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CHRO View:
From the Front Lines
of Transformation at
GE Healthcare
Brian McGarvey, HR Leader US & Canada for GE
Healthcare, was facing one of the most ambitious
projects his company had ever undertaken. Could
he keep employees focused while the company
changed around them?
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CHRO View: From the Front Lines of
Transformation at GE Healthcare

DAN LETT
TRANSFORMATION INSIGHTS

A

fter 17 years working for one of the
biggest and best-known companies in the world, Brian McGarvey,
HR Leader US & Canada for GE
Healthcare, suddenly found himself facing his
biggest career challenge.

It was spring 2018 and McGarvey—a lifelong
employee of General Electric—was asked
to join an executive team facing one of the
most ambitious projects his company had
ever undertaken: GE Healthcare becoming a
standalone company.
To describe the challenge as daunting was an
understatement.
With over 50,000 employees operating in
countries around the world, GE Healthcare is
one of the world’s best-known innovators in
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the Healthcare space and will continue to be a
big player in the future.
But taking it from a unit within GE and forging
all of the internal systems needed to make it
a fully independent entity, separate from the
“mother ship,” was going to be a significant
challenge.
McGarvey had been with GE his entire career,
and over that time he had become deeply
invested in the company’s iconic culture. Even
though a standalone GE Healthcare would be
a product of that culture, McGarvey worried
about whether or not the business was ready
for this change.
However, it didn’t take long to realize that as
daunting as the project was, it was also the
chance of a lifetime. It had been a challenging time for GE as it rapidly evolved to meet
a whole range of new market challenges.
There was a lot riding on the GE Healthcare
transformation, and McGarvey realized that he
wanted a front-row seat.
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“As I thought more about the 50,000-plus
people involved and the transaction itself, I
realized I wanted to be in the room for that
conversation. I needed to be all-in on this.”
McGarvey said the first and most pressing
aspect of the transformation was helping the
Healthcare employees remain focused on
their primary tasks even as the company was
changing around them.
“Protecting the value of the business was the
most critical thing I could spend my time on,
which meant focusing my time on ensuring
we were enabling our teams to win in the current market as we shape the new standalone
company,” McGarvey said.
This process has turned out to be an immense
personal challenge as well. McGarvey said
that like many HR professionals, he didn’t
always take the time to figure out exactly how
GE made things.
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CHRO View: From the Front Lines of Transformation at GE Healthcare
(continued)

McGarvey said he figured out pretty quickly
that it would be impossible to help lead a
transformation if he didn’t have an intimate,
nuts-and-bolts understanding about how
things were made and services designed.
“This curiosity is something I continue to
spend time on as it’s about how we make
the ‘right’ decision vs. celebrating the fact a
decision was made,” he said. “I’m not sure
[HR professionals] really understand how the
widget is made in all parts of our business.
We all talk about having a seat at the table,
but when we get there, do we really know
how things go from design to manufacturing
to our customers? If we really want to be
involved in leading change, we have to know
those things.”
However, evolving from operating unit to
standalone entity was not the only transformation challenge the company was facing. At
the same time, the entire industry that GE
Healthcare plays in was transforming.
“We’ve had to stay ahead of the fact that our
competitors are trying to disrupt the business
model. From our ‘seat at the table,’ we are
trying to remain focused as HR professionals
on bringing the right set of offerings to our
customers,” he said.
McGarvey said he has learned many important lessons over the past six months of the
transformation. Chief among them is the fact
that even HR leaders need help.
McGarvey said too often HR leaders are
focused on supporting others and forget that
they also need to take care of themselves. Realizing that, McGarvey said he has set some
limits on his workday to ensure that he has
time for himself and for his family.
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The resolve of the company, the quality of our people, and the
relentless effort to deliver is more apparent today than any part of
my career, which gives me confidence we will be successful.
-BRIAN MCGARVEY HR LEADER US & CANADA, GE HEALTHCARE

For example, McGarvey sets aside two hours
each day—from 5 PM to 7 PM—to be with
his family. The healthcare transformation is so
demanding that unless he staked out this time
every day, he was concerned he might miss
watching his daughter grow up. So, he made
it clear to everyone that for those two hours
each evening, he was off the grid.
McGarvey said his wife Jessica and daughter
Eloise help center him, and time with them
could never be negotiable.
“A personal coach told me once that I’m always
trying to be on, always trying to do 10 things
at once,” he said. “She told me that I can
actually give more to my job, and more to my
family, if I separate these things and create
time for family. I want to be a good husband
and father, and this was my way of protecting
that valuable time with my wife and daughter.”

