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A	wet	welcome	to	the	new	year	from	the	UK,	where	rainfall	is	exceeding	
records	already.	Hopefully	some	of	the	articles	and	quotations	in	this	
edition	of	Cuttings	will	bring	some	respite	-	unless	you	are	in	a	part	of	
the	world	not	experiencing	extreme	weather.		Unlikely,	as	everywhere	
seems	to	be	affected	by	climate	change	in	some	way.	
	
For	the	first	edition	in	2016	a	plea	to	be	nice	to	people,	not	just	because	
it	is	polite,	but	it	creates	productivity	improvements;	a	cautionary	note	
on	the	corporate	culture	movement;	and	a	cautionary	note	on	not	
believing	everything	we	think	we	see...	
	
Enjoy...	
	

Geof Cox 

In	this	editionIn	this	edition	
It	 pays	 to	 be	 nice	 to	 people	 	 Some	
studies	 point	 to	 the	 performance	
rewards	 of	 being	 civil	 at	 work	 -	 and	
not	just	to	those	directly	involved.	
	
The	 dark	 side	 of	 corporate	 culture			
Pursuing	 a	 cultural	 'fit'	 can	 lead	 to	
problems,	 especially	 in	 ignoring	
diversity.	
	
You	 see	 what	 you	 want	 to	 see	 	 The	
phenomenon	of	affective	reality	-	and	
its	implications.	
	
The	 2016	 Public	 Courses	 in	 Kuala	
Lumpur	and	Snippets	to	provoke	your	
thinking	 and	 reflecting	 over	 the	
holiday	season.	

I t 	Pays	to	Be	Nice	to	PeopleIt	Pays	to	Be	Nice	to	People 		

A	 couple	 of	 studies	 from	 the	 USA	measured	 the	 impact	 on	 people	 of	
being	rude	on	someone's	performance.	In	one	study,	the	experimenter	
belittled	 the	peer	group	of	 the	participants,	who	then	performed	33%	
worse	 on	 word	 puzzles	 and	 came	 up	 with	 39%	 fewer	 creative	 ideas	
during	 a	 brainstorming	 task.	 In	 the	 second	 study,	 a	 stranger,	
encountered	 en	 route	 to	 the	 experiment,	was	 rude	 to	 participants	 by	
admonishing	 them	 for	 bothering	 her.	 Their	 performance	 was	 61%	
worse	 on	 word	 puzzles,	 and	 they	 produced	 58%	 fewer	 ideas	 in	 the	
brainstorming	 task	 than	 those	who	had	not	been	 treated	rudely.	Even	
people	 who	 merely	 witnessed	 the	 rudeness	 performed	 worse	 than	
those	who	 did	 not:	 22%	worse	 on	 the	word	 puzzles	 and	 28	%	 fewer	
ideas	in	the	brainstorming.	
	
Other	studies	at	the	University	of	Southern	California	found	that	people	
were	 less	 likely	 to	 patronise	 a	 business	 that	 has	 an	 employee	who	 is	
perceived	 as	 rude	—	whether	 the	 rudeness	 is	 directed	 at	 them	 or	 at	
others.	Witnessing	a	negative	interaction	leads	customers	to	generalise	
about	the	organisation	and	even	the	brand.	
	
So	 why	 aren't	 people	 nice?	 A	 quarter	 believe	 that	 they	 will	 be	 less	
leader-like,	and	nearly	40%	are	afraid	that	they’ll	be	taken	advantage	of	
if	 they	are	nice	at	work.	Nearly	half	 think	 that	 it	 is	better	 to	be	pushy	
and	rude	in	order	to	garner	power.	

SnippetsSnippets 	
A	collection	of	thought	provokers	
and	quotations…		
	
“I	never	think	of	the	future	–	it	
comes	soon	enough.”	

Albert	Einstein	
	
"We	all	live	with	the	objective	of	
being	happy;	our	lives	are	all	
different	and	yet	the	same."		

Anne	Frank	
	
"It	takes	two	to	speak	truth	-	One	to	
speak,	and	another	to	hear."	

Henry	David	Thoreau	
	
“An	enthusiastic	heart	finds	
opportunities	everywhere.”	

Paulo	Coelho	
	
“Patience	and	fortitude	conquer	all	
things.”		

Ralph	Waldo	Emerson	



	
As	 we	 can	 see	 from	 the	 performance	 and	 service	 experiments,	 these	
feelings	 are	 counter-productive.	 If	 you	 are	 polite	 and	 civil,	 it	 pays	 off	
with	huge	returns.	In	one	unpublished	experiment,	a	smile	and	a	simple	
'thank	 (as	 compared	with	not	 doing	 this)	 resulted	 in	 being	 viewed	 as	
27%	 warmer,	 13%	 more	 competent	 and	 22%	 more	 civil.	 So	 making	
small	 adjustments	 such	 as	 listening,	 smiling,	 sharing	 and	 thanking	
others	can	have	a	huge	impact.		
	
