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LEADERSHIP. When I was brainstorming themes for this 
edition, leadership honestly was the first one that popped 
into my mind. Wait – we must have recently written about 
this, I thought. It seemed like such an obvious topic and one 
that is so important to learn and study. I went through our 
editions over the past few years, and surprisingly, we hadn’t 
written on this topic. I was surprised, while simultaneously 
being excited that we were able to tackle this topic now!

Some of the article ideas came quickly to me. I am currently 
studying to get my Masters in Business Administration 
at the University of Arkansas. One of my recent classes, 
Introduction to Strategy, discussed being a leader vs. being 
a manager. I loved the class discussion, simulation, and the 
reading assignment on this topic, and even shared a few 
tidbits with partners at my firm. I am proud to present this 
ALFN WILLed’s edition on Leadership and hope you can 
learn some things to take back to your company or firm, too.

Andrea Tromberg tackles the burning question about the 
difference between leading and managing, and how you 
can leverage these differences to the strength of your 
organization. Dreading another meeting? Read on to learn 
from Allyson Fuller-Moore on how to lead successful 
meetings. We also have had to learn more about remote 
management due to the current pandemic. Michele 
Lublin and Kathleen Kramer give their thoughts on how to 
effectively manage employees remotely.

Laura O’Sullivan contributed an article on how to set goals 
and measure your successes. This article is filled with 
strategies you can apply to your daily life! We also dive deep 
into not only how to lead your team, but also how to build 
your team, with an article by Julie Anthousis and Kristin 
Ritchings. Rosemarie Diamond discusses her strategies to 
ensure a leadership team is viewed as confident and, though 
you may not immediately know the answer to all questions, 
you know how to find the right answers. We also have an 
article from Julia Keys, which discusses the different types 
of leadership styles – you may find some ideas to add to 
your leadership toolbox!

Julie Beyers shares her perspective on what it means to be a 
transformational leader. And we have an article specifically 
geared towards the women of WILL – Michelle Gilbert 
Garcia discusses being a woman in a leadership role and the 
implications and challenges that come with it. Erica Fujimoto 
also gives an in-depth look at how to build a coaching 
culture in your company that has some outstanding ideas on 
creating a supportive work-life culture. Do you ever feel like 
you are carrying the weight of the world like Superwoman? 

Maggie Garden breaks this down and tells us how you don’t 
have to be a superwoman to be a great leader.

We also have the return of our “What’s Your Passion?” 
article, which is written by a new author in each publication 
and describes the author’s passion. In this edition we have 
Lauren Ervin, who talks about her passion – travel! I will 
admit, reading her article gave me some wanderlust. I am 
also excited to share that we have another wonderful poem, 
this time about leadership, from Susan Page.

Rounding us out, we have another edition of 10 Things to 
Know about - with this edition’s column being on Janet 
Yellen. She is a fascinating and inspiring public figure, and 
we all should know a little more about her!

We hope you enjoy this issue and that it motivates you to 
focus on how you can be a better leader for not only your 
staff and colleagues, but also for yourself. Who knows who 
you may inspire next! 

JILLIAN H. WILSON, ESQ.
Partner
Wilson & Associates, PLLC
jiwilson@thewilsonlawfirm.com

Letter from 
the Editor
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10  TH I NG S TO K NOW ABOUT

JA NET  Y EL L EN

BY: JILLIAN H. WILSON, ESQ. 
PARTNER, WILSON & ASSOCIATES, PLLC 
JIWILSON@THEWILSONLAWFIRM.COM

A
le

xa
nd

ro
s 

M
ic

ha
ili

di
s 

/ S
hu

tt
er

st
oc

k.
co

m

JANET YELLEN (“JANET”) is a trailblazer who has been in the public eye for decades. She is 
an inspiration to women everywhere for her intelligence and confidence in her career. Here are ten 

things you need to know about Janet that you can share with your friends, family, and colleagues, so 
they can see what a dedicated, powerful woman can accomplish when she puts her mind to it.
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1
Janet is not just the first woman, but the first person in 
American history to have led the White House Coun-
cil of Economic Advisors, the Federal Reserve, and the 
Treasury Department.1

2
Janet Yellen is of Polish Jewish ancestry and was born 
in Brooklyn where her parents were an elementary 
school teacher and a physician.2

3
Even in her youth, Janet demonstrated the ability to 
separate herself from the pack, graduating as valedic-
torian of her high school class in 1962.  She contin-
ued to excel in her education, graduating summa cum 
laude from Brown University with a degree in Eco-
nomics.34

4
Ultimately, Janet graduated with her MA and Ph.D. in 
economics from Yale University with her dissertation 
entitled Employment, Output and Capital Accumulation 
in an Open Economy: A Disequilibrium Approach.5

5
Janet is a very meticulous note-taker, in fact, her 
notes were so detailed that subsequent classes of 
students circulated the “Yellen Notes” for a class in 
macroeconomics.6

1  “Janet Yellen,” https://home.treasury.gov/about/general-information/officials/janet-yellen 
2  Smialek, Jenna (November 23, 2020). “Biden Expected to Pick Janet Yellen, Former Fed Chair, as Treasury Secretary”. The New York Times. Archived from the original 

on November 23, 2020. Retrieved November 24, 2020.
3  “Fort Hamilton HS class of 1962”. Fort Hamilton Highschool. April 6, 2010. Archived from the original on March 27, 2019. Retrieved April 6, 2011.
4  Walker, Jack (January 25, 2021). “Janet Yellen ‘67 confirmed to serve as first female Treasury Secretary”. The Brown Daily Herald. Providence, Rhode Island:  

Brown University
5  Sisgoreo, Daniel (October 10, 2013). “Yellen picked as Fed’s first female chair”. Yale Alumni Magazine. New Haven, Connecticut: Yale University. Archived from the original 

on March 24, 2015. Retrieved May 22, 2014.
6  Miller, Rich (October 31, 2013). “Yalies Yellen-Hamada Put Tobin Twist Theory to Work in QE”. Bloomberg. Archived from the original on November 17, 2015. Re-

trieved November 1, 2013.
7  Matthews, Dylan (October 13, 2013). “Seventeen academic papers of Janet Yellen’s that you need to read”. The Washington Post. Archived from the original on September 

19, 2019. Retrieved October 14, 2013.
8  Rosenberg, Alex (October 9, 2013). “Yellen’s No. 1 theory: The badly paid don’t work hard”. CNBC. Archived from the original on October 7, 2015. Retrieved October 

10, 2013.
9  Akerlof, George; Yellen, Janet (September 1, 1996). “New mothers, not married: Technology shock, the demise of shotgun marriage, and the increase in out-of-wedlock 

births”. Brookings. Archived from the original on March 27, 2017. Retrieved January 15, 2001.
10  Felsenthal, Mark (September 16, 2013). “UPDATE 3-Former Obama aide Summers withdraws from Fed chair consideration”. Reuters. Archived from the original on April 

27, 2021. Retrieved September 17, 2013.

6
Throughout her career, Janet has made a profound 
mark in economics due to her focus on unemployment 
and labor markets and their relationship to monetary 
and fiscal policy and international trade.7  

7
One of Janet’s widely cited papers is her work on “ef-
ficiency wage theory,” which is the idea that people’s 
productivity increases when their wages are above the 
market rate.8 

8
Frequently, Janet works with her husband, Dr. 
George Akerlof, in completing research and pub-
lishing papers.

9
Another of Janet’s work which she co-authored with 
her husband, involves the increase in frequency of 
out-of-wedlock childbirths over the past few decades 
(having been published in 1996).9

10
Janet beat out Lawrence Summers to act as Chair of 
the Federal Reserve – Summers was previously direc-
tor of President Obama’s National Economic Counsel. 
She was quite popular among economists at the time, 
with an open letter sent to the President from over 500 
professional economists supporting her nomination.10
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Leading
T H E  F U T U R E

BY SUSAN G. PAG E, I NVOICI NG SU PE RVISOR
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BUILDING A

COACHING
CULTURE

BY: ERICA FUJIMOTO, DIRECTOR OF DEFAULT SERVICES, AFFINITY CONSULTING GROUP, EFUJIMOTO@AFFINITYCONSULTING.COM 

AND DEAN SAVOCA, EXECUTIVE COACH & FOUNDER, SAVOCA PERFORMANCE GROUP, DEAN@SAVOCAPERFORMANCEGROUP.COM *
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H
AVE YOU EVER HAD A REALLY GREAT COACH? One who not only inspired 
you, but also helped bring something out in you that no one else could? As a 
high school and university tennis player, I can honestly say, I’ve had both good 
and bad coaches, but I’ve only had two who truly gave me skills to be a better 
person… not just a better tennis player. It’s been a very long time since I was in 
college, but over the last nine months, I have been working with a leadership 
coach through my firm. He has helped me remember the importance of a truly 
inspirational coach in my life.

Over the last 5-6 years, my firm has made real strides in being a progressive 
company. This year, we decided to take it one step further and focus on devel-
oping our leadership team to be more effective coaches so we can develop our 
people – which will lead to better results. Affinity made the forward-thinking 
decision to employ Dean Savoca, a leadership trainer and performance develop-
ment coach to work with our leadership team for a one-year period.

As part of the training, our leadership team worked with Dean one-on-one to 
experience coaching first-hand from the “coachee” perspective, and also to work 
on ourselves as leaders. As Dean summarized, “leadership starts with YOU.”

In the coaching portion of the leadership training, we were invited to work on 
any area we like - personal or professional. I selected two professional-centric ar-
eas to work, on and one personal health and wellness goal that I felt was also key 
to helping me be a happier person, and thus also impactful in my role at the firm.

Soon after Dean and I started working together, any skepticism I had on this 
coaching approach to leadership faded because I could see the results I was 
making in my own areas and realized that a coaching style of leadership would 
work with my team.

SHOULD YOU DEVELOP ALL YOUR PEOPLE?
Coaching is an approach, not a tactic, so the first question that Dean asks when 
a company reaches out to him for help is: “do you believe in developing ALL 
your people?“ The answer should be a resounding yes and here’s why. In order 
to build a successful coaching culture, you have to first buy into the premise 
that development is important for everyone. As Dean put it, “in order to build a 
coaching culture, you must invest in developing all your people and stick with 
it - even when times get hard - like in the middle of a pandemic.”