“This is an exciting but somewhat frightening
time for all of us. It’s one of my responsibilities to work with leaders in the company
and let them know that we’re going to get
through this. And you can see even now the
confidence building in people. They are less
anxious and more excited now about what the
future has in store.”
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Even with the transformation still unfolding,
McGarvey said the company has responded
in dramatic fashion. And that is putting wind in
the sails of everyone on the HR team.
“The resolve of the company, the quality of
our people, and the relentless effort to deliver
is more apparent today than any part of my
career, which gives me confidence we will be
successful,” he noted.
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Why You Should Make
Redeployment Part of Your
Company’s DNA
passively pursued it as an option in the past.
There was clearly more we could do on this
front.”
On its surface, redeployment seemed to
make so much sense. Schofield said he had
personally witnessed scenarios when he was
overseeing layoffs at one site in northwest
England while another BAE Systems site, not
five miles away, was hiring. “It was really
frustrating,” Schofield said. “I mean, why is it
so difficult to move someone into a new job
that was just five miles away?”

JONATHAN HALL
CLIENT PARTNER
LEE HECHT HARRISON
PENNA

I

t was a daunting challenge, even for an
organization like BAE Systems that was
no stranger to the natural ebbs and flows
of market conditions.

It was 2008 and with global financial markets
roiling with uncertainty, BAE Systems—
Europe’s largest defense contractor—needed
to make some big changes. The company
was preparing to shed some 5,000 jobs in 23
different sites across its operating units.
However, as is often the case with big defense contractors, not all areas of BAE were
affected by the layoffs.

The company produces everything from stateof-the-art fighter jets to complex naval ships,
armored combat vehicles and cyber security
solutions. Product lifecycles can vary from
several years to decades. That means while
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one business unit at BAE Systems is shedding
jobs, it’s almost always the case that another
can be recruiting.
The company was really challenged by this
situation, and began to think about whether
there was a better way of redirecting existing
talent to fill vacant jobs. If a solution could be
found, the company could avoid the enormous
expense of severance and transition support.
The solution for BAE Systems was a more
concerted focus on redeployment.
BAE Systems had always included redeployment as part of its restructuring strategy. But
the magnitude of the challenge, and the number of employees involved, required a more
focused effort.
“We’re a high-tech, high-value organization,”
said Paul Schofield, Head of Employee
Relations for BAE Systems in the UK, where
34,000 of the company’s nearly 84,000
employees work. “We have lots of employees
with a lot of different capabilities. The idea of
redeployment was not new but we had only
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Schofield acknowledged that there was very
specific domain knowledge related to the
products in each of the company’s business
units. However, there were also underlying
capabilities and skills that could be transferred
and applied to multiple products. The trick was
finding a way to get hiring managers to see
the value in those underlying capabilities and
skills.
“We have an individual doing procurement in
our Land business,” Schofield said. “He knows
about working with systems and suppliers
in the Land business. If they move to our Air
business, they might not know the suppliers,
but they will know procurement process and
the rest they can pick up over time.”
The redeployment solution for BAE Systems
ultimately came in the form of what Schofield
called the “Redeployment Rule Book.”
Once an employee has been designated
for possible redundancy, Schofield said they
are granted access to a redeployment portal
(hosted by Lee Hecht Harrison Penna) where
they can see all the job openings in other
parts of the company. They can also access
online help to write CVs and prepare for
interviews.
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Why You Should Make Redeployment Part of Your Company’s DNA
(continued)

Redeployment is now part of the DNA of our organization. It shows
our employees that we are willing to develop you and retrain you.
-PAUL SCHOFIELD HEAD OF EMPLOYEE RELATIONS, BAE SYSTEMS

Once someone has applied for a job in a
different business unit, hiring managers are
required to first consider the redeployment
candidates before they are given the green
light to hire any other candidate, he said.

electrician was working on wiring a missile
system and is applying for a job doing more
or less the same wiring and testing work on
Land or Maritime products, then we expect
them to be given a chance.”

To be considered for a redeployment opportunity, the candidate must meet the “60 percent
fit” rule. In other words, the candidate must
possess more than half of the requirements
to be considered for the new position.

