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For my mom,

Thank you for all the times growing up

when you sat next to me

while I was stuck in my writing.

You always believed in me.

This is for you.
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Introduction

Who do you want to become?

That’s a pretty big question, but the good news is you don’t have to know the answer to that just yet. After all, this question is likely why you’re here.

Looking back to where I started, I was desperate for someone to show me how to advance in my career, develop as a leader, and grow as a person, so I listened to anyone willing to share advice and read every business and personal development book I could get my hands on.

I pursued my dream career and life, learned from many mistakes, and celebrated many successes. Along the way, I also ended up with a strong network and large bookshelf. But something was still missing. I kept searching for a roadmap that showed me it was okay to be ambitious, that being grateful and wanting more wasn’t a paradox, and that I wasn’t alone.

That’s where my idea to start taking one Bold Move a day began. I decided it was time to achieve what I had never thought was pos sible for myself—and did that with a challenge and a reminder that I needed to put myself out there and follow through, though I will admit that this wasn’t concrete or conscious at first.

Over time, that changed. I realized that the more intentional I was with this commitment to myself to make one Bold Move a day, even if it was the smallest step in the direction I wanted to go, the stronger, more confident, more compassionate, and more successful I was—and it inspired others. And the easier it became to truly celebrate my progress, too.

Today, as a leadership consultant and philanthropic advisor who spent 20 years raising hundreds of millions of dollars and leading large teams in multibillion-dollar nonprofit organizations, I want to share everything I’ve learned up to this point (often the hard way) with you.

One Bold Move a Day is the book I had been looking for all this time—and I hope it can be your missing link to create the success you and I both know is possible for you.

WHAT DOES IT MEAN TO MAKE ONE BOLD MOVE A DAY?

When you think about Bold Moves, you might be thinking BOLD MOVES.

Yes, a Bold Move can be something you do that merits an all-caps text to a friend. But the reality is a Bold Move isn’t always going to be something as significant as moving to a new city or taking a new job. Your one Bold Move might be asking for the server to bring the mustard you wanted instead of quietly wishing they had. Or maybe it’s saying hello to a person you pass on the street. It might be speaking up in a meeting, disagreeing with someone more senior than you, or negotiating your salary to get paid what you’re worth.

A Bold Move is one that challenges you to grow. Sometimes it’s about capitalizing on an opportunity, and sometimes it’s about creating that opportunity for yourself. A Bold Move might look like a radical shift in your life, or it might be barely noticeable to others. Bold Moves can happen at work or at home, in friendships, relationships, and even in loving yourself.

Thinking about your Bold Move may make your heart beat a little quicker—and there’s likely a voice in your head that tells you not to do it, and that’s okay. Making a Bold Move requires intentionality, courage, and follow-through.

A Bold Move for you might not be the same as someone else’s. No one gets to judge your Bold Move and whether it’s good enough. Including you. You have to face the fear you’re feeling and learn to do things while you’re afraid.

With each Bold Move, you’ll grow stronger, more confident, and more compassionate. And you’ll inspire others, sometimes in ways you’ll never know and other times in ways you’ll be grateful to discover. No matter the case, you deserve to achieve your goals. You deserve to advance your career. You deserve great things. And you have the power to do all of this for yourself.

With one Bold Move a day.

It wasn’t always like this for me, though.

Early in my career, I walked into the office wearing a suit, a smile, and ready to share all of my ideas. And share I did. I’d speak up in meetings, comment on colleagues’ strategies, and raise my hand for new projects. Though what I did well helped me get promoted, it also became a magnet for other people’s opinions. I heard the whispers behind my back, and there were plenty of comments to my face. They were along the lines of, “Who does she think she is?” “She shouldn’t be so out there.” “She needs to take it down a bit.”

I internalized the commentary. It showed up in second-guessing myself or holding back an opinion. Over time, I minimized my own strengths in order to make others more comfortable. I didn’t even realize I was doing this. For years. But with help from an executive coach and loved ones, I slowly regained the power of being the best version of myself. I learned how to work through fears and rise anyway. I later realized other people’s reactions often had nothing to do with me.

This is where One Bold Move a Day comes from. I wanted other women to proudly share their best selves as they worked to achieve their goals. You can lead yourself and others with joy through intentionally making Bold Moves.

ABOUT THIS BOOK

When I wrote this book for you, I wanted to support you in fulfilling your potential both personally and professionally. Each chapter focuses on a different priority area to help you advance your career, grow as a person, and develop as a leader.

At the end of each chapter, you will find three Bold Moves for you to make now, so you can apply what you’ve learned and begin to take meaningful actions to fulfill your potential.

WHAT ONE BOLD MOVE A DAY WILL TEACH YOU

Through this book, you will learn what is possible for yourself. You’ll be reminded of your existing strengths and cultivate new ones. You’ll understand that even the smallest step in the direction you want to go will get you closer to your goals and give you courage and energy to put yourself out there to try something new.

The reality is that sometimes the small things you do each day will end up leading to very big things. That’s how movements get started. You might start the first step in a project you’ve been thinking about for years. You might make one new connection at an event. You might support one person’s goals or get a new job. Whatever it is, one single Bold Move can change the trajectory of your career and your success, as long as you get started.

As for the right time? Well, there will never really be a perfect moment. You just have to start somewhere, so why not start right here and right now?
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Bold Mindset Shifts

To prepare yourself to make one Bold Move a day, it helps to get into the right mindset—the right four mindsets, actually! The four bold mindset shifts include:

1. Gratitude Mindset

2. And Mindset

3. Happiness Mindset

4. Progress Mindset

Each of these four mindsets individually plays a special role in the process of continuously showing up for yourself and others. They also represent a significant shift in how I approached my work and life, and they will provide you with the context and encouragement to successfully put yourself out there and follow through.

Each mindset contributes in a different way to your success, but they all complement each other and together they will become the foundation to your Bold Move Mindset. Because even when your Bold Moves create your path, things may not always turn out as you’ve planned. There will be days when it may not even feel like you’re moving forward, and in that case, you need to consider your growth with the appropriate mindset. Let’s dive deeper into each of these mindsets to know when and how each can be used.

GRATITUDE MINDSET

I can still remember the day I walked into work and learned I was being reorged. My job responsibilities shifted, and part of my team was moved to another reporting line. Though, looking back now, I see there had been a few warning signs, in the moment I felt completely caught off guard. Our team had excelled, and I had been recognized for my leadership—but I had forgotten the importance of proactively talking about these accomplishments and took for granted that others were aware of what we had been doing. My first mistake was assuming that I would be noticed if I worked hard, and my second mistake was starting to withdraw at work, and worse, chatting behind closed doors.

I know this was not ideal. As the leader of a team, I had even more responsibility to help my staff members navigate this transition, especially those who also had their jobs changed unexpectedly. I felt like a failure for not protecting them and for not protecting myself.

I realized I needed to do something to help regain my sense of control of the situation.

In reading articles and books on facing change at work, I came across many suggestions and concepts to try. One that I kept seeing was a “gratitude list,” which I will fully admit I scoffed a bit about at first. I didn’t think that something so simple could really help change my life. I wasn’t one of those woo-woo people, and I was far too realistic to see only the positive. Plus, when my work life turned upside down, the last thing I felt was grateful. Of course, I was grateful for my health and my family, but those things felt too substantial for this exercise and didn’t address the problems I was facing at work.

Despite my initial pushback, I decided to focus on being grateful for the good things that happened each day to keep me grounded in the moment I was in. It took me a while to get started. I had trouble noticing the good things. One of my earliest notes included appreciation for rain boots. Another day I was grateful for the conversation at family dinner. As I practiced gratitude with more intention, my notes changed to the beauty of individual moments spent with family and friends, sharing ideas in meetings, working on new projects, and more.

When I sat down to review my gratitude journal to write this chapter, my tears filled my eyes when I read one entry: “I can feel gratitude changing me.” It made me realize that it can be tough for negative emotions to flourish when you’re consciously keeping track of things that bring you joy.

Gratitude comes in all forms and sizes. There is no judgment if your list includes the latte from your favorite coffee shop or an extra delicious piece of cake. Like any Bold Move, it’s about recognizing the moment.

If the list isn’t quite your thing, practicing gratitude can happen in other ways. Instead of spending time to write out your personal list, try sharing gratitude daily with others in written or verbal forms. Plan to start each week or each day sending a note of appreciation to tell someone how they’ve made a difference in your life. Be specific about why you’re thankful.

If you’re thinking this all sounds a little too whimsical, research shows gratitude increases resilience, happiness, and self-awareness.1 It also has been found to lead to physical health benefits, including better sleep.2 Most of the studies showed significant positive effects of gratitude can be developed within three months. That’s such a small part of your entire life, and yet the effects will extend far beyond three months. To grow in your career, these are all qualities you will need, so think of it as an investment in your professional success.

In cultivating gratitude in my daily life, I’ve grown more optimistic, resilient, and open to learning (and failure). It has helped me overcome challenges in handling change on many occasions. I’ve realized I had the tools I needed within myself. I’ve taught this to my son, to help him create this strength in himself, too, and it’s become part of our dinner conversations or bedtime routines.

When you feel grateful, you honor all you have and all you are.

AND MINDSET

Here’s the thing: You can be grateful and ambitious. These are two equally important truths, and they don’t have to exist independently. A paradox mindset means accepting the both/and of the situation3—meaning multiple things can be true at the same time. This is the reality of life: things may feel competing or in tension, but you can reframe your approach to see how they integrate. It’s what I call the And Mindset.

The sooner you accept this paradox, the sooner you’ll thrive. In the And Mindset, you see abundance. You believe in possibility—including what’s possible for you. There’s space for all of us to be successful, there’s space for all feelings, and in this magical space, there’s innovation, grace, and learning.

When you’re stressed or overwhelmed, it’s a natural response to see everything as zero sum. There’s only one option. There’s only one winner. There’s only one path forward. People crave clarity and certainty, and we unintentionally try to create it such that it over shadows other important truths. You can get caught up in either/or—and it will limit you.

Honor the tension that exists when two competing things feel true.

You can find joy even in challenge.

You can love something and still be exhausted from it.

You can walk into the discomfort to get comfortable.

You can create clarity while you wade through ambiguity.

You have the power and strength to do this. It may need to be further cultivated, and I’m here to support you.

Find the and.

While you seek it, remember this is a process.

HAPPINESS MINDSET

Sometimes while you pursue goals, it’s easy to get caught up in the results. You tell yourself: if I just do a little more, go a little farther, work a little harder, I’ll reach the desired outcome. In this hustle, you might even lose sight of what you’re working toward. I know I have.

This goes all the way back to childhood for me. I can distinctly remember conversations with my mother where I’d plot the next student leader role I wanted or a project I should take on, even when my days were already packed with a full roster of activities. I often looked ahead, working toward the next big thing. Though my mother always made sure to remind me that she was proud of me, in each conversation she would add, “Remember to have fun.” I tried to take her words to heart, though usually I waited to celebrate until after the task was finished or the goal was completed. It wasn’t lost on me that most of my friends’ parents urged them to achieve, and mine told me to have fun. I think she realized she didn’t need to push me because I pushed myself hard enough. Looking back, I remember far less about the goals I planned—which seemed so important to me at the time—than her gentle encouragement. She had already learned happiness doesn’t come from reaching a goal. To my mom, joy came from celebrating the moment you were in.

This hustle continued as I entered the working world. I was motivated to exceed every goal, whether to prove to others or myself that I could. It felt great to make something happen as a result of my efforts and be recognized for it, which felt even better. This was how I defined success, and therefore happiness. The cycle continued—except it didn’t always. When I didn’t meet my goals, it gutted me. And sometimes even when I did meet them, I didn’t acknowledge what I had accomplished because I was too busy working toward the next goal. I kept racing to the proverbial top of the mountain thinking that’s where I would find happiness. But the problem was when I got there, I sometimes found that what I thought was the top was really only the middle of that mountain. Never mind the fact that I thought there were always more mountains to climb. Living like this meant being in a perpetual state of “not enough.”

Getting out of this trap is crucial to your success, not to mention your emotional and personal well-being. If this feels like something you do, start to make a change by stopping yourself from equating reaching your goals to happiness.

Think about this. Do you tell yourself, “After I reach that goal, then I’ll be happy”? If you do, there are some hard truths you need to come to accept. First, your goals may change. You also won’t always meet them. You’re more than your outcomes. And when you make happiness contingent on your success, you’re inadvertently postponing your own joy. You deserve to be happy. Right. Now.

Happiness is a mindset. It comes from where you focus your attention and how you approach whatever your current reality is. I like to think of myself as a rational optimist, which means realistically assessing a situation and believing you can make a real difference. It’s knowing that you can create clarity in ambiguity. I want to be clear this approach doesn’t mean that you’re naive or overly optimistic; instead, it means you can see challenges as possibilities.

PROGRESS MINDSET

Once you realize happiness leads to success and not the other way around, it doesn’t necessarily mean you need to slow down in pursuing your goals. Instead, you’ll have to be far more purposeful to give yourself pause in order to grow—and that’s where our final mindset comes in: Progress Mindset.

Think about it: when you’re so focused on your next accomplishment, you forget how hard you worked to get where you are. Before you move on to the next thing, first recognize your preparation and learning. The journey matters, and it’s more meaningful when you recognize the steps you took. It’s about believing in your own abilities, knowing you have the capacity to improve, and honoring what you did to get to this point.

Learning to celebrate progress has fundamentally shifted how I lead myself and others—and it’s also become one of my greatest joys. Now I see every day as an opportunity to appreciate how far I’ve come—and it can be for you, too. I mean, who doesn’t love a good celebration?

You can start by jotting down a note in your calendar each day about a win you had. By the end of the week, you’ll have a list of wins. These tiny victories add up over time. You can also find ways to remind yourself of what you did to get to where you are today.

When I was a development intern in college, a mentor, Beth, brought me a plain manila folder that she called an “AttaGirl” folder. She said it was for keeping track of the notes and accolades I received, and I should look back through the folder on tough days. Though unsure why this would be important, I trusted her wisdom and dutifully took the folder, and this practice has become incredibly important to me as I’ve progressed throughout my career.

Over time, I’ve created email and paper versions of this folder. They are filled with my formal offer letter for my first job in fundraising, the envelope from the first seven-figure charitable gift I closed, notes from bosses recognizing my efforts, and cards from colleagues cheering me on, among other things.

On the days you make a mistake or get rejected, it’s easy to forget the many things you have accomplished and how you have helped others. The simple act of reviewing the folder and rereading the notes provides you with the reinforcement to keep going, try again, learn from the experience, and refocus on the big picture. Today, it just takes knowing that the folder exists to motivate me. When I packed up my office during the pandemic to transition to fully remote work, it was one of my most prized office possessions.

Even when you’ve developed strategies to work through things over time, you’ll likely still have moments where former tendencies emerge. There have been a few (okay, more than a few) times in adulthood where my mom still had to lightly remind me to have fun and be in the moment. Because you’re committed to the journey, you can accept this learning with self-compassion.

MY MOMENT OF REALIZATION

When I think back through the rejections I received throughout my career, one in particular has stayed with me all these years. I had my eye on a job managing young alumni fundraising for a university I had strong affinity for (though I hadn’t attended). As a recent graduate who was passionate about helping others find the joy in philanthropy, I felt this was the perfect job for me. I made it to the final interview round, and ultimately, they selected someone else. I remember feeling brokenhearted that this had been my chance, and I missed it. Then I learned the woman who got the job (I’ll call her Laura) had several years of experience already, she was an alumna, and on top of all that, she seemed to have it all together. While Laura seemed perfect for the job (and really, in life), I felt less great about myself.

Even after I found a job and moved away, I still randomly thought about how I had missed the perfect opportunity and Laura had gotten it. It’s a little embarrassing to admit, but I would follow her career and secretly compare our progress against each other, too.

Imagine my surprise when I went to a professional development conference a few years later and saw Laura’s name on the attendee list. During a break, I worked up the courage to introduce myself. I wanted to dislike her, to confirm she didn’t have real experience and I really should have been the one to get the job all those years ago, but in reality, Laura was well spoken, knowledgeable about our industry, and kind. Instead of hating her, I wanted to be her. I invited Laura to join a group of us for lunch and felt a little starstruck. At the end of the conference, we exchanged business cards and said we’d keep in touch.

We talked on the phone a few times and ran into each other once shortly after. The magic of the internet allowed me to continue to follow Laura’s successes, and there were many. She continually received promotions and took on new roles. Even though I was on a similar trajectory, it didn’t seem to move as smoothly or quickly as it did for her. The moves we made for my husband’s career often required me to take a lateral opportunity. I daydreamed about whether my career might look like Laura’s if I had the chance to make my own decisions.

Over time, though, I stopped checking in quite as often on what Laura was up to. My own career and life began to fulfill me in a different way. In addition to the professional roles I loved, I had started writing more on my blog, and one day I noticed a comment from Laura on a post I had shared. I sent her a brief note to thank her for writing and said how meaningful it was, especially from someone whose career I had followed from the beginning. She responded with a note of her own, “You have helped me SO much this year!! Last week I accepted my dream job. … So proud of who you are, where you are, and what you are doing. You are the example!”

I burst into tears when I read it. I had spent nearly 20 years of my life proving why I should have gotten that job, and in some ways, wanting to be this woman who thought I am the example.

I share this story with you because I want to help you learn an invaluable lesson it took me too long to realize: you need to stop proving yourself to everyone and shift your mindset. Start cheering yourself on, finding gratitude, creating happiness, and celebrating your progress. You’re inspiring others, sometimes in ways you’ll never know.

It’s time to get out there. And it’s time to start making your one Bold Move a day.


BOLD MOVES TO MAKE NOW

Look back over the four mindsets. Which one will you try first this week? How will you get started?

Write down one of your wins from this week in your calendar or phone.

Create an “AttaGirl” folder for yourself (either a paper or email version—or both!) and find two things to add to it.
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Believe in Yourself

Believing in yourself is the foundation for how you will do everything in your work and life. Throughout your career, there will be people who try to undermine your confidence (knowingly or unknowingly), so it’s important to be clear about what makes you great, how to keep moving forward through challenges, and why you belong at any table.

Learning how to believe in yourself will be a lifelong process. As I’ve entered each new stage in my career, I’ve felt unsure of myself. Whether you’re starting your first job, are starting a new role at a new organization, have recently been promoted, or are returning to work from parental or any other kind of leave, it’s normal to feel uncertain as you navigate through something for the first time. This is also where your greatest growth opportunities will be.

Though you may be starting something new, it doesn’t take away all the things you’ve worked toward to get to this point. But it does mean you have to consider how to leverage all your experiences to bring the best of yourself to the situation.

In one of my first jobs as a development director at a university, though I had worked hard to get to where I was, I felt like I had to prove to everyone I deserved to be there. I also felt the need to prove it to myself. I held myself to unrealistic standards. For example, instead of recognizing this time as an opportunity to learn, I stayed late at the office working on projects, revising them multiple times, and sometimes even brought myself to tears in frustration when my work didn’t turn out right.

I learned the hard way in this job that when you focus on doing everything “right,” it undermines your confidence because things don’t (and won’t) always go as planned. I also learned that I needed to start asking for help. At the time, I didn’t think that was an option, because I was worried my supervisor and colleagues would think I wasn’t good enough or didn’t know enough. I didn’t want them to think I was a fraud for having this job, because deep down I felt like I was. Looking back, this was probably the time in my life when my self-doubt was at its worst.

Fortunately, I had a supportive boss, Pam, who provided guidance about how things were done while giving me a safe space to develop new ideas. She delegated important tasks to me and always took the time to thoroughly explain her expectations.

But she wasn’t going to figure it all out for me. I had to do the work, too.

After one particularly challenging situation with a colleague, I went to her to say I couldn’t work with that person anymore. I drew a line in the sand and expected her to fix it. Not only did she refuse to do that, but she also lectured me on what my job really was—to learn how to navigate things for myself and collaborate with others in order to succeed. I remember leaving her office and crying in the parking lot for a long time. I wish I could say I walked into the office the next day truly understanding the importance of that feedback, but I didn’t. Though I felt defeated, something did become clear: it would be up to me to lead myself and improve this situation, and that’s what I would do.

Even when you’re at the top of your career, you’ll still have to remember to do this. I know I did. As I navigated the challenges of being a senior VP, I made some missteps. When I first started, I relied too heavily on what had worked for me in the past and didn’t recognize that things were different in a new role and organization. If I had focused more on learning how to integrate the expectations of this new organization with my strengths, I would have brought my best self to work much sooner. During times like this when the little voice in your head tells you you’re not good enough, consider this: if you listen closely enough, there can also be another even stronger voice reminding you that this is exactly what you were made for. In those moments, which voice you listen to is your choice. You have the choice to be your own biggest fan. Because if you want others to believe in you, you’ll have to believe in yourself first. And believing in yourself doesn’t mean you have everything figured out; it means taking on a challenge anyway. Confidence is taking action to move you closer to your potential.

CREATE A STRONG FOUNDATION

Whether you’re in your first job, a first-time manager, or leading a company, remember you’re in your role for a reason. They hired you because they saw the strengths you could bring to the role. It’s important for you to see these strengths and reflect on what makes you distinctly special.

Whitney Johnson, author of Disrupt Yourself, calls the unique gifts that make you who you are your superpowers. I love the idea of having superpowers, just by being yourself!

Let’s spend some time reflecting on what sets you apart. This is not a time to self-edit; it’s a time to get to know yourself better. Whether you’re a journal person or not, what follows is an excellent way to help yourself answer this question.

Here are some prompts to determine your superpowers:1

1. What compliments do you hear frequently?

2. What do your friends ask you for advice about?

3. What comes naturally to you that doesn’t come naturally to others?

Here, as an example, are my answers to the prompts:

1. What compliments do you hear frequently? I love connecting with super ambitious women who are at the top of their careers. I’m struck in nearly every networking conversation that people will thank me for truly listening to them and helping them think through complex situations they don’t often talk about, even with people they know well. At first, I shrugged this off, because I was being myself and genuinely wanting to understand another woman’s motivations and dreams. As I heard it again and again, I realized there was something here to explore—how few spaces there are for ambitious women to share their stories—and that’s part of what prompted me to intentionally create this space through this community.

2. What do your friends ask you for advice about? Friends often come to me to talk through challenging conversations at work: how to ask for a promotion or negotiate their salary, what to do with a difficult boss or colleague, or how to advocate for themselves. When your friends come to you for guidance on a specific topic, that’s a signal they see you as an expert from their perspective.

3. What comes naturally to you that doesn’t come naturally to others? I happen to have an excellent memory, which enables me to recall conversations, situations, or policies that others may forget or need notes for. To be clear, this is both a superpower and kryptonite, because I don’t necessarily want to remember all these details—and other people don’t necessarily want me to either! For example, I get frustrated when we talk about the same topics over and over in meetings, especially when we don’t move toward action. And my loving husband wishes I would not mentally track who did what.

I love doing this superpower exercise at different points in my life and career, because it really helps you understand how you can bring value where you are and what to do more of depending on your current situation. When you fully leverage your strengths, you bring goodness to the world—and more joy for you.

If you’re thinking right now, “I have absolutely no idea what my unique qualities are,” that’s a sign to dig deeper and get curious. Here’s the thing: these strengths come so naturally to you, you may not even notice them, unless you slow down to pay attention.

Maybe you have the ability to inspire others around a common cause, or you see what others overlook, or you thoughtfully analyze data to make recommendations. For more inspiration, go back through your “AttaGirl” folder and review what others have sent to you celebrating your great work.

Once you have clarified what your strengths are, feel confident in your abilities, and value what you bring to the world, you’ll start believing others when they start to recognize them, too. Learning how to graciously accept compliments when others acknowledge what you’ve done well builds your confidence and has the power to deepen relationships with others.

Let’s practice:

Colleague: “You killed it in the presentation today.”

You: “Thank you.”

That’s it.

It’s about time we all remember that “Thank you” is a full sentence.

Don’t deflect the praise because it feels awkward to get attention or you’re focused on the one thing you could have done better in the presentation. Don’t minimize your work because you think things like that are “just doing your job,” either. Instead, say “Thank you” and mean it. Recognize your own awesomeness, and be grateful that someone else saw it, too. You’ll help other women around you see how they can simply accept a compliment themselves, too!

Learning how to accept a compliment gave me freedom to celebrate what makes me special, and that was one of the greatest gifts I have learned and earned. And speaking of gifts, want to know another one? You don’t need anyone else to validate your amazingness. Don’t get me wrong, I will happily accept genuine recognition, and I do find that it motivates me. But learning to compliment myself gave me the power to believe in myself and be my best self.

And I want that for you, too.

OVERCOME YOUR OWN LIMITING BELIEFS

Even after you’ve created your strong foundation and start to truly believe in yourself, you will experience moments of uncertainty and doubting your own abilities. These feelings, though uncomfortable, are common.

Limiting beliefs can creep up at any stage in your career and in unexpected moments, such as the high points of your career. This happened to me shortly after I got a big promotion at work and headed to New York for an important donor visit, something I had done hundreds of times before. Except this time, I experienced a gnawing feeling that maybe I didn’t really know what I was doing and wasn’t ready after at all. I ignored it while navigating the train and subway to the meeting, focusing instead on how I wanted the conversation to go. Everything was relatively fine until the elevator ride up to the office’s fancy coffee bar, where I felt dizzy, and the negative voice grew louder in my head.

I had only a few moments before the bank partner would expect to meet me for coffee. Looking frantically around the lobby, I found a ladies’ room because I needed to quiet my mind. I recalled moments as a kid when I would feel unsure of myself or broken from rejection, and my mother would stand beside me and lift me back up by encouraging me to build my own self-worth. She would gently guide me to a nearby mirror and encourage me to look at my own reflection to remind myself I was worthy and deserved good things.

