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1. How do you define a successful career? 
 

The definition of career success is very personal. When you are defining your career 
success, be sure to stay focused on what’s important. Your success is a journey that 
happens over time. In order to have a successful career you must first define what that 
means to you. 
 
Historically and stereotypically career success has been measured along the lines of money, 
power and position. But as our lives and the workforce demographics are changing. How 
women define career success is, generally speaking, different to the historical definition 
of success. Women assess their career success on a mixture of traditional measure such as 
money, results and achievements as well as more subjective measures including: feeling 
fulfilled, doing work that’s meaningful, working in an environment that allows them to 
maintain authenticity and integrity...etc. 
 
Answering these four questions may help you define success for yourself: 

1. Do you get to showcase your talents in what you do? 
2. Do you get to live your passion? 
3. Does the work you do align with your values? 
4. Can you make a living to support yourself and/or your family? 

 
Taking charge of your own professional destiny with a unique definition of success will put 
you on the true path to satisfaction. Understanding what really satisfies you is the key to 
building, pursuing, and hopefully reaching, goals that truly matter. The only way to be sure 
you are truly successful is to define your very own success. 
 
As you progress through your career, changes in your personal life and in the world around 
you will have an impact on your goals. Your changing values affect your attitudes about 
success. Both your age and the society may be focused on approval from others and 
independence demonstrated by owning material things. As you grow older and gain more 
experience, your symbols of success may change as your value system changes. You may 
experience a shift away from needing outside sources of approval toward wanting inner 
satisfaction. 
 
Questions - create your own answers for your company: 
 
1. What is definition of success and successful career  for you  or in your company? 
2. How are you taking charge of your own professional destiny? 
3. How your age and progress through your career changes your personal life? 
4. What are the major benefits of growing older and gain more experience for your career 
success? 
5. What kind of tools do you use to „measure“ your career success? 
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2. Company core values:Why have them? 
 
Core values are what support the vision, shape the culture and reflect what the company 
values. They are the essence of the company’s identity – the principles, beliefs or philosophy 
of values. Core values help companies in the decision-making processes, educate clients 
and potential customers and becoming primary recruiting and retention tools.  
 
Every company is unique and with that will have their own unique take on what their core 
values are. Core values in your business are simply what you stand for as a business, or 
what you are all about. To understand what these are and how to clearly define them, you 
must look at your business objectively and ask questions like:  

- What positive aspects of your business stand out?  
- What do we strive for? 

 
Core values are the fundamental beliefs of an organization. These guiding principles dictate 
behavior and can help people understand the difference between right and wrong. Core 
values also help companies to determine if they are on the right path and fulfilling their goals 
by creating an unwavering guide.  
 
Some examples of core values for a company include a commitment to: 

- sustainability  
- innovation and excellence  
- building strong communities etc. 

 
Companies that effectively identify and promote their values have less employee turnover, 
higher customer retention and greater profitability than those that don’t. Unfortunately, most 
companies typically have values that are very nice, but they’re also stale, meaningless 
company jargon. They’re probably written in a physical or electronic document somewhere in 
your facility. It’s even possible that your values are on a poster, on a wall, or in some 
marketing materials. And, there they slowly die – fading into the background and certainly 
doing no one in your company any good at all.  
 
Here are four ways to instill your core values in your organization: 

- encourage conversations about your core values 
- make your core values visible 
- rewarding employees that display your company’s core values.  

 
Questions - create your own answers for your company: 
 

1. What are core values in your company? 
2. Why are core values important for your company? 
3. How core values help your companies in the decision-making processes? 
4. How do you promote your  company core values (web page, poster on a wall etc)? 
5. What are the major benefits of core values for your company? 
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3. How studying personalities can help you hire more effectively? 

Personality is one of the most important factors when considering an employee for hire. A 
prospective employee’s personality can influence how that employee may perform within the 
confines of the business and interact with the existing staff. A goal-driven, positive 
personality can also be contagious and may boost the morale of the entire staff, leading to 
increased productivity and success. 

Personality at work has never been more important, and here’s why: 
- it can help you motivate your employees 
- it can reduce turnovers 
- it can decrease conflicts and improve collaboration 
- it can prevent burnouts 
- it can help you communicate effectively with your workforce. 

Many employers utilize personality tests in the employment selection process to identify 
people who have more than just the knowledge and skills necessary to be successful in their 
jobs. By using a scientific approach in hiring, employers can increase their number of 
successful employees. Making poor hiring decisions not only has the potential to create a 
toxic workplace environment, but it can be expensive. Each bad hire costs a business 1.5 
times to 5 times that employee’s salary and benefits. 

