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Undertaking Culture Transformation to Adapt and Thrive

“As leaders, we must create a culture of trust so that employees
can truly express what they are thinking and feeling when conflict
occurs. When our workplaces are safe and people feel that their
opinions are heard, they will support decisions more readily, even
if the outcomes aren’t exactly what they had wanted.”
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— The Culture Question, ACHIEVE Centre for Leadership
& Workplace Performance1
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Introduction

It may seem like a heavy focus on culture, but it’s warranted. As our Spotlight
interviewees in this paper and speakers at The Conference Board of Canada’s
(CBoC) Culture 2020 event stressed, culture is becoming the only true differentiator.
With that in mind, this white paper considers organizational culture from a different
viewpoint—transforming organizational culture to adapt and thrive in the face of
unprecedented societal, economic, technological and environmental change.
In November 2019, two leaders who have each built strong, healthy and adaptive
organizational cultures shared their stories with members of the CEO Health +
Safety Leadership Network. Bill Borger, CEO of the Borger Group of Companies
(and a Spotlight interviewee in the Organizational Culture and the CEO white paper)
inherited a healthy organizational culture from his predecessor, who also happens
to be his uncle. By being open, transparent, and embracing change, Borger and his
team have become more intentional about health and safety. He has succeeded in
carrying his uncle’s legacy forward—creating a workplace where people feel they
are not just going to a “job,” they are part of a winning team and a winning culture.
Tony Gareri, CEO of Roma Moulding, also assumed leadership of the family business
when he took over from his father. He is a firm believer that “unconventional methods
produce unconventional results.” He certainly took an unconventional approach in
turning Roma’s culture around. Today, he is working with many other organizations
to help them create winning cultures like Roma’s, which has been completely
transformed and is now steeped in trust and engagement.
Dr. Bill Howatt, Chief of Research, Workforce Productivity at The Conference Board
of Canada, moderated the discussion. Dr. Howatt has over 25 years of experience
working with senior executives at progressive and successful organizations
nationally and internationally. He is widely recognized for his expertise in mental
health, coping skills, strategic HR and management effectiveness.
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Organizational culture has been a recurring theme in CEO Health + Safety Leadership
Network (the Network) white papers. The Perfect Day2 focused on developing
workplace cultures that promote both physical and mental health. Organizational
Culture and the CEO3 featured insights and resources to help CEOs hone leadership
skills in aid of creating healthy workplace cultures. It All Starts With You4 examined
the role of leaders in building inclusive and diverse workplace cultures. The most
recent paper looked at how leaders contribute to Fostering Resilience in the Workplace.5
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Once again, the Network partnered with The Conference Board of Canada (CBoC),
and the day after the Roundtable, leaders participated in the CBoC Health and Safety
Leadership Centre (HSLC) Meeting.
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The HSLC Meeting featured presentations focused on occupational health and safety
management systems and their contribution to operational excellence, health and safety
metrics, and connecting the employee experience with psychological health and safety.
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This white paper features information curated from these events, as well as The
Conference Board of Canada’s Culture 2020 Conference. It also includes passages,
quotes, and references to a variety of additional sources to help readers recognize and
understand the value of a healthy, adaptive workplace culture, while learning the risks
of not adapting. These additional resources also contain tips for starting the culture
transformation journey. Two Spotlight articles—the first about culture transformation
at Roma Moulding and the second about how Corus Entertainment purposefully
created a new “culture brand”—provide real life examples and insights to help
leaders assess, and, if necessary, transform their workplace cultures.