Ochsner,	 a	 Louisiana	 health	 care	 provider,	 encourages	 employees	 to	
make	eye	contact	 if	 they’re	within	10	feet	of	someone,	and	say	hello	if	
they’re	 within	 five	 feet.	 Ochsner	 reports	 improvements	 on	 patient	
satisfaction	and	patient	recommendations	to	others	after	implementing	
this.	
	
Not	 respecting	 people	 seems	 to	 be	 endemic	 in	modern	meetings	 and	
workplaces,	 where	 employees	 and	 executives	 alike	 seem	 to	 be	
surgically	 attached	 to	 their	 smartphones,	 ignoring	 everything	 around	
them.	 One	 executive	 of	 a	 multibillion-dollar	 consumer	 products	
company	required	all	his	meeting	attendees	to	drop	their	smartphones	
in	 a	 box	 at	 the	 door	 so	 that	 everyone	 would	 be	 fully	 engaged	 and	
attentive	 to	 one	 another.	 He	 didn’t	 allow	 people	 to	 use	 their	 laptops	
either.	He	reported	that	initially	employees	were	“like	crack	addicts	as	
the	box	was	buzzing,”	but	the	meetings	became	vastly	more	productive.	
Within	 weeks,	 they	 slashed	 the	 length	 of	 the	 meetings	 by	 half.	 He	
reported	more	presence,	participation	and,	as	the	tenor	of	the	meetings	
changed,	fun.	
	
OK,	 some	 people	 do	 seem	 to	 succeed	 despite	 being	 rude	 and	
thoughtless.	 But	 they	 have	 succeeded	 despite	 their	 incivility,	 not	
because	of	it.	Studies	by	the	Center	for	Creative	Leadership	have	shown	
that	the	No.	1	characteristic	associated	with	an	executive’s	failure	is	an	
insensitive,	abrasive	or	bullying	style.		
	
Power	 can	 force	 compliance.	 But	 insensitivity	 or	 disrespect	 will	
sabotage	 support	 in	 crucial	 situations	 when	 employees	 may	 fail	 to	
share	important	information	and	withhold	efforts	or	resources.	Sooner	
or	 later,	 uncivil	 people	 sabotage	 their	 success	 —	 or	 at	 least	 their	
potential.	Payback	may	come	immediately	or	when	they	least	expect	it,	
and	 it	 may	 be	 intentional	 or	 unconscious.	 Juries	 have	 been	 found	 to	
sway	 opinion	 in	 cases	 against	 attorneys	 who	 were	 rude	 or	 arrogant	
towards	them.	Boors	in	the	Workplace	
	
What	are	the	most	 frequent	rude	behaviours	of	bosses?	In	descending	
order:	
•	Interrupting	people	
•	Being	judgmental	of	those	who	are	different	
•	Paying	little	attention	to	or	showing	little	interest	in	others’	opinions	
•	Taking	the	best	tasks	and	leaving	the	worst	tasks	for	others	
•	Failing	to	pass	along	necessary	information	
•	Neglecting	saying	please	or	thank	you	
•	Talking	down	to	people	
•	Taking	too	much	credit	for	things	
•	Swearing	

	
“It	is	astonishing	how	short	a	time	it	
takes	for	very	wonderful	things	to	
happen.”		

Frances	Burnett	
	
“Today	is	your	day,	your	mountain	is	
waiting,	so	get	on	your	way.”		

Dr.	Seuss	
	
“Train	people	well	enough	so	they	
can	leave,	but	treat	them	well	
enough	so	they	don’t	want	to”		

Richard	Branson	
	
“Everything	has	beauty,	not	
everyone	sees	it.”		

Confucius	
	
"True	generosity	towards	the	future	
is	to	give	everything	to	the	present"	

Albert	Camus	
	
“The	really	happy	person	is	one	who	
can	enjoy	the	scenery	when	on	a	
detour.”		

Unknown	
	
“Words	are	plentiful;	deeds	are	
precious.”		

Lech	Walesa	
	
"I	am	always	doing	that	which	I	
cannot	do,	in	order	that	I	may	learn	
how	to	do	it."		

Pablo	Picasso	
	
Don't	go	through	life,	grow	through	
life."		

Eric	Butterworth	
	
"Celebrate	what	you	want	to	see	
more	of."		

Thomas	J.	Peters	
	
"Creativity	comes	from	trust.	Trust	
your	instincts.	And	never	hope	more	
than	you	work."		