The interview is the only time you’ll get a chance to assess a candidate’s true personality and 
cultural fit. Personality questions can help you to work out the following things: 

- How well the candidate will fit in with the team and culture? 
- Whether or not you’ll be able to manage them? 
- What each candidate’s motivators are? 

Five-factor model of personality (acronym OCEAN) are usually described as follows: 
1. Openness - trait features characteristics such as: imagination and insight, and those 

high in this trait also tend to have a broad range of interests. 
2. Conscientiousness - include high levels of thoughtfulness, with good impulse control 

and goal-directed behaviors. 
3. Extraversion - is characterized by excitability, sociability, talkativeness, assertiveness, 

and high amounts of emotional expressiveness. 
4. Agreeableness - includes attributes such as trust, altruism, kindness, affection, and 

other prosocial behaviors. 
5. Neuroticism - characterized by sadness, moodiness, and emotional instability. Those 

low in this trait tend to be more stable and emotionally resilient. 
 
Questions - create your own answers for your company: 

1. What approach in employment selection process is dominant in your company (e.g. 
personality tests, interview- personality questions etc. )? 

2. Do you utilize personality tests in the employment selection process in your 
company? 

3. Why studying personalities in employment selection process is important for your 
company? 

4. How studying personalities is helping you to hire more effectively in your company? 
5. What are the major benefits of finding out candidate’s true personality for your 

company? 
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4. Motivation secrets to inspire your employees 

 
Motivation is that wonderful energy, drive, and excitement that employees expend when they 
are inspired to contribute. Motivation is tapped with goals, clear expectations, recognition, 
feedback, and encouraging management. Motivation flourishes in a positive employee and 
customer focused work culture. 
 
Instilling motivation isn't easy, but it's necessary if you want your employees to grow and stay 
satisfied with their jobs. There isn't any single strategy that can magically motivate all your 
employees at once and keep them motivated throughout their employment. 
 
Inspiring employees to optimally perform requires a leader who can see beyond the obvious 
in people.  Inspiration comes not from something that you turn on and off, but rather   from 
constant behavior – triggered through multiple ways – that makes your employees feel that 
they matter and that you genuinely care. 
 
If you want to inspire and galvanize your team, then the trick to understanding what 
motivates them, is understanding first what demotivates them. Time and again, studies 
reiterate that employees feel disengaged and unmotivated when they don’t feel valued.  
 
In order to motivate and lead, employers need to understand the unique needs of 
employees. The trick lies in identifying and understanding what employees value and 
prioritize. The way your employees feel is the way your customers will feel. And if your 
employees don’t feel valued, neither will your customers.  
 
3 secrets to employee motivation that will help your leadership team boost morale and 
productivity and inspire others to do the same are: 

1. Invest in Their Skills and Development: The more your leadership team recognizes 
the importance of employee development, the more motivated your team will be to 
strive for greatness. 

2. Foster Flexibility and Freedom: Offering more flexibility in the workplace, employees 
can add their own unique touches to certain tasks and better utilize the skills and 
resources that got them hired in the first place. 

3. Reward and Recognize: While money still reigns supreme when it comes to 
workplace rewards, monetary incentives aren’t the only way to keep employees 
motivated and inspired to give it their all. 

 
Questions - create your own answers for your company: 
 
1. Do you have an employee motivation strategy in your company? 
2. What makes your employees to feel that they matter to you and your company? 
3. Do you know what demotivates employees is your company? 
4. Why  employees values and prioritizes are important for their motivation? 
5. Can you describe your 'secrets' for employee motivation? 
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5. What the process for disciplinary actions should be? 

Basic 5 steps for a small business: 

Step 1 

 
 
Step 2 
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Step 3 

 
Step 4 
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Step 5 
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6. How to keep the right people at your company? 

There are few things in business more important than hiring the right people and keeping the 
right people. Without the right people, no amount of money can make a company succeed. 
Recent business trends point out clearly how having lots of money alone cannot create 
success. 

One of the key elements of leadership is to create an atmosphere that motivates employees 
to not only do a good job but to also look deeper at your business as a career path for them 
to consider. If you create an environment where employees see a future, chances are strong 
their future will be longer with your organization. So create the path, put them on it, and guide 
them along the way and remember to celebrate each rung of the ladder. It’s the best way for 
them to reach where they are going. 