While I watched my own reflection in the expansive mirror, I grounded myself by repeating silently my new title and organization. Over and over, I said, “I am the director of major gifts at the Wharton School.” To be clear, I don’t encourage you to wrap yourself up so tightly in your title as the indicator of your worthiness, because you are so much more than your job. But in that moment, I needed to remind myself I had earned that role and I belonged where I was. Slowly I felt the negative voice get quieter. I walked into the meeting room and asked for one of the largest gifts I had ever asked for in my career—and I did so because I was the right person for the job and I was damn good at it, too.

There’s incredible power in having a mantra to rely on and help you refocus when you’re feeling overwhelmed or lost. It doesn’t matter so much what the mantra is, it just matters that it reminds you how amazing you are and what you’re capable of. Here’s one to get you started: “I will achieve things I didn’t know were possible.” “I will make one Bold Move a day” is another great one!

After my meeting that day, I called my best friend to recount both the highs and lows of the trip. She responded with empathy and shared a story about a time she had questioned her own abilities in the midst of a complex work project she had worked hard to get. It was a reminder that when you face self-doubt, you’re not alone. Share with a friend or mentor how you’re feeling. They’ve likely gone through this, too, and can relate to your experiences.

This can even be something you add to your list of questions for when you meet people you admire: ask them about a time when they felt less sure of themselves and what they’ve done to overcome those moments. Learning from others will help you remember you’re not alone and build your strategies to get back up again in the future.

Here’s the thing: You did the work to get where you are, and you belong at the table. Things don’t just happen to you. Luck is when preparation meets opportunity.

Make your one Bold Move a day. It is an excellent way to choose confidence and believe in yourself.

FACE YOUR FEARS

Once you’ve chosen to accept and embrace what makes you unique, the next step is to work through your fears—even while you’re still learning and making mistakes. Common fears in work life can include failure, not being good enough, being wrong, and disappointing others. I know this because I’ve feared all of these at different points in my career: I’ve focused on what I was “supposed to do” so I could be deemed “good enough.” I’ve gotten caught up in other people’s expectations. And I’ve let my fear of failure stop me from starting.

The reality is you can’t advance yourself and your career unless you’re willing to face your fears. To be clear: I’m not saying you have to overcome your fear. I’m instead saying you have to learn how to do the things while you feel afraid, so the fear doesn’t overwhelm you. This is where you level up.

You may try to ignore your feelings in the moment because it seems easier than dealing with them. But fighting or ignoring your feelings can lead to shame. While it may feel obvious to acknowledge you have fears, you have to first give yourself permission to feel them because this isn’t something you’ll find externally. Look within and ask yourself: What approval do I need from myself?

Asking this question creates self-awareness of your feelings. From there, you can get more specific about what you’re worried about. Naming your feelings gives you power over them. Thinking through where these feelings have emerged in past situations helps you get started. You may even write down what you can recall from those experiences. (For example, “When I presented an idea in the meeting last time, I got shot down by the managing partner. I was mortified and I could see everyone looking at me. I didn’t speak for the rest of the meeting.”) Your goal is to understand where these worries come from because that will give you insights into what you need to do to work through them.

You may unintentionally get in your own way by staying focused on what’s happened in the past, going all the way back to your childhood. I remember the feeling of politely sitting on the sidelines during games and activities as a kid, because I was too afraid to try something new. After all, new things are much harder to do perfectly, and I thought perfect was the only option. Because of this, I held myself back time and time again.

Here’s the thing: I still hold myself back at times. I overthink things or wish I could avoid them altogether, until I remember all of this is a choice. Fears can hold you back—or you can channel your energy to use your fears to help you move forward. The very act of feeling fear reminds you to be present in the moment you’re in.

We spend so much time picturing the worst-case scenarios. Good things are possible, maybe even the best things. Thinking about the best possible outcomes requires you to shift your mindset to consider why good things can happen to and for you. Expecting the best is more vulnerable than expecting the worst. Focusing on the worst-case outcome protects you from being disappointed when things don’t work out. You might even convince yourself you knew something bad would happen, so you prevented yourself from considering other options. When you limit your thinking this way, you also limit what’s possible for yourself. Ask yourself, “What’s the best possible outcome that can happen?”

But know that things won’t always be linear. You may feel comfortable asking for a raise, but not asking the server to fix your meal order. (Okay, that may just be me.)

Whatever it is that you struggle with, commit knowing that you’re worth what you are dreaming of—even if it’s as small as having mustard on the side of your meal like you asked for. Little things can be big things, and those little things can help you start somewhere.

Like most experiences, it takes practice to achieve a desired outcome, and one of the best ways to practice facing your fears is to make your one Bold Move every day. This builds your courage. It won’t always turn out the way you’ve planned or hoped—but it just might turn out even better.

BUILD RESILIENCE

I personally and firmly believe anything is possible. I show up at work and for others each day and lead with optimism and a belief that people I care about can do things they didn’t know were possible.

It’s easy to presume that someone who appears to have boundless positive energy wouldn’t get caught up in the little, everyday frustrations of work and life—or the big challenges we all face.

I’m going to let you in on a secret … I used to be a pessimist. If you know me now, that might really surprise you, but it’s true. When people ask, “Do you see the glass half full or half empty?” I used to (almost proudly) shout, “Half empty!” I could find the negative side of everything, even in a positive moment. When I was happy—and I definitely was happy often—I worried about being too happy, as if the joy might run out or something bad was bound to happen next. Now I see that this all probably related to having anxiety that I wasn’t willing to acknowledge or work on at the time.

Over time, I learned that the difference between a pessimist and an optimist is how you approach whatever your reality is. And once I realized that I was in control of my reality, everything changed. Even in the difficult moments, I stopped seeing barriers, and instead started to see opportunities.

Resilience means knowing how to rely on your inner strength and grow through your circumstances. It doesn’t, however, mean you won’t experience challenge.

In fact, I still feel rejection, frustration, lack of motivation, and disappointment (sometimes all in the same day!). But the difference now is that I get back up after that—and most times even more determined.

This is what I want for you, too. Here are four ways to build your resilience:

Focus on What You Can Control

When working through challenges, you may feel overwhelmed by your own worries. If this happens, a great place to get started is to write all of your thoughts down in a list. Consider each individual thought you’re having, and ask yourself, “Can I control this?” (For the record, you cannot control the future, other people’s actions or feelings, or outcomes, no matter how much you or I try). If you cannot control it, focus on what you are able to influence or change, including your mindset, effort, and actions. Resilience comes from focusing and protecting your energy.

After you’ve done that work, ask yourself “How can I best approach this situation right now?”

Change Your Perspective

One of the things you can control is your perspective. Though you cannot change what happened, you can choose how you respond. I once read about the importance of saying “I get to do this” (as opposed to “I have to …”). Though it’s a small nuance in the language, the messages you send yourself affect how you think and feel. Create a sense of autonomy in whatever situation you’re in by saying, “I choose this” or “I can change this.” View challenge as an opportunity to learn or problem to be solved, rather than an insurmountable obstacle or barrier. Also believe that good things can happen even in the most difficult moments. (This is the And Mindset in practice!) When you reframe something negative in more positive terms, you can change how your brain perceives the challenge.2

Offer Compassion to Yourself

How kind are you … to yourself? We often think about offering compassion to others, but research shows being kind to yourself strengthens your resilience.3 That’s because when you allow yourself grace, you also create space to iterate, innovate, and get back up stronger.

Being self-compassionate means holding yourself accountable and feeling motivated to achieve. You already know that disappointment and failure are inevitable, so you’re better prepared to face these difficult situations.

Lean on Your Loved Ones

Everyone experiences difficult moments in their careers and personal lives—and you shouldn’t have to face them alone. Asking for help is a sign of strength and resilience. Lean on the people you’re close to, whether that’s a colleague, family member, or friend. If you don’t have those people in your life right now, count on me. I believe in you and what is possible for you, even if you have forgotten this for yourself for just a moment. When you let others in, you model for them that it’s okay to do this for themselves, too. It will also give them a sense of purpose by being able to support you. If you’re feeling particularly overwhelmed, you may consider reaching out to a medical professional. There is no gold medal for trying to figure everything out on your own. Community and connection are at the core of being human, and we aren’t meant to go at life alone.

Building resilience won’t happen overnight; it takes time. And practicing the skills associated with bouncing back will help you navigate whatever challenges you face today or in the future—every single step is worth celebrating.


BOLD MOVES TO MAKE NOW

Ask yourself the question prompts on page 16 to identify at least three of your superpowers.

Practice saying “Thank you” to a compliment you receive.

Decide what your mantra(s) will be to keep you focused on your strengths.
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Achieving Your Goals

At various times throughout your career, you may wonder if you’re on the right path, doing enough to advance at work, or what your goals should be.

I’m a big fan of talking these kinds of questions through with a trusted mentor; however, I recognize that’s not always an option. If that’s the case for you, imagine that you’re having coffee with me, and we are talking through all of this together right now.

Over time, I’ve learned the importance of developing goals for myself based on who I wanted to become, not just what I wanted to accomplish. And that distinction is what I want to help you to realize and live.

Achieving your goals requires intentional reflection and preparation—and that’s what we’ll be doing in this chapter through multiple exercises. A research study done at Dominican University in California showed that writing down your goals makes you 42 percent more likely to achieve them, so be sure to really put in the work and spend the time working through this chapter.1 These steps are necessary and will set you up for success going forward.

CLARIFYING YOUR PURPOSE

You wake up every day and do your best at work and in life and then do it all again the next day. But what if you could create more clarity for yourself—and through this, you could also bring new energy to what you do? Thinking about your purpose may feel overwhelming, but it really means understanding what is most important to you and how to do more of the things that bring you joy.

The answers to these questions may not be immediately clear, so I’ve created a way to guide your reflection. I recommend designating time each day for a week to do this exercise (including weekends since your purpose extends beyond your job and career!). At the beginning or end of each day, spend a few minutes simply writing down your thoughts on a journal or note card. (You can combine this and your gratitude journal into one.) I’ll get you started with a new writing prompt in each of the sections below.

Reflect on What’s Important to You

Before anything else, I want to start by saying it’s totally okay if you have not yet spent time reflecting on your priorities before today. That being said, I encourage you to spend some time doing this now. It’s especially helpful to be clear on what’s important to you when experiencing change at work or in life, and definitely before you make any changes of your own, such as starting a job search or moving to a new city.


Day 1 Writing Prompt: What are the nonnegotiable aspects of your life?

This is the start of clarifying what’s important to you, how you’re already activating these parts of your life, and what you want to further cultivate over time.



Remember Where You Started

Next, think about what you wanted to be when you grew up. Now try to remember why you wanted to be that. As a child, I dreamt of being a writer, social worker, rabbi, and even a fashion designer. For me, my career dreams were always about helping others (while rocking amazing clothes!), and one of my strengths is sharing a vision, through speaking or writing, to inspire others to achieve what they didn’t think possible. What about you?


Day 2 Writing Prompt: What did you want to be when you were growing up? What about that profession motivated you?

Again, it’s okay if your dream is far removed from what you’re now doing. The point of this writing exercise is to see if you can connect your early interests to your present-day life—and how that might clarify what you want your life to look like in the future.



Pay Attention to Consistent Compliments

Think about what others say you do well. Like when your colleagues have told you how they can always rely on you for [insert impressive thing about you here]. Reflect on positive feedback your bosses have given to you. Keep in mind, your superpowers extend beyond work. When your friends tell you how much you amaze them, consider what strengths they’re referring to.


Day 3 Writing Prompt: What compliments do you frequently receive? What themes run throughout this recognition?

You may unintentionally downplay these things because they come so naturally to you, these are the same superpowers we talked about in Chapter 2!



Focus on What You Like to Do

Think about your best days at the office and how you spend your time on those days. When you feel excited about your work, you work harder. (Except that same work often doesn’t feel hard because it utilizes your inherent talent.)

All jobs will have tasks that aren’t your favorite, but if you believe work should mean more than a paycheck, you absolutely deserve to look for work where you can find purpose and, hopefully, fun.


Day 4 Writing Prompt: What projects bring you energy? When do you feel most fulfilled at work? Write down the words you use to describe the ideal work culture for you.

Being clear on what joyful and meaningful work looks like for you can help you find a job more closely aligned with what will bring out the best in you.



Consider What You Admire About Others

Once at a conference I attended, participants were asked to share about their favorite bosses and why they were selected. It was a worthwhile reflection on what we value in our leaders. In sharing my story with the group, I realized I had internalized my former boss’s traits that I admired so much and worked to demonstrate them in my own leadership each day. I also have colleagues, friends, and family members I admire and learn from, aspiring to follow their examples. Earlier in my career I even carried a notecard in my purse with each of these people’s names and the character trait I admired most about them. It was a reminder both that they were with me in my daily life and of what I wanted to pursue in my own leadership.


Day 5 Writing Prompt: Write down a list of people you admire and what traits you admire about them.

Some people suggest these esteemed traits reflect your own strengths because you have to understand them to notice them in others.



Consider Your Why

Your why is your north star. I first read about this in Simon Sinek’s book, Start with Why, which helped me to understand what matters most to me and how to articulate it to others. Your why isn’t what you do or your job title. It’s what motivates you and should translate across all areas that are important to you personally and professionally.

Here’s the formula to develop and communicate your why: “My why is to [Fill in this blank with your contributions, what you bring to the world] so that [Fill in this blank with your impact, how you use those contributions to positively affect others].”2

Let me share my why with you, so you can see how it works: My why is to help others achieve more than they thought possible, so that they can fulfill their potential and find joy.


Day 6 Writing Prompt: What is your why?

When you focus on why you do things, you’ll position yourself to live according to your values and thrive as a whole person. Your why is about what motivates you—and sharing it with others can help motivate them, too.



Find Your Joy

When I learned to develop the Gratitude Mindset, I started to find joy in unexpected places and ways. A favorite coffeeshop. The way the light comes through the trees at a certain time of day. Sending a seemingly random text to someone who responds that it was just what they needed at that moment. Orange shoes. You might resonate with some of the joys on my list, and you’ll want to spend time identifying what joy looks and feels like to you. This is, after all, about your best life.


Day 7 Writing Prompt: What are some of your happiest moments? Where do you find joy?

Recalling your happiest moments might just make you feel happy all over again, which is an added benefit. Keep in mind that you have to proactively recognize moments of joy to feel them, so consider what you might do to remind yourself to acknowledge those moments.



When you complete all seven reflection prompts, you won’t necessarily have full clarity on your purpose, but you will have taken meaningful action toward understanding yourself. This will serve as a perfect springboard to propel you forward.

SETTING GOALS FOR YOURSELF

In 2018, I began to invest more in my writing and set two huge goals that I wanted to accomplish one day. I call these unicorn goals: those super ambitious accomplishments you want to work for, even if you’re the only one who believes they can be real. My unicorn goals were:

1. Write a book (yesssss!).

2. Write an article for Harvard Business Review.

I kept these goals mostly to myself at first, but I eventually revealed them to my new writing coach, Sara. At the time, I had barely any bylines to my name. I had only recently started writing consistently. To her credit, she didn’t laugh or say, “Shanna, that’s never going to happen.” She said, “Okay, well, where are you going to start right now?”

That’s my advice to you right now. Ask yourself that same question: “Where are you going to start with your goals?”

In 2019, I started writing with the intention of submitting to book agents. I wrote early mornings, weekends, and vacations. By the end of the year, I had 40,000 words, which would eventually become the beginning of a first draft of a book. I spent the week between Christmas and New Year’s preparing my book submission materials and cover letters to agents. At the beginning of 2020, I sent out 30 queries and excitedly waited for responses.

Only then did I practice sharing my goals (out loud—eek!) with friends and in networking conversations. It was a big deal for me to share what I was working toward knowing it might not happen—knowing I might fail. But realized willingness to ask for help connected me more deeply with others, too. In the end, being vulnerable helped me get closer to my goals, and it built more meaningful relationships.

Now that people knew about my unicorn goals, an author friend connected me to her agent. I traveled to New York City for us to meet, and from the moment I walked in the door, I could feel I was being evaluated by her. She repeatedly asked me about my book vision, audience, and what was different about my project—and I left knowing that she didn’t think I answered her questions in my writing or in our conversation. I walked the long way back to the train station so I could process this all more fully and slowly realized I was much farther away from my goal than I wanted to be.

Over the next few months, each book query I sent was rejected. With the first few, I was disappointed, but hopeful. As more came in, I felt heartbroken and uncertain. By the beginning of March, when nearly all of them had responded “no, thank you,” I was devastated.

I remember one morning in particular, when I broke down crying after I had dropped my son off at school. My husband was on an international business trip, so I was home alone. I realized I could mourn the loss by myself, or I could reach out for support. I turned to a group of women I had met through a working mother’s professional network whom I had grown very close to. Each of them responded to me with compassion and encouragement, as well as practical suggestions. Though I was no closer to reaching my goal, I felt much less alone.

As my book goal was paused by the universe (and the entire universe was paused due to the Covid-19 pandemic), I turned my attention toward my other unicorn goal: writing for Harvard Business Review.

HBR was the trusted resource I had relied on throughout my career, so it felt meaningful to be able to contribute my writing to this publication to help others. By then, I had practiced strengthening my writing and had experienced both rejection and acceptance at various publications. When I finally worked up my nerve to submit to HBR, I got rejected. Twice. But I kept trying, and with the next submission I finally got accepted. Today, I’ve published not just one, but multiple articles on HBR and made my second unicorn goal a reality.

And I bet you’re wondering how this connects to my first unicorn goal, the one you know I achieved because you’re holding this book. Well, that goal came to be in part because of my hard work making those HBR articles happen. Without achieving one goal and experiencing the hardships I dealt with along the way, this book wouldn’t exist.

Develop Your Goals

Are you finally feeling ready to set some goals of your own? If so, here are some questions for you to keep that process moving:

What do you want to learn? The goal should be more than your desired outcome. Aim for new learning, which is possible whether or not you reach the goal.

How long will it take you? Try to estimate a realistic timeline to work toward this goal, understanding that humans tend to have a planning fallacy.3 You may need to add 15 to 25 percent more time as a buffer.

What will success look like for you? Be specific about what success looks (and feels) like, so you know what it is when you get there. It will be worthwhile to have several success markers along the way so you can celebrate progress.

Why is this important to you? If a goal is not important to you or for someone else, it will be challenging to motivate yourself. Be clear on what’s important about your goal, even if it’s a tangential reason.

How does this get you closer to who you want to become? Create unicorn goals for yourself, because you know in your heart you are meant for something bigger.

While these questions serve as a good place to start, you’ll have to dig deeper by answering tougher questions, too. Here are a few to get you started:

What (if any) sacrifices are you willing to make to reach your goal? Achieving a big goal will likely require you to give up something else that is important to you. You’ll also have to keep working toward your goal, even when others try to redirect you (intentionally or unintentionally).

Who will support you as you work toward your goals? Your circle should be full of the kind of people who remind you that you were brave enough to set bold goals, no matter what the outcome.

Are you prepared for the journey, or do you only hope for the outcome? Wanting the outcome won’t be enough to sustain you in the most challenging moments.

What systems will you put into place to achieve your goal? (More on this next.)

Create a System to Achieve Your Goals

A goal gives you direction, but a system is what helps you actually make forward progress. With this in mind, if you want to achieve the goals you’ve set for yourself, you’ll need to build a system to set yourself up for success. The more structure and intentionality, the more likely you’ll be to follow through.

You can level up this system even more through defining when, how, and with whom you’ll work toward your goals.

Structure Your Goals

If you want to achieve your goals, you must figure out what microsteps you need to take now to get there. Want to write a book? Start with writing 1,000 words every day. Maybe you’d like to create your own business? Start with 30 minutes of learning each day. While those steps might seem too small, it’s best to start out with tiny steps to build a habit that can one day get you to reach your unicorn goal.

One way to make sure those habits stick is to create cues that connect behaviors. James Clear, author of Atomic Habits, calls this “habit stacking.”4

It looks like this:

• After I brush my teeth, I’ll do 10 push-ups.

• After I make my tea, I’ll sit down to write.

• Before I serve breakfast to my family, I’ll exercise.

By connecting new habits to a system that already exists in your life, you’ll find integrating these habits to be much more seamless than you anticipated.

If you want to be even more sure your habits stick, name drop to yourself when you set your goals. Research shows saying “you” or your name makes you more likely to perform better, especially under stress.5 Using the tea example from above, you would shift the language to say:

• After Shanna makes her tea, she’ll sit down to write.

• After you make your tea, sit down to write.

The most important thing is to show up consistently for yourself, to demonstrate to yourself that you can do this, and create a system that gets you started in the right direction.

Partner with Others on Your Goals

Many years ago, one of my dearest friends and I were working toward promotions at the same time. It was a topic that came up often in our phone conversations. At some point during our call, we had the idea to become formal accountability partners. We created parameters for the partnership: We would have specifically designated calls for these conversations. We would each define a goal we wanted to work on and report on our progress. We also agreed we would read the same book that related to what we were each trying to accomplish and share our takeaways.

Because my accountability partner was a close friend, it allowed me to be vulnerable about my successes and mistakes, and this is beneficial when it comes to this kind of partnership—but you don’t have to be best friends for this to work well. Have you ever thought of having an accountability partner?

In one of my favorite research studies, a hill appears 20 percent steeper when you’re by yourself than when you’re with other people.6 Whether your hill is literal or figurative, find someone who can help motivate and encourage you to achieve your goals. The only requirement is that the person is committed to your success and their own.

Here’s how to get started:

1. Identify someone who could be your accountability partner. Ideally, it’s someone who is in a similar place in life to you. This person isn’t a mentor in a traditional sense but is a peer mentor.

2. Talk through how you want to structure check-ins.

3. Be specific about what your goal is.

4. Follow through on your check-in process and support each other.

5. Adjust or revise goals as needed.

You’re far more likely to achieve your goals when you have someone keeping track with you on a consistent basis—and most important, cheering you on.

Be Flexible with Your Goals

One final note about your goals: give yourself grace while you hold yourself accountable to your big dreams. So much of what we talk about with making Bold Moves is preparing for what happens when things don’t go as planned. This matters in goal setting, too, because you’re human. There will be days where you’re feeling too tired or stressed. Research shows you’ll have a higher likelihood of attaining your goal if you plan ahead that you may trip up once or twice; however, you should consider those misses to be exceptions.7 These same studies show that just knowing this is built into your plan could motivate you to “get back to work on a long-term goal after [you] fail at reaching an interim goal that is part of the process.” Instead of giving up or being demotivated, you’ll be more self-compassionate, because you anticipated an off day might happen.

PROGRESS > PRODUCTIVITY

As you already know, the Progress Mindset is an essential part of the formula for one Bold Move a day because it reminds you to celebrate how far you’ve come, both personally and professionally. You may mistake your accomplishments for “what you’ve completed,” but you are more than your outcomes—and that’s where the idea of productivity complicates things.

Productivity often refers to checking things off your list. It measures how efficient you are and is based on your output volume. However, this misses the point that productivity doesn’t nec essarily relate to work that is the best and highest use of your time. Plus, there will always be a never-ending list of things you can do. That’s why progress is far more important when it comes to goals and true success.

Progress is how you’re actually able to move something forward. It’s working toward the biggest goals and projects and honoring each step of the process that gets you there. It’s recognizing the wins and losses—and learning from both along the way.

Let’s consider progress in the context of your work and career. Research shows progress is one of the biggest factors in how you feel about your job.8 You feel more useful when you advance something that is important to you. This has a direct result on your motivation. On the other hand, you may be productive by checking things off of your to-do list each day, but if those tasks aren’t moving you or your work in a direction that’s meaningful to you, it’s just busywork. This is why conflating progress and productivity at work and believing that your to-do list is a measure of success can result in keeping you exactly where you are.

So many people believe that being productive is what makes a day a success, yet when you rely on the sense of accomplishment that comes from a to-do list, you miss the value of recognizing what it took to get there. Think about it this way: if you checked off “signed a contract” on your to-do list, that might be satisfying, but wouldn’t it be even more satisfying to recognize each and every step it took to make that accomplishment possible?

We need to enjoy the journey as much as the end result, and celebrating progress does exactly that. By shifting your focus from productivity to progress, you will begin to advance your work in a more meaningful way and honor how far you’ve come.

If you’re a people leader, consider the role you play in creating a work environment in which it is possible for your team members to make progress in meaningful work. What barriers can you remove? How are you connecting your team’s projects to the broader organizational priorities? Research shows that helping employees make forward progress results in increased creativity and innovation, further reinforcing the importance of forward progress in supporting your team members and strengthening the organization at the same time.9 Focusing on progress is a mindset shift, and it takes practice. Here are a few ways to recognize progress for yourself and encourage others to do the same:

1. Jot down in a journal or in the margin of your calendar what you were able to make progress on at the end of each day. We often forget to recognize what progress is, but this small act of writing down your progress each day will allow you to be more attuned to all the little things that move you forward—and reminds you to celebrate along the way.

2. Start your next team meeting asking everyone to share what they made progress on over the last week. The memory recall will reinforce the positive feelings, as will sharing it with others.

3. Go back through your “Atta Girl” folder. You’ll be reminded of great things you’ve accomplished throughout your career and life, and most important, you’ll see how far you’ve come.

4. In my office, I used to have a break-in-case-of-emergency bag of Trolli® sour gummy worms. When things felt overwhelming at work, they were my reward to stay motivated. Whether it’s a sweet treat, booking a pedicure, or watching a show, create a way to celebrate yourself.

When you become more accustomed to honoring progress for yourself and others, you’ll get an unexpected benefit—moving closer to your purpose. Purpose doesn’t come from finishing the work—it comes from starting and moving forward.