Rita	Mae	Brown	
	
"Ask	for	what	you	want	and	be	
prepared	to	get	it"	

Maya	Angelou	
	



•	Putting	others	down	
	
Source:	 Christine	 Porath	 associate	 professor	 at	 Georgetown	University’s	
McDonough	School	of	Business.			
	

USEFUL	LINKS	
Click	here	to	go	to	the	original	New	York	Times	article.	
	
New	Directions	offer	workshops	on	employee	performance	and	
empowerment.		For	more	information	on	our	workshops	and	services	
Click	here		
	

"There	is	nothing	like	a	dream	to	
create	the	future."	-	

Victor	Hugo	
	
"We	will	be	known	forever	by	the	
tracks	we	leave."	

Native	American	Proverb	

The	Dark	Side	of	Corporate	Culture	
	
Matthew	Richter,	 President	 of	 The	Thiagi	Group,	 recently	 commented	
on	the	subject	of	corporate	culture	and	pointed	out	the	'dark	side'	that	
can	emerge	when	companies	pursue	cultural	'fit'.	
	
He	 recounts	 his	 experience	 in	 encountering	 clients	 who	 are	 very	
focused	 on	 maintaining	 their	 company	 culture.	 Culture,	 for	 them,	 is	
defined	 as	 “Our	 Company’s	 Way	 of	 Doing	 Things.”	 In	 other	 words,	 a	
vague,	 all-encompassing	 descriptor	 for	 an	 environment	 where	 the	
majority	 of	 senior	 executives/	 founders	 are	 comfortable	 working.	
“Cultural	 fit”	 is	 then	used	as	a	 filter	 for	hiring	and	often	an	excuse	 for	
firing.		
	
Whilst	accepting	that	a	company’s	leaders	need	to	assert	their	vision	of	
a	set	of	values	and	attitudes	that	define	how	the	firm	operates,	Richter	
is	pointing	out	that	this	can	be	a	barrier	to	actual	diversity—an	excuse	
to	reject	difference	as	a	means	to	maintain	comfortable	ways	of	looking	
at	 things.	 He	 also	 points	 to	 the	 hypocrisy	 of	 espousing	 a	 value	 of	
diversity	 but	 then	 condemning	 those	who	don’t	 fit	 into	 the	 “company	
way”	culture.	
	
in	 many	 companies	 diversity	 is	 in	 many	 ways	 merely	 superficial.	
Different	races,	different	genders,	different	religious	backgrounds,	and	
different	ethnicities	are	all	great	as	long	as	they	were	still	a	'fit'	for	the	
culture.	"It's	OK	to	be	French	so	long	as	you	work	in	an	American	way".	
The	 problem	 is	 that	 the	 company	 is	 filled	 with	 leaders	 who	 viewed	
things	 the	 same	way,	 come	 up	with	 similar	 solutions,	 and	 struggle	 to	
accept	 or	 see	 alternatives.	 Organisations	 often	 want	 to	 give	 the	
appearance	 of	 global	 multiculturalism	 but	 don’t	 want	 the	 diverse	
thinking	styles	or	approaches.		
	
There	 is,	 of	 course,	 a	 question	 about	 whether	 cultural	 diversity	 is	
actually	valuable	rather	than	just	politically	correct.	Is	there	a	business	
case?	 Studies	 seem	 to	 say	 yes:	 they	 demonstrate	 a	 correlation	 of	 a	
diverse	workforce	to	profits	and	margin,	and	also	proves	that	there	is	a	
causal	 relationship.	 Other	 studies	 demonstrate	 that	 surrounding	
ourselves	with	people	who	think,	act,	and	are	different	from	us,	leads	us	
to	be	more	innovative	and	better	at	solving	complex	problems.		
	
Richter	 believes	 company	 culture	 limits	 diversity.	 Companies	 run	 a	

We	see	what	we	We	see	what	we	

want	to	seewant	to	see 	
Our	 emotions	 don't	 just	 colour	 our	
perception,	 they	 influence	 the	
content	 of	 our	 perceptions.	 This	
tendency	 is	 called	 "affective	
realism".	The	catastrophic	outcomes	
of	 this	 can	 be	 seen	 in	 recent	
shootings	 in	 the	 USA.	 Half	 of	 the	
cases	 of	 police	 officers	 shooting	
unarmed	 suspects	 in	 Philadelphia	
have	 mistaken	 identified	 holding	
harmless	 objects	 such	 as	 mobile	
phones,	 or	making	movements	 such	
as	 tugging	 at	 their	 waistband	 as	
using	a	gun.	
	