Who you have on your team is the most important step toward achieving your highest goals. 
Great companies are prepared to dig deeper when searching for the best candidates for their 
team. Finding the right people should be the first step toward accomplishing your goals. If 
you’ve assembled the best possible team, then you need to keep them motivated; provide 
challenging work and establish audacious goals. Focus on training them, providing them with 
the tools that they need to succeed, and then getting out of their way. The final step should 
be to focus on being the best leader you can be! 

“First Who, Then What?” concept: 

1. Get the right people on the bus: Leaders must be rigorous in the selection process for 

getting new people on the bus. When in doubt, do not bring the person on the bus. 

Let a seat go unfilled—taking on extra work as needed—until you have found the 

right person. 

2. Get the right people in the right seats: Have 100% of the key seats on the bus filled 

with the right people. Whenever possible, give a person the chance to prove himself 

or herself in a different seat, before drawing the conclusion that he or she is a wrong 

person on the bus. 

3. Get the wrong people off the bus: Once you know you need to make a people change 

be rigorous in the decision, but not ruthless in the implementation. Instead, help 

people exit with dignity and grace so that, later, the vast majority of people who have 

left your bus have positive feelings about your organization. 

4. Put who before what: When confronted with any problem or opportunity, shift the 

decision from a “what” question (“what should we do?”) into a “who” decision (“who 

would be the right person to take responsibility for this?”). 

There are many great ways to keep (or lose) the talent you have. Provide an obvious plan for 
success, solicit constant feedback, and give your employees reasons to feel engaged and 
appreciated. Doing these things will not only allow you to keep the people you have, but it will 
also allow you to attract many more great hires in the future. 
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7. How can I be a better manager? 
 

Management is a skill that can be learned. You can improve as a manager by working 
every day to get better. Identify the areas in which you are weak and improve them. As a 
manager, you are only as good as the people on your team.  

  
The main job of business owners and managers is to get top results out of everyone in 
their company. Too often, busy  professionals do not invest in building their leadership 
skills. Remember that actions speak louder than words. Your team members watch you 
all the time. They are more likely to follow your example than adhere to what you tell 
them to do. 
 
Don’t micromanage – your team doesn’t always need you. The dangers of 
micromanaging are numerous, and the repercussions can be rather costly. When you 
micromanage, you severely limit your style of management, as well as overburden 
yourself. Focusing on controlling your team instead of letting them tackle problems 
themselves results in: loss of trust, dependent employees, high turnover and your own 
burnout. 

Numerous studies show managers have chronic problems with accountability.  So focus 
your energy in the areas where it's most needed - with the courage to hold people 
responsible for the results your organization requires. Have the fortitude to hold your 
people accountable for the big stuff they need to get right.  

Managers need to first understand their own strengths and then identify the strengths of 
each person on their team. Once individual strengths are clear, the manager and his 
direct report can combine strengths to make a greater impact. The best teams 
understand how each person contributes rather than trying to make each person a jack-
of-all trades. 
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8. Women in HR: Impact of HR and gender equality 
 

Society has changed technologically and culturally in such a short time, and yet gender 
equality in the workplace is still a pressing issue. A majority of leaders within 
organizations say that gender diversity is a priority, but only 28% of employees say those 
leaders encourage an open dialogue on the topic. And only 4% of companies are fully 
transparent with their own people when it comes to their gender metrics. 
 
Organizations are transforming how they manage their workforces, and women in C-suite 
human resources positions are leading the way.  In general, male CHROs tend to spend 
the most time on strategic activities (i.e., adviser, counselor, coach) while female CHROs 
tend to spend more time as talent architects. In the current talent economy, where 
attracting and retaining the best talent is increasingly a challenge, this has positive 
implications for female CHROs. 
 
An overwhelming majority of workers in the human resources field are women. The 
professional world can be a fickle and superstitious one, and the cause for the gender 
gap may be a simple case of the field's reputation determining its reality.  
 
In other words, HR is known as a female-dominated field, which makes women more 
likely and men less likely to pursue a career in this area. There are no physical or mental 
restrictions that make it more difficult for a male to perform the functions of an HR 
professional. The jobs are there; men simply don't have an urgent desire to pursue them. 
 
One reason women enjoy working in HR may simply be that, surrounded by many other 
successful women, two thirds say they feel they experience gender equality. While that’s 
(quite) far from 100%, it’s much better than the average woman’s experience, where only 
55% of women say they think they're treated equally to men on the job.  
 