“Unconventional
methods produce
unconventional
results.”
— Tony Gareri, CEO
Roma Moulding

The Business Case for Culture Transformation
There is a myriad of reasons that organizations undertake cultural transformation. In
the case of Roma Moulding, it was to save the company and stop further “hemorrhaging
of money and people,” as Tony Gareri describes it. At Borger, a corporate transformation
brought safety into sharper focus. And, in our second Spotlight interview in this paper,
Cheryl Fullerton, Executive Vice President, People and Communications at Corus
Entertainment, shares their story of transformation spurred by an acquisition in 2016.
Today, transformation is so commonplace that we are less concerned with why
organizations elect to do this heavy lifting, and more focused on how they do it. In the book,
The Critical Few, author Jon Katzenbach says, “Transformation used to be something that

“Transformation used
to be something
that companies did
only in extraordinary
circumstances. But
today, transformation
is something that
business leaders must
contend with almost
constantly. In a world
of rapid technological
change, global
convergence, increasing
external scrutiny, and
competition for top
talent, all management
is now change
management.”
— Jon Katzenbach
author, The Critical Few

Gallup’s 2017 report, The State of the Global Workplace, notes that, “Worldwide, the
percentage of adults who work full time for an employer and are engaged at work—are
highly involved in and enthusiastic about their work and workplace—is just 15%.”7 One
of the primary contributing factors they cite is resistance to change. “Organizations and
institutions have often been slow to adapt to the rapid changes produced by the spread
of information technology, the globalization of markets for products and labour, the rise
of the gig economy, and younger workers’ unique expectations.”7
Researchers from Duke and Columbia Universities surveyed over 1,300 North
American executives and conducted in-depth interviews with 18 prominent leaders to
investigate the connection between culture and an organization’s financial value, the
extent to which values were operationalized, and the linkage between culture and
ethical choices, innovation and value creation. In their 2019 report, Corporate Culture:
Evidence from the Field 8, they noted that 92% of the executives who participated believe
improving culture would increase the value of their company, yet only 16% were
satisfied with their current culture.
The prospect of transforming organizational culture can certainly seem daunting, but
what is the alternative? An unhealthy culture that is not responsive to changing conditions
can exact a devastating toll on customer satisfaction, competitiveness, innovation,
recruitment and retention, compliance, and ultimately, organizational performance.
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companies did only in extraordinary circumstances. But today, transformation is
something that business leaders must contend with almost constantly. In a world of rapid
technological change, global convergence, increasing external scrutiny, and competition for
top talent, all management is now change management.”6
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Characteristics of Healthy,
Adaptive Organizational Cultures
Unwavering focus on the employee experience
There has been such a heavy emphasis on organizations being customer centric, but
the conversations and presentations highlighted in this paper suggest that organizations
can only truly be customer centric by focusing first on the employee experience.
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Both Tony Gareri and Bill Borger maintain an unrelenting focus on the employee
experience. Gareri’s philosophy is that employees “choose” to work for his company.
“There are millions of jobs, but when someone chooses Roma, I’m fascinated, humbled
and blessed. That raises the bar for us, and we must ask ourselves, ‘How can we serve
our people, challenge them, and give back to them?”
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Gareri sums it up this way: “Happy employees = happy customers = positive
progress = successful business.” Roma Moulding uses the Net Promoter Score
(A management tool that measures customer loyalty) as a means of keeping track
of this. Three times each year, they ask customers, “Would you recommend Roma to
family and friends?” And they ask employees, “Would you recommend Roma as an
employer of choice to family and friends?” Currently their scores sit at 88% and 85%
respectively. They take them very seriously and, even though the scores are already high,
Gareri says they constantly strive for higher scores. “We want to be in that 90th percentile.
To do that we have to go deep and really examine results. The external score will only
improve if we improve the internal score first.”
In the construction sector, it can be very difficult to garner organization-wide
commitment to a culture of safety and excellence. Borger believes, “If you’re
authentic and you show that you care, you’ll get that in return.”
In a podcast recording for HRDLeaders, Dr. Bill Howatt noted that positive customer
relationship management results come from employees and that brand success
is based on what employees believe they are capable of. “We need to challenge HR
professionals to not produce a bunch of programs, and instead, show how they can
improve the employee experience. How many employees come to work because they
want to and how many don’t? And how can you help those people? It’s about relating
to employees as humans.”
In their research, authors of Designing Employee Experience: How a unifying approach can
enhance engagement and productivity,9 written for the IBM Institute for Business Value,
found employers are using five practices to enhance the employee experience:
Personalization – Creates a fit between the employee’s and the organization’s needs
Transparency – Improves visibility across the organization
Simplicity – Streamlines activities and information
Authenticity – Aligns experiences to the organization’s culture and value system
Responsiveness – Allows for information sharing and modifying actions