So, why is developing your people important? For one, there is a return on 
your investment because developing soft skills drives hard results. When we 
started this new movement at Affinity, we began by working with our leaders, 
and what we have experienced in the last 10 months is significant. We have seen 
a mindset shift in our leadership team in how we approach leading our teams. 
We also have a new skillset in how we work with our teams, which includes 
deep listening, powerful questions, and straight talk. And we have a process 
on how to have effective coaching conversations. Moreover, our leaders now 
have the confidence to lead conversations that make their team members ac-
countable. They can have tough conversations and know they’re going to be pro-
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ductive. And, as we become more skilled in coaching 
our own team members, we are getting to know them 
more deeply. We are learning about what motivates 
and drives them, and we are using that knowledge to 
help them develop further. We have also become bet-
ter able to determine the root cause of team members’ 
issues, and that helps us resolve those issues in a way 
that gets results because the individual is also invest-
ed in their own growth.

And speaking of investing in growth, it’s important 
to address the elephant in the room. We are talking 
about developing all of your people. Dean says lead-
ership starts with each of us. This also includes you. 
Leadership starts with each one of us, and if we are 
going to be able to develop other people, we have to 
first develop ourselves.

Many companies only believe in developing their 
top talent or those on a leadership track. They can 
easily see the potential in those people, and it is not 
a difficult proposition to agree to invest in developing 
people where you can easily see the potential bene-
fit. Other companies bring in coaches only for their 
problem employees or those who have performance 

issues because something isn’t working, and the firm 
either needs to coach those people out or help them 
make improvements in order to stay. The philosophy 
of building a coaching culture rejects the idea that 
coaching exists just for high potentials or low per-
formers. It’s for everyone. And it must be, because to 
build a culture, everyone must play.

This may seem counterintuitive, especially when 
you have transient hourly employees. However, those 
hourly employees, if developed, may go on to become 
long-term salaried employees. With coaching, you 
give them the opportunity to become more produc-
tive, and you may find high performers in their ranks. 
Without coaching, you will constantly be investing in 
hiring and training new people.

WHAT IS THE COST OF NOT DEVELOPING 
YOUR PEOPLE?
Today’s workforce comprises several generations – 
from traditionalists, who felt they should remain loy-
al to their companies and stay through retirement, to 
Millennials and Generation Z, who move swiftly from 
one job to the next to ensure they are continuously 
able to grow and improve their positions. The pan-
demic has thrown another layer into the mix by shuf-
fling the workforce as no other event has ever done 
before. Work Institute’s “2021 Retention Report” in-
dicates that opportunities for growth, achievement, 
and security accounted for 18% of people leaving their 
jobs in 2020. Employees have the upper hand when it 
comes to their career paths, and at every generation-
al and professional level, we are seeing people come 
and go. Clearly, without development, employees will 
leave.

More difficult to measure, but no less important is 
the potential growth of your company that will likely 
not occur without an investment in your people. Al-
lowing time for your people to develop soft skills in-
evitably results in an exponential level of growth and 

a stronger company that cannot be achieved when the 
only focus is on measuring people in terms of produc-
tivity and output. Dean bluntly says, “Not developing 
your people creates an average culture, which in turn 
creates an average organization, which produces aver-
age results.”

WHAT WOULD A COACHING APPROACH TO 
LEADERSHIP LOOK LIKE IN YOUR FIRM?
Coaching is not the same as managing. When asked 
how they differ, Dean says, “It is the difference be-
tween coaching for development and solely managing 
for performance.”

Managers are primarily focused on fixing problems. 
They see the flaws in people and tell them how to im-

CONSTANT TRAINING AND FOCUS ON IMPROVEMENT WILL CREATE NOT  
ONLY A STRONGER WORKFORCE BUT WILL ALSO IMPROVE EMPLOYEE  

SATISFACTION AND YOUR CULTURE.
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prove. This is not a bad thing – this is necessary. Their 
goal is to optimize performance, but in many cases, 
their approach may be to solve your problems for you. 
Although cliché, it is like giving someone a fish versus 
teaching them how to fish. A manager is oftentimes 
focused on efficiency, and rather than taking the time 
to teach you to fish, they may feel like it is just easier 
to give you the fish! If we don’t empower our people 
to solve their own issues (or catch their own fish), we 
will always be doing it for them. Our capacity will nev-
er increase, and our companies will become stagnant.

Coaches see the potential in people. They’re 
not blind to the problems, but they are focused on 
strengths and how to develop them. Coaches empow-
er people to solve their own problems. They listen and 
ask questions which allows them to help their people 
develop their own capacity to solve their own issues.

Building a coaching culture undoubtedly takes time 
and money. Enough cannot be said about investing in 
your people by providing them with the training need-
ed to become great leaders and coaches. Developing 
a coaching mindset in your leaders requires ongoing 
training, check-ins, and feedback. Be sure that the 
training isn’t a one-time thing. All of your people need 
regular training (both direct job-related training as 
well as soft skills training in areas such as time man-
agement, communication, public speaking, and even 
training others). As your leaders coach your people, 
specialized training may be an area that comes to the 
forefront. Embrace development as a key to your firm’s 
success, and don’t let it fall by the wayside when times 
are stressful. That is when the coaching mindset be-
comes even more critical. Constant training and focus 
on improvement will create not only a stronger work-
force but will also improve employee satisfaction and 
your culture.

The model Dean is employing with our firm re-
volves around providing principles and tools, practice, 
and feedback. This year, our team has met with Dean 
every other month to learn about the key principles of 
effective coaching. We learn how to lead like a coach, 
which includes understanding the difference between 
the manager approach to leadership and the coaching 
style. We get first-hand experience in what coaching 
sessions should look like by engaging in one-on-one 

semi-monthly coaching sessions of our own with 
Dean. In turn, we are able to employ what we are 
learning with our people in our own one-on-ones. 
Finally, we come back to our coaching sessions with 
Dean and talk about how our own coaching went. He 
gives us valuable feedback to continuously improve 
and become better coaches.

HOW HAS BUILDING A COACHING CULTURE 
AFFECTED AFFINITY?
As we coach our team members at Affinity, we focus 
on learning who they are and what they need us to 
help them with to grow and thrive in our firm. We 
may give them a glimpse of what we ourselves are 
working on and where we struggle. Being open to that 
vulnerability builds trust and stronger relationships, 
which is helping our teams become more productive.

In our one-on-ones, we celebrate successes. We 
discuss what isn’t working to find opportunities for 
growth. And we always reinforce and build on what 
is working to make lasting progress. It is important to 
remember that coaches aren’t there to ensure that no 
one makes mistakes - it is through mistakes that our 
people learn. As Dean reminds us, growth takes place 
just outside of our comfort zones, and we all have to 
stretch ourselves to grow.

Our leadership team is more in sync as well. We’re 
excited about building and supporting this coaching 
culture. We’re seeing the benefits of how we work to-
gether as peers. We’re growing in confidence because 
we see it’s working. Building a coaching culture takes 
time. For us at Affinity, we are starting to see some 
real progress, and it’s significant and deep. We are see-
ing shifts in how our people lead that will help devel-
op our people and allow us to scale our business by 
developing the next level of leaders. We are getting 
better at not just “giving our people the fish,” but real-
ly teaching them to fish on their own. Remember, the 
key to building a coaching culture lies in the support 
you give to your leaders to become good coaches. Start 
teaching them to fish and see where it takes you!

*If you or your company would like to contact Dean 
Savoca, you can do so on his website at http://savo-
caperformancegroup.com or at dean@savocaperfor-
mancegroup.com. 
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CONFIDENCE IN  
LEADERSHIP

14 ALFN WILLed // VOL. 6 ISSUE 4



BY: ROSEMARIE DIAMOND, ESQ. 
MANAGING PARTNER, BROCK & SCOTT, PLLC 
ROSEMARIE.DIAMOND@BROCKANDSCOTT.COM

W
HEN WE discussed ideas to share with readers about 
confidence in leadership, our first thoughts focused on 
the challenges created by the unprecedented changes in 
our industry since March of 2020. A short list of issues 

would include housing policy responses, new legislation, accelerated 
implementation of remote work, staffing reductions (and now a ramp-up) 
and managing workplace health and safety. Our confidence in managing 
through these issues is based on the framework we use to resolve issues. 
Whether you are a servicing executive, a manager, marketer, or counsel, 
you have adapted and are continuing to adapt. As leaders you will continue 
shaping your organization’s internal and external responses to each new 
challenge, and you may also need to delegate more than you have in the past. 
We anticipate that changes will occur in many areas of internal and external 
operations for the foreseeable future, so what follows are suggestions for 
approaching changes to your processes that may assist you or those to 
whom you have delegated projects.
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DIRECT
For our internal teams, we use the DIRECT approach:

DEFINE the purpose of the new law or regulation. What is the 
macro effect sought? The purpose may be obvious to you, but may 
never be communicated to all affected teams. When those who 
perform the processes understand the larger purpose of the new 
mandate they are more likely to seek advice and escalate problems.

IDENTIFY specified requirements which will limit your choices 
and unspecified requirements that are your responsibility to cre-
ate. Once this distinction is made you can begin to identify the 
necessary components for a solution.

RECOGNIZE what divisions/departments will be affected by 
the new regulation. The affected departments will be your best 
partners for creating a solution.

EDUCATE the affected teams. Explain the macro purpose envi-
sioned by regulators, what you know is mandated and what is dis-
cretionary. This framework will demonstrate why and how their 
departments will be affected.

CREATE the team and set an expectation. In partnership with 
subject matter experts in Legal and Compliance, set the deadlines 
for development of the new processes and require updates toward 
the final deadline.

TRACK the implementation. The final steps of documentation, 
approval and implementation will create a natural sense of owner-
ship from all areas. The solution is set.
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GUIDE
For our external business partners and clients, we use the GUIDE 
approach:

GENERATE a broad introduction to the issue. Create a macro 
explanation that is clear and easy to reference and can be under-
stood when shared internally.

UNDERSTAND what your clients’ specific obligations will be 
as a result of the new regulation and ensure they understand what 
information, approvals or documents will be solely their respon-
sibility and what will be your organization’s sole responsibility.

INFORM them of the deadline to implement their new processes 
and follow up to remind them of approaching dates.

