with their direct reports. Being able to
identify individual needs and align them
with the vision means employees don’t feel
forced to follow that vision,” she says.
“It’s also about trust. When employees
see that leaders believe in their ability to
align with their vision they are more likely to
get on board.”

THE JOURNEY TO ALIGNMENT
Developing a culture that brings employees
into alignment with a leader’s values and
beliefs doesn’t happen overnight. It’s a
process. Self-aware leaders recognise
that their vision is not going to be broadly
accepted immediately. What they envisage

may not align with the realities of the
organisation, or they may be too selfinterested to recognise obvious issues.
The journey to alignment takes
consultation and feedback in an
environment where employees feel
comfortable speaking up. Even then, it can
be difﬁcult to stay on track, says Ross.
“Where a lot of leaders stumble is when
they ask questions or request feedback
and nobody speaks up and tells them
anything. That could be because of people’s
personality types, because it’s never been
part of the work process before or because
they fear punishment. So leaders say
‘nobody’s speaking up, so I’m not going

to bother’. It takes a lot of courage and
persistence to break through that.”
Ross reveals that, for those that work
hard to bring about harmony, the beneﬁts
can deﬁne the difference between
success and stagnation.
“When employees align with the
values and beliefs of their leaders, there’s
a lot more happiness and fulﬁlment
because they understand the impact and
meaning of the work that they’re doing.
They recognise themselves as part of a
team that is going somewhere, that their
work is meaningful to everyone and that
the idea of where the organisation is
heading is exciting.” ■
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