A Holiday
Gift From
Lorne Rubis:
Best Blogs
of 2018

Dear Readers/Listeners,
Garrett and I thank you so much for reading our blogs and/or listening to my
podcast. Please accept a gift of a few of our most popular blogs from 2018. While
we get very encouraging responses to most of our blogs, these seemed to trigger
something a little extra from our followers. We hope you might enjoy reading them
anew.
We look forward to you joining us again in the New Year. We do this because of our
commitment to your personal leadership journey, and our joy in continuously
learning.
Seasons’ Greetings and Happy New Year,
Lorne and Garrett

Dying to Work Late?

Story: Klever Freire and colleague Gabriel Otrin were working late at their downtown Toronto office
building last week, during a crazy cloudburst downpour. It was about 11:00 p.m. and the cleaning
staff warned them that cars might be flooded in the underground parking garage, so the men
jumped on the elevator. As they descended, the lift quickly filled with dirty sludge water, and in a
matter of minutes, the two found themselves chin-deep, despite standing on the elevator’s handrails.
When they only had about 30 centimeters of space between the water and the roof of the elevator,
they frantically started punching a ceiling panel in an attempt to escape. They did manage to open a
crack just big enough to squeeze a cellphone out to call 911. Fortunately, two police officers were
close by and rescued the trapped men. I’m not doing justice to how dramatic the situation really was.
Watch the interview with Mr. Freire for the full impact of this amazing story (the two police officers
were heroic). What struck me while listening to the interview with Klever, was his honest statement
explaining how he originally intended to take his daughter to a movie that night, but chose to late to
work on something that in retrospect seemed rather unimportant. Hmm… How many of us have
sacrificed personal commitments to work on stuff, that in hindsight, was just not that vital? In this case,
the decision could have cost lives and become an unspeakable tragedy.

Key Point: As I continue to do that “August post-retirement weeding,” and raise some of those selfreflective questions, I wonder why I made some of the choices I did in choosing work over personal
commitments. I remember being in Hawaii on a precious family vacation and missed a long standing
family outing to be on a conference call, because my new boss insisted on my attendance. I can’t
even remember the topic. I do believe he was making sure that everyone knew he was the “new
Marshall in town.” How many other times did I choose work over family? Was it always necessary, or
was my action based on personal fear, insecurity, or ego? I do think I made more wise choices than
not regarding this topic, and frankly I obviously can’t change the past. However, I missed some
important moments based on wrong headed self-indulgence. What I can do NOW is remind my
readers that sometimes we just mindlessly get on the elevator, not realizing it’s actually descending
and filling up with water. Why? Be brave. Chose “movie night” more often than not. You and your
loved ones are worth it.
Personal Leadership Moves:

1. Have a reasonable criteria for knowing when you really need to be attending to other parts
of your life other than work. Have the courage to both ask and answer that question
truthfully. What is the consequence either way?
2. If you’re a leader, be mindful what your asking or expecting of others. What example are you
setting? Never ask people to show up just because you’re the boss. The corporate super
stars are no longer the people (if they ever were) who give everything else up to win the
time at work battle. Although, there clearly are times when obligation to the organization
and commitment to others does demand extraordinary work investment and some personal
sacrifice. However, it really doesn’t take courage to pass on movie night. Any confused
martyr can do it.
Keeping Movie Night in Personal Leadership,
Lorne
One Millennial View: Expanding on last blog’s point about many positions generally being able to
work from anywhere, this professionally excites me. Thanks to the ability to access shared Google
documents, being able to virtually attend meetings via Hangout or FaceTime, etc, it seems that we’ll
have more opportunity to contribute from anywhere, at any time. Yes, no results = no job, but maybe
some extra work can be accomplished on the way to movie night.
– Garrett
Edited and published by Garrett Rubis

Questions I’ve Been Asking Myself While Weeding the
Garden

Story: I’ve had a few days just letting go post retirement. Our farm property has a very large garden,
so there is always work to do, especially pulling friggin’ weeds. I’ve found myself reflecting on a few
things while yanking out those stubborn lawn terrorists. Here are some random questions/thoughts at
the end of my spade.
1. Why do most people drive to work? Every metroplex I know is currently staggering with traffic
issues. For six years at the last company I worked for, the leadership made it totally okay to work
where you needed to do your best work. Today, the technology with productivity tools like the iPad,
Chromebook, Google Suite, MICROSOFT 360, etc., along with fabulous networks, are so robust that
most people do NOT have to go to the office everyday. So why do people clog up our transportation
system to show up somewhere at 8:30 a.m., when if we looked at it honestly, people just don’t need
to. Think of the contribution to everyone’s well being/public benefit if people who could, just went to
their office 50 percent of the time. I believe there would be a massive increase in productivity. We
need public and private leadership to make this so.