DIRECT new forms and instruction materials to key managers 
who can escalate to the business partners who must approve and 
implement the changes.

ENSURE your clients have direct contacts for all questions in-
cluding required forms, deadlines and execution requirements.

Our goal is always to inspire confidence through collaboration 
– with our clients, with our team and with our colleagues. Confi-
dence is the conviction that we will achieve a favorable outcome 
for each new challenge. We don’t need to have all the answers. We 
do need to know where and how to find the answers. 
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W
E HAVE ALL HEARD THE CATCH PHRASE, “Team Work Makes the Dream Work,” but 
how do you build and maintain a successful team in the new normal? Far more employees work 
remote or hybrid schedules, which changes the dynamic of their interaction with you and with 
each other, yet your organization and your department have largely the same business goals that 

were in place pre-pandemic. For many of us, at least 18 months have passed without an in-person staff meeting 
or roundtable discussion. Recreating the energy, the connection, and the sense of camaraderie created by in-
person collaboration is a challenge. To create a new approach, we should first revisit the fundamentals of team 
building to see what still applies to our new virtual “workspace”.

COMMUNICATION AND GOAL SETTING 
WITH YOUR TEAM WITH VISUAL AIDS.
Communicating clear expectations remains essential. 
Everyone must participate and understand their roles 
both individually and as part of a team working to-
wards common goals. Managers can create decks that 
illustrate workflow, responsibilities, production expec-
tations, and task assignments. The deck is a visual aid 
that can be updated by the manager and the team mem-
bers from week to week. Illustrating expectations when 
you cannot be together, provides purpose and focuses 
on productivity. The team sees the moving parts and 
are motivated to collaborate and achieve their individ-
ual goals. As the leader, you set the deadline for each 
team member to provide updated data for the deck that 
drives discussion at the weekly team meeting.

Team meetings can be augmented with quick 
15-minute one on one conferences with individual 
staff. Discuss just the areas of the deck that pertain to 
their duties. Review the data they have contributed. If 
you don’t surprise them in front of the team, you are 
more likely to obtain information that they are hesi-
tant to share in a group setting.

Training can also be effectively supported, both for 
teams and individuals, through remote side-by-side train-
ing aided by prepared decks and real work examples.

MAKE FACE-TO-FACE A REALITY BY 
PROVIDING CAMERAS.
While it may be a considerable expense, organizations 
should invest in technology to ensure that teams can 
meet face-to-face from remote settings. We gain so 
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much information from observing visual cues, and 
work environments are not an exception. There is no 
substitute. Require the use of fixed backgrounds to 
create a neutral space that focuses on work and sup-
ports employee privacy.

EMPOWER YOUR TEAM AT  
EVERY OPPORTUNITY.
You know your staff. Allow more latitude with deci-
sion-making and compromise in the areas where you 
can. As the leader, you are the role model for how to 
make a remote team work, and you want that to be 
the case when they are working together outside your 
presence – which is far more likely now.

UNDERSTAND THAT WORKING FROM 
HOME IS NEW FOR THE TEAM TOO. 
Remote work may be a first for you and for the team. 
Be flexible if valuable staff are still sorting out their 
home routines and combine flexibility about home 
with clearly communicated deadlines for work. Meet 
to discuss and share how they are adjusting. Members 
of your team may have solutions for each other, based 

on their own personal experiences with adjusting to 
working from home.

KNOW YOUR TEAM.
In order to develop purpose and expectations, along 
with earning the trust and respect and each of its mem-
bers, team building activities allow a team to get to 
know each other and identify strengths and weakness-
es. Allow your team to professionally develop its skills 
together to build comradery by attending an online 
class or seminar together. Before a meeting, try some 
ice breakers, or non-work related question and answer 
sessions, so that everyone feels included during a casu-
al conversation and when the discussion transitions to 
work. Individuals perform better when they feel appre-
ciated, and their talents are noticed. Reward hard work 
with incentives and recognition through an employee 
of the month program where everyone gets the chance 
to participate and provide nominations.

Remember above all else, to always instill be-
liefs that can be found in a commonly used ac-
ronym for the word TEAM – Together, Everyone  
Accomplishes More. 

Remember above all else, to always instill beliefs that 
can be found in a commonly used acronym for the word 

TEAM – Together, Everyone Accomplishes More.
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ACTION
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ANY PEOPLE who achieve personal success do so by investing in their dreams. 
I am not referring to a financial investment. The investment is energy and focus. 
They picture their desired outcome, and they plan for future success. I know – if 
success was this easy, we’d all be living our dream life. So why aren’t we?

Until you commit to your dream you have not begun to make the dream your reality. You 
do not need the complete road map to get started. You must, however, take the first step. 
If you picture yourself enjoying an early retirement, your first goal maybe to choose the 
location and timing of retirement with your significant other or financial advisor before 
the end of the year. With each completed goal you should move closer to the life you pic-
ture for yourself.

Keep your focus on the possibilities and not the limitations. Imagine what success 
looks like for you. Be as specific as possible. Picture yourself enjoying the relationships 
that fulfill you, living in the home that comforts you and doing work that energizes you.

Once you have a clear picture of your dream, write out the goals that will bring those 
visions to reality. Your goals can be spiritual, lifestyle, relationships, family, mental, phys-
ical, financial or business. They can be daily, weekly, monthly, annual, and long- term.

Review your goals frequently as the plan may need adjusting. You may encounter ob-
stacles, and when you do, you will have to review your strategy. Step back and assess what 
is happening. Do you still want the same outcome? Are you focusing on the problems 
and failing to look for the solution? Focusing on a problem is the best way to have a life 
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SPECIFIC

MEASURABLE

ACHIEVABLE

RELEVANT

TIME-BOUND

What objective needs to be accomplished? Who is 
responsible for it? What steps will you take to achieve it?

What criteria will be used to measure the goal?

Is this goal attainable?

Why is the goal important? Why does it matter  
to me or my organization?

What is the time frame or deadline for completion?
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filled with problems. Focus on the solution and your 
many achievements, and you will find your writing 
your own success story.

A study at the Dominican University in California 
found that you are 42 percent more likely to achieve 
your goals if you write them down. A popular goal- set-
ting strategy is S.M.A.R.T. goals. Using this approach 
will aid you in creating specific targets and timeframes. 
The language should clearly define what you hope to 
accomplish and when you hope to attain your goal. 
You want to avoid vague objectives. “I will improve 
employee job satisfaction,” isn’t a SMART goal because 
it does not use specific language. Instead, try some-
thing like: “I will reduce the employee turnover rate by 
ten percent over the next ninety days through weekly 
meetings where we share that week’s successes with 
the team and reward team members who suggest solu-
tions when issues are presented.”

• Specific: I will reduce the employee turnover rate

• Measurable: by ten percent

• Attainable: This will depend on the current employ-
ee turnover rate. If the turnover rate is five percent, a 
ten percent improvement is not possible. If the turn-
over rate is 60 percent, a ten percent improvement 
may be an attainable goal.

• Relevant: Creating a positive environment improves 
job satisfaction and reduces employee turnover rate, 
which is increasingly important to the company due 
to the national increase in turnover rates and the 
cost of training new employees.

• Timely: This goal will be measured at the end of the 
ninety-day period.

According to Highground research on goal setting, 
“goals are the starting point for success, whether they 
are personal, professional, individual, team-based or 
even those of an entire organization.” Common goals 
have unified nations, sports teams, and companies. 
Weaving goal setting into your organization can create 
unity, enthusiasm and increase productivity.

Incorporating SMART goals into an employee per-
formance review directs the conversation toward ex-
pectations and development. Providing employees an 
opportunity to complete a self-evaluation prior to their 
performance review is a great way to allow the employ-
ee to reflect on their accomplishments and areas where 
growth is needed. Adding a section for the employees 
to create their SMART goals will provide them with 
the tools to plan for self-improvement.

A simple way to keep you or your team on track to-
wards your goals is to write them where they will be 
seen often. You can post them by your desk or write 
them on a dry erase board. You can cross through your 
accomplishments but don’t erase them. This way you 
can see how much you have accomplished while you 
work to complete your remaining tasks.

Goal setting can have a profound effect on your suc-
cess not only in business but also in your personal en-
deavors. You can use them to plan for retirement, im-
prove your social life or develop a new skill. Pick three 
SMART goals for this last quarter of the year. Review 
them weekly and share your end of the year successes 
in the next edition of ALFN’s WILLed “Tell Me Some-
thing Good.” 

Keep your focus on the possibilities and not the limitations.  Imagine 
what success looks like for you.  Be as specific as possible.  Picture 
yourself enjoying the relationships that fulfill you, living in the home 

that comforts you and doing work that energizes you.
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LEADERS HARNESS the power to not only influence their team’s performance, yet may also 
determine a successful or unsuccessful outcome in its entirety. As we continuously evaluate 
ways to remain adaptable and effective within our incessantly developing environments, one 
question that every successful leader, manager, executive, or owner of a business entity has 
asked themselves at one juncture or another is surely “What Makes an Effective Leader?”.

Exploring this thought-provoking challenge typ-
ically results in leaders looking inward and spe-
cifically at our own style of individual leadership. 
Similarly, to the “book of parenting” that doesn’t 
actually exist (smile), there is no one-size-fits-all 

“best management style.” Some leaders are highly 
dominant and delegate well while remaining en-
gaged at a higher level while many others foster a 
more collaborative approach engaging their teams 
as an extrovert, and some are simply task orient-
ed. A variety of leadership styles, if utilized appro-
priately, will potentially return positive business 
growth, profitability, and longevity.

