
I am convinced that nothing we do is 

more important than hiring and 

developing people. At the end of the 

day you bet on people, not on 

strategies.

Larry Bossidy
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In your own words . . . .  

. . . . how do you describe great 

performance? 



FOUNDATION FOR COMMITMENT 

AND GREAT PERFORMANCE

Dennis C. Kinlaw’s “four pillars of 

commitment” provides a useful 

framework for empowering 

performance, increasing engagement, 

and developing sustainable motivation.





FOUR PILLARS

 Clarity about goals, aims, values and vision helps 

employees connect their work to a bigger picture

 Competence ensures that individuals can do 

what’s asked of them 

 Influence refers to the individuals’ ability to 

contribute to and determine the process

 Appreciation includes caring about performance 

and providing feedback, taking account of effort, 

and consideration of individual employee’s 

context



THEORY MEETS PRACTICE



CLARITY

A leader building clarity in a high performance 

environment answers the following questions for 

their employees: 
 What is my job? 

 How does it contribute to the vision and add value? 

 What are the outcomes and to what standard?

 How do I take responsibility for finding out what I need to know? 

 How do I take shared accountability for putting the good of the 

company ahead of the good of myself, or my own team?



KPL on CLARITY

 Purpose, Vision and Values are clearly articulated, broadly 

communicated and regularly reviewed 

 Competency-based Leadership Development Document 

which identifies eight leadership competencies 

 Detailed job descriptions with purpose, duties, and 

measures of success

 Two formal progress review discussions annually

 Communication and transparency play key roles in helping 

employees understand what the current and upcoming 

expectations of the company are to allow them to connect 

their work to the priorities of the company



COMPETENCE

A leader building competence in a high performance 

environment answers the following questions for 

their employees: 
 Am I competent enough, yet still stretching? 

 Am I overwhelmed? 

 Does my boss provide me with the best tools, support and learning 

opportunities so that I can continue to grow my competence and in 

doing so increase my value to the organization?



KPL on COMPETENCE

 Detailed annual training schedule for employees

 All key operational roles have trained back-ups 

 During vacation periods employees step into larger roles 

for development purposes

 KPL has provided financial support to several individuals to 

acquire post-secondary education 

 Our overall training and development program has allowed 

KPL to promote many individuals from the floor or entry 

level positions into leadership roles within the company.

 Servant leadership model embedded in “flipped” 

organization chart



INFLUENCE

A leader building influence in a high performance 

environment answers the following questions for 

their employees: 
 Do I have at least some say in how my work is done? 

 Is my input solicited on things that affect our team, our outcomes, and 

even our organization? 

 When I put forward innovative ideas that would help the organization 

are they treated respectfully and responded to in a way that helps me 

learn or do they disappear down a black hole?



KPL on INFLUENCE

 Daily operational team meetings allow for unstructured improvement 

suggestions 

 14 member Leadership team identify and select the key projects for 

completion on a quarterly basis. Cross-functional teams are created to 

work through the projects. We gather and engage not only subject 

matter experts but bring cross-functional team members together to 

brainstorm any organization opportunities or challenges.  

 We conduct our employee engagement survey twice yearly, discuss 

results make improvements to the organization and culture 

 Employees are invited to participate in one-on-one feedback sessions 

with President in which they share their perspectives on what the 

company is currently doing well and what may not currently be 

working



An enterprise is a community of 

human beings, not a collection of 

“human resources”

Henry Mintzberg



APPRECIATION

A leader building appreciation in a high performance 

environment answers the following questions for 

their employees: 
 Does my boss value me as a human being, not just a cog in the wheel? 

 Do I get timely, clear feedback on my efforts to help me learn and 

improve? 

 Does my boss demonstrate appreciation for my work – with sincerity 

and respect? 



KPL on APPRECIATION

 Annual Celebration Banquet to celebrate 

accomplishments from the past year, employee 

recognition and say thank you to our significant others who 

support our efforts on a daily basis

 Regularly recognize two to three initiatives and the 

employees associated with them and link their actions to 

company

 Recognize individual accomplishments weekly by 

completing a recognition spreadsheet, shift leaders also 

poll their teams and routinely bring forward several peer to 

peer items from their team members



WITH THIS FOUNDATION, 

SUPPORT . . . .

Screening and selection

Orientation

Performance management

Career management

Succession planning

Bottom line results



“The future is not some place we 

are going to, but one we are 

creating. The paths are not to be 

found, but made, and the activity 

of making them changes both 

the maker and the destinations.”

John Scharr
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