Employees who are not successful in achieving redeployment are immediately graduated
into a higher-level transition program to help
prepare them for the external job market.
Schofield said BAE Systems tries to get these
employees into transition support at least a
month before their termination date so they
have time to get fully prepared to look for a
job in another organization.

For those candidates who make it through
this first phase of vetting, hiring managers
conduct a second assessment to determine if
the person involved can be trained or re-skilled
within six months to a 100 percent level of
performance and capability.
“We accept that these employees are often
a less than perfect fit at first,” Schofield said.
“But even six months training and investment
is worth avoiding the cost associated with
redundancy and having to recruit externally.”
There are limits to redeployment, Schofield
conceded. “If an electrician has applied for
a computer programming job and has never
touched a computer in his life, it’s okay for the
manager to reject that application. But, if the
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There is still some tension around the redeployment initiative, Schofield said. Some of
the company’s hiring managers would still prefer to bring on a new hire that already meets
100 percent of the job requirements. However,
BAE Systems has made it clear that “redeployment is part of the essence of our culture,
and an important differentiator between our
company and others in the same industry.”
“We are a naturally paternalistic organization,”
Schofield said. “[Redeployment] is now part
of the DNA of our organization. It shows our
employees that we are willing to develop you
and retrain you. And in the tough times, we’re
going to help look after you.”
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The bottom-line impact of redeployment has
been profound.
A layoff of a UK worker can be a very expensive process based on current employment
standards laws and other employment provisions. Schofield said that since 2008, BAE
Systems has been able to redeploy more than
1,300 employees in the UK. That has saved
the company more than £20 million ($25 million US) in severance and transition costs, and,
in addition, it has retained more than 20,000
years of expertise.

· DECEMBER 2018

lhh.com/transformation-insights

·7

Why Timeless Principles Outlast
Transient Technologies

RANJIT DE SOUSA
PRESIDENT
LEE HECHT HARRISON

W

hen I think about the year that
just was, my mind immediately turns to UBS Group.

UBS is one of the world’s oldest and most
successful financial institutions. Founded in
my home base of Zurich, UBS has always
been a forward-thinking organization and a
model of innovation.
So, it was not surprising that UBS was among
those financial institutions to launch an
automated asset allocation solution to serve
its high-net-worth clients. The UBS Robo-Advisor debuted in 2016 with great expectations
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in an industry already experiencing major
disruptions from automation and Artificial
Intelligence.
Less than two years later, however, the UBS
Robo-Advisor is no more.
UBS discontinued the service this past year
after determining that it had “limited shortterm potential.” The proprietary technology
behind Robo-Advisor was sold to another firm.
UBS has not said it is turning its back on AI
solutions, but it is taking time to regroup and
find an application that is more aligned with its
customer base.
I believe that the decision to set aside automated asset allocation says a lot about the
maturity of UBS leaders.
The investment bank sector has certainly
moved quickly to embrace new ideas and
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technologies. But as the sector experiences
growth challenges, it is just as important that
these banks promote a culture of “productive
mistakes.”
In other words, they need to look for new
ideas, technologies and paths forward. And
if things don’t work out, they need to have
the courage to take a step back and regroup.
Organizations that cannot tolerate productive
mistakes will ultimately kill innovation and
progress.
Although billions of dollars are being managed
worldwide by automated asset allocation applications, it is hardly a perfect solution. Many
financial institutions would admit that, while
it’s a good source of basic investment advice
for less complex portfolios, robo-advisors are
not for every investor.
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Why Timeless Principles Outlast Transient Technologies
(continued)