“When I talk to managers, I get the feeling that they 
are important. When I talk to leaders, I get the feeling 
that I am important”.—Alexander den Heijer

The words, actions, and demeanor of a leader have 
the direct power to inspire productivity, engage-
ment, and motivation. While leaders come in all 
shapes, sizes, and workplace behaviors, the most 
effective tend to possess the following qualities:

• Strong Work Ethic
• Balanced
• Emotional intelligence
• Ability to delegate
• Communicative
• Self-aware
• Innovative
• Courageous
• Influential
• Empathetic
• Transparent

• Honest and of good character
• Active listener
• Integrity
• Humility
• Consistent
• Sense of Humor
• Positive Attitude
• Confident
• Realistic
• Ability to recognize, acknowledge and reward ‘a 

job well done’

One of the most critical steps in the journey to 
reaching maximum potential in leadership is to 
recognize that your leadership style may not nec-
essarily work well with every team member. While 
it remains crucial to exhibit consistency in overall 
leadership tendencies to convey that the expecta-
tions are unwavering, it is equally important to 
recognize that some of your most qualified and 
valuable employees may not necessarily respond 
well to your specific leadership style. A strong and 
effective leader will possess the wisdom and ex-
perience to identify differing personalities, back-
grounds, cultures, and work habits of their teams 
and will make necessary adjustments when called 
for. Tailoring leadership methods to effectuate the 
very best results from a team of people is a deli-
cate art which is learned over time not only yields 
positive interactions and produces higher levels of 
productivity, it strengthens the relationship from a 
trust and loyalty perspective. Employees are much 
less likely to depart and consider a career change 
when they have a strong and mutually satisfying 
relationship with their direct reporting manager.
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“When trouble arises and things look bad, there is always one individual who perceives a s 

olution and is willing to take command. Very often, that person is crazy.”—Dave Barry

“People who enjoy meetings should not be in charge of anything.”—Thomas Sowell

“Leadership is your ability to hide your panic from others.”—Laozi

“First rule of leadership: Everything is your fault.”—A Bug’s Life

“In most cases, being a good boss means hiring talented  

people and then getting out of their way.”—Tina Fey

“The one who smiles when things go wrong, has thought  

of someone to blame it on.”—Robert Bloch

“If you think you are leading and turn around to see no one following,  

then you are actually just taking a walk.”—Benjamin Hooks

“The problem with being a leader is that you’re never sure if you are  

being followed or chased.”—Claire A. Murray

“If you make people think they’re thinking, they’ll love you, if you  

really make them think, they’ll hate you.—Don Marquis

“A leader is one who knows the way, goes the way,  

and SHOWS the way.”— John C. Maxwell

“The key to successful leadership, is influence,  

not authority.”—Kenneth H. Blanchard

“You can do what I cannot do. I can do what you cannot do.  

Together, we can do great things”—Mother Teresa

“Leadership is the capacity to translate vision into reality.”—unknown

“Leadership and learning are indispensable to each other.”—John F. Kennedy

“The pessimist complains about the wind. The optimist expects it to change.  

The leader adjusts the sails.”—John Maxwell

“Never tell people how to do things. Tell them what to  

do and they will surprise you with their ingenuity”.—George S. Patton

“If you think you are too small to make a difference,  

try sleeping with a mosquito.”—Dalai Lama
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Professional maturity and development in a leadership role are not only essential, it is an 
ever-evolving journey of ebb and flow. We learn by way of making mistakes or, we may 
have benefited from observing the mistakes of leaders in similar management roles. Vary-
ing scenarios and personalities which may require a shift in our leadership style, typically 
result in a disruption to our comfort zone.

Hence, leader may say to self: “self, what is wrong with this individual Standard oper-
ating procedure is what we know!”

Despite the initial challenges posed requiring either significant or minimal effort, the 
long-term benefits of adaptability in various leadership scenarios far outweigh the det-
riment of complacency. It is important to identify these scenarios as quickly as possible 
since a leader’s goal is to successfully attain the optimal leadership traits. A leader that 
disregards the importance of this crucial understanding is typically presented with far 
more challenges amongst team members and may experience frequent underperforming 
operations. As leaders seek to identify, train, motivate and retain their most valuable team 
members, if opportunities to develop alternative leadership styles are ignored, the dis-
tinct possibility exists that the enterprise may experience a much higher turn-over rate 
and significantly lessened productivity as a result.

A leadership style is a leader’s method of providing direction, implementing plans, and 
motivating people. Various authors have proposed identifying many different leadership 
styles as exhibited by leaders in a political, professional, or business setting.

Look at the top 10 Leadership Styles. Which of these do you most likely relate to? 
Which do you prefer? Who was your favorite boss of all time and why? What was his/her 
leadership style?

“Leadership consists of nothing but taking responsibility for everything that goes wrong 
and giving your subordinates credit for everything that goes well.” -Dwight D. Eisenhower

1. AUTOCRATIC
The phrase most illustrative of an autocratic leadership style is “Do as I say.” Generally, 
an autocratic leader believes that he or she is the smartest person at the table and knows 
more than others. They make all the decisions with little input from team members.

This command-and-control approach is typical of earlier leadership tactics, however it 
often does not hold much water with today’s talent.

That’s not to say that the style may not be appropriate in certain situations. For ex-
ample, you can dip into an autocratic leadership style when crucial decisions need to be 
made on the spot, and you have the most knowledge about the situation, or when you’re 
dealing with inexperienced and new team members, and there’s no time to wait for team 
members to gain familiarity with their role.

2. AUTHORITATIVE
The phrase most indicative of this style of leadership (also known as “visionary”) is “Fol-
low me.” In a climate of uncertainty, these leaders lift the fog for people. They assist them 
to see where the company is going and what’s going to happen when they get there.

Unlike autocratic leaders, authoritative leaders take the time to explain their thinking: 
They do not simply issue orders. Most of all, they allow people choice and latitude on how 
to achieve common goals and they support not only their journey as well as their landing 
once they arrive.
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3. PACESETTING
“Keep up!” is the phrase most suggestive of leaders who utilize the pacesetting style. This 
style describes a very driven leader who determines the pace and rhythm. Pacesetters set 
the bar high and motivate their team members to run hard and fast to the finish line.

While the pacesetter style of leadership is effective in getting things done and striving 
for results, it is an approach that can turn off and intimidate team members. Even the 
most driven employees may become stressed working under this kind of pressure in the 
long run, suggesting that a more agile approach may be the ultimate leadership style re-
quired for leading today’s talent.

Should you avoid the pacesetting style altogether? Not so fast. If you’re an energetic en-
trepreneur working with a like-minded team on developing and announcing a new prod-
uct or service, this style may serve you well. However, this is not a style that can be kept 
up for the long term. A pacesetting leader needs to let the air out of the tires occasionally 
to avoid causing team burnout. Mindfulness is key here.

4. DEMOCRATIC
Democratic leaders are more likely to inquire, “How do you see it?” And, wherever 
possible, they share information with employees that affects their work responsibilities. 
They also seek employees’ opinions before making a final decision, which is typically 
received well by a team.

There are numerous benefits to this participative leadership style. It can engender trust, 
promote team spirit and cooperation from employees. It allows for creativity and helps 
employees grow and develop. A democratic leadership style is resounding at driving re-
sults as teams are typically enticed to execute the goals presented; however, they are 
given the latitude and autonomy to do so on their individual terms.

5. COACHING
A coaching leadership style tends to consist of a “Consider this” approach. A leader who 
coaches views people as a reservoir of talent to be developed. The leader who uses a coach 
approach seeks to unlock an individual’s potential.

Leaders who use a coaching style open their hearts and doors to people. They believe 
that everyone has power within themselves and are big proponents of development, trust, 
understanding, and empathy. A coaching leader gives people a little direction to help 
them tap into their ability to achieve their full potential, without watching over their 
shoulder. They are active and available for their team as a top priority while entrusting 
them to deliver, typically raising the confidence and self- esteem of team members, there-
by motivating them to become superstar achievers.

6. AFFILIATIVE
A phrase often used to describe this type of leadership is “People come first.” Of all the 
leadership styles, the affiliative leadership approach is the most up close and personal. A 
leader practicing this style pays attention to and supports the emotional needs of team 
members. The leader strives to maintain a consistent open line of communication that 
connects him or her to the team.

Ultimately, this style is all about encouraging harmony and forming collaborative rela-
tionships within teams. It’s particularly useful, for example, in smoothing conflicts among 
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team members or reassuring people during times of 
stress. The relatable aspect of this leader draws team 
members in, builds confidence, trust and motivates 
team members through their value not only in service 
but in who they are as an individual to their manager, 
team, and organization.

7. LAISSEZ-FAIRE
The laissez-faire leadership style is on the opposite 
spectrum of autocratic. Of all the approaches, this one 
involves the least amount of oversight. You could say 
that the autocratic style leader stands as firm as a rock 
on issues, while the laissez-faire leader lets people 
swim with the current.

On the surface, a laissez-faire leader may appear to 
trust people to know what to do. When taken to the 
extreme, however, such a hands-off leader may end 
up appearing aloof and unengaged. Although it is 
beneficial to give people room to run, managers must 
find the delicate balance of ensuring that they remain 
moored with their team’s progress and results.

This style can work if you’re leading highly skilled, 
experienced employees who are self-starters and 
self-motivated. To be most effective with this style, 
monitor team performance and provide regular feed-
back while reminding team members that you are 
available for support when needed. Recognition is 
sometimes forgotten with this leadership style, and as 
such, this should not be overlooked.

WHAT’S MY STYLE?
Knowing which of the leadership styles works best for 
you is part of being a good leader. Developing a signature 
style with the ability to stretch into others as the situa-
tion warrants may help enhance your leadership effec-
tiveness and increase performance results of your team.

KNOW YOURS E LF :  Start by learning what your 
current dominant leadership style is. Ask trusted col-
leagues to describe the strengths of your leadership style. 
You can also take a leadership style assessment which is 
available through a variety of websites at no cost.

UN D E RS TAN D THE D IFFE R E NT S T YLE S :
Familiarize yourself with the repertoire of leadership 
styles that can work best for a given situation. What new 

skills do you need to develop? What are your weaknesses 
or opportunities for improvement to enhance your style 
and approach? Are there specific triggers to scenarios 
or personalities with others that may be impeding your 
ability to adjust? Becoming aware of these is key!

PR ACTI C E :  Be genuine with any approach you use. 
Moving from your current leadership style to a differ-
ent one may be challenging at first. Practice the new 
behaviors until they become natural. In other words, 
do not abandon who you are as an individual. When 
it comes to gaining trust and loyalty, authenticity 
rules—meaning that the best leadership style is often 
what comes most naturally to you, with some note-
worthy enhancements to help you evolve.