WRITE A LETTER TO YOURSELF

Now that you’ve reflected on your purpose, considered your future goals, and developed a mindset and systems to help achieve them, it’s time to formalize your intentions—and you can do this by writing a letter to yourself. Writing a letter to yourself is an opportunity to honor how far you’ve come while also staying focused on who you want to become. This letter is meant to be read only by you to celebrate your progress, recognize your strengths, and develop goals for your future growth. I do this each year and have kept all of these letters in a file to look back on.

These letters document my career journey and are snapshots of my life. Reading them gives me opportunities to celebrate progress on what I’ve achieved and reflect on what I’ve learned. Over time, I saw how my goals have changed—and how I have changed.

You can do this activity with your team, too. At the beginning of each fiscal year, I set aside time during a team meeting for everyone to write these letters. Team members were not expected to share their letters with anyone else, and yet there was a collective accountability to each other to know we were investing in ourselves together. Then they sealed the letters in envelopes, and I held them in a locked cabinet until the end of the year when we would open them at the same time to read individually.

Your letter can take on any format you choose. Here are some prompts to get you started:

1. What are three accomplishments you’re proud of from the past year?

2. What is something you’ve been working on where you can celebrate progress?

3. What are three things you’re grateful for from this year?

4. When did you feel at your best this year? How can you incorporate more of this into your daily routine?

5. What three goals (ideally a mix of personal and professional) do you want to work toward this year?

6. What will be your Boldest Moves over the next year? How will you incorporate making one Bold Move a day to achieve your goals?

You may decide to seal your letter in an envelope or keep it open on your desk or closet mirror. Either way, set a reminder for 12 months from now to revisit what you wrote.

The purpose of the letter is to celebrate how far you’ve come and remain true to your future aspirations. By documenting what’s most important to you and using it to guide you, you set yourself up to advance your career and achieve your goals.


BOLD MOVES TO MAKE NOW

Write a letter to yourself using the prompts outlined in this chapter. Then set a calendar reminder to open it one year from now.

Decide one of your unicorn goals.

Identify a friend or colleague who can be an accountability partner for you.
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Advance Your Career

Though my adult career has been focused and intentional, when I was younger, like most children I dreamed of many different careers (including a fashion designer, a social worker, a writer, and even a rabbi). Then at age 18, I found fundraising.

When I was a freshman in college, I came across a flyer advertising $10 per hour to stuff envelopes for the school’s development office. I didn’t know what development was, but as a kid I stuffed envelopes in my dad’s office and he paid me $0.05 an envelope, so this was a serious upgrade.

When I showed up to work, there was a group of people around a long table with stacks of cards, envelopes, and stamps. From the conversation at the table, I learned the envelopes were invitations to one of the college’s significant fundraising events, and I was asked if I wanted to serve as student worker for the event. I happily obliged.

On the night of the event, students stood in hallways and lobbies to direct guests to the gymnasium. After all of the guests settled, students were free to go, but I was invited to stay and stand in the back, if I liked. I stuck around and listened while a young man from a very wealthy family offered remarks about his beloved mentor.

This night ended up changing my life. I know this may sound a little magical, but it’s my career origin story, and it’s an important one to share. That night, I remember looking around the room and feeling I knew I was meant to be there. The people and remarks in the room seemed to move slowly while something quickly became clear to me: I was meant to be a fundraiser. Some people call this fate. Elizabeth Gilbert calls this a “Big Magic” moment.

Shortly after the event that night, I signed up to work in the regional development office. There, I was offered opportunities to learn alongside the other women in the office and manage projects. Their confidence in me bolstered how I felt about this future career choice—and myself. It also reinforced that I was ready for more learning and change on a bigger stage.

That desire for something bigger set me on a mission, and at 19, I cold-called Bob, the then–associate vice president of development at Duke University, to ask if he was hiring any development summer interns. He said no, and I asked him to consider hiring me anyway. A few weeks after that, I traveled to North Carolina to convince Bob to hire me for the summer, and he hired me back again the next summer, too. Those experiences set me on my path to my career in development today, and Bob remains one of my most treasured mentors all these years later.

As my time in college came to an end, I spent most of my senior year sending over 100 applications around the country to be a major gifts officer at a university. Numerous institutions brought me in for lengthy interviews all around the country before they rejected me with the explanation that I didn’t have the experience needed for the role. In the end, not one university offered me a job.

I considered all the other things I enjoyed and could be good at and found a job that matched those criteria: a salesperson role at a women’s retail company. All the while, I focused on cultivating my relevant skills so I’d be ready for a future fundraising role.

Eventually, through networking, I found a wonderful job raising money for a startup independent school that provided tuition-free education to middle school boys. At the same time, I was engaged and planning my wedding, and after just over a year on the job, my soon-to-be-husband received an offer for the doctoral program in pediatric psychology at the University of Alabama, one of the top programs for his area of study. We got married shortly after and two weeks later uprooted our lives for him to pursue his dream career.

Our first married home together was a rented apartment, and I was eager to get to work. Though I was committed to starting my career in higher education fundraising, there was a hiring freeze for employees at state institutions at the time, so I was without a job again, this time in an area where we knew no one. As hard as it had been not to get a job right after college, this unemployment period was psychologically harder for me. I had done everything to prepare, I had networked across my industry, and now I had experience.

I took a series of temporary positions to pay the bills. In the evenings, I attended networking events and joined a few community organizations to meet other people. Some days I doubted myself, and other days it was hard to leave the house. I cried a lot during this time, but I kept going.

I share all of this because I want you to know even when you are clear on what you want to do with your career, it will not necessarily be a clear path for you every step of the way. Each part of my story shows important pieces and moments when it comes to advancing your career—from networking, cultivating advisors and advocates, considering what’s most important in a new role (or a new industry), and for some, all the way to pursuing entrepreneurship.

Let’s dive deeper into each of those together now.

NETWORKING

You already know the benefits of networking to your career, yet you may still be reluctant to put yourself in those situations. I know that it feels uncomfortable to many people because reaching out when you want something, be it a new job or great advice, can feel disingenuous or self-serving. And it’s not always easy to walk up to someone you don’t know at a cocktail networking reception where awkward conversations about the weather (at worst) or what your job is (at best) seem to be the only things people talk about.

Here’s a secret: as much as I love meeting new people, I wasn’t always a fan of networking events. I’ve done the ballroom circle many times. I’ve also stood uncomfortably by a group of a few people where I tried to get into the conversation and still wasn’t included. And I’ve definitely left cocktail hour shortly after using my free drink ticket at the bar.

But that’s no longer the case. This is how I shifted my mindset.

First, imagine how you’d advise a friend in this situation. You would absolutely encourage your best friend to make connections, wouldn’t you? You’d remind her that she’s putting in a ton of hard work in contacting people, thoughtfully preparing for the meeting, and following up—and she doesn’t need to feel like she’s asking for special treatment.

Aren’t you worth this investment too? You deserve to invest in your success.

Second, reframe what networking means. Change how you think about networking from “What can I get from others?” to “What can I give to others?” Once you do this, you’ll find more comfort and greater success in your interactions, whether at an industry conference or an informational interview. Let’s look at a few ways you can implement this in your next networking conversation.

Listen with Purpose

No matter who you’re speaking to, there’s something to learn from every interaction. This means whether you’re in a conversation at a conference break, coffee shop, or informational interview, actively listen and ask thoughtful follow-up questions that build on what the other person says. To help make the conversation productive and enjoyable, listen with purpose. Ask yourself, “What can I learn from this?”

I’ve found that people are often willing to meet to share their personal story and, as a result, I learned from the best and simultaneously developed a deep network of industry leaders.

Offer Help

When you have the mindset to serve others while networking, you shift to building a genuine connection with someone. Plus, it takes the focus off of you. My favorite question to ask is, “What can I do to support your big goals for this year?” It’s rewarding to champion people to achieve their dreams. Don’t underestimate your ability to be helpful, even to someone more senior than you. You may be able to offer specialized skills or connect them to someone in your own network. And even if you can’t directly influence outcomes, you can be supportive just by listening to the other person.

In time, you might even find yourself looking forward to networking events. And there’s a bonus: when you put all this goodness into the world, it comes back to you in the future.

Schedule Your Time

Like any other professional skill, networking takes practice and effort. Strategically schedule time on your calendar for your net working activities and make them a priority. You may decide to request a meeting with someone new once a month or attend a professional association event once a quarter. Whatever you decide, commit to something that feels manageable and intentional, while also still stretching yourself a bit. Growth doesn’t come without effort.

Make a Connection

When you reach out to someone to get coffee or lunch, I recommend you send a brief email that includes something of mutual interest. If you have a friend or acquaintance in common, share that (just make sure you check with these people before dropping their name!). You can even include what you admire about the person’s career or what you would like to learn from them. If you’re not able to meet at their office, you can offer Zoom or a phone call. Ask for only 20 minutes to show you respect the person’s time. You can use the following template as a starting point.


Dear X,

I enjoyed [hearing you speak/reading your article/following your leadership to our profession/other connection point]. I’d welcome learning more about your career. Would you be willing to speak with me for 20 minutes about how you got to where you are today? I’m happy to work around your schedule. [Insert a talking point, such as something you two have in common or how you might be able to add value to them.] Thank you for your consideration.

Most sincerely,

You



Ask for Advice (Not Favors)

Prepare in advance for networking conversations whenever you can. This is your chance to ask for advice, as well as learn about the person’s career and experiences. Whether you’re considering changing industries, seeking advancement in your field, or navigating a job search, you can tailor your questions to help support what you’re looking to learn from the conversation.

Here are some sample questions you can use in networking conversations:

1. What led you to the career you have today?

2. What has been one of your most meaningful career experiences?

3. What happens during a day in your work life?

4. What advice would you give to someone [going through whatever stage you’re in now: starting your career/becoming a new manager/transitioning industries]?

5. What makes a résumé stand out to you?

6. When you feel overwhelmed at work, what do you do to stay resilient?

7. What do you believe contributed to your ability to progress in your career?

8. What is something you’d like to learn (or learn more about)?

9. What books or articles do you recommend I read?

10. What do you do for fun outside of work?

Maintain Contact

Though you may meet with a person only one time, you can continue the relationship by maintaining contact, even if it’s something as small as sending an article you thought she might like. When someone I previously met with for an informational interview sends an update on her new job or life happenings, it brings me joy. I invested in that person with my time—one of my most valuable resources—and want to celebrate her success. Also consider sending congratulatory notes to your connections to celebrate their growth and successes.

You can use the following template to follow up on networking conversations or with an industry contact:


Dear X,

It was great to connect with you at X. I enjoyed our conversation and learning more about your career and role at [company]. I would welcome catching up again for a virtual coffee to hear what you’re working on right now/how I can best support you. What does your schedule like for the weeks of [date] or [date] (suggest times generally at least two weeks out)? I look forward to speaking with you again in the near future.

Most sincerely,

You



Closing the Network Gap

Here’s something else to keep in mind: networks play a vital role in your career—but not everyone has equitable access to the kind of network that can do this. Your ability to be successful is based in part on where you grew up, where you went to school, and where you work. This is what LinkedIn termed the network gap, and they called attention to this because they learned from their platform how valuable an effective network can be.1

If you’re someone who has not had access because of these factors, I hope this book will help you build the network you deserve. If you’ve experienced benefits based on these factors, it’s your responsibility and opportunity to support others. No matter where you are in your career, you can be a meaningful mentor. What an amazing thing you can do to serve others and create access—while navigating your own career growth.

CULTIVATING ADVISORS AND ADVOCATES

Where you stand in your career right now, you’ve likely worked hard, received recognition for significant projects you’ve completed, and have some thoughts on what you would like to do next, but you’re not sure how to get there. This is where mentorship and sponsorship come in. And knowing the difference between the two is important: a mentor advises you, and a sponsor advocates for you. To advance your career, you’ll need both.

Mentorship

It’s possible you already have a mentor—in fact, you may have several. To level up how to benefit from your mentors’ collective insights, create a board of advisors. These are the people you turn to for the best leadership and career advice.

A company has a board of advisors guiding them, giving them feedback, and helping them reach their full potential—and this is how they become even more successful. Think of yourself like an organization poised for transformational growth. This is how you’ll thrive, too.

So, who belongs at the table with you? A well-rounded board of advisors includes different perspectives, industries, and roles—all with the goal of creating the strongest possible outcomes for the organization.

Unlike a company’s board, there won’t be formal meetings (hooray!) or performance report outs. People may not even know they’re on your board of advisors.

Here’s how to develop your board:

Step 1: Identify Your Advisors

First, make a list of everyone in your sphere of influence you consider to be someone you rely on for career and leadership guidance, or people you would like to turn to. Write down what industry they’re in, their authority level, their expertise/focus/what they’re known for, what you admire about them, and their relationship to you.

Now review the list for:

Which industry areas are missing (or overrepresented)? Think through new perspectives you can learn from, such as someone who has a similar role to the one you want next, but in a completely different industry or part of the world. It will be helpful to have an external or more objective perspective to your growth.

What is the influence factor of the people on your list? You want a mix of people you aspire to learn from, like the VP who took you for coffee and shared about their career, as well as people you can relate to, such as a peer. Be sure that each person leads from where they are and carries influence in the space they’re in.

What is their expertise area? Consider how a person’s focus area complements your own now—and what you’d like to be known for in the future. Having people with different areas of expertise can help you look at things holistically.

How have they supported you in the past? Note how they’ve championed you already and how you feel when you’re seeking their perspective. If you feel energized, joyful, or motivated after you meet with them, that’s a good start. Focus on practical aspects of the relationship, too, and how they support you with their time and network, such as whether they’re a mentor or sponsor, or have met with you for an informational interview.

You don’t have to personally know everyone on your board of advisors. If there is someone you admire and want to emulate, consider having them as a “member at large.” It can be enough to think about what that person would do or what counsel they might offer you to help motivate you to be your best self.

Step 2: Cultivate Your Advisors

Plan for how you’ll stay in contact with your list and nurture these relationships. I recommend adding a note to your calendar, quarterly or annually, so this remains a priority for you. The goal is to share updates about yourself and ask about them, too. You can draft an update about what you’ve been up to since you last connected and what you’re proud of. You can include what you’ve accomplished or been working toward, and what you’re looking to do or learn next.

It’s important to show your advisors you care about their success, too. Send them a note when they’ve been recognized at their company or in the news. Ask them about their projects, their family, and their big dreams.

When you face a difficult decision or a crossroads, you need a door opened, or you’re looking for feedback on an idea, they should be the people you reach out to first. If you’ve been keeping them apprised of your work and well-being, as well as asking about theirs, they’ll be happy to take the call.

Step 3: Evolve Your Board as You Grow

For a traditional company board, there are term limits that ensure they get new ideas and perspectives as the organization’s vision and needs change. You’ll want this for yourself as you evolve and grow your career, too.

You’ll need to spend time every few years reviewing your list and making sure it accurately reflects who you want to become. It’s why you’ll need to continue building your network and develop relationships with people you’d like to see on this list eventually.

Keep in mind that a board won’t always agree with the choices you make. Consider their perspectives as a reflection of what they brought to the table and what you value about them—but remember it’s your table.

You are your own best advocate for your career and growth, and you’ll thrive with the right people supporting and challenging you in fulfilling your potential.

Sponsorship

Now that you have a board of advisors, you’ll also need active investors in your career: sponsors. I’ve benefited from many sponsors who spoke on my behalf when I wasn’t in the room. I can think of one sponsor in particular, Leslie, who was a high-level executive who invited me to work on a project with colleagues far more senior than me. She believed I would get things done and sought me out for other cross-functional teams, too. When I later was being considered for a promotion, I asked if she would put in a good word for me. She agreed and I got the promotion.

Sounds great, right? It is. Having other people on your side to advocate for you when you aren’t in the room where decisions are made has the potential to change your career. So, let’s dive into how to work with a sponsor.

How to Identify a Sponsor

Before anything else, you must understand that sponsors are in the rooms where decisions happen. They have power to make decisions, they know about your work, and they are willing to spend their political capital on you. They are the bosses you’ve heard about who invest deeply in people’s careers and have their staff members’ backs in times of challenge.

Take a few minutes to write down a list of people at your company who could be potential sponsors for you.

How to Cultivate a Sponsor

After you have identified potential sponsors, it’s important to realize that it takes time to develop meaningful connections with them. Carla Harris, vice chairman at Morgan Stanley and a speaker on career development, explains the concepts of performance currency and relationship currency in her TED Talk, “How to Find the Person Who Can Help You Get Ahead at Work.”2 Every time you perform above expectations, you earn performance currency. This is how you build your reputation and get noticed. It may even attract someone who could be your sponsor, but that is not guaranteed on its own. Relationship currency, on the other hand, reflects the investment you make in building connections with people you work with, and this is why it’s valuable. You want people to know you—and your work—so that when you approach them, it is easy for them to say yes.

What to Ask a Sponsor

You don’t always have to formally ask someone to sponsor you. Ideally, they’re already inspired by your work and speak up on your behalf without you even knowing. The key here is that you must have already done the great work to have something to stand on. If you’re asking someone to formally take on this role, it is important to be clear about what your goals are and what your ask is. A sponsor, unlike a mentor, usually isn’t the one helping you figure out what your next step is, as much as helping open the door for you.

Things to Know About Sponsors

When you advocate for someone else, they become an extension of you. It’s important to find sponsors who believe in your potential. Sponsors, like mentors, don’t have to be just like you, though. After all, the goal should be to make the table more expansive and inclusive.

I often try to use my influence to support other people’s careers. I don’t do it for everyone, though. Yes, performance and relationship currencies play a major part, and it’s also about timing. If you approach someone to be a sponsor and they don’t feel it’s the right time or they’re the right fit, don’t get dejected. You’ll have to put yourself out there and follow through (a lot!) for your good work to be noticed by a sponsor who will be willing to do the same for you.

CONSIDERING WHAT’S MOST IMPORTANT IN A NEW ROLE

As you determine next steps in your career, you’ll have choices to make on how a potential role aligns with your goals. This doesn’t mean you have to find the “perfect” job—it’s determining the right career move that gets you closer to what’s most important to you. In order to grow professionally, you may find you need to leave your company, or you may decide to choose a new industry. I know this from my personal experiences.

When I got to the point in my mid-career when I felt like my role was no longer a fit for me, I interviewed at various institutions to see what else would be possible for me. On several occasions, I was offered the job, and I turned them all down. In every instance, I attributed it to something bizarre about the manager, location of the institution, significant relocation for our family, lack of opportunities for my husband, or the like.

Though all of these are valid reasons, I knew in my heart that I was running away from something. Running away often comes from a place a fear. Running toward something comes from a place of strength. So I decided to wait until I was clear on what I was running toward.

For additional perspective, I sought counsel from my former boss and mentor, Bob. I talked about jobs that were one level above in the org chart, and he listened and thoughtfully offered advice. During one of our conversations, he offhandedly said, “You know, I think you could be looking at associate vice president jobs, if you wanted to.” I remember thinking in that moment how much his feedback meant to me. This was, after all, the role he had been in when I first met him—the job I wanted to have “someday”—and he thought I was ready.

I started to interview for roles at the highest organizational levels, managing complex teams and multimillion-dollar budgets, and, more important, believed I could do the job. Women can tend to downplay their skills and accomplishments. It wasn’t about a title; it was the opportunity to lead an organization at the enterprise level with all the challenges and learning that came with it. My own thinking had been limiting me from doing exactly what I wanted to do. I got caught up in what I was “supposed to do,” both in terms of my aspirations and my industry choices. And so, I ran toward something that got me closer to who I wanted to become.

Through each career transition I’ve made, I’ve learned that you can love something and still leave it in order to grow.

When you’re deciding on a new job, here are four questions to consider before saying yes.

1. How will your day-to-day life change? With each new role you take, your daily routine will likely change in some way—even if you stay in the same organization. You may be expected to relocate or travel frequently. You might have a longer commute or no commute. You may manage a team for the first time or manage a larger team. If you’re transitioning to a new industry, you may have additional skills or certification you need to work toward in the evenings or on weekends. Try to get a sense of how this job will change what your life looks and feels like in the short- and long-term.

2. How will this role create new learning for you? You want to be in a position where you can use your strengths—and develop new ones. A job should offer clear opportunities to learn, both formally and informally. Think through what skills you want to develop, what experiences you want to have, and who will be teaching you, and ensure that the new job can help you attain at least some of these goals. Ideally the organization shows interest in developing you, rather than you having to do this all on your own. Take note: even experts should pursue continuous learning. After all, learning influences your personal and financial well-being, as well as your happiness.3

3. Who will your new boss be? Who you work for and with is extremely important to your happiness and success in the role. (You might even be surprised I didn’t list this question first!) When considering a new job, you want a boss who will positively challenge you—and have your back. Your boss is also ultimately responsible for your performance evaluations and compensation, which determine your success at the company and your financial well-being, respectively. During the interview process, ask questions to get a sense of their values, how they approach their work, their expectations of team members, and what is most important to them.

4. Who do you want to become? This is the question I asked you at the start of the book! It shows up throughout the chapters because it’s tied to your career and leadership—and to who you are as a person. Your Bold Moves should lead you to what you want your future to look like and who you’re becoming. Will this job give you space to pursue what’s most important to you in your life? When you think about your life in 5, 10, 15 years, what does it look like for you? Work should fit into your life, not the other way around.

Applying for a Job as a Woman

There is one thing I want to tell all women: you don’t have to meet all the qualifications to apply for a job. Studies show women are less likely to apply for jobs for which they perceive themselves to be underqualified.4 The experiences you already have and the strengths you would bring to a new role are often more than enough to apply. Thoughtfully consider how your skills align with the role you are interested in, but don’t force yourself to consider only 100 percent matches. After all, a new job should bring opportunities to learn new things.

When you find a job you’re interested in and you meet some of the expectations, but not all, don’t decide for the employer if you should be hired. Put yourself out there as a candidate and tell the story in your cover letter of why you are the right person for this job. It’s their job to choose the best person for their organization—it’s yours to give yourself the opportunity to be considered.

EXPLORING ENTREPRENEURSHIP

When I was a child, I often had to fill out forms that said what my parents did. It was easy to describe my mom’s work: she was a teacher. When I listed what my dad did, his answer was always more complicated. His primary role during my childhood was running a global dialysis business he built. When I asked what he did, his response was entrepreneur. I didn’t even know what an entrepreneur was, little less how to spell it. I was embarrassed and told him that was a made-up thing. Eventually he acquiesced and would say he was a chemical engineer, which seemed like a real job I could understand. That became what I would say whenever asked.

Entrepreneurs are still told they have made-up careers, and their dreams are dismissed by others—even by the people who love them most. It’s not always intentional. Some people want to protect loved ones from failure. Or maybe, like me, they’re kids who want to have something “normal” to say about their parents on Career Day. That’s the thing about entrepreneurship, though: you have to believe in yourself when no one else does.

Looking back now, it probably broke my dad’s heart that his daughter didn’t value what he said he was. But then I grew up and I had an “and” career, which I defined as having two distinct careers that were important to me—and one of them was being an entrepreneur. It was a big deal for me to write that at first. It took me several years to fully embrace that I was running a business and building a movement. I loved what I did in nonprofit executive leadership and fundraising, and I also loved supporting others in leveling up their careers and leadership. For me, being engaged in both of these aspects of my work and life enabled me to be stronger in each role.

People often ask me how I started building my business. It wasn’t an intentional process for me at first, and I definitely needed external prodding. Many years ago, when LinkedIn blogging was starting to take off, I decided to write an article. I can still remember how nervous I was when I pressed “publish” for the first time. I couldn’t sleep that night wondering how it would be received. To my delight, people started to comment and share. From there, I made a commitment to put myself out there again, but it took nearly six months. Over time, I got a bit bolder and pitched an external publication. My first big byline was in Huffington Post. Around that same time, Terri, one of the donors I worked with in my “day job,” pulled me aside at an event and said, “It’s time for you to create a website and get organized.” I remember being both shocked and surprised. It was not something I had considered previously, but I admired her career and counsel, so I told her I’d reach back out to take her to breakfast and get more of her insights.

Following that breakfast meeting a few weeks later, I felt better prepared. I registered for a domain name and developed my own website. I had no experience in any of this, so thank goodness for friends with technology and marketing experience, and Squarespace tutorials. When I was ready to get more serious about writing, I hired a writing coach, and from there, a business I didn’t originally know I wanted to create started to grow.

Even after running a business for several years, I still hesitated to call my work a business and even downplayed that this side hustle existed. Thanks to Christy, an encouraging friend, who said one night over dinner, “Shanna, this isn’t a side hustle, this is a side career.” I realized she was right. And I’ve called it that ever since.

As you can see, starting my business took a lot of encouragement from others. Launching a side hustle or full-time entrepreneurship career isn’t for everyone but could be a great way to explore whether entrepreneurship full-time is right for you. It can also create multiple income streams (and to have one for backup) or expand on your strengths.

If you have an idea for a business but aren’t sure what to do first or you’re starting out now and figuring your way, here are four things to consider.

1. Be clear on your why. If you’re starting a business in addition to your day job, it will require nights and weekends. Are you willing to put in that extra time? If so, figure out what motivates you. What do you hope to accomplish? What are you willing to sacrifice to achieve your goals? Think through these questions to establish your why.

2. Decide what you need to start. One of the misconceptions about starting a business is that you need to have it all figured out before you start. This isn’t true. My business has evolved over time, and through experience I clarified how it serves others. You don’t need a logo or website on day one, but you should create timelines to work toward so people know who you are, what you offer, and how to find you. I didn’t formalize an LLC for my business for the first few years.