Because there are more women senior leaders in HR, junior employees have more role 
models and may therefore also be able to work more flexibly than in other departments. 
 
To be successful in HR, you need to have excellent people skills. HR professionals have 
to be able to listen to what a candidate is telling them, to be able to filter out the white 
noise and see who the person really is.  
 
Most people do not present the best version of themselves when they attend for an 
interview or recruitment event. Women are often better at engaging with people on a 
personal level. Since HR is often thought of as being a people-based role, it is not 
surprising that female candidates gravitate towards a career in HR. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

12 

 

 
9. Resolving team conflict 
 
Conflict isn't necessarily a bad thing, though. Healthy and constructive conflict is a 
component of high-functioning teams. Conflict arises from differences between people; 
the same differences that often make diverse teams more effective than those made up 
of people with similar experience. When a team oversteps the mark of healthy difference 
of opinion, resolving conflict requires respect and patience.  
 
Conflict is a part of life and must be handled professionally and productively. Create a 
culture where each person’s value is well-known. Find common ground and rebuild. By 
addressing conflict in this way, any disconnection or dispute can be turned into an 
opportunity for team members to understand each other better, as well as increase 
connection and trust. 
 
6 Strategies to Resolve Conflict at Work: 
 
1. Embrace conflict - When conflict arises, don’t avoid it or pretend nothing has 

happened. 
2. Talk together - Set up a time and place so you can talk for an extended span without 

outside interruptions. 
3. Listen carefully - It's essential to give your complete attention to the person who is 

talking. 
4. Find agreement - Looking for agreement demonstrates your willingness to seek out 

common ground and build a relationship. 
5. Provide guidance - Highlight the positive aspects of the process. 
6. Be quick to forgive - Every conflict needs a clear resolution. Apologize or You'll also 

need to forgive the other person. 
 
Conflict Can be Good – If Your Team is Open Minded. With a plan for recognizing and 
understanding differences in thinking and communication styles, organizations have the 
foundation to place a respectful conflict approach to work.  It isn’t an encouragement of 
conflict per se but rather an understanding that when a broad spectrum of approaches, 
perspectives, and ideas are all valid and valued, conflict may arise—and it’s not a bad 
thing. 
 
Tips for resolving team conflict: 

• Challenge your own assumptions 

• Focus on the issues, not the person 

• Put yourself in the other person's shoes 

• Be open and honest. 
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10. How to make managing poor performance easy? 
 

To have only conscientious, motivated, talented peers and reports is as joyful as it is rare. 
It is therefore, in training speak, a developmental opportunity to learn how to manage the 
under-performer. The ability to “deal with” and cope with let alone “cure” the under 
performer is a major management skill. 
 
While performance management is never easy, it’s really important. In managing 
performance, you have to manage your team “up or out”— either you’re elevating them, 
or if they’re not the right fit, managing them out. This is actually good for both the person 
and the organization. 
 
Managing poor performance can be one of the most stressful parts of managing a team. 
When an employee is not performing, more often than not it is either because: 

• they are in the wrong job 

• they have problems outside of work 

• they simply need more knowledge or information or understanding. 
 
To figure out what's causing the performance issue, you have to get to the root of the 
problem. But because employee performance affects organizational performance, we 
tend to want to look for a quick fix. Performance, though, is a function of both ability and 
motivation. Where: 

• Ability is the person's aptitude, as well as the training and resources supplied by 
the organization. 

• Motivation is the product of desire and commitment. 

• Someone with 100% motivation and 75% ability can often achieve above-average 
performance. But a worker with only 25% ability won't be able to achieve the type 
of performance you expect, regardless of his or her level of motivation. 

 
7 steps for dealing with poor performance:  
 
Poor employee performance must be tackled if your business is to thrive. To deal with the 
matter correctly, there are a few steps to follow: 
1. Informal conversation(s) - Sit down and discuss your concerns with the employee. 
2. Offer support - You should offer ongoing support, even after the discussion; and keep 
records and notes of all informal discussions. 
3. Performance review meeting - You must give the employee at least 48 hours’ notice of 
a performance review meeting and ensure the arrangements are handled with discretion 
and confidentiality. 
4. Decision and sanction - Where performance issues are identified, consider the 
appropriate sanction and ensure you have a clear view of all the facts. 
5. Inform the employee - Having decided on the appropriate sanction, communicate this 
to the employee both face-to-face and in writing as soon as you can. 
6. Agree a performance improvement plan - Where you have issued a warning, agree a 
written performance improvement plan with the employee. 
7. Follow-up meeting - At the end of the agreed review period, arrange a formal follow-up 
meeting to discuss the employee’s progress and repeat the procedure from step three if 
necessary. 
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11. The benefits of a creative workplace 

It’s no secret that organisational leaders in the 21st century need to cope with and respond to 
increasingly complex organisational issues. In most organisational settings, leaders are 
expected to be able to think creatively and come up with innovative solutions to work-based 
problems. And they often do. But fostering and harnessing the creative abilities of a whole 

team is likely to produce an even richer selection of creative ideas and solutions to work 
tasks and problems. 