S TAY AG ILE :  Traditional leadership styles are still 
relevant in today›s workplace; however, they may need 
to be combined with new approaches in line with how 
leadership is defined for the 21st century. Generation-
al, environmental, gender, religious and cultural vari-
ances are what make the world such a thriving and 
beautiful place. Embrace, appreciate and learn from 
these differences and recognize how valuable a differ-
ence of opinion, outlook, and perspective is critically 
beneficial to you, to the team, and to the organization.

As the Chinese proverb goes, the wise adapt themselves 
to circumstances, as water molds itself to the pitcher.

Today’s business environments are fraught with chal-
lenges due to the necessary changing demographics 
and the employee expectations of a diverse workforce. 
A leader who is an amalgam of most of the leadership 
styles discussed here will undoubtedly bring successful 
results and a loyal following of dedicated direct reports. 
All these contributions are critical to an organization’s 
bottom line as time, valuable talent, and training time 
lost equals monetary impact. Over time and repetition, 
this may drive the business unit or company in one of 
two directions. Profound leaders place crucial empha-
sis on their level of responsibility to the success of their 
team and less on the power of authority that they hold. 
Those in successful leadership roles not only influence 
the crowd to believe, act, and work with perseverance, 
they motivate others in all aspects for greater good. 

“If your actions inspire others to dream more, learn 
more, do more, and become more, you are a true leader.”  

—John Quincy Adams 
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AND DO YOU KNOW THE DIFFERENCE?

BY: ANDREA TROMBERG, ESQ. 
MANAGING MEMBER 

TROMBERG, MORRIS & POULIN, PLLC
ATROMBERG@TMPPLLC.COM 

LEADING vs. MANAGING
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E
XCELLENT LEADERSHIP and management are critical attributes to any 
business. However, there is often the incorrect assumption that leaders are good 
managers, or that these terms are interchangeable. Also common is the practice 
of promoting “good workers,” without regard to whether they are good leaders 

or managers. This usually proves to be a costly mistake. Throughout this article, several 
examples will prove that these are two distinct roles and that confusing the two or hiring 
someone with the wrong expectation for what that person can provide, may create failure 
within your organization.
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In researching this issue, the answer became clear once I studied 
the distinction between these two terms. Even within my own 
company, we have often confused leaders with managers and vice 
versa, based on my findings.

Let’s start with the definition o f l eadership. T here a re  
several opinions on what leadership means. Below are some of 
my favorites:

“The action of leading a group of people or an organization.” (Ox-
ford Languages, n.d.)

“Leadership is a process of social influence, which maximizes the 
efforts of others, towards the achievement of a goal.” (Kruse)

“Leadership is the art of motivating a group of people to act toward 
achieving a common goal. “(Ward, 2020)

“Leaders help themselves and others to do the right things. They set 
direction, build an inspiring vision, and create something new.” (What 
is Leadership?)

Next, let’s turn to management:
“A person responsible for controlling or administering all or part of a 

company or similar organization.” (Oxford Languages, n.d.)
“A manager is a person who exercises managerial functions primari-

ly. They should have the power to hire, fire, discipline, do performance 
appraisals, and monitor attendance.” (What is a manager? Definition 
and meaning, n.d.)

A manager is an individual that supervises both activities and peo-
ple within a given organization. (What is a Manager?, n.d.)

The common themes within these definitions help one see the 
difference in these titles and attributes. Leaders move a group to 
a common goal. They are able to inspire, organize and allow an 
organization to meet its goals. Managers are administrators tasked 
with the responsibility to oversee and ensure that the leader’s (and 
company’s) goals are met. They typically have certain skills and an 
understanding of process. Now that we have the definitions, we 
need to identify each title respectively.
When comparing the two sets of traits on the left, the distinction 

is dramatic and can assist one in evaluating where you or your 
team land within these roles. Even more eye-opening is the re-
ality that we need both leaders and managers to succeed. These 
traits are not always found in the same person. “A successful busi-
ness owner needs to be both a strong leader and manager to get 
their team on board to follow them towards their vision of success” 
(Understanding The Differences: Leadership vs. Management, 
n.d.). The only issue with this statement is that not all managers 
are good leaders, and good leaders do not always know how to 
manage. Thus, when evaluating your own performance, hiring, or 
promoting, it is important to think about the goal of the position 
and the traits required for success.

FOUR IMPORTANT TRAITS OF A 

GOOD MANAGER 
(Duggal, 2021)

1

The ability to execute a Vision

2

The ability to Direct

3

Process Management

4

People Focused

FIVE IMPORTANT TRAITS OF A 

GOOD LEADER 
(Duggal, 2021)

1

Vision

2

Honesty and Integrity

3

Inspiration

4

Communication Skills

5

Ability to Challenge
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Placing a person in the wrong position will inevita-
bly cause that person to fail and negatively impact the 
organization. Thinking about yourself or people you 
work with, you may be able to point out those who 
are visionaries, inspire others, and are focused on the 
goal of the company. Those same individuals are not 
always great at getting dirty, producing efficiencies, 
managing processes, or ensuring staff are successful. 
Inevitably, that individual will be known as a “nice” 
or “good” manager, but for some reason, work slips 
through the cracks, reporting is not clear, or employ-
ees are not feeling supported or organized. This is the 
direct result of a manager who may be a good leader 
but does not have management skills. There may also 
be that individual manager who is excellent at getting 
the job done due to their knowledge and specific skills, 

but have no ideas, vision, or ability to communicate 
goals. This manager is also viewed as ineffective, but it 
is largely due to the fact this individual is not a leader.

Now that the definitions and distinctions are clear, 
evaluate yourself and, if applicable, the management 
in place. Are you being fair with the assigned roles? 
Do you have enough managers and leaders? Have 
you promoted individuals to positions that require 
more leadership than management or the reverse? 
Identifying these shortcomings and strengths with-
in yourself and the organization and working to im-
prove them will prove valuable to the success of the 
business. Success should be the ultimate goal for any 
organization. To obtain that goal, leaders and man-
agers that are able to properly fill their roles will be 
the key to success. 

Bibliography
(n.d.). Retrieved from Oxford Languages: https://languages.oup.com/google-dictionary-en/
Duggal, N. (2021, September 29). Leadership vs Management: Understanding The Key Difference. Retrieved from Simplilearn: https://www.simplilearn.com/leadership-vs-man-
agement-difference-article
Kruse, K. (n.d.). What is Leadership? Retrieved from Forbes: https://www.forbes.com/sites/kevinkruse/2013/04/09/what-is-leadership/
Understanding The Differences: Leadership vs. Management. (n.d.). Retrieved from go2HR: https://www.go2hr.ca/retention-engagement/understanding-the-differences-lead-
ership-vs-management
Ward, S. (2020, September 17). What is Leadership? Retrieved from The Balance Small Business: https://www.thebalancesmb.com/leadership-definition-2948275
What is a Manager? (n.d.). Retrieved from My Accounting Course: https://www.myaccountingcourse.com/accounting-dictionary/manager
What is a manager? Definition and meaning. (n.d.). Retrieved from MBN: https://marketbusinessnews.com/financial-glossary/manager-definition-meaning/
What is Leadership? (n.d.). Retrieved from Mind Tools: https://www.mindtools.com/pages/article/newLDR_41.htm

ALFN WILLed // VOL. 6 ISSUE 4 37



BY MICHELE LUBLIN 
DIRECTOR OF OPERATIONS 

RUBIN LUBLIN, LLC 
MLUBLIN@RLSELAW.COM 

KATHLEEN KRAMER 
DIRECTOR OF OPERATIONS 

KLUEVER LAW GROUP 
KKRAMER@KLUEVERLAWGROUP.COM

MANAGING 
REMOTELY
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I
F YOU HAD TOLD us back in March 2020 that COVID would still have a major impact and 
a large percentage of our industry would be working remotely in October 2021, we would 
have laughed. Yet, here we are, almost 18 months later, weathering the unimaginable and 
learning how to manage our employees in what is the new “normal” – remotely.

Most literature on remote management high-
lights “strong and deliberate communication on 
a regular basis using varying methods” as the 
core necessity for success. What is so often 
forgotten, however, is how we communicate 
is almost more important than if we com-
municate. While you may enjoy showing off 
yourself and your office, for others, being on 

camera may cause serious anxiety. Converse-
ly, for others, never “seeing” you may cause 
them to feel disconnected. Leading remote-
ly requires us to harness our energies and 
preferences so as not to overwhelm Person 
A, while simultaneously stepping outside our 
comfort zones to be fully present for Person 
B. Communication should always be based 
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on your team’s preferences, not your own. 
To gauge how your team best responds, 
ask them directly, use surveys, try differ-
ent approaches and give them a choice to 
be on/off camera.

Once you’ve figured out how to com-
municate, you then need to consistently 
connect with them (and not just for a 
project update!). Rather, we encourage 
you to discuss the things that matter to 
people in their daily lives – ask about 
a sick loved one, for pictures of their 
new puppy, about their child’s game, etc. 
These are the moments that connect us 
as humans. In the office setting, this 
is far easier as you overhear conversa-
tions and can join in. But in a remote 
space, it is your job as a leader to create 
these interactions and strike that deli-
cate balance between being present and 
engaged without being overbearing or 
micromanaging.

After mastering the “how” and “when”, 
do not forget to celebrate every success. 
When you do, however, always keep your 
employees’ preferences in mind. Sending 
out a virtual ‘WAY TO GO’ or company-
wide email to highlight a shared success 
may resonate with Person A, but a person-
al email may be more proper for Person B. 
Not celebrating people via their preferred 
methodology can backfire. For example, 
quietly applauding someone who thrives 
off public recognition may make them 
feel like their efforts are going unnoticed, 
whereas publicly recognizing someone 
who prefers the background may strike 
fear in their heart and make them less 
likely to do anything worth recognizing 
in the future.

The “one size fits all” management 
styles of yesteryear are gone. We are no 
longer just “boss” and “employee” from 
9 to 5. As we are continually invited 
into each other’s homes and personal 
lives, those lines have blurred, and we 
are afforded opportunities to be role 
models and provide support in unex-
pected new ways. In some instances, 
we are someone’s only contact with the 
outside world and, for others, the only 
positive part of their day. The steep 
increase in mental health issues being 
seen, including anxiety, depression, and 
burnout, cannot be emphasized enough. 
It is more important than ever to pro-
actively recognize this and help team-
mates seek support. When a teammate’s 
responses do not align with their “usual” 
presentation - withdrawing from con-
tact, negative interactions, or a sudden 
decline in work performance - chances 
are they are in distress and need to be 
approached from a place of compassion. 
Be sure you understand the resources 
available to your employees and share 
them frequently.