There	is	a	misconception	about	how	
our	 brains	 work.	 We	 assume	 that	
our	 brain	 reacts	 to	 the	 physical	
stimuli	 gathered	 by	 our	 senses.	 We	
see	 or	 hear	 something	 and	 react	 to	
it.	 In	 fact,	 the	 majority	 of	 brain	
activity	consists	of	predictions	about	
the	 world	 -	 thousands	 at	 a	 time	 -	
based	 on	 past	 experience.	 We	 are	
making	unconscious	anticipations	of	
every	 sight,	 sound	 and	 other	
sensation	 we	 might	 encounter	 in	
every	 instant.	 Then,	 our	 brain	 does	
the	 sense	 checking	 to	 decide	
whether	its	prediction	was	correct.		
	
Most	of	the	time	it	is	-	a	red	object	in	
a	 supermarket	 does	 turn	 out	 to	 be	
an	 apple.	 But,	 when	 we	 add	 in	
emotions,	 then	 the	 affective	 reality	
can	become	skewed.	In	experiments,	
an	 unseen	 scowling	 face,	 caused	
subjects	 to	 perceived	 the	 neutral	



great	risk	when	corporate	culture	becomes	a	high	priority.	They	risk	a	
loss	 of	 appreciation	 for	 the	 many	 other	 factors	 that	 make	 humans	
diverse.	 (There	 are	 approximately	 62	 types	 of	 individual	 difference:	
race,	 ethnicity,	 generation,	 gender,	 education,	 socio-economic	 status,	
political	 affiliation,	 thinking	 styles,	 personality,	
introversion/extroversion,	 and	 so	many	more).	 Any	 organisation	 that	
truly	values	a	multicultural	perspective	and	a	 truly	diverse	workforce	
needs	 to	 avoid	 the	 trap	 that	many	 institutions	 have	 fallen	 into	 in	 the	
name	of	“corporate	cultural”	awareness..	
	
USEFUL	LINKS	
Click	here	to	access	the	original	article	by	Matthew	Richter	
	
New	Directions	provides	workshops	and	strategic	consultancy	services	
that	 build	 both	 corporate	 culture	 and	 diversity.	 Click	 here	 for	 more	
information.	

face	 they	 were	 actually	 viewing	 as	
less	 likeable,	 less	 trustworthy,	 less	
competent,	 less	 attractive	 and	more	
likely	to	commit	a	crime.		
	
So,	depending	on	the	circumstances,	
you	 might	 be	 predisposed	 to	 see	 a	
llama	 instead	 of	 a	 deer	 or	 someone	
holding	 a	 gun	 instead	 of	 a	 mobile	
phone.	We	are,	in	large	measure,	the	
architect	 of	 our	 own	 experience.	
Something	to	bear	in	mind	if	we	are	
observing		 activities	 or	 making	
judgements,	 especially	 when	
emotions	are	high.	
	
USEFUL	LINKS	
Click	 here	 to	 read	 the	 NY	 Times	
article	"When	a	Gun	is	Not	a	Gun"	

CuttingsCuttings 		
	

Cuttings	 is	 a	bi-monthly	 collection	of	 ideas	and	comments	published	
elsewhere	which	 have	 attracted	my	 attention	 over	 the	 past	 couple	 of	
months.	 It	 is	 designed	 for	 readers	 who	 are	 interested	 in	 individual,	
organisation	 and	 management	 development	 and	 is	 free.	 It	 has	 been	
published	 continuously	 for	more	 than	 20	 years	 by	New	Directions,	 an	
international	network	of	consultants	and	trainers	who	work	together	to	
learn,	 research,	 design	 and	 provide	 consulting	 and	 training	 in	
individual,	management,	and	organisation	development.		
	
USEFUL	LINKS	
Past	issues	of	Cuttings	
New	Directions	website	
Getting	Results	Without	Authority 
	
Contact	details	
T:	+44	(0)117	968	1451	
M:	+44	(0)7753	626284	
Skype:	GeofCox.NewDirections	
E:	geofcox@newdirections.uk.com	
P:	26a	Downleaze,	Bristol	BS9	1LZ,	UK		

		

Public	Courses	2016Public	Courses	2016 		
New	Directions	runs	a	small	number	
of	public	training	programmes	in	
association	with	partners.	2016	
dates	are	below.	.	
 
Human	Competency	and	Human	Competency	and	

Capability	DevelopmentCapability	Development 		
A	4	day	course	in	strategic	human	
resource	management	for	the	oil	and	
gas	sector.		
Kuala	Lumpur	 18-21	October	
 
International	International	O&G	O&G	Executive	Executive	

ProgrammeProgramme 	
An	intensive	5	day	workshop	in	
strategic	management	for	the	Oil	
and	Gas	industry.		
Kuala	Lumpur	 24-28	October		
 
USEFUL LINKS 
New	Directions	consultancy	and	
training	services	
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