3. Explore how your day job will support you (or not). Unfortunately, you can’t presume that everyone will be excited for you. In some more traditional organizations, they may see your side hustle as competition for your time and energy. It will be up to you to clarify to your employer that you are not mixing your time or resources—and in some cases, how your new endeavor can be complementary to your daytime work.

4. Tell the world. It may feel awkward to talk openly about yourself, but you’re the best marketer for what you’re doing. Sharing this proudly is a Bold Move. Plus, you’re going to need others to support your growth. Consider sending out emails or posting videos on social media so you can get people excited about your new venture. Be specific with how people can help you—whether that means hiring you directly, buying your products or services, or suggesting referrals.

If you decide you’re excited to try entrepreneurship part-time or make the leap full-time, there’s no such thing as the “perfect time.” So go ahead and make your Bold Move and start now!

• • •

Here’s something I didn’t fully understand about careers when I started: your choices don’t have to be permanent. You can change industries, even if you spent years gaining experience in a particular area. You can switch back and forth between working for a company and running your own company. When it comes to advancing your career, you don’t have to have it all figured out—but you do have to start somewhere, so why not start today?


BOLD MOVES TO MAKE NOW

Identify three people you want to build relationships with and make plans to reach out to them.

Send to each of your mentors a note and career update so you can stay connected. If you don’t have any yet, who could you engage further in your growth?

Make a list of the skills you want to learn or cultivate within yourself to advance your career.
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The Power of Uplifting Others

I wanted to be a collegiate cheerleader. Their fancy outfits, powerful moves, ability to bring joy to others, and the drive to cheer others on was inspiring to me.

Every game, they would dress up and show up. I mean, really show up as they bravely flipped into the air. I spent most of my life thinking I hadn’t done a single thing to make that dream come true (other than wearing one Halloween costume). But eventually, I realized I am a cheerleader, because you don’t have to flip over backward to cheer others on.

There’s real science behind cheering on and uplifting others. Research by Emma Seppälä of Stanford University and author of The Happiness Track shows how giving to others brings you joy.1 She explains that sharing joy can come in the small moments of your day or the biggest relationships of your life. It starts with finding joy in the power of connection and embracing it.

How you connect with and uplift others may change over time as you enter different stages of your career and life, such as supporting women just starting their careers, working mothers, and grieving friends. What will not change is your ability to make a meaningful difference through your actions in caring for others, no matter what stage you’re in. Let’s explore different ways you can create uplifting connection for yourself and others in your life starting right now.

CREATE MOMENTS OF GENUINE CONNECTION

The very first step to creating moments of genuine connection is being present with others. Throughout any given day, you interact with many people. You have a choice in how you make those seemingly trivial encounters a bit more meaningful for yourself and others. It can be as simple as saying “hello” and “thank you” or engaging in a brief conversation. Research shows your happiness increases when you connect with others—and I think it might even have the power to do more than that.2

Back when I commuted daily, I often ran late for the train. (I run late for lots of things, if we’re keeping it real.) One day I did my usual sprint to the train home and watched the train doors close just as I arrived. The next train was nearly 30 minutes later, so I sat down on the nearby bench to wait. A well-dressed woman also sat down on the bench and complimented me on my dress. I could easily have let it be just a nice compliment and continued with my day, but something inspired me to keep talking with her. After all, I had a while to go until my next train. I asked her what industry she worked in and learned she was chief marketing officer at a global firm. We ended up talking about our work, families, and life. Before I knew it, the next train pulled into the station, and we exchanged cards before parting ways. I could have ended the connection at that point, but instead I wrote her an email that evening to say it would be fun to continue the conversation over coffee. She responded with an invitation to her club for breakfast, and we shared a meaningful dialogue about career choices, navigating office politics, working motherhood, and maintaining friendships as adults. For months afterward, I ran into her occasionally on the train or in neighborhood coffee shops, and we always exchanged pleasantries.

Over a year later, we bumped into each other again, this time while I was on one of my first masked outings after being allowed in stores again during the Covid-19 pandemic. Despite the face coverings, we recognized each other from afar and said hello. I could have maintained a surface conversation, as you do when you run into people in passing, but I talked to her about the podcast I had started during the pandemic and watched as she added it to her Apple Podcast library. We picked up our correspondence again via email, met occasionally for coffee, and Lisa was one of the first people I told when I got the book deal.

This story included lots of Bold Moves for me. Maybe your Bold Move is saying hello to a person you pass on the street or authentically complimenting someone on her dress. If this is new for you, that’s a big deal. If that’s something you already do, try asking a question more than the usual “How are you?” You can ask someone what they’re reading, which is usually aligned with what a person enjoys or values, to tap into something deeper with them. (You might end up with a great book recommendation, too!) My favorite question to ask is, “What has been the highlight of your week?” It leads to both sharing joy and finding meaning. Though it embarrasses my husband to no end, I even do this in the grocery checkout line when the cashier seems to want to engage in a conversation.

Making a proactive connection with others involves choosing to be intentional with your attention. Think about all the times you’ve had a conversation with the person at the table next to yours at the coffee shop. Or were you the person with your earbuds in? People tend to both underestimate how much they’ll enjoy connecting with a stranger and worry too much about how the other person will respond.3 The reality is the worst thing that might happen is the other person says no, ignores you, or looks surprised.

In fact, in one research study, participants were asked to interact with strangers once a day over five days, and in the end, 99 percent of participants found at least one conversation “pleasantly surprising”—and 40 percent of them communicated with one of the strangers again. Going forward, I hope you’ll consider the gift of a seemingly random connection with other people. And, just in case you need even more motivation to try this, research shows even minimal interactions with strangers leads to a happiness boost!4

You can get started with this today. In the bottom of your work bag, you can likely find a business card for a person you keep meaning to reach out to. Call this person or send an email to reconnect. Go ahead and initiate a conversation with the person you see watering their flowers while you’re out walking your dog. Ask the barista what his name is—and remember it.

You leave impressions every day on everyone around you, and when you share kindness with others it becomes a part of you and a part of them. Kindness creates a connection between people, and I think we can all agree that we can use more kindness in our lives.

SUPPORT OTHER WOMEN

Though I encourage joyfully connecting with everyone, there is a special power that comes from women supporting other women.

As a Xennial (microgeneration between Generation X and millennials), I grew up in a time when women didn’t always help other women.5 Or looked at in a different light, they supported other women in the best way they knew with the information they had at the time. Some women were afraid to help other women because there was a perceived (or real) scarcity of roles available. Others felt that women should not get extra support, because they hadn’t received any during their own careers. I always found this way of thinking troublesome. If I disrespected or undermined others because that had happened to me, I would not be the kind of leader, colleague, or friend I aspire to.

Instead, I want to be a part of changing the narrative—by opening every door I can for other women, even if those doors had been closed to me. And I’m happy to say that many others appear to be moving in this direction too.

Bring Other Women up with You

It is my responsibility to bring other women up with me and to work toward successful outcomes for all women.

Here’s what this looks like in everyday life:

Amplify other women’s voices in meetings when they get shut down. Point out when women’s ideas are missed or “borrowed” and redirect the conversation back to what they shared.

Give credit to women for their projects. Help other women shine by pointing out what their projects did to help your team or the organization.

Share salary information to help promote transparency and reduce the gender wage gap. To reach gender pay equity, women need to know what to ask for in the context of their industry and role.

Ask for an extra event ticket to bring someone you mentor or want to open doors for. Once you have made it to the place where you can open doors for others, help them get into the rooms that can advance their careers.

Talk with other women about your experiences. When you vulnerably share about what you’ve faced in your career, you can give other women insights they can learn from—and help them feel less alone.

If you’re looking for ways to connect with other women, consider joining a professional women’s network. I’ve been fortunate to benefit from many groups that have helped elevate my career and create opportunities for others, including Luminary, HeyMama, and Ellevate Network. In addition to the psychological benefits of having positive relationships with other women, it can also help you achieve your goals.

Beyond bringing other women up with you, this is about building other women up around you. When another woman chooses to make her Bold Move, celebrate her. We rise together.

Champion Working Moms

As a new working mother, I often felt I had to hide what I was doing to make it all happen at work and at home. I didn’t talk openly about negotiating with my husband about who would leave work early for the unexpected snow day closing. I didn’t share that I rearranged my business travel schedule to take the overnight flights to Europe so I could be home for one more family dinner. I spoke in hushed tones when school called (of course, calling me as the mother, even though my husband was also listed as a contact) about something that had happened that day. I meticulously dressed and did my hair and makeup each day so I would look like I had it all together—even on the days when I’d done enough parenting and household responsibilities that I had practically worked a full day before arriving at the office. Some of this was my perception about how women succeeded at having it all—and some of it was real gender bias. Joan C. Williams of University of California Hastings College of the Law and author of What Works for Women at Work (one of my favorite books!) created the term “maternal wall” to describe a type of bias when people view mothers or pregnant women as less competent and less committed to their jobs.

You don’t have to be a mother yourself, or want to have children, to champion working mothers. Whether a woman has just returned to work after parental leave or has been navigating working motherhood for years, she will benefit from your support.

Speak Up for Moms

Part of the bias of the maternal wall is that mothers aren’t perceived to be as dedicated to their careers. Correcting this means addressing what’s being said and what’s not being said. Shut down any comments about working moms who rush out of the office at 5 p.m. Truth talk: I once was that person who whispered about working moms leaving early and how they can’t possibly be doing their jobs. That memory reminds me of why it’s so important now for me to share with others how to support working mothers. Though you may not directly experience what others do as a working parent, show compassion—and advocate for them. It shouldn’t fall only to working mothers to speak up about office policies that negatively affect them. This isn’t about special privileges: workplace culture should prioritize everyone’s well-being.

Be Mindful of Scheduling

I’ve been known to swoop into conference rooms like James Bond ducking under a closing steel door as I tried to navigate school drop-off, commuting to work, and getting to that early morning meeting. In some workplaces, there are parameters on when meetings can be scheduled to be mindful of the demands on people’s time. Let’s be real, no one really likes rushing in for an early morning meeting, so this is more inclusive for everyone! Just as mornings can be a balancing act, so can the rest of the workday. Meeting times often need to be changed to keep up with unexpected demands of the workday, and though these changes can cause friction for everyone, they can be an added challenge for caregivers. Mothers may have set aside time to pump or need to leave early to get to parent-teacher conferences. If you’re changing a scheduled meeting, consider how it might affect everyone and give as much advance notice as possible.

If you’re not sure how to support a working mother, ask her! She will be grateful for the acknowledgment, even if she doesn’t yet have the answer figured out.

SUPPORT OTHERS IN TIMES OF NEED

As important as it is to share connection in moments of joy, there is also power in sharing connection in difficult situations. In moments of tragedy, illness, or death, you cannot take away pain and suffering, but you do have the ability to make things just a bit lighter or more comfortable.

You may feel unsure of how to help a grieving friend or worry you’re going to do or say the wrong thing. Preparing for these moments with grace is a Bold Move. Here are ways you can support a friend or colleague who is going through a difficult time.

There’s no perfect moment. It’s natural to feel nervous about reaching out. Don’t wait. If we’ve learned anything about life, it’s that there is never a perfect moment, and no moment is promised to us. Your friend or colleague needs you now—even your imperfect self. Show up for them.

Offer, don’t ask. So many times, well-intentioned people say, “Let me know if there’s anything I can do.” Or “How can I help?” But in the moment, it’s much more helpful to tell someone what you’ll do to be helpful. For example, say, “I’d like to bring you dinner every Wednesday night, or Tuesday if you prefer. This way you’ll have something you can count on. Does that work for you?” Something like this is a gift in so many ways, including saving the person the energy of having to think about these decisions.

Let them feel heard. Your goal is not to make them feel better. Instead, your job is to let them feel heard. You can’t erase what they’ve been through, nor should you try. If they want to talk, listen. If they feel like being silent, honor this. Whatever they need in that moment, hear them.

Don’t compare experiences. We’re taught that empathy means relating to what someone is feeling, but compassion is more important in grief. Even if you, too, have experienced something tragic and difficult, it’s best not to presume that it’s the same as what this person is feeling. Sharing your own story without being invited to could feel like comparison, or worse, competition. All experiences of loss are difficult. Focus only on what your friend is going through right now. That said, your friend may identify differently with people who have experienced something similar.

Be mindful of your own perspectives on grief and death. It’s safer to keep the comments to yourself about how everything happens for a reason or a person who is dying will be “better off.” There are many different beliefs about death and dying, and you wouldn’t want to unintentionally upset the grieving person by professing your beliefs. If they’re interested in your perspective, they may ask, but don’t offer.

Use language carefully. Pay attention to the cues from the person you’re talking to and try to emulate their language or tone in how they’re talking about their experience. Follow their lead and do the same so you can be what they need at that time. I also try to say the name of the person who is ill or has died. It feels like a small way to honor them and allow comfort for the person who is grieving to speak about them too, if they want to.

Grief and death make us uncomfortable, which is understandable. There’s so much uncertainty in these moments. It is this very vulnerability, of not always knowing the right thing to say or do, that connects us to others and is the reason we show up anyway.

CONNECT PEOPLE IN YOUR NETWORK

Whether in the happiest times or most difficult moments, our connection to others is powerful. Once you take the time to build meaningful relationships with others, you’ll be able to multiply this goodness by connecting people in your network with each other, too.

I’ve always loved connecting people. Many of my introductions have led to mentorship, jobs, and even marriages! I have a special place in my heart for connecting people I think would enjoy each other as friends. When you connect two people, you’re saying, I believe in you and want good things for both of you. I’ve connected two friends who live in the same neighborhood and work in similar industries. I’ve connected two friends who share educational backgrounds and personal values. I’ve connected a friend with someone who has the job she wants to be in someday. And I’ve made it a point to introduce team members to people in my network for coaching or job opportunities. As you grow in your career, it’s especially important to help others who may be just starting their own.

If you’ve been more of a reactive connector (when someone needs something specific), you can shift to being more proactive by offering to make introductions when there seem to be natural points of overlap. It’s a way to add value to people in your network, and I like to think it makes the world a better place.

Now that you’re ready to build connections within your network, it’s important to make these connections the right way, which includes the following:

Ask Permission to Connect

Earlier in my career, I would get so excited to introduce two people I knew would enjoy each other that I would write a thoughtfully personalized email introduction for two people and proudly send it out, waiting for the magic to happen—except sometimes it didn’t. I might unintentionally surprise someone with my request, or there might be nuances I wasn’t aware of related to the request. I learned the hard way that the most important rule of connecting two people is simple: ask first. Asking permission gives people the option to accept or decline without making things awkward.

Let’s say you’re talking with a friend or colleague who’s looking for an important connection to advance her career or business, and there’s someone in your network who could be an influential contact for her. Go ahead and reach out to the more senior person or the one of whom you’ll be asking a favor. Write to only that person and ask if they would be willing to meet with, connect with, or whatever it is that you’re hoping for with your friend. Include a two-or-three-sentence bio about the person, how you know them, and why you think they should be connected. You can further per sonalize this based on your relationship. The most important part: give the recipient an out clause. This might sound like, “If this isn’t the right connection for you or the right time, I certainly respect how much you have going on.” Including a sentence like this gives the person on the receiving end the opportunity to decline without having to explain themselves, and this approach preserves your relationship with them.

Host the Connection

After you get permission, send an email introduction. You’re the host of this connection, much like at a dinner party, so share something about each person to give the other a sense of who they’re being connected to and why you’re connecting them. You may include what makes them special, the things you admire about them, or how you first became acquainted. I take great pride in connecting people within my network, so I want my initial request to reflect that joy.

At the close of the email, I like to say, “I’ll leave it to you two to connect directly from here,” making it clear that the next steps are up to them.

Here’s a template you can use for this:


Dear [Name]:

It’s my pleasure to introduce two terrific people, and I’ve copied you both on this email.

[Two-or-three-sentence intro of Person 1—can include title/how you know them/what you admire about them/mutual area of interest].

[Two-or-three-sentence intro of Person 2—can include title/how you know them/what you admire about them/mutual area of interest].



I thought to introduce both of you because [reason you’re connecting them/what the ask is], and I know [Person 2] can learn a lot from you, [Person 1].

I’ll leave it to you two to connect directly from here.

Best to you both.

[Your Name]

Follow Through on the Connection

You can differentiate yourself in the connection process by how you follow through.

Here’s something many people miss: establishing who follows up first after the email introduction has been sent and when. If the connection is to ask for a favor for you or you’re the more junior of the two people, you should reach out first—and promptly. It shows respect to the other person’s time you’re requesting and diligence to the host’s effort.

Following the connection, graciously acknowledge the connector and move them to the BCC line. This lets them know you’ve followed up and saves their inbox. It’s also always well received when you take time to send a note to this connector to let them know how much you enjoyed the conversation. You can let them know of any next steps or something you’ve learned. They’ll remember this the next time you ask for a connection.

When following these steps, you’ll be seen as someone who understands the power of positive connections.

• • •

You have the gift of bringing joy to the world, just by being yourself. Even to one person. Go share your gifts.


BOLD MOVES TO MAKE NOW

Reach out to someone you’ve been meaning to reconnect with.

Look for an opportunity in your daily life to embrace curiosity to create a genuine moment of connection with others.

Send a note (bonus if handwritten!) or text to another woman to cheer her on.
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Invest in Yourself

The most important investment you can make is in yourself. When I say “invest,” I mean giving your time, attention, or energy to something with the expectation of a worthwhile result.

I suspect you are known as someone who gives your energy to making the world and workplace around you a better place. Consider this: you are worth your own investment, too—and this means you have to make time for the things that matter most.

By prioritizing and investing in your personal growth while advancing your career and developing as a leader, you demonstrate to yourself that you are worth the same time, attention, and energy that you give to others. Remember, you have to first invest in yourself, so others will invest in you, too.

In this chapter, we’ll explore how to focus on the right things, create habits to sustain you, and value this investment in yourself—even when you’re pulled in different directions.

FOCUS ON YOUR BEST AND HIGHEST USE OF TIME

To focus on the right things, you have to understand how to measure your best and highest use of time. For many years, I have had a small index card above my desk in my office to help me focus on my top priorities (see figure). On the card is a rectangle divided into four quadrants: “important/urgent,” “not urgent/important,” “urgent/not important,” and “not urgent/not important.” This visual reminds me that how we spend our time is a choice.

[image: Image]

Prioritization Matrix

This quadrant visual is based on the Eisenhower Matrix, developed by former President Dwight Eisenhower and popularized by Stephen Covey.

Let’s review the quadrants and how they can help you prioritize: “important” refers to a project’s value, and “urgent” refers to a project’s timing. With this in mind, “urgent/important” and “not urgent/important” will be your top priorities.

You can sense what is both urgent/important, and you’re likely spending time on the things in this quadrant, which include time- sensitive issues, crises, deadline-driven work, external pressures on top priorities, and the last-minute rush for big projects.

The things that are not urgent yet important tend to slip lower on your to-do list, because there isn’t a specific deadline or other issue require your attention sooner—but they’re still important.

To make progress on these “not urgent/important” priorities, you need to plan for them. First, define or set a date that you will complete the project. Then estimate the amount of time it will take you to do the work, and add these blocks to your calendar.

Here are two examples of how to implement this strategy in your work:

Scenario #1: Developing a New Initiative for the Organization

Next month, you’ll be presenting to a committee of your boss and peers on a new initiative for the organization that you’ve been working on. In the meantime, your inbox is full, and you have a stack of documents to review that are due by the end of the week. You still have plenty of time to develop this project, even though you know it will take a lot of time to finish drafting and preparing for the presentation.

STRUCTURE

1. Set aside an hour each week for the next four weeks to work on the presentation deck and rehearse your remarks.

2. Instead of writing on your calendar something abstract like the name of the initiative or “work on project,” divide the work into four even parts and label your calendar accordingly.

3. With protected time on your calendar during the workday, you will avoid late-night prep sessions. When you sit down to do the work, you can refer to the specific part of the project instead of scrambling to figure out which parts you’ve completed and which one to work on next.

Scenario #2: Working Toward a Promotion

To prepare to ask for a promotion, you want to rewrite your job description and prepare materials about your accomplishments to share with your boss, but there may not be a true timeline for presenting this to your boss.

STRUCTURE

1. Create a self-imposed deadline. Determine when you want to show the materials to your boss and work backward from there to prepare your materials.

2. Put the deadline on your calendar, along with two 30-minute blocks of time when you’ll review and prepare.

3. When you have these blocks on your calendar, you will be better positioned to prioritize this work—and your growth—during the workday instead of trying to fit it in between your other meetings.

You can adapt this type of planning structure to focus on whatever your top priority scenario is amid other deadline-driven projects.

• • •

Here’s one more tip to keep making progress on your priorities: make the time that you have work for you. Many time experts will tell you if something on your to-do list can get done in 15 minutes or less, do that thing first. While I’m no time expert, that’s not how I approach things. If you have 15 minutes to get something done (it may be your only free 15 minutes that day between meetings), I suggest asking yourself this question: What is one thing you can do to move forward something that is important but not urgent? Sure, you won’t complete it, but you can and will make progress.

Keep this in mind for other examples of things that are not urgent yet are important: building your network and other relationships, learning, and rest. This is the basis of this chapter: investing in yourself by understanding what is the best and highest use of your time and prioritizing these things accordingly.

While we would like to think we spend most of our time on the important things in our life, the reality is that we all actually spend much of our time with the urgent/not important tasks, or worse, the not urgent/not important. This includes emails, some meetings, everyone else’s projects, scrolling through Instagram, and requests where someone else could have figured out the situation on their own. Sometimes these things are handed to us, and sometimes we do them to ourselves. When you’re feeling most overwhelmed or anxious, refer to the diagram and realize you’ve likely allowed other people’s urgency to become your own.

In this case, you need to determine which things you can delegate, delay, or drop.

Focusing on your best and highest use of time, the things that are urgent/important or are not urgent/important, allows you to preserve your energy. When these things don’t get done, there are often consequences. When the “not urgent/not important” things don’t get done, either you’ll do them another time, or they just won’t get done at all. When you keep pushing yourself to do all of them anyway, you’re not able to show up as your best and highest self.

Here’s what I want you to keep in mind as you sort through what you need to do when: This system isn’t really about time. It’s about who you are as a leader and what you value—which are both urgent and important.

DEVELOP BOLD MOVE PERFORMANCE PATTERNS

Your work responsibilities take up the majority of your day, but they don’t have to be the majority of your life. Try to increase time for priorities that can help you grow as a person, which I call Bold Move Performance Patterns. These can include learning, hobbies, exercise, and rest. Developing new Bold Move Performance Patterns will enhance your happiness, health, and quality of life. And choosing to incorporate any of these into your life will provide you with an opportunity to focus on your own joy, reinforce to yourself that you are worth investing in, and build your creativity in the process.

Learn Something New

People who make a commitment to learn on their own will advance faster in their careers. There are many ways to do this, including attending conferences, lectures, or online training courses.

Another accessible (and less expensive way) to learn something new and invest in yourself is to read more. This is such an enjoyable way to learn but seems to be the first thing to go when we feel pressed for time. It feels luxurious, and sometimes frivolous, to sit down for an extended period of time “not doing anything.” But research shows that reading reduces stress, in addition to building your knowledge.1

Choose books on topics that make you want to prioritize your reading time over other activities. If reading about art history brings you joy, then read that. It doesn’t matter that it’s not related to your career. If it will make you feel grounded and growing, then it’s the right choice for you.

Reading doesn’t have to be done solo, either, unless you prefer it that way. If book clubs are your thing, that’s a great way to con nect with others and motivate yourself to read. You can also coordinate with a reading buddy to discuss a book or topic. I have several girlfriends I enjoy doing this with who live thousands of miles away. It is a fun way to catch up and learn together at the same time.

If the idea of reading books still feels overwhelming, maybe pick up a few articles on topics you enjoy. Give yourself 10 minutes before work, during your commute, or before bed to get started. Feeling like you can’t even find 10 minutes to read? Try swapping out scrolling through social media to read an article instead.

Podcasts are a solid alternative to reading. My podcast, One Bold Move a Day, is a six-minute weekly podcast to help women develop their careers and leadership that can be an easy place to get started. To get the most benefits out of learning via audio, I encourage you to take notes. It changes your mindset from consuming content to implementing ideas. If you’re looking for a way to socialize what you’re learning, form a podcast club to discuss episodes of the group’s favorite podcasts.

Find a Creative Outlet or Hobby

Another way to invest in yourself is to think about what kind of projects you gravitate toward. How do you enjoy spending your time when you’re on vacation or not at work? These answers will give you a better idea of the hobbies or creative outlets that will help you thrive. Making time for these is important, even when you feel stretched, because they will ultimately bring you more energy.

Your creative outlet could be baking, or pottery, or dancing, or any one of a million ways to use your imagination. To incentivize your behavior, try combining your creative time with something else on your schedule that has a deadline. For example, maybe you volunteer to make baked goods for the next neighborhood gathering. Or maybe you take a friend or your child to the pottery stu dio with you. Maybe you color while you wait at your next doctor appointment. Research shows that creativity benefits your mental and physical health, including decreasing your stress levels and strengthening problem-solving skills.2 While more time would be better, even five minutes is enough to achieve these benefits, so go ahead and get started somewhere.

Move Your Body

Are you the type of person whose exercise routine is deeply ingrained in your daily life, or do you go out of your way to avoid the gym in your building? I’ve fluctuated between periods of looking forward to exercising and wishing to do just about anything else. I’m the person who made fun of runners (because why would anyone do that on purpose?)—and then became a runner. I’m also the person who shunned the idea of group fitness (because it feels like everyone’s watching you when you exercise in a group)—and then showed up four days a week at a studio. Maybe I’m not the best person to give advice on exercise, but the point is this: embrace where you are in the moment and work toward some kind of consistent movement because the benefits are incredible.