Health, safety and wellness
An organization can only transform itself if employees feel healthy, safe and secure.
If this isn’t in place, resistance and self-preservation will prevail.
In the soon-to-be released 2019 Health + Safety Leadership Survey, conducted by
WSPS in collaboration with Key Media, 86% of leaders who responded said they
feel a robust health and safety strategy contributes to a healthy culture and higher
engagement, and 93% agreed that taking care of employees results in greater
profits through improved customer service.

Values clearly defined, action-oriented and livable
Values and culture are tethered together. People want to connect to organizational
values and live in alignment with their own. They must be woven into the fabric of
the organization and both the employee and customer experience.
In her presentation at Culture 2020, Cheryl Fullerton stressed that values shouldn’t
only be emphasized in performance management discussions; they should be everpresent in day-to-day activities.
At Borger Group, core values and accountability go hand in hand. “Everything must connect
back to your core values.” Borger believes it is critical to monitor and manage this because
it is far more difficult to move the needle back when your culture begins to slide.
Gareri and his team use core value cards to celebrate when Roma employees are
living the values. One side features the core value statement, and the other side,
completed by fellow employees says, “You (employee’s name) have exemplified this
core value in a way that has moved, inspired and wowed me.” He says this is a very
powerful reminder and acknowledgment for people.

Clear leadership expectations to support culture
Fullerton says explicitly outlining the expectations of leaders was critically important
in Corus’ culture transformation. Based on Corus’ framework: Aligned to what’s
important, equipped to do great work and inspired to love what they do, leaders have
specific behaviours they are expected to demonstrate to ensure they maintain a highperforming culture with highly engaged employees.
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Dr. Howatt says employers should think differently about human capacity. He feels
mental health, respectful workplace, return to work, disability workplace strategies,
OHS strategies and engagement strategies have all been too siloed. “They all serve
the same purpose: to help employees be successful in their assigned function. We need
to rethink and integrate these.”
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In the Forbes article, “How to Create a Work Culture Where People Choose to be
‘All In,’”10 organizational culture expert and bestselling author, Chester Elton,
points to the importance of setting leaders up for success. “True engagement
starts with the relationship with the immediate supervisor. Most organizations don’t
give those leaders enough training to make that happen. The focus is too much on the
numbers and not enough on the people.”
At the HSLC Meeting, Stephen Oakley, Director Management Systems at WSPS,
talked about characteristics of award-worthy safety cultures that have been identified
as a result of conducting site visits for the Best Health & Safety Culture Award,
presented annually at the Canada’s Safest Employers Awards:
 Leaders take ownership of health and safety outcomes
 Health and safety is visibly embedded into communications
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 Occupational health and safety metrics are woven into individual
and business performance measurement
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 Corporate language promotes health and safety
 Culture is focused on continuous improvement
 There is a high degree of community involvement

Authenticity, openness and transparency
Borger and Gareri may have different leadership styles, but both are firm in their
stance that authenticity, openness and transparency are essential to creating
a healthy culture. At Roma Moulding, Gareri promotes openness in many ways,
including posting KPIs on boards throughout the office and hosting three All-HandsMeetings annually that are live streamed and available for anyone to watch.
He believes leaders must be open to feedback. He tells employees, “You’ll always
have your say, but you won’t always get your way.” “As CEO you are rarely given real
feedback. I really believe feedback is a gift, and the uglier and more real it is, the
bigger the gift.” This extends across the organization. Employees have “I wish you
knew” cards that they exchange with one another to address both points of contention
and admiration. “My leadership team and I frame ours and let everyone see—the
good, the bad and the ugly.”
Borger employees are given SOS cards that they carry with them at all times. If
they see any activity that seems abnormal or unsafe, they can hand the card to
any superintendent or foreman who will shut it down immediately. This transfers
responsibility to employees and reinforces that they play a direct role in safety.
They also have “benefit of the doubt” meetings at all levels of the organization
that provide employees with the opportunity to clear the air.