Developing a creative culture takes time and it begins with management, being more open-
minded and less judgmental to the suggestions of their team.  
 
The benefits of creativity in the workplace are countless; here are just a few examples of the 
amazing results you will experience: 
 

• Increased engagement 
• Increased interaction 
• Increased staff morale 
• Increased passion 
• Increased motivation 
• Increased problem solving 
• Increased productivity 
• Increased team bonding and collaboration. 

Creative thinking is pretty simple to define, but a bit harder to implement. Basically, if you’re a 
creative thinker, it means that you come up with ideas that are entirely unique.  

Creative problem solving comes into play when trying to fix an issue that has many possible 
resolutions. Employees and managers benefit from creative problem solving because it can 
take them–and sometimes the company itself–in a whole new direction. 

Creative thinking encourages employees to find solutions to problems without falling back on 
standard, accepted methods.  

Creative advertising encourages business, helps keep customers interested and gives 
employees a feeling of accomplishment and independence.  

Creative thinking in groups lets one person spark ideas off another so the whole group is 
encouraged to come up with more innovative ideas. At work, use creative thinking to 
encourage analysis and idea generation instead of falling back on habit. 

Creativity is your friend – don’t see it as a distraction but embrace it to ultimately keep focus. 
Use it to drive innovation and idea generation, create a more fun and engaging environment. 
Use it as a tool to attract the next generation of employees. 
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12. Seven ways to shape the culture of your company 

 

An organizational culture is defined by how people inside the organization interact with each 
other. Culture is learned behavior — it’s not a by-product of operations. If you’re running a 
company that has been doing something a certain way for a long time, it can be hard to get 
everyone on board with doing it differently. And that includes your organizational leaders. 
 
Your company culture is a reflection of what your organization stands for, and as the voice of 
your business, your employees are key to ensuring that it succeeds. When you provide a 
work environment that your staff enjoys spending time in, it can help to improve their 
performance each and every day. 
 
Encourage your employees to embrace the behaviors and principles that you want to put into 
practice. Lead by example. Small gestures are contagious, and go a long way toward shifting 
the culture of your business. Making sure your employees know what is expected of them is 
key. Discuss with them what you want to accomplish, and be clear about expectations. 
 
7 simple ways to reinforce and build the company culture you want: 
 

1. Get clear on your goals and priorities. 
2. Celebrate victories and behavior in alignment with your core values and brand 

immediately. 
3. Look for small stories that symbolize deeper meaning. 
4. Role model the behavior you want your team to internalize. 
5. Use tough, emotional moments as examples of how serious your company is to live 

its goals and priorities. 
6. Start from the point of recruitment - bring your values and culture front and center into 

your hiring, selection, and orientation of new team members. 
7. Accept that for most companies, building culture is a long, slow process of applying 

gentle pressure -relentlessly. Stay the course. 
 
People Shape the Culture.  
 
Personalities and experiences of employees create the culture of an organization. For 
example, if most of the people in an organization are very outgoing, the culture is likely to be 
open and sociable. If many artifacts depicting the company’s history and values are in 
evidence throughout the company, people value their history and culture. 
 

 
  



 

16 

 