In fact, researchers at the University of Michigan found that more physical movement was generally connected with happiness, and that even as little as 10 minutes a day for one to two days a week could show results.3

So if you’re someone who struggles to get started on those harder days, just remember that 10 minutes is enough. And, hey, you might be like me and realize halfway through the workout that you feel great and want to keep going.

And if you’re struggling to get back out there, try this. When you get home from a run or finish a class you tried to get out of or weren’t motivated to do, write yourself a note. It doesn’t have to be long. Just say how you feel and maybe what you’re proud of. Then the next time you feel like you don’t want to get out there, look back at this note for the motivation you need to get it done.

Rest (and Take Your Vacation!)

Rest is often overlooked as a performance tool. The truth is that rest is essential to your ability to reach your full potential.

I have a habit my family and I refer to as “one more thing.” You might have this, too. It’s best described as a feeling that you can get just one more thing done before you finish up. And it can happen often. “Oh look, there’s two minutes before the next meeting, I can get through just one more item on my to-do list.” Or at the end of the workday, you have just one more email to send before you can shut off for the day. On the weekend, you can run just one more errand. No matter the example, you (and I) aren’t really being efficient with time, we’re often just trying to do more in less time. Doing this can come with negative consequences like being late to the next meeting, not giving the people in your life your full attention, or feeling exhausted all the time. All this hustling can lead to burnout and exhaustion—and it doesn’t always get you where you want to go faster. At some point, you need to rest instead.

Rest comes in different formats and has many physical and mental health benefits, including an increase in your creativity,4 decision-making,5 and motivation,6 while also decreasing your stress levels.7 Let’s look at a few different types of rest you can and should prioritize in your life.

Sleep

Before I get started, I want you to know that I’m not going to try to convince you to wake up at 5 a.m. to reach your big dreams or to have a specific morning routine. Instead, you can make Bold Moves by simply creating a schedule that maximizes your ability to show up as your best self. To do this well starts with being mindful about the amount of sleep you get each night. I’ve been known to fall asleep on the floor … in the middle of the day. To be clear, this is not the kind of sleep I’m talking about. Your body will shut down when you’re exhausted, but if you get to that point, you’ve likely missed several warning signs.

You are aware of the research on the importance of getting seven to eight hours of sleep a night,8 and still this may not be enough of a motivator to do so because of everything you need to get done. Here’s the thing: your lack of sleep affects more than just you—it also affects everyone around you, especially if you’re a leader.9

Be proactive about your rest, so you can keep going and help others keep going, too.

Vacation

Many years ago, our family took a weeklong trip to the mountains. At the time, I worked for an organization where immediate communication was valued. I prided myself on being the most responsive colleague, but this took a toll on other aspects of my life. While we sat in the hotel room before our hike that first day, I looked at my phone and watched the number of messages in my inbox steadily rise. I knew myself well enough to know that I wouldn’t be able to ignore this number as the day went on. While it might start as checking just one email, it could quickly turn into responding to multiple things. And even if I wasn’t responding, every time I looked at my phone, it would divide my attention. So, I decided to turn off notifications from my work email. It would be as if it wasn’t there at all.

As I switched the button to “off,” I felt myself making a radical shift in how I spent my time with my family—both on that vaca tion and at home, because I still haven’t turned those notifications back on.

The joys of vacation go beyond your time off, too. Research shows that anticipating your vacation boosts your happiness.10 So before you go, spend time thinking about your trip. Visualize what you’re most looking forward to. After you return, reminisce about your experiences by looking back at your photos or mementos you picked up that help you relive the positive moments.11 (Research shows sharing your vacation memories has the potential to create positive feelings for others, too!)12

Vacation doesn’t have to mean far-off locations and extravagant travels. It could be anything from spending your time hiking a trail to reading a good book, starting a new hobby, or trying out a recipe. You make choices about how to spend your time, wherever you are.

Maybe you’ve told yourself, “If I keep working hard and don’t take time off, I’ll be rewarded at work.” After all, they’ll see how dedicated you are, and you’ll also score valuable face time with higher-ups. But here’s the reality: People don’t get promoted for dedication. They get promoted because they put in the work and make the case for themselves. Your well-earned time away from the office may be exactly what you need to put yourself into the frame of mind to excel in your job when you return and advocate for your growth in ways beyond answering emails. In case you need a little more convincing, studies have shown that people who take vacations are more likely to be promoted, so take your vacation!13

Productive Rest

Sometimes the best solution in a specific situation is not to step away from everything, but to create more intention around what you’re choosing to do, which is what I call “productive rest.” To generate the best outcomes from productive rest, I suggest you set some guidelines about how you define rest, how long you plan to rest, and how you’ll know when to keep going.

1. Clearly define what “rest” means to you. Decide which activities you’re reducing or eliminating—and if you plan to replace them with something else. For example, if you decide you don’t want to exercise, does this mean you’re going to sleep in, or will you use the time to write in your journal or read instead?

2. Determine what your timeline is. Are you resting for an hour, a day, or a week? Be specific about the plan, so you work toward your own expectations. When you proactively set the timeline, you retain control over the process, instead of letting your exhaustion or frustration drive it.

3. Be accountable. When you’re ready to get back to your work, invite others to help you stay accountable to your goals. Tell a friend or colleague about your plans so they can support you.

Then keep going. Step by step.

YOUR RETURN ON INVESTMENT (ROI) IN YOURSELF

The term “return on investment” (ROI) is thrown around a lot in the corporate world, and this concept applies to you, too. There’s an ROI from your intentional investment in yourself that will benefit you today and in the future.

When you allocate time for learning, you will develop new skills that can enhance you personally and professionally. When you allocate time for creativity, you will renew your energy. When you allocate time for your health and well-being, you will build your physical and mental strength. All of these investments will support you in showing up as your best self.

Though this chapter is about investing in yourself in a metaphorical sense, there is a literal ROI that we should talk about, too. You should invest in yourself by asking for what you want and deserve financially and setting yourself up for financial success. Somewhere along the way when women were told to be nice, this also translated into our negotiations. Money became something that we weren’t supposed to talk about. Our attitudes about money start when we are children, and those experiences can inform how we behave as adults.

Money can control you, or you can control it. If you live on your own, spend some time writing in a journal about what money means to you and what you hope to accomplish in the future. If you have a spouse or partner, talk openly with them about what money meant for you growing up, even if you never worried about having enough, and how you think about it now. Be clear about what you want to prioritize, the things you want to save for, and what your financial fears are.

Set yourself up for financial success by negotiating your salary, saving for retirement, and establishing financial goals. Get comfortable talking about money and asking questions about wealth. Learn how to give money to organizations that are important to you and find joy through philanthropy.

These investments in your skills, learning, health, and finances will help you create the life you want.

STOP FEELING GUILTY

The final step of investing in yourself is accepting where you are in the moment and letting go of guilt. Feeling guilty holds so many women back. It’s something that comes up often in hushed conversations—if at all. In fact, it might be holding you back right now:

• You may feel guilty about working or guilty about parenting—or guilty for doing both.

• You may feel guilty for wanting to leave your employer.

• You may feel guilty about your ambition.

• You may feel guilty about taking time to do anything for yourself.

• You may feel guilty about putting your well-being first.

• You may feel guilty about resting.

• You may feel guilty about asking for too much.

Dear one, please stop doing this to yourself.

If you feel exhausted from doing it all, I’m with you.

But we all need to realize that this guilt limits us from taking on what is best for us and being our best selves.

Guilt steals your ability to be in the moment: it makes you think you should be somewhere else, doing something else, or worrying about the past. It robs you of your present and future joy.

You deserve great things. Right now.

Honor your decisions and free yourself from overthinking them.

You offer compassion and grace to everyone around you, and now it’s time for you to offer it to yourself.

Let go of feeling guilty. In this moment. This is precious time we have here, and you deserve to live it fully.


BOLD MOVES TO MAKE NOW

Look back at the Prioritization Matrix to determine which activities this week belong in the Urgent/Important and Urgent/Not Important quadrants.

Choose at least one Bold Move Performance Pattern you will develop to invest in yourself.

Let go of one thing you are feeling guilty about.
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Lead from Where You Are

People often ask me how they can advance their career and become a leader. Here’s what I tell them: You are a leader. Yes, you.

Whether you manage people or not, you can be a leader. Leadership isn’t about title or authority. It’s the energy and purpose by which you lead yourself each day and how you serve others. That’s what I mean when I say, “Lead from where you are.” It starts with understanding everyone can lead regardless of their role in the organization. Approaching leadership this way means you have an opportunity to influence and inspire others no matter what stage of your career you’re in. In time, you’ll be ready to raise your hand for projects, and this can turn into more formal responsibilities at work.

It took time to figure out in my early career that you can lead without a fancy job title or being at the top of the org chart. I treated my first big job like I was still in school, where you’re told what to do and evaluated (and rewarded) by how well you follow directions. After all, this was how women were taught the world works. I waited for a boss to tell me what to do or copied what colleagues did. Working this way got the job done, but it led to me feeling unaligned with my own actions. I kept meeting others’ expectations, but I didn’t feel like I was meeting my own. I didn’t feel like myself.

Finding your authentic leadership style and voice will take time and practice, but the first step is to remember three things: you have the power to positively affect others, you have the ability to move projects forward, and sharing your voice matters—none of which requires a top leadership position.

Whether you’re just entering the workforce or trying to navigate a large, complex organization 15 years into your career, it can be easy to confuse positional power—the formal authority a person holds—as the way to get things done in an organization. The truth is, titles (and corner offices) are great, but they will get you only so far. This is something I learned the very hard way in my first management role where I led the way I thought bosses should—by telling people what to do. Authority may get the job done, but you’ll find yourself alone at the finish line.

When you build influence in your organization, collaborate with others, create value for your boss and your team, make your contributions known, and navigate workplace challenges, you’re on the way to leading at any level. Let’s dive into each together.

LEAD WITHOUT A TITLE

There are distinct ways you can develop your leadership approach even when you’re only responsible for managing yourself. Leadership means serving others, so you’ll want to build relationships to understand what your colleagues need, create opportunities to share your expertise, and be known as the go-to for advice and counsel.

Practice Active Listening

Though it seems fairly obvious that people want to be listened to, it can be hard to consistently give people your full attention in our always-on world. You can differentiate yourself by being someone who actively listens, which builds trust and relationships. Research shows that how you listen is even more effective in leading others than how you communicate.1

Active listening is more than helping someone else feel heard. It’s being truly present and attentive. Do this by looking others in the eye (or at least the screen), and give them other nonverbal cues, such as minimizing your movement or other distractions. Repeat back to them what they’ve said, but not word for word. You can start by restating what they’ve said, “What I hear you saying is. …” This way, the person can clarify anything you’ve misunderstood or confirm that you heard them correctly. It shows you listened closely enough to be able to rephrase what they said to you, which required you to be fully present. Doing this can feel awkward at first, but don’t worry—it doesn’t sound as awkward to the person who’s hearing it. In fact, it will feel exhilarating, because they will know you’re truly listening to what they have to say. The benefits of listening go beyond making others feel valued—you’ll also gain new information.

Understand the Organization

In addition to understanding your role, spend time learning what everyone else in the organization does, too. Try to find ways to connect the dots or collaborate across teams. I truly believe this is one of the ways I got to where I am in my career. Here’s what this looked like for me: My boss told me to familiarize myself with the names of all the advisory board members for our organization. After I reviewed all their names, I did a little homework on my own time about their backgrounds and companies. If I found news articles about the board members, I kept my boss informed. I also listened closely in internal meetings to the strategies my boss and my boss’s boss were working on and found ways to add value. When I came across information of interest related to their strategies, I sent it along, and I did the same for my colleagues. As a bonus, my expanded knowledge helped me build connections in external meetings when people referenced their relationships with the board members.

Build Your Power

Don’t give up your power by thinking you don’t have any. When people seek you out in your day-to-day for advice or strategy because of what you know, this is a sign of what you bring to your organization. Being the colleague who is relied upon for her expertise gives you the ability to influence—regardless of where you may be in your organization. What you know and how you’re willing to share it with others is your expert power. Consider how you can leverage your superpowers to contribute to your colleagues.

If you want to build your power further, continue developing your learning, too. Take a course online or attend webinars, read articles, listen to podcasts, and sit in on departmental meetings (even if they’re not directly related to the work you do). You can develop this knowledge for good use for you and for your colleagues.

Collaborate with Others

Everyone wants to work in a collaborative work environment. Few organizations truly achieve it. Instead, people tend work in siloes, and as a result, breakdowns occur. It might sound idealistic, but the truth is you can make collaboration a reality in your workplace by leading the way for you and your colleagues.

Collaboration occurs when two or more people approach a situation or problem with their own ideas and then work together to develop an idea or solution that’s even better than what one of them could have come up with on their own.

To build this kind of collaborative relationship with someone you work with, follow these three steps:

Step 1: Set up a meeting to discuss the problem you’re trying to solve or develop the process you want to create. Practice actively listening to each other’s ideas, not just representing your own. Sometimes collaboration means working so closely to develop a strategy that you eventually don’t remember whose ideas were whose!

Step 2: Clearly define roles, frequency of communication, and how you’ll relay updates with each other. I recommend creating a shared document for each project that outlines all of this information, so everyone involved can reference it later as needed.

Step 3: When there are roadblocks or issues, bring all parties back together to revise or create a new strategy, even if their part of the project is not directly affected. Having everyone invested in the solutions develops buy-in and provides additional perspectives.

Collaboration should be the goal for leaders, but many mistake this for cooperation and coordination. Cooperation is when two people work independently, but don’t interfere or step on each other’s toes. Coordination is when two people work toward a common goal, but not necessarily together. While it is possible to get things done without collaboration, you can create better work products together. And collaboration means everyone is invested in each other’s success, versus solely their own, which contributes to a more positive work environment.

Support Your Colleagues

You spend much of your time at work, so it makes sense to find ways to support the people you spend this time with. Whether it’s high-fiving a colleague when they secure a new client or sending someone a note when they’re having a tough day, your colleagues will be grateful for your recognition and the opportunity for connection. Research shows that providing support for your colleagues affects your personal happiness, too.2 (It apparently can also predict the likelihood of a promotion, though that shouldn’t be your specific motivator!)

In one of my first jobs after college, I decided to start a tradition of bringing homemade treats to a staff meeting for every colleague’s birthday. This coined me the nickname “Birthday Fairy,” which I loved because I knew my gesture made the colleague feel special and brought everyone together. By choosing to support my colleagues in this small way, my actions created meaning. This was an early career lesson for me that the little things are the big things.

Don’t wait until you’re in a position of authority to help care for others. You may not be able to change your organization at a macro level, but you have the power to bring joy to others. Over time, you will be seen as the employee who can contribute by unifying the group toward a common cause. Here’s the secret: as you progress on your leadership journey, your success is truly based on your team’s success.

LEAD BY CREATING VALUE

There’s a misconception that leadership means things happen for you or to you. In reality, leadership requires you to create opportunities. I’d like to share an example of this in action from early in my career.

After listening to colleagues’ concerns about needing structure and role clarity for our growing external-facing team, I worked with my boss to create a process for the organization that had not existed before. This project leveraged my natural ability to understand how to align a donor’s goals and expectations with what the organization needed to accomplish.

In reviewing names of new prospective donors and considering the fantastic colleagues I worked with (who all had different strengths), I paired donors and staff for a mutually beneficial and positive working relationship. I was basically solving a puzzle with tremendous upside for the organization—and I was good at it. This work both fulfilled my interest in developing solutions to raise more money and benefitted my colleagues, too. It’s also real-life proof that you really don’t have to manage people to positively influence them and their work outcomes. (And as a bonus, even 15+ years later, the work I did on this project remained part of my role in every subsequent organization I worked for.)

If you want to create opportunities to show your leadership abilities but you’re not sure where to get started, consider which activities bring you the most energy or what problems you think you can solve for the organization. Remember those superpowers we talked about earlier and put them into practice! Some ways you can do this include sharing ideas with your boss about how you believe you can contribute to the team or showing your interest in taking on new challenges. If you don’t have the opportunity to work on something specific right away, that’s fine! Whatever tasks you’re given, bring enthusiasm to the work that you do. Value isn’t only made by the outcomes of your projects, but what you put into them.

That being said, when you raise your hand or suggest something you’d like to work on, know that not all ideas are created equal. Keep in mind the concept of “wise productivity.” If you volunteer for a project that benefits you without understanding how it will affect your colleagues or ignore others’ concerns, you’ve missed the mark. If you overdo your efforts to support the organization to your own detriment, you won’t be successful either. The goal isn’t to burn out while you build.

As you lead from where you are in the organization, you’ll start to be recognized (in a good way!) for your ideas and work product—and it will become even more important for you to make sure your value is seen by leaders and decision makers in your organization.

MAKE YOUR CONTRIBUTIONS KNOWN

It’s your responsibility to make sure your boss and other higher-ups know the value of your contributions. Even if you’re a superstar in your role, you can’t rely on this being front of mind for other people, including those who determine your future growth opportunities. This means you’ll need to gracefully and consistently communicate your worth. And you can’t afford to miss this part, because it plays a critical role in your advancement at work.

Talk About Your Accomplishments

Formal performance discussions (hopefully) provide you with an opportunity to share how you contributed to the organization over the last year. While these conversations can be incredibly beneficial, it’s time to get comfortable talking about your projects and outcomes the other 364 days of the year. There is an art to graciously sharing your accomplishments, and it involves being authentic in your pride, your motivations, and your timing.

You can begin to infuse updates about your contributions into everyday conversations. For example, when you find yourself in a Zoom meeting with the big boss before others join or ride the elevator with a more senior leader and they ask, “How are you?” In either situation, instead of the usual “Great, thanks,” try this, “I am working on/recently completed [project name] and we learned [brief outcome].” It makes for a much more engaging conversation, and you highlight what you’ve been working on.

From there, you can work your way up to sharing your expertise with larger audiences by teaching a “lunch and learn” at your office, presenting an overview of your work at a town hall or team meeting, or even volunteering to lead a cross-functional team project.

Send an NNTR Update

As important as it is for all senior leaders in your office to be aware of your strengths, you should focus on building this aspect of the relationship with your boss specifically. One of my go-to strategies to communicate your contributions clearly and consistently with your boss is the NNTR Update—as in “No Need to Respond.” This is an email update you send to your boss once or twice a week to share on your own terms the priorities you’re working on and what you’ve accomplished. When you can’t necessarily have a water cooler conversation or stop by the boss’s office, it’s a chance for you to maintain contact and stay visible.

You can use this approach in multiple ways: send a note to share updates, vocalize your priorities and everything you have on your plate for that week, or ask questions about a challenge you’re having. This is helpful for both you and your boss to have a reference of what has happened each week, which will be valuable for performance evaluation conversations or asking for a raise or promotion later on.

Plus, by labeling this email NNTR, you free your boss from any need to reply while still doing your part to advocate for yourself and manage up. (That being said, I do hope you’re working in a place where you feel supported and valued with or without these emails.)

If you want to put this NNTR Update into practice, you can use the following template:


Monday’s Subject Line: NNTR Update

Dear Boss:

Here’s what I am working on this week: [project X, project Y, and project Z]. If there’s anything you’d like me to change or add, I welcome your feedback.

Have a great week.

[Your Name]



When possible, be sure to include anyone you have collaborated with, any big meetings you have, or even something you’re excited about.


Friday’s Subject Line: Weekly Update

Dear Boss:

Here are all the things I was able to accomplish this week: project X and project Y. I am still working on project Z and will continue the related work next week. Look forward to sharing more then.

Have a great weekend.

[Your Name]



You can and should personalize these templates so they suit your communication style and your boss’s. For example, these updates can happen on a monthly basis instead of a weekly basis.

NAVIGATE WORKPLACE CHALLENGES

When you think about leading from where you are, it’s also important to understand how to navigate different factors that can work against even your best efforts. Let’s walk through a few of the most common challenges you may face today.

Office Politics

Understanding the structures and systems in the workplace environment requires political savvy, often referred to as office politics. I hear many people, particularly women, say they don’t like to play office politics. I understand why, but here’s the thing: if you’re not playing the game, someone else will be. So, instead of pushing the concept of office politics to the side and thinking of it as petty gossip and whispering behind each other’s backs, it’s time to reframe our thinking and see this part of the job for what it really is.

Office politics means understanding organizational dynamics, the way you influence the people around you, and how you advocate for yourself to get what you and your team need. When you reframe office politics this way, it becomes much more accessible—and important—because not being involved can lead to missed opportunities to advance your career. There are ways to be conscious of office politics and to help them work for you, without selling your soul, so let’s walk through the steps.

Step 1: Understand How the Organization Works

Before you start to “play politics,” develop an understanding of how your organization operates, including who holds power and how ideas are shared. You can get a sense of this from listening in internal meetings and observing interactions. If you have a trusting relationship with your boss, you can ask them who the decision makers are in other departments so you can be aware. Also keep an eye out for who gets promoted and which departments they’re in. All of these will factor into your plan of how to navigate the organization.

Step 2: Make Genuine, Proactive Connections

Once you have a sense of the way things are done, it is important to start to proactively connect with the influential people in your organization. This means building genuine relationships, taking a real interest in other people’s projects and roles, and getting to know the people you work with—directly or indirectly—in a deeper way. You also want them to know who you are and want to support you.

As you build these connections, you will form a better understanding of how people work and what motivates them. You’ll also get a broader view on the organizational culture—and you might even make some new office friendships.

A word of caution: it’s as important to foster some kind of relationship with the people in the office whom you don’t necessarily get along with but who could (negatively) affect your work, too. Think of it as a “strategic alliance,” which you need to thoughtfully invest in to achieve your goals.

Step 3: Put Politics to Work for You

Now it’s time to put politics to work for you. This means being clear on your goals and the organization’s goals and putting your influence and expertise to work in order to achieve both. It also means being aware that you will have to rise above the things (or people) that might get in the way and focus on how to move the work forward, rather than let others drag you down. Along the way, do not lose sight of the importance of proudly sharing what you’ve accomplished.

You see, even when your projects have been successful, the real work is just as much about speaking up for yourself and telling people about your results and effort. When I missed the mark on understanding office politics earlier in my career, I vowed I wouldn’t make this mistake again and I would help coach other women to be better prepared.

You owe it to yourself to learn about the politics in your organization and how to navigate them, even if it feels uncomfortable. I get it. I was taught that there are three things you don’t talk about at work: religion, money, and politics. I know that kind of politics is different than what we’re talking about, but these unwritten rules are part of what hold women back in their careers. So the next time you question whether to share about your work or use your influence for yourself, remember what could be lost if you don’t.

Bias at Work

Bias at work results in making quick judgments about people based on their personal experiences and cultural background—and unfortunately, it happens every day. Clients and friends share with me that they’ve heard comments about their race, ethnicity, gender, age, weight, and pregnancy status from potential hiring managers, colleagues, and others. I’ve personally experienced bias at work, too.

No one should ever be devalued or disrespected for being who they are. If you do experience bias at work or are concerned about it being an issue at some point, I suggest the following:

• Find a network. Connect with other colleagues who can relate to and understand your perspective, which will help reaffirm your role and belonging in the organization. You may find this community with an internal employee resource group (ERG) or an external professional development association. Don’t have one of these communities you can connect with? Start one. It will be a wonderful leadership opportunity for you and a welcomed resource for others.

• Watch your language. Your own language matters and can contribute to reducing bias in the workplace. Practice saying people’s names correctly as a way to honor who they are. To avoid ageism in the workplace, remove the words “young” and “old” from your work vocabulary. One way to start doing this when you catch yourself is to say, “early career” or “late career.”

• Talk to your manager. If you’re experiencing bias at work, thoughtfully approach your manager about what you’ve been dealing with. Be prepared to give specific examples. It’s possible your manager isn’t aware of the situation, as they may be working to disrupt their own biases, too. If you were passed over for a project or assignment, see if you can get more insights on what your manager wants you to do differently. When you’re having conversations like this, keep documentation (your own notes or emails). Though I hope it doesn’t come to involving HR or legal ramifications, it’s always a good idea to keep track of things.

No matter what point in your career you’re in, it’s important to be aware of the role bias can unintentionally play at work. Ultimately, organizations are strongest when we have diverse perspectives and backgrounds at the table, and we still have work to do to get our workplaces to where they need to be.

• • •

You add value to your organization through the experience and energy you bring, whether you’ve been working for 2 years or 20. Lead yourself accordingly.

Leading from where you are is more than an opportunity—it’s your responsibility. Stop waiting for a magical moment to be a leader, and apply what you’ve learned here in this chapter. Your time to lead (with or without a title) is now.


BOLD MOVES TO MAKE NOW

Make a list of three things you will begin doing now to lead from where you are—and use at least one at work this week.

Send an unprompted note to your manager sharing about a work accomplishment or progress you’ve made on an important project—with a focus on communicating your value.

Consider the organizational politics where you work and identify one way you can build your influence.
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Grow as a Leader
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As important as it is for you to lead from where you are, there are even more significant expectations for your leadership when you formally manage people. In addition to leading yourself, you’ll also need to manage up with your boss, influence your peers, and develop your team (see figure).

Leading yourself and others means you’ll be pulled in different directions and faced with difficult situations. In those hard moments, you’ll need to be clear on your “why” as a leader so you can be prepared to bring the best of you to your leadership. This chapter outlines the different ways you’ll be expected to lead yourself and others, including decision-making strategies, managing former peers, supporting team members’ growth by giving feedback, and developing a strong relationship with your boss.

Whether you’re new to management or have been doing this for a while, this chapter will help you develop as a leader and continue to achieve your organizational outcomes.