The UBS story highlights one of the stories of
the year for me: the increasing risks faced by
businesses as they try to sort out technology
fads from genuine solutions.
More than ever before, I think business leaders seem motivated by fear of missing the
next great wave of technology and being left
behind as competitors find and deploy some
magic bullet.
Given that the upfront investment in this
technology is so immense, and that strategic
missteps can have dire consequences, the
ability to sort the winners from the fads has
fast become one of the most important skills
for business leaders today. Rushing too quickly into a bad decision can have catastrophic
consequences.
Fortunately, business leaders are showing
they have the capacity to sort the fads from
the real winners in other areas as well, including avoiding the roller coaster of emotion that
has surrounded the issue of cryptocurrencies.
Just a year ago, cryptocurrencies like Bitcoin
were all the rage, and businesses of all kinds
were looking for ways to cash in. Today, most
investment analysts and observers believe the
Bitcoin fever is over.
Axios, a highly regarded newsletter, recently
reported that there had been a precipitous
decline in the use of terms like “blockchain” or
“Bitcoin” in earnings calls and presentations
by executives from S&P 500 companies. The
theory was that there was so much hype
around cryptocurrencies that most publicly
traded companies wanted their investors to
know they were trying to get in on the leading
edge of a new technology.
By Q4 of 2018, however, the crypto gold
rush seemed to be waning. Many of those
individuals and organizations that rushed into
cryptocurrencies early and often were now
reporting enormous losses. “The hype,” Axios
reported, “was just that.”
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Business leaders want to know what they can do to keep their best
people at a time when talent is mobile, and the demand for skilled
workers has never been as intense.
-RANJIT DE SOUSA PRESIDENT, LEE HECHT HARRISON

As I travelled the globe talking to our clients
and business leaders from a wide variety of
industries and sectors, I certainly heard my
fair share of commentary about AI and cryptocurrency. It’s hard not to get drawn into the
hype and excitement of a new and not entirely
understood technology.
But interestingly, I also heard a lot about
issues that are very traditional in the human
capital field—like engagement.
In most regions of the world, there is a
critical shortage of talent. The United States
continues to experience a historic shortage
of skilled workers. In fact, the U.S. Bureau
of Labor Statistics reports that there are one
million more job openings than people looking
for work. That is a dynamic many of us in the
business world never thought we’d have to
contend with.
When I talk with business leaders, I hear
more and more about how they can’t find
qualified people to fill jobs. And that, as a
result, they’re afraid to let anyone go. They
want to know what they can do to keep their
best people at a time when talent is mobile,
and the demand for skilled workers has never
been as intense.
In other words, they want to know how to
keep their workers engaged. Not only to
retain talent, but to boost productivity.

are still trying to figure out the best ways to
engage our employees.
The big concern for me is that, while many
organizations are chasing new technologies
and applications, they may be losing focus on
the core elements of a successful workforce,
like engagement.
Engagement is necessary to create effective, accountable leaders and a productive
workforce. It never goes out of fashion, and
although there are always new theories and
updated practices on how to build engagement, there is no way to be successful without committed, motivated employees.
Technologies come and go at breakneck
speed. To be successful, we definitely need to
be able to embrace and test those technologies that can improve what we do. But we
need to be careful not to ignore the core,
timeless principles of a successful, productive
workplace—principles like engagement and
accountable leadership.
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It’s telling that even in an age when we are
obsessed with the future of work and spend
so much of our time discussing the potential
for machines to replace human beings, we
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Leading Transformation: An
Interview with Alan Mulally

JIM MITCHELL
PRESIDENT, LEE HECHT
HARRISON KNIGHTSBRIDGE

T

o be successful at transformation,
you need a great business leader. A
leader like Alan Mulally.

A former CEO at Boeing and the
Ford Motor Company, Mulally has succeeded
everywhere he has worked. In 2014, Fortune
Magazine ranked him number three on their
list of the year’s greatest leaders. From 2010
to 2014, Barron’s included him in their list of
the world’s best CEOs.
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Nearly 10 years after first crossing paths with
Mulally, I reconnected with him recently at the
Art of Leadership (AOL) conference in Toronto
where I had a chance to interview him following his keynote address.
While working for LHH in Detroit, I met with
Alan a few times during the economic crisis
and turmoil in the automotive industry in the
late 2000s. It was there that I saw firsthand
the impact a great leader can have in a time of
great uncertainty.
Years later, his message hasn’t changed very
much: keep it simple, be authentic, stick
fiercely to your beliefs and employ zero tolerance in the face of dissent.
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“If you’re going to build a world-class performing organization,” Mulally said at the Art of
Leadership conference, “you have to be what
you really believe.”
Mulally’s beliefs and leadership style were
forged over years of careful guidance by his
family as he grew up in Lawrence, Kansas,
particularly his mother who exposed him to
a nearly endless stream of philosophical life
lessons that he still draws upon today. Those
lessons taught him the importance of lifelong
improvement, collaboration and respect for
others.
His mother’s guidance also drove him to explore his entrepreneurial side early in life. Alan
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Leading Transformation: An Interview with Alan Mulally
(continued)

