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Getting Things Done:
Defining Expectations - Measuring Progress – Developing accountability

Something to think about:
The Five Messages Leaders Must Manage (HBR)

All too often, leaders fail to explain what they mean when they talk about organizational structure, financial results, their own jobs, time management, and corporate culture. Left unclear, these concepts can throw a firm into turmoil—but when given proper focus, they confer extraordinary leverage.

How to Motivate Your Problem People (HBR)

Nigel Nicholson

In trying to motivate problem employees, most managers mistakenly try to "sell" their viewpoint to employees -- or simply dismiss them as "bad characters." Try this instead: don't assume that everyone else thinks like you do and that employees are problems to be solved. Here's how to unleash employees' internal drive

What to Ask the Person in the Mirror (HBR)

There comes a point in your career when the best way to figure out how you’re doing is to step back and ask yourself a few questions. Having all the answers is less important than knowing what to ask.
Managing Middlescence (HBR)

Midcareer employees and managers, who should be at their peak of productivity, are the most disaffected segment of the workforce. Companies need to find ways to rekindle the fires of this vast, neglected group of people—or risk losing them altogether.

How to Manage the Most Talented (HBR)

Once overachievers have mastered the demands of a new position, they’re vulnerable. They tend to go off the rails a bit—losing focus at work, looking elsewhere for thrills, and messing up their personal lives. Generally, their problem doesn’t become apparent until very late in the game.

.

Building an effective change agent team (McKinsey)

Companies seeking to transform their operations frequently overlook the importance of change agents. These handpicked leaders, spread across an organization, implement processes, train employees, and act as all-around role models within change programs. 

A successful change agent team requires a clear definition of roles and reporting structures, a mix of skills and experience, and the ability to communicate with and inspire the support of line managers. 

Better strategy through organizational design (McKinsey)

Executives have a golden opportunity to orient strategy around organizational design and thus to make companies thrive no matter how market and competitive conditions change. 

Organizational-design work is hard and time consuming, but its payback—in profits, costs, and risks—surpasses that of investments in product design and other traditional strategic initiatives. 

Building strategy around organizational design represents an evolution away from the organizational structures of the 20th-century industrial age, when capital was the scarce resource and vertical, hierarchical structures were the key to efficient performance. 

The key ingredients of progressive corporate strategy in the 21st century are “one-company” governance structures, knowledge and talent markets, and organizational designs intended to maximize collaboration among the talented workers who create today’s wealth. 

Helping employees embrace change (McKinsey)

Strategic or operational initiatives are the most important ways for companies to renew themselves, but as many of them find, these initiatives often fall short of expectations. Why? Did change-resistant employees drag their feet? Were middle managers unable to drive the changes? Did senior managers fail to support them vocally? Research on 40 large change initiatives suggests that this kind of finger-pointing is beside the point, for employees on all three levels of an organization are important to the success of any change initiative, and making employees on any level more accepting of change will help to advance the cause. 

The take-away from this article - While a commitment to change on all levels of a company would be ideal, an initiative can still get fairly good results if employees on even one level act effectively to promote it.
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