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Revolutionizing Talent Development by  
Assessing & Coaching ALL Levels of Employees 
 
This White Paper describes the need for and brief history of why we developed CDR-U Coach. This exciting, 
first-of-its-kind virtual coach personally debriefs deep assessments for an A/I type user experience. CDR-U 
Coach provides rich and essential levels of self-awareness for all levels of employees with no two users 
receive the same feedback, it is that personalized! 
 

Self-Awareness is Key to Development 
“Knowing yourself is the beginning of all wisdom.” - Aristotle 

 
Coaching and in-depth assessments are typically reserved for executives and top leaders 
due to the high price point and time commitment required. While these key leaders 
certainly need this type of personalized development, so do all employees. 
 
In fact, one could argue that more junior employees and those earlier in their careers need 
accurate personal development even more urgently to help them maximize their 
performance success. To take it a step further in what could be perceived as unthinkable 
by many in today’s talent development paradigm, all employees need this level of acute 
self-awareness. Yet, 

 
“Research (of over 5,000 participants) by Tasha Eurich’s team revealed many 
surprising roadblocks, myths, and truths about what self-awareness is and what it 
takes to improve it. We’ve found that even though most people believe they are 
self-aware, self-awareness is a truly rare quality: We estimate that only 10%–15% of 
the people we studied actually fit the criteria.”i  

 
When employees are equipped with accurate personal insights, they can drive their 
careers in the most productive directions for themselves and better support the company’s 
bottom-line. The deep dive into self-knowledge is critically important not only for 
performance and setting one’s best career direction, but it is also needed to build better 
relationships, teams, and communication throughout the organization. 
 

Identifying One’s Strengths and Passions 
Tennis great, Billie Jean King said it best, 
 

“I think self-awareness is probably the 
most important thing towards being a champion.” 
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We strongly concur. In fact, for over two decades, we have been dedicated to helping 
leaders (and some individual contributors) understand their strengths to a nuanced level. 
We have helped them focus on what they love, their passions, and what energizes them. 
We also equip them to understand the risk factors that can undermine their success. If 
careers are aligned with strengths and passion, then performance, employee satisfaction, 
and retention soars.  
 
I was delighted to learn that Accenture recently conducted a research sprint study 
commissioned by the CLO of Technology, Rahul Varma. What this research team found 
confirms exactly what our research and consulting focus has been over the years. In a 
video on the company’s talent development webpage, Rahul Varma reveals, 
 

“What we’ve done with Performance Achievement, where we put the person at the 
center and instead of the process, it is really about how does a person play to their 
strengths and their passion.  ... What’s the next best thing for each single person 
and how do we get them to their best performance?… So, with the tools of 
technology as well as the philosophy behind it, we’ve revolutionized learning. I think 
it is terrific.” 

 
We have trained and used our assessments in career coaching to do just that – helping 
people find their strengths and passion. Below is an excerpt from a presentation I have 
given to MBA students and Veterans over the past decade who are career transitioning. 
 

 
 
It is imperative that all employees know themselves – their strengths, gifts, unique talents, 
and what they love to do – which is frequently hidden, even to them. Without this self-
awareness, development and performance initiatives can roam aimlessly with high levels 
of intent by employees and employers, though yield lackluster results. Development and 
growth initiatives needs to be molded to the individual. 
 

2 Things You Need to do for Career Success

#1
Find your gifts, 
strengths, and 

inherent capabilities.

#2
Honor your heart; 
find your passion.

One of the two is not enough…
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Understanding One’s Personality Risk Factors 
While honing in on one’s strengths and passions is crucial to find the career path that best 
fits one’s strengths and needs, there is another important personality factor that must be 
identified and addressed. These are personality-based risk factors that often show up 
when someone is facing stress, adversity, or conflict. So, while one’s strengths may shine, 
when risk factors show up they can throw even the most promising career off track.  
 
This is why if more junior employees become aware of their risk factors for derailment early 
in their careers, they can achieve higher levels of success by avoiding derailment caused 
by troublesome behaviors. Self-awareness is powerful – by understanding one’s own 
inherent personality-based risks early on, one can develop ways to neutralize and prevent 
these risks from taking a toll on performance and relationships.  
 