People want meaning. They want to be associated with a compelling
vision. They want to be associated with something that is really
important.
-ALAN MULALLY FORMER CEO, BOEING & FORD MOTOR COMPANY

delivered newspapers door-to-door, started
a lawn mowing business and worked at the
local grocery store. “I figured out that…if I
focused on the customer and exceeded their
expectations, they’d go berserk. They’d give
me tips. It all fit together. I was serving, I was
adding value and people really appreciated it.”
Those core values, combined with his keen
intellect, helped Mulally guide Ford and Boeing through the most turbulent periods in their
corporate histories.
Following September 11, orders for airplanes
dropped precipitously. Under Alan’s leadership,
Boeing’s balance sheets were back in good
shape by 2006. Based largely on that performance, Ford Motor Company Chairman Bill
Ford called on him that same year to help him
lead the struggling automaker.
I vividly remember when Alan first arrived in
Detroit. Ford had lost more than a quarter of
its North American market share and was
on the verge of reporting a $12.7-billion loss.
Everyone from the news media to industry
analysts questioned the decision to give an
“outsider” the top job at one of Detroit’s Big
Three.

Facing a cash crunch, Mulally borrowed more
than $23 billion to restructure the company
and get it back on a growth track. Many
considered his strategy risky, but when capital
markets dried up two years later following the
global mortgage crisis, his decision seemed
prescient and saved Ford from having to seek
a government bailout.
Internally, Mulally faced huge challenges
trying to break down Ford’s renowned silo
mentality. To remedy this situation, he implemented the “One Ford” plan. A key part of
the plan was his mandatory Business Plan
Reviews (BPRs).
Every Thursday morning, leaders met for
two hours to openly review key metrics. The
executives were encouraged to work closely
together to drive innovation, speak truth and
find solutions. Mulally’s One Ford plan and
the BPRs are now credited with helping the
company find its way forward.
Not surprisingly, Mulally’s vision was challenged by some of the longer-serving executives on his leadership team. His solution
was to implement twice-yearly performance
reviews that measured both technical performance and “working together” skills.

At the Art of Leadership conference, Alan deMulally said when he took over at Ford, he
scribed his first news conference at the Ford
found a culture that tolerated bad behavior as
world headquarters in Dearborn, Michigan.
long as the technical skills were strong. Once
A local reporter asked him how he could be
he was in charge, Mulally made it clear that
successful when he really didn’t understand
was no longer going to be acceptable.
cars. He told the reporter that automobiles are
complex with 10,000 individual parts; however,
“I said, ‘we have two performance periods and
he adroitly noted that airplanes have four
if they don’t make progress … then they’re
million parts, “and it has to stay up in the air.”
making the decision to leave.’ And you’d be
His critics were quieted.
surprised at how quickly people … move into
the light. The ones that don’t [make progress],
Mulally acted immediately to turn the comyou still love ‘em, but they’re still making the
pany around. He sold off Ford’s luxury brands,
decision to move on.”
such as Land Rover, Aston Martin, Volvo
and Jaguar. He then turned his attention to
During my time in Detroit with LHH, I sat on a
renegotiating burdensome union contracts to
board that was chaired by Bill Ford. At one of
bring labor costs down. But his boldest moves
our meetings, he famously said he believed it
were yet to come.
was important to “always put people before
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profitability.” I asked Alan about reconciling
this statement in the face of ubiquitous corporate downsizings. His answer was frank: PGA,
which translates into Profitable Growth for All.
Certainly, more companies need to consider
PGA as they move forward. Today, the average
tenure of a company on the S&P 500 is 33
years. This number will drop to 12 years in
less than a decade. Sustained PGA is clearly
critical to corporate performance over the long
term.
Given his history of success, it’s not surprising
that Alan’s is one of the first names to surface
whenever a company gets into trouble. He
was recently touted as a possible savior for
Tesla, the luxury electric car maker that was
plunged into uncertainty because of the erratic behavior of its founder and CEO, Elon Musk.
Mulally quickly dispelled the rumor, choosing
instead to continue his work as a travelling
emissary for accountable leadership.
Mulally’s message was clear to the audience
attending the AOL conference, just as it had
been to me years earlier when we first met.
“People want meaning. They want to be associated with a compelling vision. They want to
be associated with something that is really
important … it’s incumbent on us to provide
that opportunity.”

