will be important to engage each team member, determine 
each person’s strengths, set clear expectations and establish roles and responsibilities.  Indi-
viduals whom I haven’t met, would undergo 1:1 pre-meetings as a general meet/greet and 
also to understand their perspective of the project.  For the individual who recently completed 
a PIP, if possible through HR or their manager, I would want to understand why they were on 
the PIP.  Ultimately, understanding and utilizing their strengths will be important, while recog-
nizing they recently spent time focusing on opportunities for improvement.  Acknowledging 
current workloads and prioritizing those against project work would be a focus for my two  

(What Would You Do? continued from page 4) 

(Continued on page 6) 

 

 
 

Communications - When communicating 
about “the change,” be sure to answer the 
following questions:  What is the change?  
Why are we making the change?  How will 
this change affect you and what do you 
need to do as a result?   
 

Training - Nothing is more frustrating than 
knowing what you need to do, having the 
opportunity to do it, really wanting to do it 
and still not being able to do it (sounds like 
my golf game). Consider what new skills 
people need to successfully implement the 
change. Will people be doing things differ-
ently?  Do they know how to do things dif-
ferently? If they do need new skills, how will 
they get them? When do they need to get 
them?  Having people trained ahead of the 
change can pave the way for success. 
 

Difficulty - If the change is difficult, people 
will stay with the old, easier way of doing 
things.  Put yourself in the impacted per-
son’s position and think about all of the 
obstacles that may prevent him/her from 
adapting to the change. Make sure the 
person has the resources, time, money or 
equipment needed to implement the 
change.  If any of these factors presents a 
major difficulty, it provides a convenient 
excuse to get out of the change. 

 

Reinforcement - Change is hard, so if 
someone has made the effort to adapt to 
the change, he/she will need some positive 
reinforcement to keep it going.  And for 
those that are not adapting to the change, 
provide some constructive feedback and 
some consequences. Otherwise, those that 
are making the effort will see others skating 
by and they’ll check out. 
 

Focusing on Communications, Training, 
Difficulty and Reinforcement has helped me 
to successfully implement some major 
change in my local manufacturing organiza-
tion, and helped me to coach some leaders 
with major change at a site/divisional level.  
It works, but it is work – just as much work 
as “the change” itself, but it gives “the 
change” the best chance to stick.   MM 

(Manager’s Commentary I, 
continued from page 1) 
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COMMUNICATIONS 
CORNER 
by  Ilana Eden Esposito 

 
Readjusting My Communication 
 

For more than a decade, I was a full-time 
telecommuter – and a happy one.  When 
people would ask if I missed going to an 
office and seeing people, I would just 
laugh, thinking of how I spent my days in 
my pajamas.  I interacted with lots of peo-
ple each day over the phone or email so I 
didn’t feel cut off from the world and I 
was able to do “real work” during confer-
ence calls.   Therefore, my decision to take 
a new job that required me to be in a tra-
ditional office setting was a major surprise 
to people.  I knew it would definitely be an 
adjustment. 
 
I was certainly right.  Besides acclimating 
myself again to business casual clothes 
and a real commute, I had to get used to 
being with actual people every day who 
could see my facial expressions and physi-
cal posture and could not be muted by 
simply pushing a button. Pacing while 
working through ideas (and, I must con-
fess, talking to myself) was now a hin-
drance rather than a catalyst.  I had to re-
learn to practice some important lessons 
that I had always preached regarding in-
office communication: 
 
 Your body language is a critical aspect 

of communication.  If your body lan-
guage conflicts with your words, people 
are more likely to believe what they see 
than what you say.   

 When people meet in person, they 
establish greater degrees of trust and 
cooperation when compared with 
interactions facilitated through 
technology like email. 

 People may accept your multitasking 
when they aren’t seeing you do it.  
However, when you are sitting across 
the table from someone who is not 
directing his/her attention at you (e.g., 
checking a BlackBerry during a 
meeting), it’s just, well, rude. 

 
Now that I am several months in to my 
new, in-person reality, I have gained a 
new appreciation for its benefits.  I am 
also more grateful than ever for those 
days that I do get to work from home…in 
my pajamas. 

(What Would You Do? continued from page 5) 

 

direct reports.  What can I do as their manager to clear the roadblocks and redistribute work 
load, if necessary?   
 