DECISION-MAKING STRATEGIES FOR ANY SITUATION

As a leader, it’s expected that you’ll be able to make decisions to keep your team and organization moving forward. You won’t always have all the information or time that you might prefer, so you’ll have to develop strategies to help you feel more confident in your choices.

Earlier in my career, my fear of failure undermined the confidence I needed as a leader. This translated into spending far too much time making decisions and then ruminating if I had made the right call or said the right thing.

There are many reasons women might hesitate to make a decision, including feeling like there isn’t enough information or there’s too much information. You could also be dealing with decision fatigue or fear of failure. In my experience of leading large teams in complex organizations, coaching leaders at all levels, and running a business, I’ve learned you have to make the decisions anyway.

It’s not overdramatizing to worry about being wrong. Research shows that women are penalized more harshly than men when they make a wrong decision. In one study by Victoria Brescoll at Yale School of Management, women were consistently judged by their failures, even when they received positive evaluations for their leadership.1

Knowing that your judgment will be questioned and evaluated, often unfairly, it’s no wonder you may experience more hesitation about making decisions! Society has work to do to reduce the double bind on women in leadership, and it’s essential for men to perceive women as strong decision makers and leaders. As we continue to work toward both, here are six strategies you can use to strengthen and reinforce your decision-making skills as a woman leader.

Coach Yourself as You Would a Friend

According to a 2013 research study of women corporate board directors, they tended to engage in more collaboration and consensus-building for their decision-making.2 Based on this finding, one way to improve your decision-making process could be to simulate the experience of discussing with others. For example, talk to yourself as you would coach someone else. What would you advise your best friend or close colleague to do? When you focus on how you would counsel others, you give yourself a bit of distance from the decision at hand, and it could be just enough to see things more clearly. You tend to be harder on your own decisions than you are on others. Because this approach misses the opportunity to increase buy-in from stakeholders, it will be important to clearly communicate your decision to others after it’s been made.

Create More Options

Oftentimes, you unintentionally limit your options when making decisions because you think there is only one right option. Try to find ways to create more options for yourself to bring an abundance mindset and your best thinking to the situation.

If your first option isn’t available or possible, acknowledge it and move on. Ask yourself, “What is my next best option right now?” You’ll help reframe your decision in the context of the moment you’re in.

It’s also important to realize that binary decision-making, which is the idea that there should be one of two options (Option A or Option B), can limit your thinking. In Therese Huston’s book How Women Decide, she suggests that even when you think the scenario has two options, it’s likely you’ve reduced your decision into either yes or no. So, make sure to have three options when fully considering a decision. A third potential option may not occur to you right away, but stretch yourself to consider what else could be possible. My favorite choice is often Option C!

Prepare for Mistakes

Avoiding all mistakes is not a feasible leadership strategy, nor should it be your goal—but it was how I operated for much of my early career. It seemed like the best way to succeed in my position, or at the minimum, to avoid negative feedback. But by recognizing that at some point everyone will make a mistake or fail, you can instead focus on building resilience. It’s not the falling, but rather the getting back up (which often makes you more determined and focused on learning) that will support you in advancing as a leader.

Acknowledge the Role of Emotions

Emotional contagion is when you pass on your emotions, knowingly or unknowingly, to other people. Sigal Barsade of the Wharton School extensively studied this concept, and she discovered that your emotions affect your decision-making—and those around you.3 Though it makes sense that your feelings influence how you see the world, most people are unaware in the moment of the significant role emotions play (or what their exact feelings are, for that matter). Now that you do have this awareness, start paying more attention to the role of your emotions not just to benefit those around you, but to benefit your own judgment, too. A few ways you can reduce negative emotional contagion include:

1. Take time to reset. After every meeting, give yourself 10 seconds to breathe deeply and reset yourself for the next meeting. It’s also especially helpful to reset when you’re working remotely and you transition from a work mindset to home mindset or vice versa.

2. Acknowledge your feelings when something difficult happens. Name the emotion and be specific. Tell yourself, “I feel anxious or upset” rather than “I am anxious or upset” and remind yourself the feeling won’t last.

3. Develop a plan. You might say, “I feel anxious about this upcoming meeting. To help me get through this, I am going to review my notes again and then listen to music.” If you’re around your team members or family members, share this plan with them so they can support you—and learn from your strategies about how to work through emotions.

4. Practice active listening. The more you focus on being present in the moment, the harder it is to overanalyze what happened to you in the past.

5. Engage in activities that remind you of your optimism. This might mean turning to gratitude, doing something kind for someone else, or reaching out to others.

You can’t always avoid getting upset when things happen, but you can increase your self-awareness of your emotions and, as a result, regulate your decision-making.

Consider the Short- and Long-Term Outcomes

When making a big decision, consider both the short- and long-term outcomes. To put things into perspective, ask yourself, “Will delaying or changing the decision make things significantly better?” Having the qualifier will help you consider whether you truly need to gather more information or evaluate other possibilities. If it won’t make things significantly better, proceed and focus on making progress rather than making it perfect. Even incremental progress is worth celebrating. There is rarely a perfect decision anyway! You have to take the risk in order to innovate.

Take the First Step

Sometimes the most important decision is to take the first step. My mantra might help you with this: you’re making the best decision you can with the information you have at the time. I find this reassuring, because you can change course in the future if you have new information that suggests going in a different direction.

Though much of the same advice offered to women about decision-making could also apply to men, the experiences women have in the workplace suggest a more nuanced approach. Women will be evaluated more negatively for their leadership solely on the basis of gender (ugh!), so it’s not just your decisions, but the way people perceive your decisions.

In my own career, I decided to focus more on being respected than being liked. I did this by acknowledging the value I bring to the organization instead of waiting for others to validate me. I chose to remain focused on how to best serve others, even when it was hard or sometimes unpopular. I also learned to listen to my intuition again, which has always guided me in making big decisions. The answers were there because I had the experience to back them up, but I had stopped hearing them through the noise of everyone else’s opinions.

Becoming a stronger, more confident decision-maker didn’t happen overnight. Instead, I learned over time how to manage ambiguity, balance data and intuition, and harness my emotions. I also practiced decision-making to make informed choices with less effort. And I gave myself grace to learn from my decisions, even the “wrong” ones.

The role of a leader is to keep moving things forward, making the best decisions you can on behalf of the team and organization, with the information you have.

FROM PEER TO SUPERVISOR

As you advance in your career, especially if you’re able to grow within the same organization, it’s likely that you’ll experience managing people who were formerly your peers. They may have even been your friends.

I lived this: in my first big management role, I went—overnight—from being the friend you went out for margaritas with, to being the boss who did your performance evaluations. It was one of the biggest professional challenges I’ve experienced—even though I tried to prepare for this.

You see, throughout the interview process for this promotion, I was asked the same question over and over: “How will you handle the transition from peer to manager?” I had anticipated this question, as I was preparing to go from individual contributor to my first significant role managing people, and I would remain within the same team. I shared my thoughtfully planned and practiced answers during the interviews and, fortunately, got the job.

In the weeks leading up to the new role, I read every book and article on this topic, attended multiple seminars, and talked to mentors and trusted advisors. All of the advice made it sound like it might be difficult at first, but it would go smoothly eventually. In the first week, I realized none of the advice or learning truly prepared me for going from peer to supervisor.

When I first started out as a manager, I mistakenly thought I could keep doing everything I had done as a superstar employee, but perhaps better, and that would be the key to leadership. After all, most people are tapped for management roles as recognition for what they did well as individual performers.

I ended up doing everything myself, though—which meant I didn’t bring my team along with me and left me feeling burnt out and alone. And this led me to realize the first and most important lesson for new managers: your job is not to be the superstar anymore. Now your job is to support your team. The reason a team exists is to accomplish more than any individual could on their own.

Here’s what I would do differently and how you can be intentional with your immediate next steps in order to have a successful transition from peer to supervisor. (Many of these things will help every manager, not only those who are going from peer to supervisor.)

Acknowledge the Transition

Make time to meet with each direct report individually with the purpose of establishing your new boss / team member relationship. During this meeting, ask them what they enjoy most about their work and how you can help them thrive in their role. You can share your leadership style and open a dialogue regarding any questions or concerns they may have.

Your transition into a management role will likely be as uncomfortable for you as it is for your team members, so go ahead and acknowledge this instead of pretending it doesn’t exist.

As part of your new role, things at work will have to change, and you may have mixed feelings about this. It’s okay to feel sad about missing out on your friendships while also being excited about what is ahead for your career.

Create a Distinction in Your New Role

You’ll want to clearly define the new boundaries that will exist in your relationship. This means you can’t be there to sit and listen while your team member talks through every step of a project like you might have before. To create a distinction in your new role as the boss, remind team members that you believe in their abilities, are available as a resource, and look forward to project updates in your next one-on-one meeting. This also means your team members shouldn’t drop by your office to share the latest company gossip, but you do want them to feel comfortable raising concerns about things happening in the organization.

As I worked through my leadership transition to manager, I had to learn the difference in the impact of what I said when I was in a position of authority, even if my intent was the same as when I was a colleague. When you’re the boss, your feedback carries more weight. One of my favorite descriptions of this is that a boss’s whisper can sound like a shout.4 For example, you may have been the go-to editor for your friend’s important work emails, and it can be interpreted differently when you mark up their documents as the boss.

Before you offer feedback, consider if you’ve laid the groundwork for this to be productive for both of you, such as rebuilding trust and clarifying new roles. You can also remind them you’re here to support them (which, of course, you also did as a friend, but now it is part of what’s expected of you as their boss). Then be specific about what needs to be improved and actionable steps to do so.

For example, “I’ve always admired your consistency and clarity in your reports. The last few reports haven’t reflected the level of analysis needed. What can I do to best support you in getting back on track?”

Make a point to proactively tell your team members specifically about what they do well, too. This type of feedback from a boss is also amplified when received by a team member. It’s where your whisper-turned-shout factor can make a positive difference!

Maintaining (or Not Maintaining) Work Friendships

The perspectives are mixed on whether you should thoughtfully maintain work friendships with direct reports or keep the boss/subordinate roles separate. I struggled with this in my first peer to manager transition.

I attempted to do a hybrid version where I would announce which “hat” I was wearing when talking to a team member (“boss” or “friend”). The idea was that I could still maintain at least part of the friendship in certain circumstances. But this meant I was switching back and forth frequently, sometimes in the middle of a single conversation, and got lost on which hat I was wearing when. I learned quickly that this strategy wasn’t going to work, and I decided it would be clearer to have only professional relationships with my former peers.

But it wasn’t easy.

The first time I saw the team heading out for cocktails after a work event, I felt left out because I wasn’t invited, even though I knew that would eventually happen. It still hurt because I had been included in those invitations just a few months prior.

One more lesson of leadership is that your choices and actions are being watched. So if you choose to remain friends with your direct reports, the responsibility is on you to treat all of your team members equitably. You wouldn’t want to be seen as playing favorites with select team members.

As I’ve developed as a leader, I’ve found my position on work friendships has evolved. Like all relationships, it takes trust, communication, and compassion.

Provide Vision and Clarity (Not Answers and Solutions)

I had always prided myself on being the friend and colleague who supported others, whether serving as a trusted resource for questions about work, being counted on for coffee breaks and peer mentoring, or putting out work fires. The difference as a manager is that you can’t answer everyone’s questions all the time (nor should you), and your role is to clarify the work for others, not do it all yourself. I had to learn that sharing my expertise as a manager was often less valuable than encouraging others to find the answers within or for themselves. I also learned the hard way that it’s my job to coach them to solve their problems and manage difficult situations, not necessarily do it for them.

During a conversation with a mentor about some of my challenges as a leader, she reminded me that my focus should be vision and clarity (versus answers and solutions). She recommended that I needed to stop “taking on the monkey,” a phrase popularized by a Harvard Business Review article from the 1970s that is still relevant today.5 In corporate speak, this happens when your team members put their work problems onto you: hence you take the monkey on your back.

You can break this habit by helping draw out your team members’ thinking instead of giving your opinion first. For example, try asking your team member questions like “What factors are you weighing in making this decision?” “What do you think the next step should be?” or “How should we handle this challenge?” Asking them their thoughts helps you build buy-in and shows you value their perspective.

Remember: the leader’s role is not to solve problems, but to help their team become better problem-solvers.

Ask for Help

During this transition, one of the things I missed most was having someone to help guide me through so many difficult decisions and situations. What I should have done was reached out to my boss and asked for help, but I didn’t because I mistakenly thought that would be a sign of weakness or failure in my new role. Asking for help means that you still have more to learn, but it doesn’t invalidate the experience you already have. I hope that you respect your boss as a leader and can count on them for insights. If not, I recommend finding an established colleague in your field you can turn to when you need guidance.

I eventually worked with an executive coach to support my leadership development, and she helped me see what was holding me back, both in my organization and in myself. Together we developed a plan for the areas I wanted to work on—and what I could control. She reminded me what my strengths and values were and showed me how to leverage them differently. It was a life- and career-changing experience that I highly recommend, if you have a chance to participate.

I’ve since left the organization where I had my first big management role, but the memories of what I wish I had done differently haven’t left me. When you move on, make sure you take the learning with you. Better yet, share that learning with others. In turn, you’ll be able to make meaning from your experiences.

All leadership transitions are difficult. I was so busy trying to do what everyone else suggested I do that I forgot what made me a great colleague or friend in the first place—caring about team members as people.

GET BETTER AT GIVING FEEDBACK

Giving effective feedback will be one of the most consequential parts of your job as a leader, because it’s how you can contribute to your team members’ growth.

I wasn’t always comfortable giving feedback. Earlier in my career as a manager, I vacillated between wanting people to like me and feeling like I needed to assert my authority. This meant I either shied away from saying anything that would upset team members or went in the total opposite direction and told it like it was without considering how the other person would receive it. Neither worked.

It took me a long time to learn how my feedback could support team members’ growth if delivered in a way that focused on building relationships. Once I did, I understood that it is possible to be direct and compassionate at the same time.

To be a great leader, you’ll need to get comfortable communicating compassionately and clearly with your team members because you genuinely believe in their potential and care about their growth. Here’s how to start.

Include Feedback as a Team Value

Have ongoing discussions about the importance of feedback, beginning with onboarding new staff and continuing throughout their tenure. Effective feedback has to be built on trust and psychological safety, which allows team members to feel safe at work. When someone feels this way in the office, they know they can speak up and share their thoughts without negative repercussions, and they can take risks to innovate. It takes intention and trust to build this kind of work environment, so be sure to openly talk about feedback in the context of learning and innovation to create understanding of expectations. This should happen well before delivering any actual feedback and isn’t meant to be used only in performance evaluations.

Another way to ensure that feedback is a part of your team culture is to provide coaching for all managers on the team about how to give feedback and encourage them to coach each other, too. And you should expect and encourage feedback from your team to you, too. In the same way your feedback should help your team members grow, you will also grow from understanding what your team needs from you as a leader. Work hard to create an environment where it’s possible for staff to speak up.

Structure Your Feedback

When you deliver feedback, first reaffirm that you care about your team member’s growth. Then be specific about what behaviors you want them to continue doing (reinforcing feedback) or what behaviors you want them to stop doing (redirecting feedback) and actionable steps to do so.

EXAMPLES OF REINFORCING FEEDBACK

I really appreciate when you turn your materials in by deadline.

I’d like to see you do more of the budget analysis in order to achieve our financial outcomes next quarter.

In these examples, I indicated what a team member already does well or what they could do more of, so they have a clearer understanding of what they should continue to do to be successful in their role. I also made a point to connect their efforts to the organization’s goals, so they can see how they contribute to the broader organizational outcomes.

EXAMPLE OF REDIRECTING FEEDBACK


You have missed a few deadlines on this project. What’s contributing to that? When you miss deadlines, you also affect your team members as they are relying on you to complete your section to finalize this project. If you anticipate missing a deadline in the future, please tell me as far in advance as possible, so we can determine what to do.



In this example, I stated what I saw happening, asked questions to show I care about them and want to know more about their workload, and shared how this behavior affects others. I also clarified what my expectations are, so the team member understands what to do in a situation like this and knows I’m there as a resource and partner.

You may also find ways to help employees reflect on their own strengths and growth areas by asking questions, instead of only sharing your perceptions. For example, instead of immediately sharing your thoughts on a meeting, ask, “How do you feel that meeting went?” If there was something you noticed they could have done differently in advance of the meeting, you could certainly state what you think, or you could dig a little deeper to understand by asking, “What was your process to prepare?” The more you can get past the surface to understand a team member’s motivations, values, or processes, the better you’ll be able to support them. The more they can see the learning moment for themselves, the likelier they’ll be to change behaviors.

Time Your Feedback

Consider appropriate timing and place for feedback, but don’t overthink it. I don’t believe in offering feedback in front of other people (unless a team member is doing something to negatively affect someone else in a way that requires addressing immediately). Instead, find a time and place where you and the team member can speak privately.

Be sure to account for a team member’s frame of mind, such as if a team member has a lot going on outside of the office that could be affecting their performance, and try to give some space and grace, so your feedback can be heard. You might ask them, “Does this feel like a good time to talk through some things I am noticing?”

If they react poorly and ask to wait until the next day, respect this. You don’t, however, need to wait for a formal one-on-one meeting, especially if it’s a week or two away, because it might be hard to remember pertinent details with so much time in between. Also, if there is something time-sensitive that you need to share with your team member, you don’t need to ask permission.

I coach managers on my team and clients to give what I call “flash feedback,” for example, directly following a meeting, so the person doesn’t forget the circumstances and can benefit from learning in the moment. Plus, when team members know feedback is a value, this is something they will be prepared to hear.

Remember to Give Positive Feedback, Too

Feedback tends to get a negative reputation because it can refer to something that needs to be improved. Remember the importance of positive feedback, too! When offering praise or recognition, center it on the other person. Specifically acknowledge the achievement so your team member knows what they did well and what to repeat in the future. Praise the person’s efforts and how it helps the organization (not how it benefits you). Research shows that this increases the likelihood of positive emotions for the feedback recipient—and builds relationships.6

Offer positive feedback genuinely and authentically (people can tell when it’s not) and more frequently than you might think is necessary. In a hybrid work environment when your team members may feel more disconnected from their work and each other, this encouragement is especially meaningful.

MANAGE UP WITH YOUR BOSS

Developing a positive relationship with your boss is imperative. It can define how you feel about your job—and affect how your boss views your work.

But it’s a balance. You want your boss to trust you and support you, but you don’t want to compromise who you are to achieve that. You want to be someone they can count on, but you don’t want to be the yes-woman for everything either. So, what can you do to set yourself up for success?

“Managing up” is the common term for knowing how to work well with your boss. Here’s what it’s not: sucking up. And it’s most definitely not manipulative. Rather, it’s about opening the lines of communication, and it benefits both you and your boss.

Here are four things you can do to develop a strong relationship with your boss:

Learn Your Boss’s Expectations and Style

You can learn your boss’s leadership style by observing and listening. You can also ask questions about what kind of communication works well for your boss, how they approach their work, and what they value. Then follow through accordingly.

If they want to be copied on every email, keep them included. If they prefer brevity, focus on speaking succinctly. It’s beneficial for you to share with your boss about your own style and how they can best support you, too.

Understand What Matters to Your Boss

You will need to understand what your boss’s priorities are and how they align with yours. Then it’s your job to connect the dots to help advance those projects. I like to get a sense of what keeps my boss up at night, because my goal is to solve for what’s valuable to the organization (and help them sleep!).

Over time, figure out ways to anticipate your boss’s needs and offer to be helpful. Here’s how to put this in action: ask your boss, “What can I take off your plate?” This shows your genuine interest in supporting them and gives you access to higher-level projects. Time this strategically, so you don’t burn yourself out, such as before they go on vacation or if they seem particularly overwhelmed. This is a way to stretch yourself and move things forward for your boss—and it has worked for me to advance my career.

Give Feedback to Your Boss

It can be challenging to know how to disagree with your boss, but keep in mind that a good boss will have hired you because they value and respect your perspective and input—both of which are necessary to advance the organization and support them. Figuring out how to effectively give feedback to your boss is an essential component of building trust with them.

Take some time to reflect on appropriate timing and be clear on what your goals are before approaching your boss to share your thoughts. You might even ask your boss if they’d be open to you sharing an alternate perspective. This gives a signal that you might be sharing something your boss isn’t expecting and gives buy-in for you to proceed.

The goal is to make it comfortable for your boss to listen thoughtfully to your perspective. Stay focused on the situation, not your perception, judgment, or the story you may be telling yourself. Be confident in delivering your message, but humble in your delivery. I recommend that you also affirm your boss’s authority. I like to use phrases like “I defer to you on this,” “I welcome your expertise,” or “Thank you for the chance to share this perspective” in these situations.

Connect with Your Boss as a Person

When you’re feeling disconnected from your boss or frustrated with how they’re handling something, it helps to remember that your boss is human and approach them with empathy. Keep in mind that your boss has many competing priorities and is likely experiencing their own learning and challenges.

Try connecting with your boss on a personal level. Your goal is to better understand who they are, not to be best friends. In a casual conversation, ask about their weekend or what hobbies they have. In a one-on-one meeting, ask them to share a story about their career and what helped them be successful or what they wish they had done differently. If you’re able to see your boss as a whole person—in some ways, just like you—it can help you relate to them and ease some of the work frustrations you have.

Building a positive relationship with your boss is a critical skill to your success in a work environment. Find ways to understand how your boss’s goals and yours align and then work toward those outcomes—together.

• • •

Leading yourself and others is a significant responsibility. Here’s the thing that no one ever told me, but I learned over time: leadership is one of the most rewarding and challenging things you can do at work. When you commit to serving and supporting others in being the best version of themselves, you truly have the power to change lives—including your own.


BOLD MOVES TO MAKE NOW

Write down what motivates you to lead people and one thing you want to be known for as a leader.

Choose one decision-making strategy you will try this week when you’re feeling stuck.

Practice communicating with compassionate directness in a feedback conversation or in asking for what you want.
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Be the Boss Everyone Wants to Work For

Who is the best boss you ever had? What made this person the best boss? I’ve been fortunate to work for many amazing leaders throughout my career, and I’ve learned from all of them about the kind of leader I wanted to be. I’ve also worked for not-so-great bosses who made my work life very difficult, and, well, I’ve learned from them, too.

Many leaders believe their role is to mold their team members into what the organization wants. Or worse, into mini versions of them. This will only get you so far.

It’s an incredible privilege to lead people, to be responsible for developing future leaders. My goal as a boss is to support employees in being the best version of themselves (as defined by them) and help them reach their potential. As a leader, I want to bring out the strengths already within my team members and help them live their why.

This doesn’t mean I’ve always been the best boss. Despite my best efforts, I have unintentionally shut down conversations or rushed people along. I’ve held back on feedback because I didn’t want to hurt someone’s feelings, which ended up becoming a bigger deal later. All of that to say, being the best boss doesn’t mean being perfect. It means continuing to show up as the best leader you can be, because you want to serve others. Sure, it takes extra effort to understand what people need from you as a leader; help them feel valued; communicate what’s on your heart, even through uncertainty; and be truly inclusive. And when your team thrives, you’ll know it’s all worth it.

YOUR “ABOUT ME” DOCUMENT AND USER MANUAL

As I transitioned into a leadership role, I read about and reflected on the kind of leader and colleague I wanted to be. Around that same time, I came across an article that explained the concept of a User Manual, which is really just a description of the best way to work with someone.1 The piece, written by Abby Falik, founder and CEO of Global Citizen Year, who learned about the concept from an article by Adam Bryant, the former “Corner Office” columnist for the New York Times,2 really resonated with me, as I wanted to help my new team understand who I am and how I approach my work, so we could build trust faster and I could learn how to best support them.

After reflecting on Falik’s post, I spent time writing my own thoughts about my leadership style and values, and I sought input from others on what they wished they had known about me earlier on. From there, I developed what I call an “About Me” document, which I shared with my new team in a group meeting in my first week on the job. Since that meeting, it’s become a foundational part of my leadership approach.

Creating your own About Me document can build trust and clarity with a new team or with a team you’ve worked with for a long time, particularly as a reset in the remote/hybrid world. Don’t take for granted that you know each other at work. Ask people to tell their own story.

Here are six parts to the About Me document and prompts that will help you create your own.

My Leadership Approach

How would you describe your work or leadership approach? You may want to include your expectations of yourself and your team.

These are a few of my personal notes:

• I commit to creating a work environment where you can bring your whole self to work.

• I align with the model of compassionate directness.3

• I believe in celebrating progress.

My Leadership Philosophy

Tell your team what is important to you: your values reflect who you are. Think about the experiences and aspirations that define you. If you spent time crafting your why statement in Chapter 3, your team will benefit from knowing this, as it illustrates your motivation and purpose. Some examples of my philosophy include:

• Family comes first. You define what family means to you, whether that’s a partner, children, parents, siblings, friends, or pets.

• How to be successful at work: lead from where you are.

• Trust is given on day one; it does not have to be earned with me. It can, however, be broken and is hard to rebuild.

• I believe in being competitive with yourself and not with others.

• I believe that success is everyone’s responsibility.

And, finally, my why:

• To help others achieve more than they thought possible, so that they can fulfill their potential and find joy.

You Get the Best of Me When …

Are you a morning person, or do you need two cups of coffee before you start your workday? Do you prefer to make decisions in hallway conversations or formal meetings? Be clear on what works best for you, so your team can maximize their interactions and time with you.

People get the best of me when …

• They don’t ask for 2 minutes and then take 10 minutes. I value my time and theirs, so it helps when someone says, “I would like to get your thoughts before I present at that meeting later this week” rather than asking for two minutes without a topic.