2. Why do organizations still try and keep people with “golden handcuffs?” Do you really want
someone hanging around when they would rather go? How arcane. If you’ve earned money, you
should get it now and not after some vesting period. If you want to leave, the formula should be
worked out and both the employee and employer should be able to pull the trigger without
elaborate explanations. Walk in anytime, for whatever reason: Two weeks severance for every year
worked, all benefits, remaining holidays paid out. No negotiations required. Both the employee and
employer would have full skin-in-the-game to focus on the real motivators: A meaningful purpose,
great work, and continuous learning/personal equity.
3. Why do organizations still ask leaders to give people ratings on an annual basis? I guess if you had
a job on the kill floor in the slaughterhouse, and killed more cows than the next guy, you could be
rated as a higher performer. Of course, it would not take long before the inequities would be
surfaced: Better bolt gun, less stubborn Holsteins that sit down and cry before they get put down,
better ramp, etc. Sorry to use the crassness of this analogy to make a point, I just find bosses giving an
annual rating to people so dehumanizing and flat out stupid. On the other hand, if feedback was
more continuous, honest, human and robust from a statistically significant data source, that would be
meaningful. Even a rating might be meaningful in that context. Most of us have a desire to genuinely
and continuously get better.
Key Point: Everyone can benefit from doing a little weeding. Pulling out the crazy or outlived things
we do in the workplace is no exception. I’m going to continue weeding through August. I hope
removing a few will make the garden much more healthy. And occasionally, I may mistake a flower for
a weed. Oops. I hope I challenge some of your assumptions too. Maybe we can weed together?
Personal Leadership Moves:
Weeding in Personal Leadership,
Lorne
One Millennial View: The philosopher Voltaire has a memorable saying that boils down to “tend
your own garden.” The premise is, whatever chaos might be going on around you, no one can take
how you treat your own garden away from you. Of course, your “garden” can be a metaphor for
anything in your control. It’s a wonderful reminder that pulling your own weeds can make your whole
landscape a lot prettier.
– Garrett
Edited and published by Garrett Rubis

July Lessons Part One

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: When I joined ATB, I was amazed at how much of the organization was traditional in the
context of work being about time and place. It was mostly a classic nine to five environment. Our
wealth management division was experimenting with people being able to work where and when
they needed to. However, this more advanced thinking was not yet an enterprise wide strategy.

It was 2012, and I had just heard an intriguing presentation by Cali Ressler and Jody Thompson who
wrote the book “Why Work Sucks and How to Fix it.” It essentially challenged traditional thinking that
work was about attendance and just showing up versus work being about achieving results at any
place or time. Why not treat employees as self accountable, fully functional adults? And so we began
the conversation as to why we would initiate what we called Workplace 2.0, first with our leaders and
then the rest of the community. Essentially, this new way of working had only two rules: 1. Show up
where, when and with whom you need to get the best results. 2. Remember no results equals no job.
For many leaders, the idea of having people working from anywhere they needed or wanted was
initially very uncomfortable. After all, how would we know people were really working and not just
taking advantage of us? We were amazed to see how Workplace 2.0 rapidly caught on and became
foundational for advancing our culture.
Key Point: When you treat people with total trust, ensure they know what’s expected and challenge
them as very self-accountable beings, they rise up and then some. They become truly remarkable and
exponentially better in creating outcomes and increasing productivity. Judgment and keeping score
by attendance soon goes out the window. “Sludge,” or trash talking about where people have been
when not at their desk, essentially goes away. When you give people reasonable autonomy and
personal control, it creates a sense of business ownership, regardless of authority or level.
Personal Leadership Moves:
– Lorne
One Millennial View: At my previous position, I was scheduled to be at the office at 5 a.m. but I was
dependent on the function of a train from Santa Monica to downtown Los Angeles. Sometimes it was
delayed, and on occasion it broke down. Considering it was 2017, I was able to do work on my phone
while in transit. By the time I showed up to the office, I already had the same amount of work done as
if I would have been sitting at my desk. Ironically, I’m not sure it was even necessary for me to be at
the office that early. The key point is, “no results equals no job,” and it doesn’t matter where you get it
done. Employers and team leaders should know that even if someone is on a train, the workload and
responsibilities do not need to go off the rails.
– Garrett
Edited and published by Garrett Rubis