Risk tolerance
There is risk in transformation. Will the change truly reflect the needs of employees
and the market? Will people live the values? Is this the right direction to carry the
organization into the future? These are fair questions and concerns, but the greater
risk is not transforming and evolving.

In the Harvard Business Review article, “The Hard Truth,”11 author Gary Pisano echoes
this sentiment. In reference to cultures that are non-hierarchical, with both a
tolerance for failure and a high degree of collaboration, he says there must be a
balance of “tougher” behaviours. “Such a culture generates tensions that must be
carefully managed. Uncertainty and confusion must be addressed with decisiveness
and transparency. People who can’t adapt must be ushered out. The temptation to
take shortcuts must be resisted.”

Constructive conflict management
Angela Schafer, Early Career Segment Lead, Strategy and Integration at MD
Financial, told the audience at the Culture 2020 Conference to be prepared to be
unpopular when undergoing culture transformation. She stressed that you can’t
please all people all the time. There is bound to be conflict, but it’s how you manage
it that matters.
In the book, The Culture Question, published by the ACHIEVE Centre for Leadership &
Workplace Performance1, the authors explain, “As leaders, we must create a culture
of trust so that employees can truly express what they are thinking and feeling when
conflict occurs. When our workplaces are safe and people feel that their opinions are
heard, they will support decisions more readily, even if the outcomes aren’t exactly
what they had wanted.”
Borger says that by implementing Respect in the Workplace training they have provided
the tools to help employees understand proper conduct so that people feel physically
and psychologically healthy and safe in expressing themselves.
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However, as organizations become more flexible and fluid to ensure they remain
relevant and continue to innovate and evolve, it is important that risk tolerance and
accountability be maintained in the proper balance. “I don’t get excited if a mistake
happens, but there is zero tolerance for missed policies and procedures. When
policies are violated, that’s when you have a fundamental issue behind the culture
of the organization,” says Borger.
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Getting Started
Most of the stories of transformation shared in this paper happened in a relatively
short period of time. Gone are the days of change initiatives being weighed down
by protracted planning and lengthy reports. The diligence of connecting and
communicating with employees and stakeholders and using analytics to validate
decisions must still be there, but organizations wishing to seize the moment or “right
the ship” must be nimble and move far more quickly than they have had to in the past.

Focus on a few key priorities
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At Culture 2020, Pinar Dogruer, Chief Values and Culture Officer at PwC, shared a
methodology that helped PwC accelerate their transformation. As outlined in the
book, The Critical Few,6 the methodology involved identifying the three most important

10

cultural elements: traits, behaviours, and authentic informal leaders.
She noted that taking this approach made the process “faster, more efficient, costeffective and sustainable.” The Critical Few recognizes that it can be challenging to
move people away from ingrained behaviours, and overly complex approaches usually
garner mediocre results. Instead, focusing on “the critical few” makes it easier for
people to make the shift and results are more successful and longer lasting.

Ask questions to reveal current state and define desired future state
Both Roma Moulding and Corus Entertainment have undergone massive culture
transformations, and, as a result of their success, are now assisting other leaders
in doing the same. Gareri and Fullerton say that when they are getting acquainted
with an organization and trying to get a sense of the existing culture and
how the organization wants/needs to change, they ask a series of questions.
Gareri asks:
Where are you?
What do you want your culture to be?
What do your employees say?
What do customers say?
Ideally, he speaks to a few employees and customers,
and he talks to employers about their vision and mission
and whether people feel safe and trusted.
Fullerton says she can get a very clear picture of an organization’s culture by asking two
questions: How do you make decisions in your company and how do you communicate?
“When they answer those questions, I have a 95% read on their culture, because
everything comes to bear there.”