• Show me your thinking. I like to understand where people are coming from in their planning and decision-making when I’m serving as a resource.

How Best to Communicate with Me

Everyone has a preferred way of communicating. Clearly indicate what works best for you, so your team doesn’t have to guess. (Hint: they will probably guess incorrectly.)

My preferences are:

• Face-to-face over everything, and texting is a close second to keep me informed or to get a faster response in a time-sensitive situation.

• In an email or document, put the ask or most important information up front.

How to Help Me

Are you the kind of boss who needs data or relies on intuition? Are you someone who wants the full story or just the synopsis? Let your team know what you need to be successful.

I prefer:

• If a project or task takes longer than expected, overcommunicate where you are in the process—even if there’s no action needed on my part—so I don’t have to wonder where things are. I call it the “non-update update.” I make a commitment to provide this to others, too.

• If you’re unsure what I mean, please ask for clarification rather than guessing or trying to figure it out on your own. I’m not always as clear as I want to be, and I want to set you up for success.

What People Misunderstand About Me

Your authority amplifies your actions. Everything you do or say as a leader is being watched by your team. Furthermore, there may be something that worked for you as an individual contributor that doesn’t translate the same way now that you are a manager. For example: You may like to ask a lot of questions during a conversation, which helps you learn about a topic. However, your team members could interpret that you don’t trust their decisions—that’s the sort of information you’d share here.

For me, this shows up when …

• I speak with passion and conviction. This can come across as if I don’t want to hear feedback. In reality, I’m open to other ideas and willing to change my mind.

Telling my team up front that my style can be misunderstood minimizes uncertainty about my intentions. It also clarifies that I want team members to offer their thinking and to be a partner in holding me accountable.

• I move and think quickly, and I don’t expect you to do things exactly the way I do. It can be challenging for team members to know how much autonomy they have in how to do the work. I try to overcommunicate my expectations.

And as a general rule, if you’re the boss who often leaves it at “Can you talk?” or “Let’s discuss,” just don’t. Those are some of the worst sentences a boss can ever say. Keep in mind that it’s almost always misunderstood, and even an About Me clarification won’t change that. Always add a second sentence explaining the nature of the discussion so your team members don’t start packing up their offices.

• • •

Don’t be afraid to show your personality when you write this document! You can include a favorite quote, your role models, or a visual. All of these prompts are only suggestions, so do whatever works best for you to help your team understand you best. This is your opportunity to help your team thrive under your leadership by understanding who you are and how to work with you.

Of course, the most successful working relationships are built on mutual respect and understanding, so ask your team members to fill out an About Me document as well. You can provide them with the same template you used and then create a time to meet and discuss. After all, great leaders share who they are and care about who their employees are, too.

VALUE YOUR EMPLOYEES

I shifted my weight from side to side as the all-staff meeting went longer than usual. I should definitely not have tried out my cute new heels on this particular day. What kept me going was that I had recently had a huge win at work, and sometimes team member successes were recognized at these group meetings. As the meeting ended, I realized my name wouldn’t be called that day. I had gotten my hopes up unnecessarily. Again. Though I’d love to say I didn’t rely on external recognition, it didn’t mean I didn’t value it—because it was how the organization showed it valued me.

When I finally got up the nerve to ask my manager about it, he looked surprised and told me I should learn to pat myself on the back. He went on to explain that he hadn’t received any recognition earlier in his career, and it made him into the leader he was. I’m sure I looked as surprised as he did—although not for the reasons you might expect. I was taken aback because that wasn’t the kind of leader I wanted to be for other people. A leader’s role is to create a supportive work environment where employees feel valued and appreciated for their work and who they are. When your employees feel valued by you, it will create positive outcomes for all involved.

I suspect you’ve worked somewhere you didn’t feel valued, too. This is your chance as a boss to change that for others. Here’s what that can look like on a day-to-day basis at work.

Practice Gratitude at Work

Gratitude at work is more than saying thank you (although that’s a great place to begin!). To effectively show gratitude to someone, be clear about what you appreciate about them, what they did, how they positively affected the organization or other people, and what can happen as a result of their efforts. When you use a structure like this, the person can understand what specifically they did well and the context of how it made a difference to others. Of course, whatever you say should reflect your genuine feelings about the person’s efforts.

Here’s what this can sound like in action: “Meg, your superpower is proactively anticipating what will be needed in a meeting, and the briefing you developed helped everyone be better prepared and resulted in a new gift.”

You should also find ways to infuse gratitude into your workplace culture. Start your team meeting by asking everyone to write down three things they are grateful for and invite people to volunteer to share something from their list. Invite the team to share how a colleague helped them or supported them at work. If you’re looking for something a bit more involved and special, our team organized an activity where we labeled a blank notebook with each team member’s name and then passed them around for colleagues to write notes of gratitude about that person. This can be easily adapted for a remote/hybrid work environment, too.

Specific gratitude from a boss means “I see you” in a way that other praise can’t. Employees want to be recognized for their contributions and most important, they want to be recognized for who they are as a person. Don’t underestimate the power of a small, yet genuine compliment to a team member.

In case you need a little extra motivation to get started, here’s my favorite stat ever on gratitude. In one study, Francesca Gino and Adam Grant, of Harvard Business School and the Wharton School, respectively, found that fundraising executives who received personal thanks from their manager for their efforts and contributions increased their outreach metrics by 50 percent.4 Fifty percent! Employee recognition directly affects team members’ motivation and how they feel about their jobs, so make this a priority as you lead your team.

Develop Personalized Learning Experiences

In order to create meaningful learning for your team members, first you have to understand what they value and where they want to grow. Some employees will be clear on what they’re looking for, and others may need you to help them consider prospective opportunities. You can discuss this in a one-on-one conversation or ask them to fill out a questionnaire on their own. These questions will help you get started:

• Why do you do this job?

• What do you aspire to?

• What is something you want to learn more about this year?

• What are you curious about, or what would you like to explore further?

Then find ways to personalize learning experiences for your team members and make a formal plan with them for their professional development throughout the year. You and your team member may determine that they will benefit from attending a conference or certificate program. Perhaps they can get involved with professional or industry organizations that offer skill building and networking opportunities.

Don’t overlook the opportunities within your organization either. Identify projects in your department or another that your team member can take on to get more experience in a specific area of interest. You may also sign them up for an internal mentoring program or connect them with a senior leader for a coffee conversation.

One of my love languages is introducing people in my network to each other. I don’t do it for everyone, but it brings me joy to connect two people for personal and/or professional development. If you’re open to sharing your network, this is a way to show your team members that you believe in them.

Prioritize Your Team

During conversations with managers on my team and as I work with clients, I often hear that it’s challenging to balance their management responsibilities with their own work projects. I know how hard it is to have days of back-to-back meetings while trying to manage deadlines and your inbox. However, if you want to be a great leader, you’ll need to prioritize your team members. I believe leading a team comes before anything else, even the bottom line. Your job is to help others achieve their goals, which is as much about making yourself available when they need help working through a challenging situation as carving out time on your calendar to drop them a note to wish them well on their upcoming presentation. It also means following through on what you committed to.

Team members observe your actions. They notice when you’re responsive to their emails, when you take time to reach out about something other than work deadlines, and when you show up for them in the most difficult times in the organization and the world. If you’re willing to sacrifice something for yourself in service to your team or organization, research shows this, in turn, increases their commitment to you and the organization.5 Remember this the next time you feel pulled in many directions and a team mem ber asks for your help. This “distraction” is your job as a leader of people. When you invest in your people, the results will come.

Celebrate with Your Team

Celebrating wins, no matter the size, shows appreciation to your team members, and it also builds connections and meaningful culture. Surprise your team members with personalized communications sharing your appreciation. I’ve loved recording “happy anniversary” and “congratulations” personalized videos for team members and leaving unexpected notes of encouragement on their desks.

Create celebration rituals for your team or company to reinforce the value of community. A client shared with me that they shake maracas every time they close a sale. What a celebratory sound! One of my favorite work memories was dreaming up and implementing a New Year’s Eve party (with party hats and confetti) in June to honor all of the work that went into a successful fundraising year. You could adapt this for your company’s founder’s day or another significant date.

Make wins part of your everyday work culture. I created the concept of Win of the Day (WOTD) to encourage my team to share wins with each other. Here’s how it works: When you experience a win, you send an email, text, or Slack message to your team with WOTD as the headline. The win is defined by you: it could be that you received a response to a cold call, moved a project forward, or received a note of recognition. Once one person shares what she accomplished, her colleagues cheer her on, and you can see instantly how this can build confidence and culture. Also be sure when choosing a WOTD that you acknowledge progress, not just outcomes. The whole point of WOTD is to celebrate and remind each other that we’re in this together. Because who couldn’t use a little more joy at work?

COMMUNICATE COURAGEOUSLY AND COMPASSIONATELY

As a leader, your communication sets the tone for how your team feels about their work and you. They’ll look to you as an example, so communicate consistently, transparently, and authentically every day—and especially in challenging times. It will be as much about what you say as what you don’t say. It’s also about how you create space for your team to speak up, too. Communicating courageously and compassionately means being willing to have the difficult conversation while leading with your heart. You won’t always get it right, and that’s okay. Stay focused on serving others and showing up for them and for you. Here’s what this looks like in action.

Ask Open-Ended Questions

You’ve likely been put into your manager role because you have experience in your industry. Beyond your experience, you likely exceeded expectations in your role and were the go-to for your colleagues when they needed advice. Now that you’re a leader, your role is to coach your team members to figure out the answers, rather than telling them what you would do. Practice asking open-ended questions (questions that start with how, what, when) to get them to share their perspective.

For example, instead of saying, “I’ve created a new process to help you streamline your work,” try saying, “How can we develop a new process together to streamline our work outcomes?”

This isn’t about asking questions simply to have a dialogue; it’s to genuinely learn from and with your team. After all, as the amaz ing leader you are, you’ve hired people who are also amazing. You’ll learn more about the team member’s thinking, and you can create better and stronger ideas together. You might even be surprised to learn something new about them as a person. Plus, when they feel you’re listening and acting on their ideas and caring about their perspective, this will help them feel valued at work.

My go-to phrase for open-ended dialogue: Tell me more about that.

Use Collaborative Language (“Yes, And”)

How many times have you heard someone (maybe even yourself) say, “I totally agree with you, but. …”

Spoiler alert: that person does not totally agree with you.

As kind human beings, we want to sound supportive even when we’re really not, so we say things like that, even though it doesn’t make sense. No wonder we start to wonder who really supports us!

You can have a supportive conversation with someone else and open up the dialogue to more possibilities. This is where “Yes, and” comes from.

Many years ago, I took a leadership development course that incorporated improv into our training. It was fascinating to learn how an acting technique could improve working relationships and my leadership approach, and yet it makes so much sense. Managers have to learn to navigate through unexpected challenges and make decisions to move the company forward, while engaging others in the process and vision.

The instructor introduced the concept of “Yes, and,” where you build on whatever was said prior in the conversation. It’s a chance to both move something toward the positive and build on what is being shared. This has now been fully infused in my professional and personal life and has positively changed all communications. It requires you to be fully present and have the mindset to collaborate.

Here’s what it sounds like:

Colleague: I think we should try this new strategy for our team.

You: Yes, and we can use this strategy to help reach the goal we talked about in our annual planning process.

Using the structure of “Yes, and,” you add your idea to the other person’s idea in a way that shows you listened and value what they’ve shared. When used correctly, it’s a powerful technique to introduce to your team so everyone can safely engage in offering their thoughts knowing that others will build on them and have their back.

The more I have incorporated this into my approach, the more I have seen “Yes, and!” emerge in other aspects of my thinking—and my writing. I have noticed far more yeses in my emails to show that I’m affirming the other person’s idea or perspective. I might even go so far as to say that all these yeses help me feel more positive overall in my day.

To be clear, though: the idea is not to say yes to everything, just because. An inauthentic “Yes, and” can land the same as a “Yes, but,” so this takes real practice and listening.

Also, you may disagree with what’s been shared, and there’s no value in pretending. You can use “Yes, and” effectively and have a different viewpoint. The key is to first show that you listened to and value the other person’s contributions.

Here’s what that sounds like:

Colleague: I think we should try this new strategy for our team.

You: Yes, I understand that strategy has worked in your previous work environment, and we can look at the data to inform what we do here. If we proceed, I think we should give ourselves six months to see how it goes and then reevaluate.

It would have been easier to say, “Yes, but that won’t work here,” and the other person might have shut down immediately because they didn’t feel heard. Plus, just because something hasn’t worked in the past doesn’t mean it won’t work now.

“Yes, and” helps you more fully consider new ideas and be open to possibilities.

Find What’s Missing

While you’re considering new ideas, find ways to bring them to the surface. One of my favorite strategies to get feedback from a group or individual is to ask, What’s missing?

Though you may feel a strong affinity with your idea or plan, it’s important to hear feedback from stakeholders and others it will affect. The challenge is how to get team members to share candid feedback, especially when it doesn’t align with their boss’s idea. When you ask, “What’s missing?” as a leader, you acknowledge that your idea isn’t complete, but it could be if everyone played a role in its development. This makes your team members feel included and more comfortable pointing out issues or seeking clarification. When your team offers input, they will also feel increased buy-in for the concept.

The “what’s missing” process is especially valuable when developing new strategies or preparing to launch a new program or process, so you can develop the best possible solutions alongside your team.

Admit When You Don’t Know

We’ve been trained to think leaders know exactly what they’re doing all the time. (They don’t!) Get comfortable saying, “I don’t know” to your team when you don’t know the answer. It’s far better than making something up. It’s okay to not have all the answers. Really, it is. Your job is to teach what you can and commit to figuring out the rest with your team. You’re human, and being the best boss means showing vulnerability. It will help your team relate to you and feel more invested in what you’re building together.

If you want to make a positive impression in a tricky situation, tell them you don’t know the answer, but that you’ll look into it, and then follow through. Better yet, say, “Let’s figure this out together.”

Structure Conversations to Promote Transparent Dialogue

It’s always beneficial to have collaborative, transparent dialogue with your direct reports, and as your team grows and you become a manager of managers, you’ll need to identify creative strategies to interact with team members you don’t see as frequently. Though you may be in the same room in large group meetings, you can and should create ways to stay connected and understand how things are going for them at work and beyond.

With all of the responsibilities you already have as a leader, it helps to designate time for these kinds of interactions with team members and structure the conversations to promote dialogue. A skip level meeting is when a higher-level manager meets with employees who report to people they manage or others on their team who don’t report directly to them. The goal is to create open lines of communication with the higher-level manager and get insights on what’s happening in the organization at all levels. It also helps build relationships with staff who don’t report directly to you.

A skip level meeting can be structured in different ways to suit your style and the size of your team. You might choose to organize small groups or meet individually with staff members. And you can decide on whether the cadence will be quarterly or biannually. When you’re getting started, you don’t have to have all of the details figured out. What matters most is your messaging about why these meetings—and the people in them—are important to you. Don’t forget to notify your direct reports about your plans, so they understand up front about your intentions—and you can dispel any worries they might have about what (or who) you’ll be talking about in the meeting.

If you’re like me and the term “skip level” doesn’t resonate with who you are, pick a new name. I had a contest for my team to propose alternate names, and there were many fun options. I chose “elevator sessions”—which both reminded me of the elevator conversations you would serendipitously have with senior leaders and the importance of meeting people literally where they are. The more aligned you feel with this concept, the more your team will see your authentic interest in engaging with them.

For the meeting itself, you are the host, so you’ll need to curate the discussion. Establish any expectations and boundaries up front. I liked to explain that I had some questions in mind for them and they could ask me anything on their mind, too. Have an opening question to get everyone more comfortable talking with each other (especially if they’re in a group with team members they don’t know as well). If you have a well-established team, you may find that they come prepared with questions for you. (I’ve been asked about what my self-care routine is as often as I’ve been asked about hybrid work arrangements!)

Here are some additional questions to help guide these conversations:

• What is something the team is doing really well right now?

• What are the barriers or bottlenecks you’re experiencing?

• What do you need to be successful?

• What’s one thing I should stop or start doing to help the team be more successful?

• What needs clarifying?

• What do I need to know as this team’s leader?

If the team members shared something they need help with or more information on, you’re accountable as the leader for following up with them in some way. Your follow-through as a leader will determine whether they feel they can come to you again with things they need. Even if you can’t change everything they asked about, make sure they feel heard and acknowledged.

In addition to how these meetings help build stronger connections with team members, one of the unexpected benefits was how they helped team members foster relationships with each other. Through asking and answering questions that require a level of vulnerability and candor, it increased trust and respect across the group. Research shows that building connections between team members leads to stronger job satisfaction and less burnout—all of which is especially important in hybrid work environments.6

INCLUSIVE LEADERSHIP

Inclusive leadership means managing a team as a collective while honoring each individual’s unique qualities and experiences. At its essence, it helps individuals feel they belong. This is more than a nice-to-have on a team. Research shows that it contributes to productivity, collaboration, and decision-making.7 Most important, though, it makes everyone on your team feel valued, just as they should be.

I know this from my own personal experience earlier in my career. I excitedly started a new role, which included participation in leadership meetings (the proverbial “table” where we all want to sit). In my very first meeting, our boss opened with a religious devotional. (For context, we worked for a secular organization.) I felt my face flush, and I glanced around to see if anyone noticed my discomfort. I had worked so hard to finally be in the room where big decisions were made, and as a proud Jewish woman, I immediately felt excluded. I felt unsure how to broach the topic—and it threw me off-balance for contributing at all. Because I was new and I wanted people to accept me, I didn’t say anything. To my boss’s credit, they approached me a few days after the second meeting and asked if I was okay with the religious discussion. I took a deep breath and was able to share my feelings. They ended up adjusting the meeting to not begin with the weekly devotional, and I started to feel more comfortable speaking up across the board.

Here’s the thing: this person is still one of my favorite bosses. We are human and we lead the best ways we can, and we keep learning so we can serve better.

Since then, I’ve understood I have a responsibility as a leader to create an inclusive culture where my team members feel like they belong and are welcome to share feedback. The work doesn’t end when someone finally gets to the table—it begins.

If you’re looking to create an inclusive culture within your organization, here are some things to keep in mind.

Model Vulnerability

You model for your team what appropriate norms are, including how to talk about difficult topics at work. I’ve made it a practice to share my thinking and reasoning with my team, acknowledge my own mistakes, and talk about what I’m working on. While this may start in the little moments in individual conversations, it’s also important that you’re prepared to lead in the bigger moments, too.

In 2018, the Chronicle of Philanthropy announced on the front page that one in four fundraisers had experienced sexual harassment at work, primarily from donors.8 I brought my team together to talk about this article so they could hear me say that their safety and well-being always comes before the work. We had a candid conversation about strategies to make our profession safer and how to respond if they ever personally felt uncomfortable in a situation. I also opened up about my own personal experience as one of those statistics.

At other significant moments in time, like after George Floyd’s murder, I brought the team together to process, share, and learn. In each experience, I acknowledged that I didn’t have all the words to address what was happening in the world, but the words I did have were, “We’re in this together.” Leaders need to open the doors for dialogue, even when they don’t have all the words, and understand that their team members might not have the words they need either, but they still need support.

People often ask me how to know if they’re disclosing too much. Some of this is learned from experience. For me, I make the choice to determine, “Will this help me build a relationship or connect more genuinely with this person?” Even after all this time of practicing, it doesn’t come easily. I still find myself consciously choosing how to show up in this way.

It’s okay to not have all the answers or get everything right the first time (or second time) as a leader. Your team wants to relate to you, so help them do that by being willing to talk about your own learning and mistakes.

Make It Safe for People to Speak Up

When you’ve done the important work to bring diverse perspectives and backgrounds to the table, but then people don’t feel safe to share their voice in a discussion, everyone misses out. Though psychological safety is an important factor, it’s not the only one. Your team members also have to feel they can make a Bold Move and offer their viewpoints, even if they differ from yours. You can foster this environment by trying out different ways to solicit their feedback and praising when they take a risk to present a new way of thinking or a project to improve your team’s work.

This also means you’ll have to challenge any behaviors that don’t contribute to an inclusive work environment. If you notice a team member who shuts down another person speaking, intentionally or unintentionally, redirect the conversation to amplify the person who was shut down. Say something like, “Patrice, I’m not sure you were quite finished saying your comment, and I’m sure the group would like to hear more of your thoughts.”

Even in the safest environments, it will be harder for some people to speak during group dialogue. Find ways to incorporate all voices in a conversation, such as having team members share their thoughts in writing before a meeting, have the group work together on a document in real time, or ask some team members about their thoughts privately to solicit their ideas on how to involve more people in the discussion.

Manage Your Team the Way They Want to Be Managed

Some management articles say things like “Be the boss you wish you had” or “Manage according to the Golden Rule.” Giving your team everything you dream of might seem to make sense as a way to pay things forward, but it will miss the mark.

I know this personally because it’s how I approached my early managerial roles. There was the time I quietly negotiated for an employee’s new title to reflect his increased responsibilities. I was delighted to share this news and recognition, and though he was appreciative, his motivation was increased salary, not title. I wasn’t able to get that for him, and we both ended up being disappointed.

Being inclusive means respecting what’s important to people—and the best way to understand this is to ask. As a leader, I created a document that all of the employees on my team filled out shortly after onboarding. Among other things, they indicate their preferred ways to be recognized (publicly or privately), what motivates them, and even what their favorite snacks are, so we can understand our individual employees’ work styles and customize how we support (and feed) them.

Seek to understand who your team members are as people, what their needs and values are, as well as their strengths. Your job as a leader is to manage your team members the way they want to be managed—and stretch them to fulfill their potential.

Recognize That Inclusion Is Only the Beginning

The first step of being inclusive is acknowledging a person’s heritage, religion, or perspective—and there’s more to do to help people feel like they truly belong. Here’s one example of what this looks like in day-to-day life at work: celebrating a history and culture month is great, but what will you do to create a work environment where people feel valued throughout every single day of the year?

I observe the major Jewish holidays, and each year I take vacation days to honor them. (Speaking of real inclusion, it would be amazing if organizations were more flexible so that people didn’t have to use their precious paid time off to be their truest self, but that’s another story!) I feel obliged to help people understand when the Jewish holidays are, so they don’t schedule important work meetings or send external emails on those days to people who may also be observing. As much as I know this is important, it creates work for me. Just when I finally thought I’d helped our office become more aware, I started to receive multiple emails with project deadlines on the day after the holiday. While that was certainly better than a deadline on the holiday itself, it didn’t feel like a recognition of or respect for the significance of the time away and how all deadlines would be affected.

The true difference between inclusion and belonging is seen in how an organization evolves its behaviors to create a meaningful connection to each individual. When people belong, they bring their whole selves—and their best ideas—to work.

Inclusive leadership is a process and an ongoing responsibility, and it is worth your time and effort. When your staff members feel valued and trusted, and more able to be their truest selves at work, the benefits abound. In addition to the research that shows they’ll be more deeply engaged in the work, they’ll also feel like they belong. As leaders, this should be why we do this work.


BOLD MOVES TO MAKE NOW

Write your About Me document using the template provided in this chapter and share it with your team.

Identify at least one strategy you will use to show appreciation to your team members this week.

Practice one of the courageous communication tips to help your team share feedback with you.
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Your Bold Move Community

As you prepare to make your Bold Move journey, it’s especially important to consider who you want (and need) by your side along the way. Your journey will be more successful—and more joyful—with the right people supporting, guiding, and inspiring you.

Shawn Achor, author of The Happiness Advantage and professor at Harvard Business School, affirms that your social connections are one of the greatest predictors of your success and happiness.1 That’s exactly why we focused on finding advisors and advocates to influence your career earlier in this book. But it’s more than just the people you surround yourself with at work. It’s about who you bring with you every day, too.

Your Bold Move Community is made up of the people you invest in and who invest in you. This Community includes your support networks, your family, your friends, your partner/spouse, and the next generation. Nurturing relationships with people within your Community is a Bold Move.

What your Community looks like will be deeply personal to you. You may not bring all of these groups with you at the same time. In some cases, you may not bring a particular group with you at all on your journey. When you make your Bold Moves and feel supported along the way, those will be the people who are right for you.

So let’s explore the different parts of your Bold Move Community—and learn how we can nurture them for happiness and success (for you and them!).

[image: Image]

YOUR SUPPORT NETWORKS

A support network, which I define as “a group of people who are aligned around a specific shared interest,” can help you achieve your personal and professional goals. The group can be formally organized or informally gathered, and they’re different from friends in that they’re focused on a particular subject area or topic—which can range from women entrepreneurs to working moms to runners to writers, and more. Everyone needs at least one support network, though I recommend having several.

Think about it. If you want to climb the career ladder, you connect with advisors and advocates in the workplace. If you’re building a business, you connect with other entrepreneurs to learn from and offer support. If you’re raising a family, you connect with other parents to talk to and ask for advice. Those connections are all helpful for specific and different scenarios. You wouldn’t necessarily want to rely on the same person for their insights on parenting and starting a business. For that reason, you have to create support networks to nurture all of who you are.

To get started in understanding who comprises this important aspect of your Bold Move Community, jot down a list of the support networks you’re already a part of and the individuals you rely on within those networks. To get even deeper, I recommend having two columns on your list: the network or individual’s name and what superpower of theirs helps you the most.

If you notice that specific areas of your support networks are not as comprehensive as you would like them to be, make a plan to start building them up. When doing that, consider how each group contributes to and promotes your growth—this will help you find the right people. And when you’re ready to meet new people, you can connect through volunteering, sports leagues, and faith communities, among other groups.