July Lessons Part Two: Once Upon a Time

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: Two blogs ago, I recounted the story when as a new Chief People Officer, at one of my my first
Human Resource Committee meetings, a Board member became exasperated when he read an
aspirational story I had placed in the Board “package.” He hadn’t realized it was intentionally visionary,
and I noted how fortunate I was that other directors came to my rescue to explain its intent. Please
read that very same story in the screenshots below. I am gratified to report that this story has become
mostly true, and even more so. This blog is intended to reinforce the power of setting intentions
rather than to be bragging. And frankly, any recognition for making this tale more fact than fiction
belongs to a great leadership team, and more than 5,000 people who are the characters and heroes. I
simply had the privilege to paint the picture and invite everyone along for the ride.

Key Point: Thinking BIG, starting small, and acting now is everything when it comes to execution. I
believe you need to set the intention of where you want to go with more than a few phrases. The
“painting” needs texture, and enough definition to allow people to see/feel what the design looks like
at key milestones along the way. As you read the story below, you will note that I hoped our pipeline
of people wanting to join our company would be about 10k per year. We currently get about 50k of
solicited and unsolicited applications. I was hoping we might be in the top 10 companies to work for.
In 2017, we were chosen by the Great Place to Work/Globe and Mail as the No. 2 place to work in
Canada. Our Glass Door (not really on the radar back in 2012), has been a consistent 4.4 out of 5, and
our engagement scores (from 69 percent in 2012, to 92 percent in 2018) puts us in the top five
percent of all companies using that metric. Club 228 became known as Club Catalyst, with 900
members, up from 500. The idea of working where you needed to to get the best results became a
complete reality. (Workplace 2.0). Rapid opportunities for different experiences became what we
called experiential bursts. Our dream statement or purpose became our now, quite famous, 94 word
ATB Story. And I can go on and on how we exceeded this entire aspirational statement overall.
Yet, I missed on some things too. Although I was successful in getting the idea of personal equity
imbedded as a principle, the Equity Story Book idea failed miserably. I just couldn’t get the project
over the goal line, although our recognition system has become partly that concept. I also could not
get the sabbatical notion off the ground. On the other hand, I kicked off something called My Time (a
self-accountable sick leave/vacation system) which I believed was a better and broader system. Still, I
couldn’t get that implemented either. I think that was a leadership failure on my part.
Overall, my teammates took the aspirational statement below and made it much better. Illustrating
the future picture with enough texture and sensual context helped start a culture movement. And
wow, did Team ATB accelerate that movement into a culture that is just beginning to differentiate us.
The best is in front for the new leadership to move forward.
Personal Leadership Moves:

1. Please read the aspirational story written in 2012 below, and see what you think
2. Try writing your own aspirational story.
3. As always,Think BIG, start small, AND act now. Make it happen. Engage the community, and
it will become better than you might imagine. Just execute, iterate, pivot, execute again and
repeat.
Aspirational in Personal Leadership,
– Lorne
Story Here:

One Millennial View: If that isn’t great inspiration for aspiration, I don’t know what is. As I mentioned
a couple blogs ago, I don’t think most Millennials even contemplate sitting down and writing their
aspirational story… But why not? Heck, if you’re brave enough, make a YouTube video of it and
broadcast it for the world to see. You never know if the right eyes might see it. What have you got to
lose?
– Garrett
Edited and published by Garrett Rubis

July Lessons Part 3: Rea y Invest in Personal
Equity!

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: When you’re the Chief People Officer, one of the big responsibilities revolves around
compensation. Pay and benefits are often the biggest single expense in any organization. It takes on
even greater meaning when one considers this line item as an investment, rather than exclusively as
an expense. How does the company get the best possible return for its investment?
Early in 2012/13, we began to introduce the concept of PERSONAL EQUITY into the organization. We
knew that the promise of job security was an outdated principle. Heck, we could hardly predict what
types of jobs might exist versus offer any employment guarantee. However, we could commit to
peoples’ future state becoming better in every way until their very last date of work, whenever that
might be. So we chose to make a statement to team members by challenging ourselves to create the
best personal equity plan including, but not limited to, the greatest pension savings program
ANYWHERE.