Set the context
At Corus, setting the context was vitally important in influencing the shape of the
culture and behaviours to support it. “New behaviours start to emerge as context
changes, then mindset and culture follow,” says Fullerton. In her presentation,
she listed the context levers that they focused on:
 Leaders
 Structure
 Goal setting

 Systems
 Incentives
 Development

 Communications
 Informal interactions
 Performance
management

In the article, “The Benefits of Framing Culture as a Management System,” written
for MIT Sloan Management Review12, author Jason Korman says that many CEOs
struggle with how to put cultural ideals into action. However, he says, “I’ve seen
anecdotally that when companies build cultures as management systems, they
prosper.” In their research, Korman and his team have found that management
systems help organizations communicate what they stand for, achieve a high
degree of engagement and ensure that operational decisions balance the needs
of employees, customers and other stakeholders.
In his HSLC Meeting presentation, Stephen Oakley also discussed the benefits of
an Occupational Health and Safety Management System (OHSMS) as a mechanism
for decision-making and planning, noting that an OHSMS supports a strong culture
and provides a framework for risk-based thinking and understanding potential
vulnerabilities.
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Break the process down into manageable, meaningful components
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Make work meaningful for people
This was a focus of most of the presentations at the Corporate Culture 2020 Conference.
Speaker Randy Grieser, CEO of ACHIEVE Centre for Leadership & Workplace Performance,
Crisis & Trauma Resource Institute, and co-author of The Culture Question, encouraged
leaders to ask people, “Do you have enough in your workload that is meaningful to you?”
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In his presentation, Brady Wilson, Co-Founder of Juice, said they advise clients
that their people should leave work feeling “healthy” tired. He highlighted that
people want autonomy and independence, they want to be challenged and make a
difference, and they want to have close connections with colleagues and feel that
their workplace is fair. He shared five employee needs that he likens to oxygen:
belonging, meaning, significance, security, and freedom. And contrary to popular
belief, Brady believes that you don’t fix burnout by giving employees less, you fix it by
giving them more that satisfies these needs.
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Work together with employees to create language and value statements
that reflect the desired culture
Without exception, every story of transformation shared in this white paper started
with leaders and employees reviewing value statements, and in most cases revising
them to make them simpler, more meaningful and action oriented. Fullerton says it
is important that your values are “making clear in words what you want your culture
to look like. So often values aren’t action oriented and that forces people to translate
and interpret, which creates uncertainty. If you know what you want, tell people in
clear real-world statements.”

Participant Spotlight – Roma Moulding

Tony Gareri
CEO, ROMA Moulding

Before Tony Gareri assumed the helm of the family business
from his father, he felt like any disengaged employee. He was
miserable and travelling to trade shows extensively doing
more of the same and expecting a different result. No matter
how they tried, the company continued to falter, and people
who had been there from the beginning—35 years—the
“A players” as he calls them, were disengaging.
The financial crisis of 2008 had hit them hard. The picture frame
business is a luxury, not a necessity. His father, desperate to