The CDR Risk Assessment measures eleven inherent personality-based risks: 

• False Advocate 
• Cynic 
• Worrier 
• Rule Breaker 
• Pleaser 
• Egotist 

• Upstager 
• Perfectionist 
• Eccentric 
• Hyper-Moody 
• Detached

 
Any one of these risk behaviors, and certainly combinations of them, routinely damage 
career and performance success. Today, they run amok in organizations because people 
fail to identify and understand them. Left unchecked, risk factors damage performance, 
relationships, and career projection. 
 

“A good hitting 
instructor is able to 
mold his teaching 
to the individual. 

If a guy stands on 
his head, you 
perfect that.”

- Bill Robinson
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Does it really make sense to only help those who are 50ish or so to recognize their risks, 
aka, ineffective coping strategies? Executives we coach commonly say to us, “I wish I had 
done this 30 years ago.” 
 

What Younger Employees Need  
When we think of the entire workforce, there have been major shifts from the Baby Boomer 
days. Younger employees demand feedback and opportunities to develop. So, in order to 
retain an organization’s best talent, effective development strategies and initiatives are a 
must. 
 
For example, studies show that Millennials want and need feedback and opportunities for 
growth. Yet, according to Gallup, “only 17% of millennials report receiving meaningful 
feedback.” Here are a few important study results: 

• Qualtrics reports roughly 80 percent of millennials said that an emphasis on 
personal growth is the most important quality of a company's culture.ii 

• Bridge survey data finds that offering career training and development would 
keep 86 percent of millennials from leaving their current position.iii 

• So as reported in INC. by Ryan Jenkins, what's the key to engaging and retaining 
Millennials as they enter your workforce this year? Training.iv  

 
The youngest employees, Gen Z’s, also want personal development to enhance their self-
awareness. Author Lauren Stiller Rikleen in her Harvard Business Review article, “What 
Your Youngest Employees Need Most Right Now” explains, 
 

“In having to cope with a shut-down of life as they knew it at such a young age, 
many Gen Zers have experienced a massive interruption in their ability to discover 
what motivates and fulfills them (COVID 19). Because of this, they’ll need more time 
in their young adult years to undertake this self-exploration. Employers can help fill 
this gap by offering programming that helps build emotional intelligence from the 
outset of their careers — not several years down the road.”v 

 

Identifying Hidden Talent 
In our practice, we regularly coach individuals who are in jobs (or college majors) that do 
not tap into their greatest potential. Intellectually, people can do many things. However, 
they cannot do many things well consistently over time if they do not have the personality 
suitability to do those things. If someone lacks attention to detail and is naturally 
disorganized, being an accountant would be difficult if not impossible over time.  
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As an actual example, we conducted a redeployment project for an energy company years 
ago to identify – via assessment results – possible candidates to retrain to become 
Systems Analysts. As it turns out, many of the successful candidates were administrative 
assistants, technicians, and other non-salaried individuals who did not have four year 
degrees. However, after a 12 week training boot camp at the Texas Instruments campus, 
these individuals proved to be “better than many of those who had computer science 
degrees” according to the instructor, Tom May, Ph.D. of Stonebridge Technologies.vi This 
project transformed the lives of several individuals who were stuck in low level careers 
due to socioeconomic reasons. This frequently happens to women and minorities.   
 
Becky was one of the candidates we plucked out of a secretarial role in Salt Lake City, 
Utah nearly two decades ago. Today, she is an Associate Director of Software QA & 
Program Management for a Boston Healthcare Firm. A couple of years ago she wrote to 
me when I reached out on LinkedIn: 
 

“Your message made my day! It’s so wonderful to hear from you!! I have often 
thought of your organization’s part in my career and the life-changing opportunity 
that was provided for me some time ago now.  …Often I have mentioned the 
personality assessment that was conducted by your team and how I was told that I 
was a “perfect match” for the position. In fact, it makes me giggle a little now when 
I realize the somewhat stereotypical nature of a software professional’s personality. 
… The value of your work has impacted my life tremendously in such a positive way. 
When I applied for the program, I was thrilled at the prospect but honestly 
questioned whether I would be a good match, and then your assessments boosted 
my confidence so much. Thank you. Thank you. THANK YOU!”vii 

 
We have worked with hundreds of people who were settling for less or who were unhappy 
or unchallenged in their job roles. By helping them become acutely self-aware, they were 
equipped to chart their way forward to more productive roles improving their performance 
and well-being.  
 