Key Point: Every organization I’ve ever worked at shares one common viewpoint: People would like
to be paid more! If you limit compensation to pay and benefits, it can often become an unsatisfactory
and relentless chase of market comparison. However, by investing in PERSONAL EQUITY, the lens
regarding regarding total compensation becomes much wider. Employees want and need fair pay
and benefits. But what if the health benefits feel like they are made just for your situation? What if job
experiences, and advancement opportunities are abundant? What if learning, formal and informal is
plentiful? What if the leadership treats you like a self-accountable, autonomous adult? What if you are
in a highly inclusive, cognitive and identity rich environment? What if there is a commitment to
everyones’ financial, physical, emotional, spiritual and experiential well-being? What if the company
made the following statement and acted accordingly? “People have the right to have great leaders.”
And yes, what if the pension/savings plan was the best in the universe regarding personalization and
company matching? With that overall strategy of PERSONAL EQUITY and total compensation, the
ability to attract top talent accelerates. The best and brightest people seek that out. During my tenure
we have had a few people leave primarily for pay, only to want to find a way back to more personal
equity, and ultimately achieve a higher individual return.
Personal Leadership Moves:

1. Think of investing in people compensation as a comprehensive PERSONAL EQUITY
SYSTEM, rather than revolving narrowly along pay/benefits.
2. At the same time, get highly creative and personal regarding base pay and benefits. Find a
scalable and equitable way to customize them for each person.
Personal Equity and Personal Leadership,
Lorne
One Millennial View: Of course money is an extremely important and necessary currency, but I’ve
also come to realize that currency has many forms, not just monetary. Health, communication, culture,
goals, time, knowledge, experiences, relationships, and others are also significant types of currency.
So, while a great salary is desirable, it isn’t everything. A interesting one-liner I’ve heard is, “rich
people have the same nightmares, just on a higher thread count.” I’m willing to bet the better the
overall personal equity, the fewer nightmares.
– Garrett
Edited and published by Garrett Rubis

July Lessons 4: Find and Free the Unfound

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: On July 10, our company celebrated the one year anniversary of switching over to G Suite. It
was massive, and by all accounts, a highly successful enterprise undertaking involving 5,000 plus
dedicated and growth-minded team members. The entire initiative was one of the most rewarding
experiences in my 40 plus year career. One very important part of the entire project involved
recruiting and selecting more than 50 “transformers” we called G Evangelists. They had to audition,
and came to represent every possible identity and cognitive diverse aspect of our company. The one
rule was, if they were selected, their leaders could only say “yes.” And they were assured of a walk
back to their roles at the conclusion of their secondment. A few of the people chosen to be G
Evangelists were well-known, and high fliers. However, most were buried in the organization, and
some were even on the bubble. Others were unsure and even ambivalent about their careers. One
year later, almost to a person, they have been promoted and are doing amazing things in the
company. Their bond as a cohort is unshakeable, and they still get together once a month on Google
Meet, even though the official project has been operationalized since March.

Key Point: Organizations have to get better at finding, freeing, and engaging the unfound. They are
everywhere in the company. They often don’t fully understand how talented they are. Even worse, top
management is often incapable of reaching deep and taking the smothering blanket of outdated
vertical structures out of the way. We need leaders that open opportunities to people who want to
raise their hands from any place, any time, any level. There is so much unrealized talent just needing a
nudge and leaders who say, “I know you can do it,” “I’m here to support you,” “I’ve got your back.”
These men and women are everywhere, and it’s about time we develop new systems and processes
to find them, free them and watch them flourish. Imagine if we could do that with more than 5,000
people. It’s a matter of asking “how might we?”
One more thing. I’ve almost never had a lousy performer. People have told me things like, “fire ___,
they’re not a leader.” “Working closely, I find ___ to be indispensable when optimizing their strengths.
Or, “___ can’t execute.” Yet, somehow working with me, I challenge ___ and, “nothing but net.” I’m no
special leader. However, I believe given the right situation, ALL can be great contributors. That’s my
job as a leader. Frankly, I’ve found leaders who talk tough about how the company needs way better
people are usually the lousiest managers. No one raises their hands to work for them. They mask it
well, but prefer fear over development.
Personal Leadership Moves:

1. Find the unfound. Please know someone is out there needing an opportunity just like you.
Free them up to contribute in ways they might not imagine they could. They will surprise
themselves, and you.
2. Your job includes offering opportunity to others in order to advance them. Abundantly give
daily.
Found in Personal Leadership,
One Millennial View: It’s too true. In my experience, we all want a chance to be thrown in the water
to see if we’ll swim. With the right coach, most of us will. Nevertheless, we’d rather drown trying than
be stuck on a safe, dry dock.
– Garrett
Edited and published by Garrett Rubis

July Lessons 5: Duh… What ‘People First’ Rea y
Means

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: I recently listened to young professional working at a car dealership tell me he was going to
quit because, behind the scenes, the only thing his supervisors cared about was the “upsell.” They
wanted customers to rate 10 out of 10, but frankly, their single concern was margin dollars. That’s why
buying a car still sucks. Reading about the ugly Wells Fargo “fee pressure and sales upsell” scandal a
few years ago made us cringe. Or Volkswagen lying about emissions results, etc. Business, free
markets and even non-profits, at their best are marvels of value creation. At their worst, they make
people last, both employees and customers.
This is a blinding flash of “duh.” I watched our engagement scores go up every year for six years. Yet,
one area that proved to be stubborn and remained relatively flat was the feedback we were getting
on “best tools to get the job done.” Regardless of the amount of investment we made in giving
people productivity tools, we couldn’t move the needle much. On the principle of personal equity
however, we were better every year. So what does this have to with putting people first?

Key Point: Putting people first has always been our strategy. People, customers and the shareholder,
in that order. However, my learning after 40 years, believing in people first is NOT exclusive to the
business’ human resource department. Of course, deeply caring for the well-being of people is vital,
and I prefer to wrap that up under investing in the personal equity of each team member. I believe
putting people first before the customer, in it’s best sense, is intentionally looking how every product
and service the company provides starts with the questions: “What is the team member experience
like to deliver the process, product or service to each other and the customer?” And “how does that
team member feel presenting that policy, process, program, etc.?” If we make employees feel great,
and in an ideal situation, even make them feel like they have super powers, that really IS people first.
Then we become people first AND customer obsessed.
Personal Leadership Moves:

1. Become almost insanely obsessed looking at the customer experience through the eyes of
team members first. Even digital properties need that consideration. Imagine what it will feel
like delivering that product, device, policy or the customer service contact after the
service/product experience.
2. Think how to make the process, service, and product the HERO, instead of expecting people
to be great because we’ve handed them a “turd sandwich” with parsley on top, to then give
the customer. We keep grading people on their ability to compensate on poorly designed,
over complex, and crumby offerings. In fact, too often we reward for customer recovery
instead of a WOW experience for team members and customers. Become REALLY PEOPLE
FIRST.
People First in Personal Leadership,
– Lorne
One Millennial View: As many of you might know, July 16 and 17th is Amazon Prime Day (at least in
the U.S.), where all Amazon Prime members are encouraged to take advantage of cyber deals. It’s a
huge reminder that human interaction for most goods and services is hardly even necessary anymore.
If I want something, I likely can have it shipped to my front door. This suggests that People First is
actually more valuable now than in the past, because if the quality of product and customer
experience makes things more difficult than clicking a button from the comfort of my own home, then
who needs it? People First is a good way to help ensure that you’ll keep seeing people come in at all.
– Garrett
Edited and published by Garrett Rubis

July Lessons 6: Business is Always Personal

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: I worked for one person for many years and gave this individual every effort I had to create
value for the organization. I also made a point of knowing something about this person’s children,
partner, and even mother. I thought it was important to care about, and know my boss as a complete
person. How might I understand his overall ambitions and interests if I didn’t? However, it
disappointed me that the reverse was not true. I’m not a “matcher” though, and believed getting to
know him more completely was the right thing to do, regardless. What saddened me was that our
connection was incomplete without this person knowing something about my family. I wondered how
much he actually cared about me. In the end, my concern was valid. I was mostly there as a
commercial transaction. It’s just business, right?
Key Point: I’ve worked with wonderful people everywhere. I am so blessed to have spent time with so
many people I’ve genuinely loved. Even though it’s challenging, and unrealistic to expect these
relationships to fully continue after leaving each organization, the importance carries on. These
personal connections actually accumulate to define us. So, one of my beliefs that has been fully
endorsed working at ATB, is the idea that business is ALWAYS personal. It is never “just business,”
even though that premise has been inappropriately used as rational for questionable behavior far too
often.