At the end of the day, the key to re-
motely managing your team is to com-
municate regularly, engage frequently, 
and celebrate often while never losing 
sight of the human behind the camera. 
Listen to what your employees verbal-
ly say while also keeping a close eye on 
their personal experiences and interac-
tions. Lead them through, and out of the 
pandemic with all the support you can 
provide. Not only will this make you a 
better manager, it will also make you a 
better person. 
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NO
THE NECESSITY OF
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HAVE YOU EVER SEEN THE MOVIE YES MAN?  
It stars Jim Carrey as Carl Allen, who is stuck in his ways and 
never goes outside of his comfort zone. He attends a self-help 
seminar focused on the power of yes. By integrating YES into 
his life, he suddenly experiences professional advancement, 
romance, and a myriad of spectacular new experiences.

But what happens if you start saying No? Does 
saying No mean that you get access to all the 
same things saying yes does? Will it be your 
door opener to career advancement, internal 
happiness, romance, and fun experiences?

From the moment we are born, we are in-
grained with this idea that we should “grin and 
bare it.”

In recently losing my paternal grandmother it 
brought to the forefront that concept. How do I 
reconcile grief, family, career, myself, all while 
met with the velocity of time?

To get where I am in my career today took a lot 
of sacrifice. Work-life balance wasn’t an option. 
I had to work full time while attending college, 
and I worked in retail. There were no sick days 
or holidays. In fact, we worked more on those 
days than at any other time. I’ll never forget the 
words of my district manager who would repeat-
edly tell us, “we work while others play.”

That “play” was the time I missed with my 
family and other loved ones.

I missed the last years of my paternal grand-
mother’s life, because I was working and did not 
understand the power of No. By the time I saw 
her again, dementia had taken over, and she was 
in a nursing home. I had lost the woman she was 
to me under the perceived pressure of work eth-

ics and responsibility. I still don’t know if I made 
the right choice and I’m not sure I ever will.

When reflecting, it is difficult to know how 
the consequences of one’s decision over another 
creates a different future and what that differ-
ence would have looked like. Over time our lives 
get stitched together into a string of construct-
ed realities arising from “what if’s, maybes, and 
what could have beens.” The important thing is 
to reflect and learn. What I have learned is there 
are certain things on which I am no longer flexi-
ble. My family being one of them.

While tending to my paternal grandmother’s 
death, I was dealt a situation that often comes up 

- work or family? And, this time I chose family.
It was interesting to me the pressure that 

came up in support of the work option not just 
from myself but from others as well. And odd-
ly enough, I noticed a difference between how 
my male counterparts thought compared to my 
female ones. My observations of my male col-
leagues over the last few years has shown me a 
decisive view of personal time versus work time. 
They have never had issues drawing clear lines 
between conference call “hard cut- offs,” turning 
down meetings altogether, and when personal 
matters come up, simply saying, “No, I will not 
be available for that.” There are those that say 
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women are frowned upon if they aren’t 
agreeable, but I think that’s changed. I’ve 
seen most of the thought process around 
this to be self-inflicted. In other words, we 
(women) seem unsettled with the idea of 
saying no to something despite there being 
no external feedback. Maybe there have 
been moments where this was true, and 
of course, there are a variety of exceptions 
and scenarios to take into account, but I 
think the onus is on us to overcome what I 
will refer to as “boundary blasting,” where 
we fear others will see us as disagreeable 
and combative.

I can proudly say I have arrived to 
a place in my life where I now actively 
participate in the opportunity to say No. 
What’s more is the realization that it’s a 
privilege. A privilege I gladly earned from 
all of the times I said YES for so many 
years to overnight shifts, taking unpaid 
sick or vacation time, covering shifts for 
my coworkers, and working holidays.

What I’ve come to learn is in always 
saying yes, I had been handing over my 
power to others that arguably had earned 
their place to take it. All these years I have 
been willing to give up portions of my 
power because I wanted to have what they 
did – success. For me, I wanted a job that 
involved a desk, paid time off, flexibility, 
and if the universe was REALLY good to 
me - travel.

You see, I think the ability to say No 
is to reach a milestone of success in your 
personal and professional life. What’s 
more is this success isn’t necessarily the 
conventional type defined by achieving 
wealth, respect, or fame but a turning 
point with yourself. A gift you unknow-
ingly bestow on yourself where you no 
longer live in fear of ruin with respect to 
your finances, reputation, or disappoint-
ing a loved one.

I think this concept will be ever- 
evolving for me as I’m still learning ways 
to be comfortable in this new space and 
adjusting boundaries as I see fit. For in-
stance, a death in my family shouldn’t be 
the only reason I’m willing to step back 
and say No, but somehow, that is one of 
the few instances I have felt comfortable 
enough to do so. There are so many stud-
ies that show a variety of startling data, 
such as 55% of Americans do not take 
all of their vacation time or worse, 50% 
of people work more than 40 hours a 
week. I know some will read this and say, 

“some people don’t have a choice.” And 
that is true. There are those that have 
not arrived at this milestone, and some 
may never experience it. Let these words 
simply form a suggestion that you either 
have arrived and not realized it or you 
haven’t, but it may not be as far off as 
you think.

“BOUNDARIES AREN’T BAD. THEY’RE SIMPLY OUTWARD 
EVIDENCE OF A SELF-LOVE THAT INSPIRES OTHERS TO 

HANDLE YOU SACREDLY AND RESPECTFULLY.”

 –CORTNEY BOWDEN
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NOT ANOTHER 
MEETING…
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I
T IS LIKELY FAIR TO SAY that when most people hear the word ‘meeting’ or 
see an appointment invite slip into their inbox, a few dreadful feelings fill their mind. 
Meetings tend to carry a negative connotation. Most individuals prefer control of 
their time throughout the day, and meetings interrupt this freedom. If a meeting is 

not organized properly, it can cause inefficiency and frustration to those in attendance. 
However, from a management perspective, structured and planned meetings allow 
necessary collaboration and planning. Effective communication that helps to build a 
team cannot always be done via the infamous email – and who are we kidding – do we 
all believe our emails are thoroughly read to completion with the level of understanding 
we desire?

SETTING THE STAGE: PRE-MEETING PREP
Any meeting organizer should carefully consider the essential need for the meeting. Is 
this a topic that could be covered in another method of communication, or is this an 
instance where open discussion is necessary? The attendees should be appropriate and 
required. Refrain from inviting people who do not need to be part of the discussion. 
Written communication can still serve as reinforcement of a plan or process established 
from the discussion.

MASTERING THE MEETING
Start the meeting promptly and be observant of time. Time is one of the most valuable 
resources we are privileged to have, so be respectful of others’ schedules. The organizer 
should effectively control the meeting. Do not let discussions run off into last weekend’s 
activities or the newest Hulu binged show – focus on pre-planned topics with a specific 
format for the meeting. It’s also important to make sure that effective notes are being 
taken to document the discussion and reiterate any assigned tasks. Be specific and exact 
about who has ownership and find a timeline for the completion of any tasks. Finally, if 
you can finish a meeting before the outlined time, then do so. Giving people time back in 
their day is a win, which is always appreciated!

THE FOLLOW THROUGH
After any meeting, the organizer must be diligent in following up timely on action items. 
If you organized the meeting, make sure to oversee the completion of all tasks and 
schedule any follow-up sessions. It is essential to show the benefit of the collaboration. 
People will be more vested with their time and contributions to future meetings when 
they experience tangible results and know their time was used respectfully and effec-
tively. Lead the way to selective, structured meetings to improve your efficiencies, ideas, 
and team camaraderie! 
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BEFOR E THE VOTE
Women became licensed attorneys and leaders in 

law before they had the right to vote pursuant to the 
19th Amendment on August 18, 1920.

WE ARE WILL
(Women in Legal Leadership): 

Series of Firsts

BY: MICHELLE GARCIA GILBERT, ESQ. 
MANAGING PARTNER 

GILBERT GARCIA GROUP, P.A. 
MGILBERT@GILBERTGROUPLAW.COM
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One leader:  
AR ABELL A “BELLE” BABB M ANSFIELD (1846 -1911):  

First certified female attorney in the United States.

She was born on August 23, 1846 in Des Moines County, Iowa, moved to Mount Pleasant, 
Iowa in 1860, and graduated from Wesleyan College in 1866. She studied law for two 
years at her brother’s law office and then passed a bar examination given by all-male 
members of the Henry County Bar Association in 1869. Iowa previously admitted only 
males over 21 years of age to the practice of law, which changed to admit women after 
Mansfield passed with high scores. 1

Mansfield did not practice law – rather, she worked as an educator, orator, and jour-
nalist, as well as worked in the Iowa suffrage movement. She also traveled extensively 
internationally with her husband and observed courts of law in different countries.

One leader:  
CH AR LOT TE E.  R AY (1850-1911): 

First certified black female lawyer in the United States.

She was born on January 13, 1850 in New York, New York, studied at Institution for the 
Education of Colored Youth in Washington, D.C., later teaching at Howard University in 
1869. While at Howard, she studied law and received her law degree in 1872. She was ad-
mitted to the District of Columbia bar later in 1869, becoming the first woman admitted 
to this bar, and becoming the first black woman certified as a lawyer in the United States.

Ray opened a law firm in Washington, D.C. but was unsuccessful due to discrimina-
tion. She returned to New York in 1879 where she taught in public schools. 2

1 https://iowaculture.gov/history/education/educator-resources/primary-source-sets/government-democracy-and-laws/arabella
2  https://www.britannica.com/biography/Charlotte-E-Ray
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One  leader: 
BELVA A.  LOCK WOOD (1830-1917):  

First woman admitted to the United State Supreme Court bar. 

She was born October 24, 1830 in Royalton, New York, began teaching at fifteen, and 
married at nineteen, becoming a widow shortly after marriage. With an infant daugh-
ter to support, she graduated from Genesee College, now Syracuse University, moved to 
Washington, D.C. and remarried. She decided to study law as she neared forty years of 
age. She finally found a law school that would admit her, and was admitted to the District 
of Columbia bar after law school, but was refused admission to practice before the U.S. 
Supreme Court. She spent five years lobbying a bill through Congress, and was admitted 
before the Supreme Court in 1879.