So, the questions for executives, CHROs and CLOs are: 

1. Why continue to accept generic training and rudderless career paths?  

2. Why allow hidden talent to go unrecognized and under-developed?  

3. Why allow ineffective coping strategies, measured as personality-based risk factors, 
to run rampant?  

4. Why look the other way as one's risk factors become life-long patterns of 
unproductive behaviors that stymie individual, team, and business success?  

The reason is that, until now, there has been no feasible and cost-effective way to reach 
the many employees below the executives, top leaders, and designated high potentials.   
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Diversity & Inclusion  
Affirmative action plans and various diversity and inclusion initiatives by companies 
haven’t been successful – with many Blacks, Hispanics, Women, and other minorities 
failing to be recognized and developed to reach their true potential. With Women 
representing only 6.6% of Fortune 500 CEOs, and Blacks representing a lowly 1%, it’s clear 
that these groups have not been able to rise to the top.   
 
Throughout the past several decades, even when affirmative action hiring goals were met, 
most of the diverse candidates were stymied, stalled, or pigeon-holed along the way. Some 
made it to mid-management or advanced professional roles, but too few were promoted 
to executive level positions. Talent pipelines suffered, with insufficient candidates to fill 
these key roles. What went wrong?   
 
Since the resurgence of the BLM movement, many companies have refocused their 
attention on these same diversity and inclusion tactics. Now equipped with better funding 
and support, these programs seem to be “upgraded” with new twists such as:  

• Set Ambitious Goals & Measure & Monitor Results  
• Design & Deploy Open or Alternate Complaint Systems   
• Train All to Eliminate Unconscious Bias  
• Evaluate Systems & Processes to Eliminate Bases  
• Panel Interviews for Hiring  
• Get Managers Engaged and Hold Them Accountable  
• Form Diversity & Inclusion Departments & Leaders/Executives  
• Mentoring & Coaching Programs  
• Executive Ownership & Support  
• Engage Colleges and Support Educational Systems (funding, scholarships, etc.)  
• Enhance Supplier Diversity Programs 
 

It is great to see the commitment and renewed sense of urgency. However, the above list 
is not enough. In considering the literature and in talking to experts in Diversity & Inclusion, 
I think we may be running onto the same affirmative action treadmill, just at a bigger and 
more costly pace. Doubling down and dressing up existing practices won’t get us where 
we need to be.  

 
“Clearly, companies are investing heavily in diversity and inclusion endeavors, to 
the tune of $8 billion a year spent on diversity training alone.viii Keep in mind, the 
hottest jobs on the market are ‘diversity and inclusion’ executives with a salary 
range between $146,698 and $223,163 (2018).ix Unfortunately, at this point the 
results are falling short.”   
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In their Harvard Business Review article, “Why Diversity Programs Fail,” Frank Dobbin and 
Alexandra Kelav state:  

  
“It shouldn’t be surprising that most diversity programs aren’t increasing diversity. 
Despite a few new bells and whistles, courtesy of big data, companies are basically 
doubling down on the same approaches they’ve used since the 1960s—which 
often make things worse, not better… One major reason is that three-quarters 
use negative messages in their training. By headlining the legal case for diversity 
and trotting out stories of huge settlements, they issue an implied threat: 
‘Discriminate, and the company will pay the price.’ We understand the temptation— 
that’s how we got your attention in the first paragraph—but threats, or ‘negative 
incentives,’ don’t win converts.”x 

   
First, all the best training in the world will not wash away naturally occurring biases. As 
human beings, biases of preferences, comfort, social skills, and cultural differences are 
part of the human socialization mix. Many of these biases, and unconscious biases, are 
benign. Some, unfortunately, are damaging and hurtful.   
 
A new, fresh solution to reach diversity and inclusion goals while providing a win-win 
organizational culture and to assure exceptional performance is to begin using appropriate 
scientifically validated assessments for selection and talent development. This solution 
eliminates the human bias to identify and develop talent.  
 
The CDR 3-D Suite – the secret sauce behind CDR-U Coach – can be used for selection 
screening and succession planning. Without a doubt, the CDR 3-D Suite is the ideal set of 
assessments to measure ones inherent capability, risks, and motivational needs and 
passions.  
 