Gareri was at a tradeshow in Las Vegas when the leasing agent asked if he’d like to
join a few other exhibitors for dinner. After a brief conversation, a fellow dinner guest
boldly told him he may benefit from a book she had recently read called Delivering
Happiness, written by Tony Hsieh, formerly CEO of Zappos. He read the book and was
skeptical. He remained so even after returning to Vegas and taking a tour of the Zappos
head office. It wasn’t until he sat in their call centre with an impassioned employee that
he started to believe that what he’d read and heard was true.
His conversation with that employee triggered a massive mind shift—one that would
lead to a complete culture transformation at Roma Moulding.
In his new role as CEO, one of the first things Gareri did was own up to the company’s
mistakes. “I was brutally honest. I said, ‘I’m sorry. We have treated you poorly, and
I’m making a commitment to be better.’”
That was just the tip of the iceberg, there were years of distrust and disengagement
to undo, and, as expected, there were people who had to be managed out because
they couldn’t make the shift with the rest of the company. Of the 120 staff members,
18 left the company at that time. Gerari says this came as no surprise to the others.
“People already know who needs to leave.”
Now the second largest picture frame manufacturer in the world, Roma is an entirely
different place. Employees greet visitors with enthusiasm and pride. Their cubicles
are adorned with special cards that highlight personality traits and interesting facts
about themselves. And, without exception, they all have the core value cards they’ve
received in clear view—for their own benefit and the benefit of their colleagues and
office visitors. Gareri comfortably sits among his employees in a cubicle. He doesn’t
feel the need to have a private office of his own.
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turn things around, had adopted a different style that was tougher, borne primarily of
fear and confusion. “When fear grips you, you’re not rational. It became a my-way-orthe-highway environment.” They were losing money, employees and customers.
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Every department has a key performance indicator board that shows how they are
doing. Gareri says, “It informs others about the department and how they are being
measured. The primary purpose is openness and transparency. It eliminates guess
work and gossip, and there’s no speculation.”
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One of the things Gareri and his team are most proud of is their community focus.
They have completed six missions in six different parts of the world. Missions are
selected through a process that involves soliciting ideas from the team and vetting
them against set criteria.
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That first meeting where Gareri signalled his intent to transform was the genesis
of the All-Hands Meetings that are now held three times each year—strategically
timed 125 days apart to recalibrate the team. In this forum, nothing is out of bounds.
Gareri and his leadership team are completely open with employees, and the public
is welcome to join in. Meetings are live streamed, and recordings are available
afterward online. “There is an energy, an aura, that feels bouncy after these
meetings. People come away feeling like, ‘I know where we’re at. I feel good about
my job. I’m not worried about my job. I’m clear and feel great about my team Roma.’”
Among those outside of Roma who view the meetings are companies that might be
considered competitors by others, but Gareri doesn’t see them that way. He believes
in cooperation and collaboration, not competition. “We tell our competitors what
we’re doing. It’s important to elevate the industry.”
On top of being a voracious reader and keeping his ear to the ground to stay attuned
to employee needs and market changes, Gareri’s inspiration comes from surrounding
himself with “really smart, driven talented, passionate people.” He is also thrilled to
have been invited, once again, to attend Mastermind Talks, an exclusive, invitationonly event dedicated to “serving a small group of individuals—people who value legacy
over currency, who know that good is the enemy of great, and who are never satisfied
with ‘good’ in any area of their life. They are not afraid to sacrifice who they are for who
they want to become.”
“I do my very best to lead and serve a company of people I love and admire, people
who align with our values and mission, and who ultimately show up to do their best
work! These people make me better and I hope to make them better as a result of
our connection.”

“I do my very best
to lead and serve a
company of people
I love and admire,
people who align with
our values and mission,
and who ultimately
show up to do their best
work! These people
make me better and
I hope to make them
better as a result of
our connection.”
— Tony Gareri

Participant Spotlight – Corus Entertainment
It would be fair to assume that the blending of two giants like
Shaw Media and Corus Entertainment would be a massive, slow,
messy undertaking. However, nothing could be further from
the truth. After a transformational acquisition in 2016, leaders
started the process of creating a new culture that everyone—
regardless of legacy organization—could connect to.
Using a behavioural science approach—blending psychology,
social neuroscience, and cognitive science—they were able
to analyze and understand people’s behaviour and design
practical processes and systems to help them align and
transform their culture.

The work started long before the two companies came together. The leadership
team conducted a gap analysis and crafted a vision of their future state. They were
careful to ensure that it was grounded in today with the right aspirational edge.
“Everything we did was firmly rooted in a clear objective for where we
were going,” says Cheryl Fullerton, Executive Vice President of People and
Communications.