Lockwood ran for president in 1884 as the National Equal Rights Party candidate, and 
continued to work for women’s legal initiatives throughout her life. 3

One leader:  
M Y R A BR ADW ELL (1831-1894): 

First woman to author legal publication.

She was born in Manchester, Vermont, moving with her family to Schaumberg, Illinois at 
the age of twelve. As the wife of a prominent Chicago attorney in the 1850s, she learned 
the legal profession from her husband so she could help run his office. In 1868, she 
founded and ran a nationally circulated legal publication, Chicago Legal News, which she 
utilized to promote women’s rights. She attempted to have the Illinois legislature extend 
property rights to married women, and to allow her to practice law. Though she was not 
successful in these endeavors, both the Illinois and U.S. Supreme Courts admitted her to 
their respective bars in 1890, four years before her death. 4

3  https://www.womenofthehall.org/inductee/belva-lockwood/
4  https://www.supremecourt.gov/visiting/exhibitions/LadyLawyers/Section1.aspx
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Twe nt ie th Ce ntur y Progress:  
LEGAL LE ADER SHIP BUILT ON PIONEER S

Women were admitted to law schools in the late 
1800s in the United States, though many “studied” 
law as part of their husbands’ law practices. Admis-
sions to state and federal bars came along slowly as 
discussed above.

Due to the Great Depression, these first female at-
torneys faced difficulty in finding employment, even 
though they now had the right to vote. During World 
War II, firms hired female attorneys due to shortages 
in male attorneys, caused by the war, but these women 
were then demoted to secretaries and librarians when 
the war ended.

In the 1960s, women made up about 3 percent of 
the legal profession, mostly in government positions 
and rarely in private firms, and almost never in major 
firms. During the 1950s and ‘60s, female enrollment 
in law schools was between 3 and 4 percent, a grand 
total of 500 women a year nationwide.

Since 2000, women make up half of law school 
classes, after hitting 40 percent of entering law school 
classes in 1985. Women now make up 34 percent of 
practicing attorneys. Women hold a third of Supreme 
Court, circuit court, and state appellate judgeships, 
and a fourth of federal court and all state court judge-
ships, according to American Bar Association. Wom-
en are one-fifth of law school deans, nearly half (46 
percent) of associate deans, and two-thirds of assis-
tant deans.

As of a couple of years ago, one in five general coun-
sel at Fortune 500 companies, and 17 percent of general 
counsel at Fortune 1000 companies, are women. The 
Association of Corporate Counsel (ACC) 2015 survey 
of nearly 2,300 chief legal officers and general counsel 
indicated that 34 percent of respondents were women. 
The ACC also recorded a jump in the number of 
women chief legal officers among Gen X-ers, 12 per-
centage points higher than the boomer generation, 
suggesting a strong leadership class following upon 
the achievements of their predecessors. 5

LE ADER S STILL NEEDED
The legacy of early female attorneys forms the bridge 
to facing different challenges, such as lack of female 
law firm equity partners, especially for minority wom-

5  https://thepractice.law.harvard.edu/article/women-as-lawyers-and-as-leaders/
6  http://www.americanbarfoundation.org/research/project/118

en, and lack of parity in earnings. According to a 2014 
survey by the National Association of Women Law-
yers, women make up just 17 percent of law firm equi-
ty partners, and including non-equity partners, one in 
five partners nationwide.

According to 2013 National Association for Law 
Placement (NALP) figures, women of color make up 
just 6.5 percent of all lawyers, but experience the 
highest rates of attrition among associates: two-thirds 
leave before their fifth year at law firms, and 85 per-
cent by their seventh year. Women of color are 2.5 per-
cent of the NALP’s count of all partners (by which 7 
percent of all law firm partners are minorities).

In addition to promotion issues, women face earn-
ings disparities compared with men, though mostly 
in the private sector. The After the JD (AJD) project, 
sponsored by the American Bar Foundation and sup-
ported by the National Association for Law Placement 
(NALP) began in 2000 to gather data about legal ca-
reers, and continued to 2014 with detailed reporting.

The first part of the AJD study in 2004 found that 
women two or three years into practice earned a me-
dian salary of $66,000, compared to $80,000 for men. 
The gap continues to widen over the course of a career: 
by the third report of the study, 12 years into practice, 
men were earning 20 percent more than women over-
all. Meanwhile, men are two to five times as likely to 
make partner, even controlling for factors like grades, 
hours, and time out of the profession.6

The AJD study further found that between 55% and 
60% of both men and women attorneys left law firms 
between the seventh and eighth years of practice, but 
for different reasons. Men continued to work full-time 
elsewhere, while women moved to part-time or left the 
workforce, primarily to care for children.

One interesting observation supported by the data 
is both men and women who left private law firms seg-
ued into general counsel and public sector positions, 
which are seen as being more family-friendly with 
more flexible hours. And in- house counsel works 
with private law firms and thus attempt to influence 
culture at their private firm outside counsel.

A number of factors demonstrate disparity of wom-
en’s progression: lack of leadership opportunities, un-
conscious bias, machismo culture, lack of role models, 
primary responsibility for childcare, and high person-
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al expectations, which appear to be similar to the bar-
riers faced by early pioneers mentioned earlier.

STRUCT UR AL OR PER SONAL PROBLEM? 
AN OPPORT UNIT Y TO LE AD

There is a lot written about firms providing work-life 
balance for mothers and fathers, but the correlation 
between partnership and children tells a different 
story. For example, the percentage of female partners 
who have no children (24 percent) is twice as large 
as that of male partners with no children (12 per-
cent). Moreover, while most partners—almost three-
fourths—have two or more children, men are more 
likely than women to be in this category (77.5 percent 
and 64.1 percent, respectively).

Professionally, mothers are often thought to lack 
competency due to childcare responsibilities, and they 
also take a financial hit. One study found women who 
took a year off lost 20 percent of their lifetime earn-
ings. Women who took two or three years off sacri-
ficed 30 percent. Often, this pattern is called “opting 
out,” or simply choosing to stay home, but it seems at 
odds with women’s reported high rates of satisfaction 

7  See, id, https://thepractice.law.harvard.edu/article/women-as-lawyers-and-as-leaders/

in the profession and with obtaining a legal degree, 
and may be because of the complex choices women 
may have to make.

The irony is that women’s choices between career 
and family have now affected men and fathers, mean-
ing the younger generation of men and women are 
more open to non-linear career choices and work-life 
balance regardless of gender.

The takeaway, as well stated by the Center on the 
Legal Profession at Harvard Law School:

It’s well known that American women have been 
at parity in law school classes for more than two 
decades. In one of the most powerful professions in 
the world, they have made significant inroads. But to 
gain equal representation at the highest levels, the 
culture of work must adjust to a societal structure in 
which dual-income families are now the overwhelm-
ing norm. Flexible policies that encompass the lifes-
pan of a lawyer’s career and make room for periods 
of time at less than a breakneck pace will benefit men 
and women alike. 7

What women lawyers will lead the way and build on 
the work of female attorney pioneers? 
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YOU DON’T HAVE TO  
BE SUPERWOMAN TO BE A LEADER
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YOU DON’T HAVE TO 
BE SUPERWOMAN TO BE A LEADER

D
O YOU EVER LOOK at someone, maybe it’s a boss, a co-worker, 
a friend, or a leader and say to yourself: “How does she/he/they 
do it all?” They seem to make it look so easy. They’re meeting their 
deadlines, excelling at work, have beautiful pictures of their family 

in the office or share their adventures on social media. They almost look like 
super heroes- invincible to life’s pressures. But what if I also told you, that 
they do, in fact, have their own kryptonite? They’re just better at masking it.

I remember when I had my first child, I found 
myself constantly scrambling to “get it all done.” 
Keeping up with my career with the same te-
nacity I had before, keeping the house in line, 
cooking the meals, keeping up with my friends, 
getting to the gym and most important of all, 
helping to care for our newborn daughter. My 
husband and I both had demanding jobs that 
often entailed work outside of the normal 40 
hours and 9-5. I remember one day feeling a 
little more exhausted than usual and I asked 
a friend at work who had two young children 
(who seemingly appeared to have it all together), 

“how do you get it all done?” She said, “I’ll let 
you in on little secret.” I leaned in, waiting for 
the mastery of plans to be shared. And then she 
said, “You don’t.” I remember sitting there kind 
of dumbfounded by the truth in her words. Her 
comments were met with surprise but also relief. 
And in that moment, something changed for me.

Sometimes as women, we think we have to 
“have it all.” The career, the family, the perfect 
marriage and even the physical image we put in 
our minds of what we should look like. And we 
often put on the façade that has people asking, 

“How does she do it all?” When the reality is, we 
don’t. No one does. We can’t expect to give 100% 
of ourselves at work, without leaving something 

for our families and expect our home to be hap-
py and run smoothly. And conversely, we can’t 
give our family 100% of our time/energy and ex-
pect to have anything else leftover to help our 
careers thrive. We can try our best to find that 
work/life balance, but there will still be times 
where we fall short.

So what if, as women in leadership, we started 
changing that narrative? It is something I have 
started doing in my own career. Sharing not just 
the accomplishments and accolades of our suc-
cesses, but also revealing the not-so-perfect mo-
ments and the struggles. Occasionally disclosing 
the vulnerabilities can sometimes open up com-
munication with your team, your co-workers and 
industry colleagues. It gives people a safe place 
to share their own experiences and also grow 
from them. Also, by having a better understand-
ing of the individual needs of our team members, 
it can help us become even better leaders.

So the next time you put on your Superwoman 
cape for the day, remember it’s alright to stumble. 
Every superhero has their struggles. It’s ok for 
people to see those battles and even more im-
portant to see how they are overcome. And just 
like in every good superhero story, when we fall 
down- we get back up, we dust ourselves off and 
tackle whatever challenges are before us. 

BY: MAGGIE M. GARDEN 
DIRECTOR OF MARKETING AND CLIENTS RELATIONS 
BENDETT & MCHUGH, P.C. 
MGARDEN@BMPC-LAW.COM
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TRANSFORMATIONAL 
LEADERSHIP
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IN THESE TIMES of continued change and uncertainty, 
transformational leadership is no longer just an 
interesting concept. Rather, it is a vital leadership 

strategy for owners and leaders of businesses, large 
and small, to follow as they maneuver and pivot in an 
effort not just to survive, but to thrive.