Without scientifically valid assessments it is difficult, if not impossible, to accurately 
evaluate talent and potential. Jim Collins wrote in Good to Great,  
 

“The old adage “people are your most important asset” is wrong. People 
are not the most important asset. The right people are. Whether someone is the 
“right person” has more to do with character traits and innate capabilities rather 
than with specific knowledge, background or skills.”xi  
 

By continuing to make decisions based on degrees, employment history, interviewing 
skills and the like, we will perpetuate this diversity dilemma and fail to objectively identify 
and develop true diverse talent.  
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The Teflon Principal 
Another problem today is that companies lack objective data to accurately support the 
development of each employee’s individual authentic talent, causing the training and 
development return on investment to be underwhelming. Teflon leadership and generic 
employee development are also in play. What this means is that companies tend to provide 
generic training for all, hoping the learning will stick.  
 
Unfortunately, most of the learning slides off (like Teflon). Although, companies and talent 
development professionals have good intentions and these programs are well-funded, this 
type of learning is not “stickable” or sustainable for the long haul. To create real change 
that will endure, we need to use accurate data to develop authentic talent congruent with 
one’s strengths, intrinsic needs and personality-based risk factors. 
 

Fictious or Force Fitting Competency Models 
At CDR Assessment Group, we have always taken a micro to macro approach to talent 
development. Equip each person – the individual first – with in-depth knowledge of their 
strengths, drivers, and risk factors. Then, expand the knowledge and learning outward to 
the macro side of being effective in teams and the enterprise.  
 
Organizations often deploy a macro perspective using “competencies” to try to force fit 
leaders and employees into these desirable characteristics and behaviors. But, this seldom 
works because these competencies are not designed to consider and welcome individual 
differences. 
 
The hard truth is that people are not hard wired to have strengths in a large number of 
competencies. Take the case where someone is strongly strategic and innovative, it is 
uncommon for them to simultaneously have strengths in operational execution.  
 
As a client experience example, when we worked with the Pentagon several years back, 
the Federal government had 12 executive core qualifications (ECQs). We used our 
assessments and analyzed traits with the ECQs. We deployed our leadership coaching, 
then linked our assessment data to the ECQs and eventually to their LMS menu of 
developmental programs. It was clear that most leaders had four to five strengths in the 
ECQs and a couple of potential strengths, the rest were gaps.   
 
This news caused a major cultural shift. When you accurately measure authentic talent, 
you find that people are frankly, not good at everything! As such, competency models can 
often become too broad and aspirational, rather than anchored in reality. Consequently, 
the problem becomes systemic in that performance ratings are typically based on a full 
slate of “competencies.” Rarely are individuals permitted to be honestly rated as having 
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clear strengths and many gaps, as is typical. Thereby, performance reviews become 
disingenuous by design. Generally, everyone is rated higher because having quite a few 
gaps – which is part of natural human capacity – is not culturally acceptable. 
 

Retention – You Can Keep Them! 
Employee retention is a major issue. It makes little sense to invest in employees and then 
have some of your best jump ship to competitors. In fact, according to Gallup, the costs of 
this fixable problem in the US alone is a staggering: 
 

“A Trillion dollars. That's what U.S. businesses are losing every year due to 
voluntary turnover. And the most astounding part is that most of this damage is self-
inflicted. 
 
Here's how it breaks down for an individual organization: 

• The annual overall turnover rate in the U.S. in 2017 was 26.3%, based on the 
Bureau of Labor Statistics. 

• The cost of replacing an individual employee can range from one-half to two 
times the employee's annual salary – and that's a conservative estimate. 

• So, a 100-person organization that provides an average salary of $50,000 
could have turnover and replacement costs of approximately $660,000 to 
$2.6 million per year.”xii 

 
Clearly, as noted previously, Millennials and Gen Zers thirst for development and career 
growth. When they do not receive this, they are prone to leave. This means often the best, 
most productive, and talented employees are at the greatest risk of leaving if they are 
underwhelmed by opportunities to develop and other HR ecosystem policies such as: pay, 
incentives, promotional opportunities, benefits, etc. 
 
There are a number of solutions to prevent turnover. The first is using scientifically 
validated assessments up front for selection to make sure you are hiring the best-fit 
candidates by way of personality strengths and intrinsic motivation. You need to match 
these with the job profile and culture. When these are incompatible, performance and 
retention are at high risk. At our firm, we’ve seen as much as a 50% reduction in turnover 
when clients have used our assessment measures for selection screening. 
 