“Everything we
did was firmly
rooted in a clear
objective for
where we were
going.”
— Cheryl Fullerton

After the leadership team had gone through the initial heavy lifting, they brought the
entire organization into the process to develop the language that would provide the
necessary context for people to move through the change. The team started by weaving
phrases, words, and brand language into communications and then did “sense checking”
to see if they resonated and were meaningful to employees.
When the time came to create their value statements, Fullerton says they engaged
their people through a survey and through focus groups to ask for their feedback. They
went through several rounds to determine what words would stick and which ones had
to go. “We got a lot of feedback. It was a great process. It was very collaborative, but it
moved quickly. It had to because the world is moving quickly.” The executive leadership
team took the feedback and had a healthy debate about the final statements.
“People knew what we were doing. They knew they had a chance to look at it and give
their input. Nothing was being done to them. We’re all in this together.” Fullerton
says they have approached the design of all components of their culture this way.
“You can’t force it. You’re dealing with human beings and you have to understand how
they feel and what they need to know in order to do something and be successful and
happy.” She notes it takes time and constant reinforcement to help employees accept
language and systems that are different. And sometimes it won’t feel right, but you can
keep people engaged in the change. She stresses that it is important to work through the
pain points and diffuse any situations that start to smack of “us and them” or “old and
new.” Circling back, sense checking, and making sure feedback loops are in place help to
move people along without backing them into a corner or making them positional.
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Cheryl Fullerton
Executive Vice
President of People
and Communications
Corus Entertainment
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Her collaboration with President and CEO Doug Murphy helped ensure that he had
a personal connection to the brand language and that it came naturally to him.
“The CEO is the single person who most needs to embody that brand to the external
market and to people internally. If you don’t define the culture, language and
expectations in a way that the CEO can demonstrably live, then I don’t think you’re
going to have a cohesive culture.”
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As far as looking forward at what will impact their culture, Fullerton thinks a lot
about uncertainty and pace of change. “How do you help people be healthy, happy
and successful in a world human beings are not actually wired to be great in?
Uncertainty makes us all afraid to some extent. Somehow, we need to normalize
uncertainty, so it feels familiar.” She explains that Corus is working to design
systems and processes to do just that. They don’t talk about career paths since
that implies predictability, but rather options. They are taking a more fluid approach
recognizing that many people may move into roles that may not exist right now. “I
recently heard the term ‘always beta’ and I feel like that is a positive way to look at
things. We’re always a work in progress. It’s not always about finishing things. Let’s
just accept that we’re always learning, growing and changing—we’re forever beta.”

“The CEO is the single person
who needs to embody that
brand to the external market
and to people internally. If
you don’t define the culture,
language and expectations
in a way that the CEO can
demonstrably live, then I
don’t think you’re going to
have a cohesive culture.”
— Cheryl Fullerton
Executive Vice President of
People and Communications
Corus Entertainment

Conclusion
In his Corporate Culture 2020 Conference presentation, Randy Grieser, CEO of ACHIEVE
Centre for Leadership & Workplace Performance, Crisis & Trauma Resource Institute
challenged the audience by saying, “Mediocrity is comfortable. If you don’t pay attention
to culture, you won’t get better.” He added that nothing usually happens until
customers feel the impact of a culture that isn’t working.