EXPLORE OUR IDEAS
Your leading resource for
workplace insights.

GO

www.lhh.com/transformation-insights

lhh.com/transformation-insights

· 11

A Look Back: Leadership in 2018

VINCE MOLINARO, PH.D
GLOBAL MANAGING
DIRECTOR, LEADERSHIP
TRANSFORMATION

N

ow, more than ever before, we need
strong leaders.”

As I look back over the past year, this
was the core theme from almost
every discussion I’ve had with senior leaders
from around the world. Whether I was in
North America, South America or Europe, it
kept coming up.
When you stop and think about what has
happened in the world over the last year, you
can see why this was a common theme.
Leaders continue to face an era of profound
change and disruption. Executives realize that
strong and accountable leadership across their
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companies will be critical to their success—
today and tomorrow.
There is no sugar coating this: at a time when
we need our leaders to be strong, we see
example after example of weakness.
What have been the key leadership stories of
2018?
Let’s start close to my home in Toronto,
Ontario, where this summer voters elected
a man named Doug Ford to serve as the
premier of my province. He’s a stridently
populist leader whose family—including the
now-deceased Rob Ford, a notorious former
mayor of Toronto—has had more than a few
brushes with criminality and drugs. The utter
frustration voters had with the former premier
and her party created a sharp appetite for
change. In the end, it didn’t matter what kind
of change. They wanted a different leader.
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A similar story played out in Brazil.
I travelled to Sao Paulo on business the
week before their second election. I watched
with great interest as a new president, Jair
Bolsonaro, was elected on a law-and-order
platform that included a pledge to end chronic
governmental corruption. And then I watched
as members of his inner circle were subsequently accused of accepting illegal campaign
donations in a bid to influence the incoming
government.
In the United States, many of us continue to
look on with a mix of curiosity and, for some,
mild horror as President Donald Trump’s
administration is drawn ever closer to possible
involvement in illegal efforts to manipulate the
2016 presidential election.
In the United Kingdom, the slow and painful
march towards Brexit—the pull out from the
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A Look Back: Leadership in 2018
(continued)

European Union—has been hard to ignore.
British Prime Minister Theresa May has been
working hard to negotiate a deal acceptable to
both the EU and her own government. In the
coming days, she will face the ultimate political test. If the British Parliament and her own
government reject the deal she has forged
with Brussels, it will not only end her political
career, it will throw her country into chaos.
From a corporate perspective, Tesla CEO Elon
Musk and his unusual, stream-of-consciousness Tweets landed him and his innovative
company in hot water with security regulators.
When it was all said and done, he was forced
by the SEC to relinquish his role as chairman.
There are also the continuing travails at
Facebook, which has been caught trying to
undermine its critics. Facebook hired a PR
firm to do opposition research and create
news articles to help deflect attention away
from them. But when this information was
brought to light, the COO first claimed she
were unaware—and then changed her story—
demonstrating a lack of responsibility and
accountability at the top of the leadership
ranks at Facebook.
And of course, no discussion about the year in
leadership would be complete without touching on the #MeToo movement.
Dozens of powerful, high profile men in leadership positions have been knocked from their
pedestals by the women who suffered years
of abuse, harassment and even assault at their
hands. Few stories do a better job of demonstrating both the endemic weakness of leadership and the emerging power of women.

Are we doomed to commit the same leadership mistakes year after
year with the same disastrous results?
-VINCE MOLINARO, PH.D. GLOBAL MANAGING DIRECTOR, TRANSFORMATIONAL LEADERSHIP

this mess. There are days when I have to ask
myself, is all of our hard work futile?
Are we doomed to commit the same leadership mistakes year after year with the same
disastrous results?
Should we assume that leaders will not live
up to our expectations and simply stop caring
about delivering on important challenges like
workforce transformation?
I think the obvious answer to that question is,
unequivocally, “no.”
It is easy to become discouraged by these
examples of poor leadership. But we should
also be inspired by the positive stories, and
there were several worth noting in 2018.
Let’s look at Microsoft, who in late November
became the world’s most valuable company,
surpassing Apple for a brief moment. While
this is a phenomenal achievement, what is
even more inspiring is how their CEO, Satya
Nadella, has led a true cultural transformation.
Nadella took a company renowned for being
an internally competitive pressure cooker to
one where morale and confidence has been
restored to new heights. Not surprisingly,
better performance has followed.