Next, once you get these highflyers on board, employee development is critical. 
Companies need to invest in development initiatives that are personal, productive, 
accurate, future focused, and sustainable. It is important to note that when people are 
being developed and nurtured based on their true, authentic talent they are empowered 
to soar with their strengths, do what they love, and minimize their risk factors. Throwing 
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investments at generic, hit-or-miss, or cookie cutter approaches is expensive and wasteful. 
Focusing on each individual in a deep and authentic way to maximize their growth and 
success for the long term will go a long way in keeping your employees loyal and 
productive. 
 

Personalization Is A Must 
Personalizing learning is essential. Without focusing squarely on each individual’s unique 
personality and motivational fingerprint, generic approaches will continue to fall short.  
 
In fact, personalization of e-learning has been “among the top of learning and development 
trends for years. This is due to the fact that ‘one-size-fits-all’ online training courses seem 
to always fall short of expectations.”xiii As far back as 2010, the personalization of e-learning 
was then the number one aspiration based on a survey of 605 organizations by ASTDxiv 
(now ATD). Dale Carnegie got it right when he said,  
 

“A person’s name is, to that person, the sweetest, 
most important sound in any language.” 

 

CDR-U Coach: A Solution to a Client Request  
With today’s advanced technology and two decades of assessment and in-depth coaching 
expertise, our firm has changed the paradigm with a revolutionary product, CDR-U Coach. 
This virtual coach provides a new level of self-awareness for all employees. 
 
The original idea for CDR-U Coach came to us several years back when a client – Leslye 
McDade Morrison, Ph.D. – was leading talent development initiatives at the US Army 
Civilian University. Leslye asked if we could come up with a multi-media approach to 
providing feedback with our assessments. Leslye was a CDR certified coach and well 
versed in our tools. She was committed to distributing the assessments and coaching 
debriefs to 10,000 employees but did not have the time or budget to assign live coaching 
to them all. Thus, CDR-U Coach was born.     
 
Interestingly, on a similar note, I recently read a blog post by Intel’s CLO, Noah Rabinowitz, 
who is determined to change the world through talent development initiatives, top to 
bottom. I applaud and totally support his thinking and goals! He wrote, in part, 
 

“I’m equally intent on democratizing learning, fostering the creation, curation, and 
distribution of learning at every level of the organization through a single, AI-
enabled platform.” 

 



   
 

© 2020 CDR Assessment Group, Inc. All rights reserved.  11 

CDR-U Coach is that solution. Believe me, it was music to my ears to read Noah’s 
commitment to distributing learning opportunities at every level. That is exactly what our 
newly launched product, CDR-U Coach, delivers. Here is a brief overview: 
  
CDR-U Coach is an online avatar coaching platform that provides personalized coaching 
feedback based on the results of the in-depth CDR 3-D Suite (Character, Risks, and Drivers 
and Rewards Assessments). Driven by complex algorithms and leveraging rich data, CDR-
U Coach provides an A/I type experience for users with no two individuals receiving the 
same feedback – it is that personalized. Users can also benefit from two optional action 
planning modules that sustain the learning. It is a completely virtual platform, available 24/7 
to users. This tool is the first of its kind, and sure to revolutionize the way organizations 
develop talent. 
 
Of course, price point matters and spending thousands of dollars on each employee is not 
doable. Currently, the average spend for employee development is about $1,800 per year. 
CDR-U Coach costs less than half of that, even with the added action planning modules, 
so there are no excuses for not developing talent accurately at all levels. 
 
CDR-U Coach does not only help each employee. The platform is simultaneously an 
enterprise-wide talent development solution because the data used by CDR-U Coach can 
be simultaneously used for: succession planning, team development, talent capability 
analysis, custom training designs, rewards and incentives designs, and more.   
 

Defying the Short Attention Spans of Online Learners 
When we were preparing to launch our three-month beta testing phase, we were 
cautioned by some of our esteemed academic colleagues that the CDR-U Coach modules 
were just too long and that studies show that the attention spans of adult learners are very 
short.   
 

“Based on a recent study, an adult’s attention span begins to fade after only 10 
minutes. You might assume the limits of our attention are due to technology and 
the demands of a multitasking workplace, and that certainly hasn’t helped matters. 
But you can’t just blame YouTube. Short attention spans predate the Internet. 