Fullerton believes, “Everything going on externally is going to show up in here
somehow. There are some big, big themes that are external that aren’t new and the
sense of anxiety and isolation in the world at large that is echoed in conversations
and topics on social media worries me a lot. This impacts how we think about
culture. That’s what I spend the most time thinking and worrying about. We have to
look at the whole person and recognize that being healthy and successful at work is
not separate from their day-to-day life.”
In the article, “Why Corporate Culture Has A Critical Role to Play in Making the
World a Better Place,”13 written for the World Economic Forum, author Ken Allen,
Chief Executive Officer, DHL eCommerce Solutions, Deutsche Post DHL Group,
shares his belief that the imperative for creating strong, healthy cultures extends
well beyond individual organizations. “Many thought pieces I’ve read about the role
of leadership in business have offered theories about how corporate culture can
influence employee engagement and a company’s financial results.
“My theory is rather more ambitious: it is that corporate culture can influence the
world in a broader sense. Quite simply, if large companies like ours can succeed in
engaging and empowering their employees in a positive way, then I am convinced
that this effect will flow outwards, like the ripples in a pond and will cause real
change around the world.”
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The speakers at the Network Roundtable, HSLC Meeting and Corporate Culture
2020 Conference may have had different motivating factors, but they all embraced
this reality. As Gareri says, “In the next ten years, culture is what leaders and
employees will be focused on. It will be the only true differentiator in business. We
live in a commoditized world. The only thing left that makes you stand out is how
you make customers feel and that is predicated on how you make employees feel.”

17

Undertaking Culture Transformation to Adapt and Thrive

About the CEO Health + Safety Leadership Network
The CEO Health + Safety Leadership Network is a distinguished group of leaders who
share a commitment to building sustainable businesses and communities.
This dynamic collaboration offers fertile ground for exchanging knowledge and ideas in
the pursuit of performance excellence. In addition to optimizing their own organizational
health and safety performance and return-on-investment, members:
 Build brand value and enhance corporate reputation
 Influence provincial and national health and safety policies and ensure business
requirements are represented in critical conversations
 Contribute to the transformation of health and safety culture in Ontario
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Join Us for the Next Roundtable Event
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The next CEO Health + Safety Leadership Network Roundtable is taking place virtually.
Visit our website for more information coming soon at ceohsnetwork.ca.
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About The Conference Board of Canada’s
Health and Safety Leadership Centre
The Conference Board’s Health and Safety Leadership Centre (HSLC) supports the
continuous improvement of healthy and safe workplaces. It is founded on the principle that
effective health and safety leadership is essential to the operation of a successful business.
Participation in the HSLC allows business leaders, governments, and academics
to exchange best practices within a learning community and demonstrate their
commitment to enhancing employees’ physical, social, and mental well-being.
The Conference Board of Canada is dedicated to leading this group by:
 conducting research on health and safety
 collaborating and partnering with existing health and safety initiatives
 featuring success stories from leaders who demonstrate a strong commitment
to health and safety
For more information, please visit our website: www.conferenceboard.ca/networks/HSLC.

Appendix A: Roundtable Participants

Adient

Optimum Talent

Alberta Municipal Health and Safety Association

P&H Milling Group

AwareNS

Power Workers’ Union

Best Buy Canada Ltd.

Public Services Health & Safety Association

Board of Canadian Registered Safety Professionals

Radiation Safety Institute

Borger Group of Companies

Railway Association of Canada

Bruce Power LP

Respect Group Inc.

Canada Safety Council

Retail Council of Canada

Canadian Centre for Occupational Health & Safety

Rillea Technologies Inc.

Conestoga College

Roma Moulding

HASCO Health & Safety Canada

Service Hospitality Association of Saskatchewan

Key Media

Skills Ontario

Kitchener-Wilmot Hydro Inc.

The Conference Board of Canada

Minerva Canada Safety Management Education Inc.

Threads of Life

Ministry of Labour, Training & Skills Development

Women Leadership Nation Inc.

Modern Niagara

Workplace Safety and Insurance Board

Mughal and Associates

Workplace Safety & Prevention Services

Occupational Health Clinics for Ontario Workers

Zeton Inc.
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The following organizations participated in the October 2019 CEO Health + Safety Leadership Network roundtable:
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“We’re always a work in progress. It’s not always about finishing
things. Let’s just accept that we’re always learning, growing and
changing—we’re forever beta.”
— Cheryl Fullerton, Executive Vice President of People
and Communications, Corus Entertainment

Let’s Shape the Future of
Health and Safety Together
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