In this context of business always being personal, I strongly believe you and I have an obligation to
genuinely know the people we work closely with, without crossing privacy lines. This includes and is
not limited to the following:

1. Do they have a partner? His or her names?
2. Do they have children? Grandchildren? Names?
3. Do they have pets? Names?
4. What do they do for fun?
5. What do they deeply care about?
6. What do they like to eat?
7. Coffee or tea? Cream or sugar? Etc.
If you can’t answer most of these questions about the people who work for you, how can you possibly
fully care about them? How can you help them grow and develop more fully? Don’t worry about
whether your boss does the same with you. It’s a shame if he/she doesn’t. It’s most important that you
set the example. It shows how much you are invested. How can you ask people to deeply care about
you and where you want to take the organization without having personal consideration for them?
Personal Leadership Moves:

1. Connect with your teammates by genuinely getting to know them as complete people,
including but not limited to the individuals they dearly love in their personal lives.
2. Every conversation you have with these people ideally includes a sincere question about
those important to them. Everytime!
3. At minimum, you should know their partner’s name, and how many children they have (or
comparable information). If not, why should they believe that you really care about them? No
excuses.
Personal connections in Personal Leadership,
Lorne
One Millennial View: Even if you’re shy or believe that exchanging basic personal information with
co-workers is a form of prying, there’s just no fun in knowing nothing about those you spend a
considerable amount of your life working around. You’re seriously going to sit there all day and never
shoot the breeze? We Millennials can definitely multi-task, so 40 plus hours a week are much better
spent when your team isn’t a pack of total strangers.
– Garrett
Edited and published by Garrett Rubis

July Lessons 7: Serving Gelato is a Winner

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: I just had a chance to serve Gelato to teammates today, as a way of saying goodbye and
thanks. It was really fun. It reminded me of other times in different organizations when I used to
spontaneously walk around and pass out ice cream bars to people. The response from such a small
gesture always amazed me. What a way to say, “I see you, I appreciate you, I know you’re working
hard, and what do you want to tell me?” Two hours spent, and a great investment overall. Why don’t I
do this more often?
Key Point: Review your schedule this past week. Please think about how many events in your
calendar created more value than an “ice cream walk.” I bet the “ice cream walk” would have trumped
50 percent of other appointments in your daily routine.

The reasons why I don’t do “ice cream walks” more often are varied. The main one though, is that I
don’t put intention behind the act. I get caught up in too many so-called “important” things, including
responding far too often to someone else’s agenda. It shocks me what people make a priority over
connecting, thanking, and having fun with those that work for, or with us. The other day an executive
from outside the company asked me how I could possibly spend a full day with new hires. Huh? What
could be more important than ensuring people who are rookies deeply understand the company’s
purpose and values?
Personal Leadership Moves:

1. Make an “ice cream walk,” or facsimile thereof, part of your leadership routine. Once a week
or month, do something that puts you in full personal connection with your team. Make it
genuine and informal. Have fun. Perhaps make it a signature of your leadership.
2. Have the courage to make the people connection stuff the real priority in your schedule.
Ice cream walks in Personal Leadership,
Lorne
One Millennial View: If you’ve ever followed a company you appreciate on Instagram, it’s common
to see these type of events light up their Instagram stories (along with their employees’ who
participate). Something as simple as an ice cream walk is a sweet way to keep things from melting
down.
– Garrett
Edited and published by Garrett Rubis

July Lessons 9: Dance Like No One’s Looking!

Over the month of July, I will share lessons learned from my ATB journey, post my retirement
announcement effective Aug. 1. The accomplishments and extraordinary results at ATB over six plus
years belong to many. However, the learnings I will share are exclusively mine. I hope you will find
them thought provoking, and perhaps even instructive.
Story: Those of you who have read my book, The Character Triangle, likely know this story. For folks
that haven’t, it’s relevant to my last days at ATB Financial.
I started my career as a 21-year-old coach/phys ed/English teacher at an elementary/Jr. high school in
Edmonton, Alberta in 1971. When I arrived, the school was average at best. Four years later, based on
the exceptional teamwork of faculty, students and parents, it blossomed into an exceptional school.
The morale and academic/athletic results achieved in such a short time period were remarkable. It
was a genuine cultural transformation. I left in 1975 to do graduate work, and on my last day at the
school, I was treated to the most memorable goodbye. As the touching tributes concluded, 400 crazy
kids stood on their chairs, applauded my contributions until the principal finally wrapped things up. I
sat on the stage and cried my eyes out uncontrollably. I realize, while I was the beneficiary, we were
ALL applauding each other for what we had created. That very experience changed my life.
Key Point: Most people genuinely love to really dance, physically and metaphorically. They want to
let go without caring if anyone is looking. Of course, they need music that inspires them to get up and
move, an inviting dance floor, others to dance beside and the freedom/safety to let completely go.
When a group experiences that recipe, something magical happens.