BY: JULIE BEYERS, ESQ. 
MANAGING MEMBER
HEAVNER BEYERS & MIHLAR, LLC 
JULIEBEYERS@HSBATTYS.COM

A GUIDE TO THE ESSENTIALS
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Transformational Leadership was first in-
troduced by James MacGregor Burns, a well-
known scholar on leadership, in his 1978 
book, Leadership. Burns defined the concept 
as one in which, “leaders and followers help 
each other to advance to a higher level of mo-
rale and motivation.” Burns noted that trans-
formational leadership differed from “transac-
tional leadership” in that transactional lead-
ers are not attempting to effect fundamental 
change, but rather are working within the 
existing confines and culture of the organiza-
tion. Later, in the 1980’s leadership research-
er Bernard M. Bass established the four main 
components of transformational leadership, 
specifically, the four I’s: Intellectual Stimula-
tion, Individual Consideration, Inspirational 
Motivation and Idealized Influence. (Michi-
gan State University, The 4 “I’s” of Transfor-
mational Leadership.) The concept of transfor-

mational leadership has continued to evolve over time, however, it has never 
been more important than at the present moment.

Many businesses in the default servicing industry have been at an unexpect-

ed, unprecedented standstill for an extended period. As the industry, (along 
with the rest of the world) slowly emerges from the pandemic and business 
owners and leaders prepare for the future, they are faced with the alarming re-
alities of the current job market. Furloughed staff easily found other positions, 
and current, key staff can easily be recruited by other businesses/sectors at 
any time. Now, more than ever, business owners and leaders must look for ev-
ery opportunity to strengthen their organization by exploring diversification 
and creating a positive and flexible work environment that will result in the 
retention of staff. In order to ride the current wave of change and meet the op-
portunity to transform our businesses, we must all become transformational 
leaders, rather than the transactional leaders we might have been previously. 
It can be hard to know where to begin, particularly when realities are subject 
to constant and rapid change. In his Harvard Business Review article, “4 Ac-
tions Transformational Leaders Take,” David Lanefield gives very practical, 
achievable advice that will set you on the road to success.

Lanefield writes that to be an effective transformational leader, you must 
focus on new ways of thinking, you must create a strong leadership team, you 
must gather information from the organization as a whole, and you must get 
real about empowerment.
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EMPLOYING NEW WAYS OF THINKING:
Lanefield calls this practicing, “New Mental Models.” He notes that many estab-
lished, experienced leaders have missed valuable opportunities because they were 
too entrenched and inflexible in their thinking to see and seize these golden oppor-
tunities. In order to move your organization forward, it is necessary to pay attention 
to the details, but also to be able to detach in order to review situations objectively 
and be able to visualize the big picture. In order to do this, Lanefield recommends 
utilizing your, “Wise Advocate,” which enables you to have a “third-person perspec-
tive of your own experience.” This practice is not easy – to take in the information 
you are receiving first-hand and looking at it as if you are an outsider. Some of the 
most important actions you can take to properly focus your mind for this challenge 
are to: Analyze what others are thinking and how they are going to act or react; con-
trol your emotions; and finally, take care of yourself. You cannot be effective if you 
are overwhelmed and unsupported. The goal is to effectively analyze and answer 
questions that arise during the transformative period and to be transparent with all 
about how and why certain decisions have been made.

CREATE A TEAM THAT CAN HELP LEAD THE CHANGE:
Transformational leadership is based on a buy-in from everyone in the organization 
and major change cannot be affected alone. It is imperative to look within your 
organization for those people who are most respected and have the most influence 
among your teams. You should especially work to identify leaders who are trusted 
by and can work with those who are most impacted by the transformation.

GAIN FEEDBACK FROM THE “EDGES” OF THE ORGANIZATION:
If the transformation is mainly being led by the center, it is imperative to know how 
all stakeholders are viewing the changes being instituted. Make sure everyone in the 
organization knows that their feedback is important and that there are avenues for 
all to share their ideas. Failing to do so could result in a missed opportunity.

BE SERIOUS ABOUT EMPOWERMENT:
It is a mistake to fail to release control. This results in the overall effort being un-
dermined and it robs your staff of a valuable opportunity to grow. Some suggestions 
Lanefield makes for ensuring employers follow through on their promise of empow-
erment are to: Be transparent about the goals for your teams, as well as expectations; 
make sure the teams are supported and are set for success; and listen to the feedback 
being provided.

Although large transformative change is a process, these tools can foster success 
as we move our organizations forward. Times of great change can ultimately lead to 
great opportunity, but not if we remain stuck in the past. We can all ride the wave 
of change to a bright future. 
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 PassionWHAT ’ S  YOUR

BY: LAUREN K. ERVIN, ESQ. 
DIRECTOR AND SENIOR COUNSEL, REGULATORY COMPLIANCE 

OCWEN FINANCIAL CORPORATION 
LAUREN.ERVIN@OCWEN.COM
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W HAT IS YOUR PASSION? Whew! What a seemingly easy, 
yet loaded question. If we’re lucky, we all have many varying 
passions in our lives, right? There’s the obvious choice that does 
not even need mentioning, like quality time spent with family or 
close friends. Or how about partaking in a hobby like fishing, 
golfing, or even cooking?

But if I omit the obvious choices, then my true pas-
sion has to be TRAVEL.

Passion is an interesting thing because it just sneaks 
up on you. You take a nibble, which for me was my first 
cruise with my mom and sister to Bermuda. Then an-
other nibble, which was another cruise, but this time 
with my entire family to the Caribbean. And then you 
go in for that perfect bite – studied abroad for 6 months 
in Australia. Next thing you know you have blocked 
off time in your calendar to have that perfect bite every 
few months, which for me equates to ensuring that I 
have at least 2-3 trips a year that require space in my 
passport for a new stamp.

As a child, I had both a terrible overbite and stutter 
that led me to be extremely introverted and shy in so-
cial settings. Reading easily became one of my favorite 
pastimes, and with that, a whole lot of daydreaming, 
specifically of places that I read about. The jungles of 
Asia? Must see! Big Ben? Necessity. Kangaroos and Ko-
alas? G’day Mate! The world seemed so vast, and full 
of adventures to explore that were so different from 
what I saw growing up in Brooklyn, New York. Having 
classmates that would share their stories from places 
like Israel, Russia, or China only enhanced that curi-
osity further.

Traveling is more than just taking cruises or sipping 
margaritas on the beach, although I, for one, love those 
types of vacations as well! Traveling can instantly 

transplant you into a world that exists alongside yours, 
and gives you a glimpse of someone else’s culture, his-
tory, or daily activities. I know that for me, travel has 
helped me to better empathize with others, and truly 
appreciate how fortunate my life is, while still admir-
ing the beauty, culture, or the essence of another coun-
try. Think about it – at this very moment there are peo-
ple living in the Netherlands, Australia, or Turkey, and 
we are all doing/eating/drinking completely different 
things – I always find this fascinating.

As I write this article, I’ve been fortunate enough to 
have travelled to over 64 countries, and by the time 
you will have read this article it will have increased to 
66. People ask me all of the time - why do you like to 
travel so much? The answer is easy for me – why not? 
I know travel planning sometimes seems so arduous, 
and it is much easier to forego it. Yet, allow me to chal-
lenge that – the days of travel advisors are not behind 
us like you may think. There are so many companies 
that would be happy to be given your timeframe, bud-
get, and city or country you have in mind, and they’ll 
do the hard work to create as robust an itinerary as 
you desire. They even want to know what type of trav-
eler you are – shopper, wine connoisseur, explorer, etc., 
and can devise a trip based around your interests. All 
you have to do is have an open mind and some time off 
from work.

Imagine walking around the German Christmas 
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markets in December, or cruising the Nile after seeing 
the Pyramids (I’m finally about to do this in October!), 
or hiking the Alps and sipping on hot chocolate once 
you reach your destination. I know I focus a lot on 
international travel, but I would be remiss if I did not 
point out that you can also have amazing experiences 
stateside if you do not wish to travel to another coun-
try right now. We just completed a 2-week road trip 
that started in Las Vegas, and then went to Washing-
ton, Oregon, and California. Las Vegas brought pool 
days and a vibrant night scene, but then the next three 
states had gorgeous vistas, beaches, National Parks, 
hiking, and wine tasting. Particularly during this time 
in our lives, where we need to venture out, but are still 
a bit weary of contracting COVID, it is such a perfect 
trip to hike a bit, get some fresh air, and still feel con-
nected to something more than our air fryer at home.

If the pandemic has taught us nothing else – I hope 
it has helped us all to better realize the importance 
of creating memories with loved ones. The mem-
ories you create when you travel will be with you 
forever, yet you will also gain an appreciation for a 
culture other than your own, which is a win/win in 
my book. The look on my Dad’s face when he first 
saw the Leaning Tower of Pisa for his 65th birthday 
is something that I will remember and cherish for 
the rest of my life. Italy was no longer something he 
saw on tv, or on a placemat at a restaurant – he truly 
experienced it (of course eating fresh pasta along the 
way did not hurt).

So what’s my advice? Take the nibble, of whatever 
it is that you are interested in – even if it’s not travel 
related. No, I’m being too conservative here – eat the 
whole cake, and then ask for the recipe! 
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NBS IS STILL 
ON THE FIELD 
AND READY 
TO HELP! 

Our areas of expertise include:
Financial Audits • Acquisition Review • Ancillary Services • Transfer of Claim 

Notice of Payment Change • Post-Petition Fee Notices • Proof of Claim Ledger
Proof of Claim Filing • Motions for Relief • Foreclosure Management

Providing staff augmentation services for your bankruptcy and foreclosure departments during the 
disruption. NBS delivers Service with Certainty to banks, credit unions, mortgage servicers and 

investors for their bankruptcy and foreclosure portfolios. That’s a home run!

VISIT US AT NBSDEFAULTSERVICES.COM 

Contact Jim.OReilly@nbsdefaultservices.com

DID RECENT EVENTS 
THROW YOUR 

BUSINESS A CURVE?