13. Sources  
 
http://www.job-interview-site.com/career-success-how-do-you-define-a-successful-
career.html  
https://janebenston.com/how-women-define-career-success/  
https://blog.uncollege.org/how-do-you-define-a-successful-career  
https://www.entrepreneur.com/article/280932  
http://visihow.com/How_to_Define_Success_Regarding_your_Career_Direction 
https://7geese.com/benefits-of-having-core-values-and-how-to-set-them-in-your-organization/  
https://evolve.ie/q-and-a/company-core-values-define/  
http://examples.yourdictionary.com/examples-of-core-values.html  
https://www.kinesisinc.com/how-to-company-values-part-i/    
http://blog.redrockleadership.com/4-ways-to-instill-core-values-in-your-organization  
http://www.virtualhr.co.ke/importance-of-personality-testing/   
https://atmanco.com/blog/psychometrics/5-reasons-why-personality-at-work-is-more-
important-than-you-think/  
http://www.cornellhrreview.org/personality-tests-in-employment-selection-use-with-caution/ 
https://www.coburgbanks.co.uk/blog/assessing-applicants/11-interview-questions-that-will-
reveal-your-candidates-true-personality/  
https://www.verywellmind.com/the-big-five-personality-dimensions-2795422 
http://www.jobmandate.com/jobboard/motivation-secrets-to-inspire-your-employees-in-our-
world-today/  
https://www.inc.com/jayson-demers/6-motivation-secrets-to-inspire-your-employees.html  
https://www.forbes.com/sites/glennllopis/2013/05/06/10-things-inspire-teams-to-optimally-
perform/#c2522526c831 
https://startupnation.com/manage-your-business/motivate-employees-secret/  
https://www.payactiv.com/blog/how-to-motivate-your-employees/  
https://cmoe.com/blog/employee-motivation-secrets/  
http://www.rt-ba.com/research-articles-hr-hirekeep.html 
https://noln.net/2017/12/01/leadership-importance-keeping-right-people/ 
http://www.quaerogroup.com/2017/12/12/do-you-have-the-right-people-in-place-to-
accomplish-your-goals/  
https://www.kinesisinc.com/first-who-then-what/  
https://www.recruiter.com/i/how-to-keep-the-right-people-at-your-company/ 
https://www.thebalancecareers.com/ten-things-to-do-today-to-be-a-better-manager-2275746  
https://www.business.com/articles/5-ways-to-be-a-better-manager/  
https://www.getsmarter.com/career-advice/people/10-secrets-better-manager 
https://www.forbes.com/sites/victorlipman/2014/07/08/how-to-become-a-better-manager-by-
focusing-on-5-basic-skills/#15cc226d491a  
https://www.virgin.com/entrepreneur/how-be-better-manager 
https://www.jibe.com/blog/building-a-road-to-gender-equality-in-the-workplace-for-2017/  
http://www.workforce.com/2017/01/10/awesome-influence-women-hr/  
https://study.com/blog/why-is-the-hr-profession-dominated-by-women.html  
https://www.forbes.com/sites/georgenehuang/2016/10/11/hr-women-are-happier-than-most-
but-cant-help-other-women-without-support/#31f22f65410c  
http://acelebrationofwomen.org/2016/07/the-reasons-why-so-many-women-choose-to-work-
in-hr/  
https://www.mindtools.com/pages/article/newTMM_79.htm  
https://www.entrepreneur.com/article/247275 
https://www.entrepreneur.com/article/303617 
https://www.emergenetics.com/blog/conflict-good-team-open-minded/ 
https://www.techrepublic.com/blog/five-apps/five-tips-for-resolving-conflict-within-your-
management-team/ 
 https://www.managers.org.uk/insights/news/2016/may/how-to-manage-the-under-performer  



 

17 

 

https://www.betterup.co/coaching-insider-how-to-manage-poor-performance/  
https://peopledevelopmentmagazine.com/2013/12/19/make-managing-poor-performance-
easy/ 
https://www.mindtools.com/pages/article/newTMM_80.htm  
https://realbusiness.co.uk/hr-and-management/2012/07/02/7-steps-for-dealing-with-poor-
performance-in-a-growing-business/  
https://www.bestpracticeconsulting.com.au/_blog/Articles/post/Fostering_creativity_in_the_w
orkplace/  
https://startupnation.com/trending/creativity-innovation-workplace/  
https://www.allbusiness.com/the-importance-of-creativity-in-the-workplace-24566-1.html  
https://smallbusiness.chron.com/creative-thinking-workplace-17614.html  
http://www.employeedevelopmentsystems.com/2016/05/4-benefits-to-increasing-creativity-in-
your-workplace/ 
https://hbr.org/2016/10/leaders-can-shape-company-culture-through-their-
behaviors?referral=03759&cm_vc=rr_item_page.bottom  
https://www.forbes.com/sites/forbescoachescouncil/2018/01/29/15-best-ways-to-build-a-
company-culture-that-thrives/#279f68461b96  
https://www.nsca.org/shape-company-culture/  
https://www.inc.com/david-finkel/7-ways-to-shape-the-culture-of-your-company.html  
https://www.thebalancecareers.com/culture-your-environment-for-people-at-work-1918809 
 
 
 
 
 