So fast forward to 2018, to acknowledge my retirement from ATB, a most wonderful group of ATBers
(led by Stephanie Horne), brings in a 70-person choir to use music as a way to thank me. In the
middle of culture day and 140 new hires, this incredible choir belts out one song after another, and
the musical “thank you” feels like a “chair stand.” And once again, decades later, the tears wouldn’t let
go. In perfect foreshadowing from decades earlier, I fully understand that while I’m blessed to be a
focal point, the celebration is about ALL of us and what we have accomplished together over six and
a half years of my tenure. I can tell you without exaggeration, ATB is on the global stage with the
greatest of organizations. It took 80 years, and we did it together. We are measurably one of the best
companies in the world.
One fun characteristic of the various groups that I’ve lead over the decades, is that we have enjoyed
great music and dancing at every stop I’ve been on. Dancing as a team sets the stage for feeling what
it’s like when people are dancing to the same music , moving in a uniquely distinctive way while
creating magical harmony as a group. Truly something transformative happens. Dancing together at
work is hardly a well-promoted or researched strategy. Yet, I know it lets people FEEL what it’s like to
be all-in. And, you need to feel the dance to transcend it. Just dance! You’re worth it!
Personal Leadership Moves:

1. Find a place to work where you can fully let go and dance your ass off. If it’s too much to
expect physically, then at least know you can experience the metaphorical notion of it.
2. Leave it all on the floor. Dance till you need tissues to wipe your brow, and eventually your
tears.
And today, July 31, 2018, I step off the ATB dance floor, leaving the next song for others. How
glorious it will be. Thank you for the incredible dance, and the gift of being able to leave both my
sweat and tears on that floor!
P.S., the picture above is Emilia, our soon to be 4-year-old granddaughter. The ability to let go and
just dance is fully resident in all of us. Go Millie!!
Dancing my ass off in Personal Leadership,
Lorne
One Millennial View: I mean, how can I not take another opportunity to embed the greatest onscreen dancing to grace the silver screen? Make sure to pick up some moves from the only on-going
gag on LorneRubis.com.

– Garrett
Edited and published by Garrett Rubis

And in Walked Henry!

Story: Last week I was listening to a very touching NPR radio piece about a pediatric oncologist, who
conducted a precarious cancer intervention on an infant born at 35 weeks. This incredible doctor and
support team administered chemotherapy to attack a large spinal tumor the first day the baby was
outside the womb. The fear was that without this miraculous act of medicine, the child would die or at
minimum suffer severe skeletal and neurological damage. Imagine the feelings of the parents, family,
and medical team during this time.
Fast forward a year, and the same doctor was having a fundraiser for pediatric cancer at his home. The
family of Henry, the infant noted above, attended and was warmly greeted by the doctor. They had
become very familiar but had not seen each other for about six months. The doctor asked the parents
how Henry was. They happily proclaimed that he was at the party. The oncologist exclaimed “well
wheel him in.” And just as the pediatrician uttered the words, he choked up. Coming right at him was
the toddler Henry, ambling through the doorway. In a tender halting voice, the doctor described that
profound moment. While he was delighted with the waddle in, it was the size of the SMILE on Henry’s
face that radiated ALL. The pure joy of life!