Mutual distrust and dislike can be difficult to handle and work with, and most likely neither party 
will change.  My approach with this person would be very similar to my approach with the other 
team members – identify/utilize their strengths, determine how the team can be most produc-
tive with their inputs and set roles and responsibilities.  Treating them differently will only draw 
attention and be disruptive.  If there is an opportunity for subcommittee work, it might be good 
to pair them with a compatible team member whom I trust.  This would allow for collaboration, 
and peer to peer accountability. 
 

Think and plan, plan and think.  
 

Amy Wineinger ~ Harlan Labs 
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RECOMMENDED READING 
FROM THE EDITOR 
 

 
 

Harvard Business Review:  The Ten Best 
 

Harvard Business Review was founded in 1922 and is still considered to be a highly 
prestigious management and leadership journal. Through the years, it has published 
many interesting and useful articles. Herewith, the ten most recommended (in no 
particular order):  
 

1. “What To Ask The Person in the Mirror” by Robert Kaplan (originally published in 
January 2007) 

2. “What Makes An Effective Executive” by Peter Drucker (originally published in June 
2004) 

3. “Leading Change: Why Transformation Efforts” Fail by John P. Kotter (originally 
published in January 2007) 

4. “What Makes A Leader?” by Daniel Goleman (originally published in November-
December 1998) 

5. “The Necessary Art of Persuasion” by Jay Conger (originally published in May-June 
1998) 

6. “Primal Leadership: The Hidden Driver of Great Performance” by Goleman, Boyatzis, 
and McKee (originally published in December 2001) 

7. “Saving Your Rookie Managers From Themselves” by Carol A. Walker (originally 
published in April 2002) 

8. “How Resilience Works” by Diane L. Couto (originally published in May 2002) 
9. “Pygmalion in Management” by J. Sterling Livingston (originally published in July-August 

1969) 

10. “Managing Your Boss” by John J. Gabarro and John P. Kotter (originally published in 
May-June 1993)  

 
Influencing Skills: A Hot Topic 
 

In today’s workplace, matrix organizations are common as is the need to be able to influence 
without authority. Reflecting these trends is the increase in books about influencing skills. 
Herewith, the most recommended (in no particular order): 
 

How To Influence People by John Maxwell 

360 Degrees of Influence by Harrison Morath 

Elements of Influence by Terry Bacon 

Influencing People by Jenny Rogers 

Influence by Robert Cialdini 

Power, Influence, and Persuasion by Harvard Business Press 

Influencing and Collaborating for Results by Duke Corporate Education  MM 
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The Lighter Side of 
Management 

 

Eager to Impress the Boss 

 
A young MBA was leaving the office late one evening when he found the CEO standing in front of 
a shredder with a piece of paper in his hand. 
 
"Listen," said the CEO, "this is a very sensitive and important document here, and my secretary 
has gone for the night. Can you make this thing work?" 
 
"Certainly," said the young executive. He turned the machine on, inserted the paper, and pressed 
the start button. 
 
"Excellent, excellent!" said the CEO as his paper disappeared inside the machine. "I just need 
one copy."  

 
 

One Liners 
 
♦If at first you don't succeed, redefine success.  
♦You have the capacity to learn from your mistakes. You will probably learn a lot today.  
♦A thing not worth doing isn't worth doing well.  
♦Hard work never killed anyone, but why take a chance?  
♦All true wisdom is found on T-shirts.  
♦I don't have a solution, but I do admire the problem. 
♦I used to be indecisive, now I'm not so sure. 

 
Crash Course in Management Speak  

 
 
 
 

“People acting together as a 
group can accomplish things 
that no individual acting 
alone could ever hope to 
bring about.” 

— Franklin D. Roosevelt  

 

“Our team is well balanced. We 
have problems everywhere.” 

— Tommy Prothro,  

former football coach  

 

“We must all hang together or 
most assuredly, we shall all 
hang separately.” 

    — Benjamin Franklin  

 

“The time to repair the roof is 
when the sun is shining.” 

— John F. Kennedy 

 

“The best way to get a good 
idea is to get lots of ideas.” 

— Linus Pauling 
 

“What lies in our power to do, 
lies in our power not to do.” 

— Aristotle  

 

“I got it all together, but I  
forgot where I put it.” 