Finally, late in the year, there was the story
of Nissan’s Carlos Ghosn, who was arrested
over allegations of financial misconduct.
Ghosn was named CEO of Nissan back in
2001 and, for the most part, did a remarkable
job of turning Nissan into one of the world’s
most profitable automakers. But his legacy
will most likely be ruined as a result of his
personal transgressions.

In the world of sports, there was a nice little
story from Philadelphia Eagles owner Jeffrey
Lurie who, following the team’s thunderous
Super Bowl victory in January, insisted on
giving a championship ring to a former Eagles
player whose career ended for medical
reasons shortly after he was traded from the
team. The generosity and loyalty he showed
to a long-serving player who was no longer
with his organization is one of those leadership stories that shows me there is hope.

Now, as someone who has dedicated his
career to helping leaders and their companies
be successful, it’s hard to sit back and watch

Then there was the important lesson we
learned from Dutch Prime Minister Mark
Rutte.
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One morning, as Rutte was passing through
the security checkpoint in the Dutch parliament buildings, he dropped his coffee all
over the floor. The whole mess was captured
on video and shared with the world. Rutte’s
reaction was priceless. Instead of shrinking in
embarrassment, he picked up a mop and started cleaning up the mess. That small moment
showed his humility and modesty.
Another leadership story that holds the most
hope and promise to me is the results of the
mid-term elections in the United States.
It was a historic moment, not because the
Democrats won the House, but because a
record number of women won seats (including two Native American women and the first
Muslim woman) and voters elected the first
openly gay governor. These are just a few of
the stories that played out. It will be interesting to see how this diversity in leadership will
unfold over the coming months and years.
Then, there are the many untold stories of
great people leading amazing companies with
inspiring cultures. My colleagues and I have
the privilege of working with them every single day. Their stories do not necessarily make
the headlines, but they press on, creating
enduring value for their customers and places
where their employees can perform meaningful work.
What was last year’s most important leadership story for you?
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Robots Won’t Take Your Job,
But They Will Change it

DAN LETT
TRANSFORMATION INSIGHTS

F

rom the board rooms all the way
to the plant floor, anxiety levels are
running high whenever the topic of
Artificial Intelligence comes up.

How many jobs will disappear? How many
noble livelihoods today will be replaced by machines that can perform simple tasks quicker,
cheaper, and with an agility that allows businesses to adapt quickly to changing market
conditions?

These concerns are understandable; it’s our
natural fear of the unknown. Largely, however,
they are misplaced.

TRANSFORMATION INSIGHTS

There is real change coming in the workplace,
but it is not going to ruin businesses or livelihoods. In fact, it will likely make our working
lives better than ever before.

Watch the keynote:
https://youtu.be/IqW0vGC4mD0

In a keynote address to the Detroit Economic
Club, Lee Hecht Harrison President Ranjit de
Sousa explored these challenges and trends,
and provided some simple suggestions on
how you can meet the AI future head on.
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Mr. de Sousa will show you that, in the age
of AI, we all have to embrace the change, not
hide from it.
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This just in:
Lee Hecht Harrison
awarded the
prestigious ALM
Vanguard rating
for 2018.

ALM named Lee Hecht Harrison a Vanguard leader thanks to the
breadth and depth of our consulting capabilities – and our strength
in every major market around the world. In their view, we rise
above our peers in assessing what clients need to meet their goals.
What can the global leader in talent development and transition do
for you? Visit LHH.com to start a conversation of your own.

Transformation Insights is a quarterly digital magazine that CHROs
turn to when they need workplace insights and best practices on
what it takes to transform their organizations. Explore our ideas.

LEARN MORE
Visit us at www.lhh.com/transformation-insights.

Lee Hecht Harrison helps companies simplify the complexity
associated with transforming their leadership and workforce so
they can accelerate results, with less risk. We do this by helping
their employees navigate change, become better leaders, develop
better careers, and transition into new jobs. As the world’s leading
integrated Talent Development and Transition company, we have
the local expertise, global infrastructure, and industry leading
technology and analytics to provide insights and develop tailored
solutions to critical talent and workforce initiatives, and execute
them quickly and consistently, reducing brand and operational risk.

CONTACT US TO LEARN MORE
Visit us at www.lhh.com or call 800.611.4LHH.
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