 
For example, let’s look at a study of doctoral students back in 1978, published in the 
esteemed medical journal The Lancet. The study examined students’ attention 
spans and concluded that students’ attention began to fade after 10 minutes.”xv 

 
On the contrary, my hypothesis that people would, indeed, remain engaged was based on 
my experience. When I conduct group debriefs of just the CDR Character Assessment 
results alone, people are on the edge of their seats to learn more. These sessions usually 
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last about 2.5 hours. With the in-depth and detailed personal nature of the results, they 
stay focused and excited to learn more. We find the same level of keen interest and 
participation with the CDR Risk Assessment and CDR Drivers & Rewards Assessment 
group debriefs as well. 
 
Keep in mind, CDR-U Coach is not a quick pass, since the CDR Assessments go very deep. 
The first three personalized coaching debriefs total 120 minutes (40, 20, 20), followed by 
two optional action planning modules at 25 and 35 minutes each. Fortunately, our product 
development attention span hypothesis was correct and defied the typical studies.   
 
Throughout our three-month beta testing phase, we received feedback that users stayed 
engaged and their interest did not wane. The average ratings of the first three modules on 
a 10-point scale were quite favorable among three user groups: users 8.4, buyers 8.7, and 
executive coaches 8.3.  
 
The written feedback was remarkable as well. Here are just a few representative 
comments: 

• “Very friendly. It was nice that the Coach kept me engaged during the whole 
debrief. All the examples she gave were very helpful especially for me. I love making 
sure I understand what someone is trying to explain to me with real-life situations. 
Along with that, she gave great advice when it came to my risk assessment results.” 

• “Easily understandable. Fun to pick an avatar. It was accurate information. I found it 
to be straightforward and thorough. There wasn't anything I disliked about it.” 

• “I appreciated the immediate feedback. Having both a hard copy to look at while 
reviewing with the Avatar was interesting and kept me engaged. It was almost as 
good as a live coach, but definitely better than having just a hard copy sent to me 
weeks later.” 

• “I was impressed that the content of the video added even more insight on top of 
the reports. I thought the reports were very thorough and informative, and the 
debrief added an additional layer. That helped me stay engaged with the avatar 
even though I had read similar information in my reports. The most helpful 
component was the coaching aspect of ‘stay away from this, try this instead,’ etc. A 
module to create an action plan was referenced, and I would love to take this 
general knowledge and have someone guide me through tactical ways to adjust 
my behavior for better outcomes.” 

• “I love the power in understanding your strengths and weaknesses, and how you 
respond to situations around yourself. This helps create a self-awareness that can 
be substantial to the quality of our lives and help build relationships that fuel 
success. It also is exciting to see the connections in different areas and how these 
bring to light how we interact, are motivated and can goal set for an abundant life 
and career!” 
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Sample responses to the question of “What I liked most…”: 
• “The avatar ‘anonymity’ (this eliminated a defensive reaction to some of the 

feedback). Also, personalized feedback; integration of the different assessments.”   
• “Private and flexible. Obviously being able to be more self-aware at the end was 

VERY helpful.” [Would you recommend to a colleague?] Without a doubt.  
Recommended to a colleague today.” 

• “The clear, dynamic, honest, and practical information. I liked the avatars. They were 
pleasant to listen to actually.” 

• “The avatar was good! And I like how they presented the information as opposed 
to just reading through the results. Action items or things to be aware of about 
myself were very clear in this format.” 

• “The tailoring to my results was very helpful and something that is not the norm in 
other similar assessments I have done.” 

• “The information I gained regarding what I need to work on to become more 
successful within my current work. And how the work environment and personalities 
of others can benefit me in the right situations/jobs.”   

 
So, here is the bottom line. It is time to change our thinking on talent development. The 
bottom and middle levels should take high priority and need to be developed by providing 
in-depth assessments and coaching for keen self-awareness. In this way, we help them 
recognize and develop their unique gifts and talents early on. Both employees and the 
organization will benefit. We can reverse the dismal studies showing poor employee 
engagement and sub-par leadership effectiveness when people are developed congruent 
with their own strengths and needs. The results will be exceptional performance, 
engagement, and retention. Organizations will energize and impassion employees while 
transforming bottom line success. 
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