— Anonymous 

 

“Preempt to prevent; anticipate 
and act. ” 

— an old stickball player 

from Brooklyn 

 •   “IT’S ALL ABOUT RELATIONSHIPS” 

Manager Says: Manager Means: 

That's very interesting. I disagree. 

I don't disagree. I disagree. 

I don't totally disagree with you. You may be right, but I don't care. 

You have to show some flexibility. You have to do it whether you want to or not. 

We have an opportunity. You have a problem. 

You obviously put a lot of work into this. This is awful. 

In a perfect world. Just get it working and get it out the door. 

Help me to understand. 
I don't know what you're talking about, and I 
don't think you do either. 

You just don't understand our business. We don't understand our business. 

You need to see the big picture. My boss thinks it's a good idea. 

I'd like your buy-in on this. 
I want someone else to blame when this thing 
bombs. 

We want you to be the executive champion of 
this project. 

I want to be able to blame you for my mistakes. 

It's a no-brainer. It's a perfect decision for me to handle. 

There are larger issues at stake. 
I've made up my mind so don't bother me with 
the facts. 

I'll never lie to you. The truth will change frequently. 

Our business is going through a paradigm shift. 
We have no idea what we've been doing, but in 
the future we shall do something completely 
different. 



 

 

 

 

8 

 
 

   MANAGEMENT MATTERS 
MISCELLANY 

 
Best Places for Business and  
Careers 
 

In the August 7, 2013 issue of Forbes, Kurt 
Badenhausen of the Forbes staff, provides 
interesting and useful information on the 
best cities for business and job growth. His 
list of the “best places for business and ca-
reers” is based on such factors as low costs, 
educated workforces, and strong growth. 
According to Forbes, the ten best places for 
business and careers are: 

1. Des Moines, Iowa 
2. Provo, Utah 
3. Raleigh, North Carolina 
4. Lincoln, Nebraska 
5. Nashville, Tennessee 
6. Denver, Colorado 
7. Fort Collins, Colorado 
8. Oklahoma City, Oklahoma 
9. Seattle, Washington 
10. Durham, North Carolina 
 

The best and worst places for job growth, 
among the 200 largest metropolitan areas by 
population are: 

 

BEST 
1. Austin, Texas 
2. McAllen, Texas 
3. Houston, Texas 
4. Fort Worth-Arlington, Texas  
5. Ocala, Florida 
 

WORST 
1. Holland, Michigan 
2. Shreveport, Louisianna 
3. New Orleans, Louisianna 
4. Lake County, Illinois 
5. Hickory, North Carolina 

 

THE MANAGEMENT MATTERS METHOD 
 
A practical, common sense approach to achieving success in: 

 

 

MANAGING PERCEPTIONS  
First, ask yourself this question: How do I want to be perceived by people? 

Then, answer the question yourself. That’s your frame of reference.  
 
 

  
A FINAL THOUGHT 

 “Be it true or false, how we are perceived often has as much 
influence on our lives, and especially upon our destinies, as what 
we do.”  

          Victor Hugo MM 

 Use your communication skills effectively; ACTIVELY LISTEN!! 

 Use your management skills effectively: delegate, make decisions, etc. 

 Follow up, follow up (especially on e-mails, telephone calls, etc.). 

 Fulfill your commitments on time. 

 Say “thank you” a lot. 

 Be positive and “can do.” 

 Remember names and faces. 

 Be a team player; think and say “we” instead of “I.” 

 Be supportive. 

 Be considerate, especially of a person’s feelings. 

 Be consistent; make sure people know what to expect when they deal 

with you. 

 Know what you’re talking about. 

 Offer to help. 

 Ask for help. 

 Know your customers; know who you’re talking to. 

 Remember that there is a way to say everything. 

 Think and plan, plan and think. 

 Preempt to prevent. 

 Remember that people watch, people see, people talk. 

 Smile (sincerely) as often as you can. 

 Tell the truth; consistently demonstrate integrity. 

 Don’t gossip (remember that people talk). 

 Look your best. 

 Live by the Golden Rule. 

Use your communication skills effectively… 

ACTIVELY LISTEN!!...Be a team player; think and say “we”  

instead of “I”...Remember that there is a way to say  

everything...Live by the Golden Rule  
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