Key Point: It’s the season of Thanksgiving, and all of us know, regardless of how wonderful or difficult
things in life may be, it really is important to pause and express gratitude. The benefits of gratitude
are scientifically proven, yet when we hear this message, it can sometimes feel like one more thing for
an already endless “to do” list. What I loved the most about the Henry story was that at one years old,
he was unknowingly the definition of gratitude and a generous GIVER. It was that beaming smile that
announced his full of life presence, like “baby, it’s great to be here!” Maybe we can all channel a little
from Henry this Thanksgiving?
Lead Yourself Move:

1. When you walk into a room this Thanksgiving season, why not both naturally and consciously
give others your fully alive smile?
Lead Others Move:

1. Repeat the step above.
Giving a grateful smile in Personal Leadership,
Lorne
One Millennial View: Yeah, while most pre-Thanksgiving rhetoric revolves around anticipating fierce
political debates at the dinner table, or wrangling in drunk uncles, it’s refreshing to reflect on the
reality of a big smile and the gratitude most of us can fortunately relate to. Henry would probably sit at
the kids’ table, but his story delivers a good opportunity for a grown up discussion.
– Garrett
Edited and published by Garrett Rubis

The Netflix ‘Keeper Test’… And the Courage to Take
It
Key Point: I was revisiting the now famous set of slides developed by Netflix CEO Reed Hastings and
then (2012) Netflix chief talent officer, Patty McCord. The Netflix “people philosophy” was posted on
the web for anyone to read. Over five million people have now viewed the principles behind Netflix
culture and HR strategy. The PowerPoint itself is without any “whiz bang.” In fact, by presentation
standards, it’s lousy. It went viral primarily based on the merits of the slide content and challenge to
much conventional thinking regarding people and culture.
One my favorite pieces from the slides is the Netflix “keeper test.” And after my vacation, it got me
wondering what would happen if everyone in our company initiated a “keeper test” conversation.
Here is how it would go:
All Managers would ask themselves the following: “Which of my people, if they told me they were
leaving for a similar job at a competitor or peer company would I fight hard to keep?”
And/Or: All team members would ask their managers: “If I told you I was leaving the company to work
for a competitor, how hard would you fight to keep me and try and convince me to change my mind?”
If you’re a manager and you have people you wouldn’t fight for at all to keep in the company, then
they are likely placeholders at best, blockers at worst. They are taking up a spot an “A” player could be
in. Your job is to give them a generous severance package and replace them ASAP. It is the honest
and respectful thing to do. If you, as an employee, ask your manager the “keeper test” and they can’t
look you in the eye and tell you unequivocally, “YES,” they’d try and fight for you… Then you need to
know what is missing so that the answer could be a clear “yes.” A respectful leader will let you know
where you stand… No material surprise.
Character Moves:

1. Apply the “keeper test.” If you’re a leader, be honest… Be respectful. Who would you fight
for? Be ambivalent about? Or wish they’d just disappear? At minimum, if you have anybody
outlined on the “disappear list,” can you imagine how he or she must feel working for you?
Kindly and respectfully give them a generous severance. Their replacement, assuming you
know how to attract “A” talent, will give you a 10 fold productivity increase in return. And of
course you will soon ask yourself why it took so long to make the decision. (Btw, do not fight
to keep “brilliant jerks.” They get results but the cost to the culture is usually way too much.
These so called “brilliant” people are more easily replaced than you might think).

2. As an employee, have the self-accountability and courage to ask your boss the “keeper test” and
expect an honest response. Now you’re on the receiving end of No. 1 above. How does it feel to be
on that side of the equation? How do you wish your boss would respond? Don’t you wish your boss
would be letting you know where you stand regularly so that you didn’t have to ask the “keeper test”
and/ or knew well in advance what the answer would be?
3. Remember that “stars” can hit a rough patch too… Just like great organizations sometimes do. They
deserve a near term pass, reasonable loyalty, and we don’t want to give up on people without
understanding context. However, as they say at Quicken Loans, “The trend needs to be your friend.” If
you’re performance is trending continuously downward, well you should not be surprised if things
end unhappily. What you and I did “great last year” only lasts for a while. The trend has to be “up” in
terms of value and contribution, or no one will fight to keep us.
Keeping in the Triangle,
Lorne
One Millennial View: I guess the most relatable comparison would be to ask yourself if you’re in the
“friend zone” with your job. With personal relationships, the “what are we?” question is maybe the
most avoided of all… Maybe you sort of like your job, cause it’s there, it keeps paying, and it’s
comfortable. There are a million reasons not to pry. But are you happy? The “keeper test” seems
equivalent, cause it kicks things into gear one way or another. It can be the scariest truth ever, but you
know what? Why settle? There’s a “job” out there for you. They say, “Relationships can be like
jewelry… You see something that might look nice on someone, but it just doesn’t look good on you.”
That’s just fine! Jobs are the same. Find the piece that wants to wear you as much as you want to put it
on.
– Garrett
Edited and published by Garrett Rubis
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