It’s important to point out that women specifically need their own types of networks to be successful, too. Women-specific communities offer distinct benefits and tend to make those involved feel more empowered and willing to rely on others for social support.2 In fact, one of my favorite stats shows that of the more than 2,500 women who attend a women’s focused conference (specifically the Conferences for Women), 42 percent received a promotion and 15 percent received a pay raise of more than 10 percent.3 If that doesn’t show the power of a women’s support groups, I don’t know what will!

In addition to women-focused networks, it’s also critical that you have access to a more diverse network of people who are not necessarily like you, which exposes you to varied perspectives and access to higher-level opportunities.4

Let me be clear: this is more than networking. This is building a support network—a true and important part of your Community. While the people in these groups may help you with your professional interests, sometimes even more important, they will be there for you personally as you grow through your experiences, too.

When I think about my own support network, I recall the same group of women who I turned to when I received multiple rejections from my first book proposal: four women I had met once. We initially spoke for a few hours at a professional women’s event, and after that we had a lunch here and a dinner there, but I didn’t know them for years like my other dear friends, and they didn’t know my whole life story. Yet we connected around a specific topic, and their superpowers of being ambitious women entrepreneurs who had also faced rejection were exactly what I needed in that moment and so many other moments since.

YOUR FAMILY

Your journey to who you are today started well before you picked up this book. It started before you even knew what a career was. When you were growing up, the very first people who were alongside you were your family members.

Who was the first person to tell you, “I believe in you”? That voice is often the one we internalize over time to believe in ourselves. I’m fortunate that I had many people in my family to encourage me at every stage of my life to pursue what I dreamed of, and I hope the same for you. This doesn’t, however, mean they agreed with every choice I made; rather, they gave me the foundation to make choices for myself.

Family relationships throughout your life are linked to well-being,5 and positive relationships with your parents affect your motivation and work ethic.6 That said, family means something different to each person, and families can be complicated.

As I grew up, family meant driving back and forth two hours each way between my parents’ homes every weekend (they divorced when I was six). I joked to friends that I had two different lives and the best of both worlds, but it was also hard to constantly feel pulled in multiple directions. Gratefully, one consistent thing was that I always felt loved. My family includes my siblings, Shira and Danny. Though I wasn’t always as close with them as children (I’m the big sister), I have become inseparable with them now and love knowing them as adults.

Your family structure may include parents, grandparents, siblings, godparents, aunts, uncles, cousins, and others. No matter who makes up your family unit, I hope you always felt and feel loved too.

Your family connections also factor into your career, leadership, and personal growth. Research shows that parental support, particularly in adolescence, plays a significant role in their children’s future career exploration.7 Looking back: How has your family (parents or others) encouraged your Bold Moves? What do you wish they would have done differently to counsel or guide you?

While you can’t control the family situation you were born into or the level of support you received from your family, you can make choices about what you want now and seek it out from your family members or others you call family. Some of the challenges between adult children and parents have to do with managing each other’s expectations. Stew Friedman of the Wharton School suggests an exercise where children write out why their parents matter to them and what they believe their parents’ expectations are of them, and then the children and parents discuss the answers.8 Friedman reports parents were generally more supportive and accepting than anticipated. The stories we write for ourselves may not be accurate, and this kind of open dialogue gives families a chance to rewrite the story they want. Your family may have shaped who you were, but ultimately you will determine who you want to become.

Now let’s talk about the people who may just turn into family.

YOUR FRIENDS

You already know how vital friendships are to your life. Your friends are the individuals who are there for you when you need them, they support you in your best and most challenging moments, and they inspire you to be your truest self.

In addition to the way you feel when you’re with friends, research studies show that friendship has many quantifiable benefits, including reducing your stress levels,9 boosting your self-esteem,10 and positively affecting your health outcomes.11 In one study, friendships played a more important role in long-term well-being than strong family connections—and this well-being predictor was particularly true for women.12

At different stages in your life, friendship will look and feel different. After you graduate from college, you generally reduce your inner circle of friends, and this will continue throughout your adult life. Friendships will evolve and so will you. You don’t need to get caught up in how many friends you have. In fact, researchers have mixed results on the number of friends you need to have to feel fulfilled (some say one, others three to five,13 and another showed as many as 150!14). That being said, you should determine what number feels right based on your personality, and what makes you feel included and supported. Also, since there are many facets of you, you should seek out different types of friends to support you. The goal here is to feel like you belong somewhere, because loneliness has negative effects on your physical and mental health.15

Maintaining friendships can be a challenge when you’re focused on growing your career, yet research shows this is exactly when you should focus on your relationships. A study discussed in Science Daily shows that highly motivated individuals are more inclined to pursue personal growth goals when they feel supported by people who care about them.16 Making time for friends is part of how you invest in yourself, so let’s discuss the ways you can do that now.

Put in the Effort

Friendships require effort to sustain, so make plans to see friends and show up. Be present when you’re with them. Support them with their wins and their setbacks. Share what’s happening in your life, even the difficult things, and invite them to do the same.

According to Shasta Nelson, a friendship expert and author of The Business of Friendship, friendships thrive on three elements: positivity, consistency, and vulnerability.17 And it’s important to point out here that consistency is different from frequency. You absolutely can preserve a special friendship with someone you don’t see often or who lives far away—you just have to be committed to meaningful connection points along the way. Schedule a catch-up call every few months, reach out when something reminds you of them, or send a handwritten note to celebrate a special milestone. Some of the best friends are the people you can have a conversation with after months or years and it feels like no time has passed at all.

Create New Relationships

It is possible to make friends as an adult, though it can feel harder. Among other reasons, you may feel nervous to socially approach people you don’t know as well or believe you don’t have enough time to develop a new relationship.18 Let’s remember the Bold Move we committed to in Chapter 5 is creating a moment of genuine connection with others. Initiate a conversation with the person you regularly see at the coffee shop. Invite your new colleague for lunch or a walk. Say yes to an after-work invitation even if you’re tired or you have planned to binge-watch your favorite show. Like most Bold Moves, you’ll have to put yourself out there and follow through without knowing whether it will lead to your desired goal—but the end result may turn out even better than you expected.

Know When to Let Go

As important as it is to spend time building friendships, it’s also valuable to know when to let go (and have the strength to do so).

While letting go can be incredibly difficult, focus your energy and time on the people in your life who show up for you. Someone once shared the idea that some friends are in your life for a reason, a season, or lifetime, and it is my hope that this idea helps you understand that not every friendship has to be for life—and that’s okay. I know it has helped me.

Every step of this Bold Move journey is for learning, and who you choose to take these steps with you can meaningfully contribute to your success and happiness. Prioritize people who value you, stretch you to grow, and bring you joy.

Now let’s move to the family you create for yourself.

YOUR PARTNER OR SPOUSE

Matt and I met when we were only 17. A week before high school graduation, I noticed him at a tennis club where he worked while I accompanied a friend. Though he and I didn’t speak at the time, we ran into each other a few weeks later in Outer Banks, North Carolina, where our respective high schools were vacationing for Beach Week.

Matt and I dated long distance all throughout college between North Carolina and New York City. We fell in love with each other just as we were discovering who we were as people—and who we wanted to become. During that time, we both became clear on what we wanted our (separate) careers to be, but one thing we didn’t make clear was how we were going to navigate them together.

I can still remember our first conversation (read: argument) about our careers as we applied for our dream jobs in different cities as seniors in college. It was the beginning of many, many discussions about how we would grow our careers while we grew our relationship, and eventually a family.

Matt and I are what is called a “dual career couple,” which is essentially when both people in a partnership have jobs. We (perhaps naively) presumed we would both have ambitious careers, but we didn’t initially discuss how this was actually going to play out. We hadn’t considered that having two demanding careers might require additional support at home, or that there are other options, such as some couples take turns pursuing their career goals and other couples choose careers with different or complementary work schedules. Multiple options can be effective for dual career couples, but the dependent factor is whether or not the couple designs the model together in a way that works for both people.

Today, Matt and I have built a framework that allowed us to create a life together that we truly love and careers we are incred ibly proud of. I’d love to share that with you so you can find what works for you, too.

Clarify Expectations

For you and your partner to create a model that works for both of you, you’ll need to have open conversations about your expectations for what you envision your life to be like and how you’ll make it work. Talking through your partnership could include your personal values, your short- and long-term professional goals, what you hope to accomplish in your career, and anything else you need to discuss related to what you envision for your life. How you’ll make it work details include which areas of the country or world could work (or not), how much business travel will be acceptable, whether you’re both going to work full-time or part-time, how you will handle money, childcare (if you think you may want to have children), which responsibilities are whose, and everything in between.

One thing I have to call out, though: be prepared to flex, and be willing to compromise in order to support both parties’ goals and dreams.

I’m fairly certain I said I would never move to Alabama—and yet we still ended up living there for five years while my husband pursued his doctorate. Situations like this can easily devolve into whose career is more “important.” (I felt like I was taking a step back in order for him to pursue his goals.) But when you’ve talked through and clarified your expectations together, it becomes easier to reframe almost any situation into an opportunity for both of you. (In our case, I eventually found a job that positioned me well for the rest of my career and worked for someone who would be one of my best bosses ever, Pam.)

Coordinate Schedules

In your commitment to continual conversation with your partner about time and priorities, I recommend establishing weekly or monthly meetings to look at your calendars and handle potential conflicts. There’s nothing quite like realizing you both have an early meeting or need to travel at the same time—the morning of. Technology can help you with these conversations by using apps to track your shared calendars and to-do lists and discussing who is best suited for which tasks at home. (You could even talk through money at the same time!)

Prioritize Time

Your time is limited, so spend it wisely. If something will pull you away from your family, choose activities that energize you and bring you extra joy. You’ll especially have to prioritize your time when you’re a caregiver. This means saying no to the opportunities that don’t serve you at the life moment you’re in, whether that’s the teacher-school association, nonprofit committee, or a gala event. Saying no to something allows you to say yes to what matters most to you—like the commitments you’ve made to invest in yourself.

Here are some questions to ask yourself to help you decide whether or not you should take on a new project or activity:

1. Does this use your superpowers and/or create new learning that you would value?

2. Will you feel this is a meaningful use of your time?

3. How will this affect your work and home life?

I’ve had to get very good at knowing what I want so I can proactively seek out those projects and say no to the many other invitations. Saying no to a project doesn’t have to mean forever. Know what your limit is at one time and revisit for the future.

Support Each Other

Research shows that power dynamics in a relationship can be a challenge when it comes to dual career couples.19 Household responsibilities often cause strife because they’re yet another thing that has to be done after a full day of work. Having open communication about roles and expectations can help avoid frustration and resentment. People tend to inflate what they do and minimize other people’s contributions in their minds. (This is actual psychology, not spouse science!)

Tiffany Dufu’s Drop the Ball and Eve Rodsky’s Fair Play are helpful books on how to communicate with your partner about what your priorities are and how to divide household responsibilities. Also consider what you can delegate or outsource, so you can focus on your best and highest use of time.

Supporting each other goes beyond the to-do list. It’s also about being present for each other. People have a universal need to feel heard, reinforcing the importance of active listening at home. Do not try to guess what the other person is thinking or why they’re doing something. (I am very good at writing a story, but it’s not always the right story!) Ask questions and listen. Proactively develop a plan together for how you and your partner will connect with each other, particularly if you have children with their own needs and schedules. For example, you may decide you’ll call each other on the commute home to talk before the rush of the evening obligations, you’ll spend the first 15 minutes at home talking through the day, or you prefer to wait until after the kids go to bed. After you’ve decided the timing that works best for you, make a point to listen to your partner’s stories and worries from work.

Outside of your evening catch-ups, which can be thwarted by work and family demands, schedule time for just the two of you, whether a recurring weekly date night or a shared activity. Matt and I exercise together several days a week and plan early morning dates at our favorite coffee shop.

Jennifer Petriglieri, a professor at INSEAD and author of Couples That Work, suggests that the most successful working couples both support and push each other. When you experience a setback or challenge, it’s natural to want your spouse to respond compassionately. On Harvard Business Review’s Women at Work podcast, Petriglieri references research that shows you also fare better when your spouse thoughtfully asks you what you plan to change about the situation and what you will do going forward.20 They aren’t checking up to see if you did it, they’re encouraging you to do it—that’s what makes the difference.

Talk with your partner about how you can support each other in being your best selves. My mantra as a working parent: I’m doing the best I can every day. Your best self doesn’t mean perfect!

I’m fortunate to have an incredibly supportive husband who believes in me and my career as much as his own—and I know he can say the same for me. You already know your partner will be an important part of your life. Who you choose as your partner will be one of the most important career decisions you’ll make, too.

THE NEXT GENERATION

One of my mom friends reached out to me for advice on how to help support her child who was considering running for student government election. Her child was nervous that no one would vote for her and wasn’t sure it was worth putting herself out there. I offered to connect with my friend’s daughter, whom I’ve known since she and my son were toddlers. I wasn’t sure the young woman would want to take me up on the offer. I mean, she was a mid dle schooler, and of course, grown-ups don’t know all that much according to them. To my surprise, she said she would be willing to talk with me, and I was glad she did.

While we were on the phone, I asked her about the issues that were most important to her, why she was the best person for the role, and how she would serve her classmates well. She had well-formed answers and spoke with true conviction about why her voice matters. I was so moved to hear a young woman speaking about herself in this way.

I told her the story about what it was like for me when I ran for student government when I was in middle school. For weeks after school, I planned my campaign. I found a perfect walk-up song that had my name in it and designed earrings that read “Shanna for President.” On the day of the election, I stood on stage in front of hundreds of peers. I could barely see over the podium. I read my speech and played “Get a Job,” a song by Sha Na Na (the lyrics of the chorus sound like my name on repeat) on my tape recorder I had lugged up there with me. Though I could hear several kids laughing (and their jokes the rest of the day), I smiled proudly anyway. Later that day, I learned I didn’t win the election.

Here’s the thing: this story is the first thing I thought of 30 years later when my friend mentioned middle school elections. In my experience, it wasn’t the hurt feelings I remembered so much as the pride in my confidence to unabashedly pursue what was important to me, even at a younger age. I hoped that one day my friend’s child would feel the same way, whichever way the outcome went for her. As I recalled this story, I coached the young woman that this is a reminder of why you need to keep putting yourself out there, even if things don’t go as hoped or planned every time. Because you will have to continue to use your voice for what is important to you, even if others criticize you.

As we are on our own journeys to commit to putting our best selves out there with one Bold Move a day, it’s important to encourage this in our own children or children we care about. Here are four things you can do to cultivate the Bold Move Mindset in children of all ages.

Talk About Your Bold Moves

Explicitly share the steps you’re taking to make your own Bold Moves. Even before children can fully understand what’s required to get to that point or the potential risk of things not going as hoped, they’ll begin to create their own understanding of the roadmap for how to make Bold Moves through your storytelling.

Ask Questions About What They’re Feeling (Including Their Fears)

You don’t need to dissuade children from whatever they’re feeling, even if you don’t see it or don’t agree with it. Honor their feelings by actively listening, acknowledging their worries, and then ask open-ended questions to better understand where they’re coming from. When people feel heard, they’re better able to make good decisions.

Show Them What’s Possible

The reframe and mindset shift of “What’s the best that can happen?” works for children as much as it does grownups. Ask them to think about what could go well, encourage them to consider the list of their superpowers, and remind them of their strengths and ability to influence others.

I’m reminded of the story another friend told me about seeing her middle school daughter come downstairs in her mom’s Be Yourself Boldly T-shirt from my shop. When her mom asked about it, the young woman said that it was exactly what she needed for her theater tryouts that day, to remind her to put her best self out there.

Ask a Child About Your Career

Children can teach you, too.

In March 2020, my son, Eli, and I were out for a mother-son dinner date. It ended up being the last time I went out to dinner before the pandemic started.

In between conversations about March Madness, what happened on the playground that day, and how delicious the meal was, I asked Eli what he thought about my career.

It hadn’t occurred to me to do this until I was prompted by an author I mentioned earlier, whom I have also been fortunate enough to get better acquainted with over the years, Tiffany Dufu. During a coffee catch-up she and I had a few weeks prior, she asked me what was ahead for me, and I shared my thoughts. Then she asked me what my son thought. I remember being a little incredulous at this question. After all, my son was not quite 11 yet. She assured me she had done this often with her kids, even at younger ages.

In typical Tiffany fashion, she was so right. It ended up being one of the most meaningful conversations with my son—and I’ve looked back several times at the notes I secretly typed into my phone when he watched the last few minutes of the game on the restaurant TV.

The clarity of Eli’s response was breathtaking. He told me to keep working on my side career for two years, to increase the number of people I was reaching. He said that would help me know if I wanted to do that work full-time. I asked him how he would feel about me traveling more frequently again. He said, “If you’re happy, I’m happy.” Then he asked me to take him on some of my trips and I promised to.

Children truly are listening and learning, even when they don’t show it. So try this with your own children, or children you’re close to and who know you well. Ask them:

What do you think about my career?

What do you think I should do next?

What do you think is ahead for me?

Document their responses and the date so you can look back on this in the future. Children take cues from you and how you approach the world. When you model for them what it means to make one Bold Move a day for themselves, you will also find the motivation you need for your own.

• • •

Who you take with you on your Bold Move journey matters—both for your joy and for your success.


BOLD MOVES TO MAKE NOW

Identify a support network you have already and/or aspire to have and reach out to join their next activity.

Reconnect with a friend to share a positive memory, or invite a new friend to coffee.

Tell your children and/or other children you care about one of your stories to inspire them to make their one Bold Move a day.






Conclusion

Putting Your Bold Move Mindset to the Test

I’m so proud of you.

You made it to this point.

You kept showing up for yourself.

You’re committed to learning.

You’re serving others.

You’re finding joy.

Celebrate this progress.

It’s time to put your Bold Move Mindset to the test.

You’ve been practicing with each chapter in your Bold Moves to Make Now. Now you decide what your Bold Moves will be.

As you’re out there advancing your career, growing as a person, and developing as a leader, keep in mind the four mindsets (Gratitude Mindset, Happiness Mindset, And Mindset, Progress Mindset) to guide you while you put yourself out there and follow through. Bold Moves are a choice you make each day, though they look different for everyone and even differ day to day. You’ll know them when you feel them, the ones that make your heart start to beat a bit faster, and a little voice in your head may tell you to be cautious—and you’ll do it anyway. Through the fears. Through the uncertainty. Because you believe in possibility. And you believe in yourself.

Don’t be surprised if you find yourself making Bold Moves even more than you expected!

I’m not surprised, though. I believed in you from the start.

• • •

As I reflect on this book, it came from a series of Bold Moves. After spending the early part of 2020 querying agents for a book I had started drafting about women’s leadership and being rejected from every single one, I had to accept that my book dream might not happen. That this coincided with the biggest crisis of our lifetimes, the Covid-19 pandemic, wasn’t lost on me. After mourning the loss of the book dream for a while, I realized I wasn’t going to let other people decide how I could serve women who wanted to level up in their careers and leadership.

One day as I scrolled through Instagram, I saw a call to action from Molly Beck, Founder of Messy.fm and author of Reach Out, that said, “Who is a leader that should have their own podcast? Hint: It might be you.” I stared at the post for a minute, reflecting on all the times I had considered this before and put it to the side, and commented, “Molly, I’m raising my own hand.” Talking with Molly a few weeks later, it was easy to get wrapped up in her enthusiasm for the medium, but as I spoke about my ideas, I realized they were far clearer than I had even realized. As excited as I was to launch the podcast, I had no experience recording or editing. After five weeks of overthinking, rerecording, and some tears, I launched One Bold Move a Day, a (then) daily six-minute podcast to help women achieve their goals and advance their careers.

Looking back, I could’ve raised my hand and then changed my mind. I could’ve had the initial call and then given up. (Believe me, there were some days where I thought about it.) What kept me going was helping women at a time they needed it most. Day by day, I figured out the podcasting process. I still recorded some episodes multiple times, but I didn’t feel as overwhelmed. I felt vulnerable sharing stories I’d never told anyone and hoped the sharing would decrease the stigma for everyone. Though I felt incredibly fulfilled in supporting women through the podcast, the book dream was still on my heart.

So, I pursued it again—and it led me to you.

As I spent time writing this book about what it means to make Bold Moves to advance your career, grow as a person, and develop as a leader, I started to think even more deeply than ever before about what this meant for me personally.

During the pandemic, my identity changed. Perhaps yours did, too. I started to reconsider what was most important to me and, for the first time, truly realized I was more than my work, job, or title.

It was in creating this guide for you that I also found clarity in my own calling. I made the boldest move to leave a career I loved to start my own company full-time. I knew it would allow me to help more organizations and leaders to fulfill their potential.

And yes, I ran toward something. With joy.

As I was considering this move, I mentioned to my friend Ali that I thought the universe was sending me a message, and perhaps I would wait to have everything figured out before I made a full-time career as an entrepreneur. She asked me, “What makes you think the universe is going to make it completely clear for you if you haven’t yet fully dedicated yourself to making this choice?” That resonated with me. Bold Moves are more than the act itself—it’s the follow-through, too, that will differentiate you.

Friends and colleagues who knew me worried that I would leave behind a career I have been so good at. Here’s the thing about what you are very good at, whatever that means for you: when we stop learning, we stop growing.

You can love something with your whole heart and still walk away from it in order to grow. This is who I am meant to become. I couldn’t have known it then, but I listened to my heart. (I even walked through the four questions I shared in Chapter 4 about what to consider before taking a new job!)

Through my work, I’m able to partner with more companies and nonprofit organizations to build stronger workplace cultures, develop leaders to reach their potential, and support women to thrive at work. And on most days, I’ve been able to pick up my son from school, too.

I’m confident the Bold Move Mindset has sustained me through everything up to this point, and I can’t wait to see what you have in store for the world when you apply this for yourself.

In the quiet moments when you feel unsure about which direction you should go or your Bold Move Mindset is being tested, come back to this book as a resource. Picture having coffee with me if it helps!

Just as I created this roadmap for your success, I know you’ll now create the pathways for other women. You’re their leader, their sponsor, their mentor, their friend, their sister, and their cheerleader. You’re a role model for how to achieve more than you ever thought possible.

May this be just the beginning of your journey. I am always, always cheering you on.
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and career advancement, 53–58

Advisors (continued):

cultivating, 46

in your support network, 157

Advocate(s):

being an, 107

for career advancement, 53–58

in support network, 157

Affirmation, 146

Alignment, with bosses, 130

Ambitious, 4

And Mindset, 24

Answer, not having the, 148, 152
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Effort, publicizing your, 109

Eisenhower, Dwight, 82

Ellevate Network, 72
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Frame of mind, feedback based on, 128

Friedman, Stew, 161–162

Friends:

as accountability partners, 43

in Bold Move Community, 162–164

sharing doubts with, 20

in workplaces, 122–123
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and clarifying your purpose, 28–32
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Health:

creativity and improved mental, 88

developing your Bold Move Performance Patterns to improve, 86

friendships and improved, 162, 163

Heard, making others feel, 75

“Hello,” saying, 69

Help:

asking for, 124–125
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finding your, 32
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bias and, 110
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for networking efficiently, 48
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Misunderstandings, 137–138
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“Big Magic,” 46
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Moms, working, 72–74
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Morgan Stanley, 57
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to achieve, 25
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Notes:
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One Bold Move a Day (podcast), 87, 177

Open-ended questions, 144, 171

Opportunity(-ies):

creating, 103–104

to provide personalized learning experiences, 141–142

reframing situations as, 166

Optimism:

and building resilience, 23

reducing negative emotional contagion via, 117

Options, creating more, 115–116

Organization:

praising team members’ benefit to, 129

understanding your, 99–100, 108

Out clauses, 78

Outcomes, as factor in decision-making, 118

Outlets, creative, 87–88

Paradox mindset, 4–5

Parental support, 161–162

Partnerships:

for accomplishing your goals, 38–39

in your Bold Move Community, 165–169

Pauses for growth, 7

Pay negotiations, 93

Perfection, progress vs., 118

Performance currency, 57, 58

Performance discussions, 104–105

Permanence, of choices, 65

Permission to connect, asking for, 77–78

Personal connection, with your boss, 131

Personalized learning experiences, 141–142

Perspective(s):

acknowledgment of team members’, 154–155

of advisors, 53

being mindful about sharing your, 75–76

changing your, 24

sharing, with boss, 130–131

Pessimism, 23

Petriglieri, Jennifer, 169

Physical activity, 88–89

Physical health:

creativity and, 88

friendships and, 162, 163

Podcasts, 87, 176–177

Positional power, 98

Positive feedback, 128–129

Positive feelings, reinforcing, 41

Positive relationships:

with other women, 72

with your boss, 129–132

Positivity, 163

Possibilities, believing in, 4

Potential, sponsors who believe in your, 58

Power:

to affect others, 98

building your, 100

positional, 98

from understanding how your organization works, 108

Power dynamics, in relationships, 168

Praise, offering, 128

Preparing:

to achieve goals, 7, 27

for mistakes, 116

to personalize employees’ learning experiences, 141

to reduce negative emotional contagion, 117

for setbacks, 39

to stay in contact with advisors, 55

Present, being:

to create moments of genuine connection, 68

for your partner/spouse, 168

Pride, 105

Prioritization Matrix, 82–85, 95

Priority(-ies):

communicating your, 168

friendships as, 164

learning your boss’s, 130

reflecting on your, 28

time as a, 167

your team as a, 142

Private feedback, 128

Proactive connection, 69–70, 77, 108

Problem-solving skills:

adding value by utilizing, 103

creativity to improve, 88

encouraging team members’, 123–124

Productive rest, 91–92

Productivity:

from inclusive leadership, 150

progress vs., 39–40

wise, 104

Professional development associations, 110

Professional women’s networks, 72

Progress:

from accomplishing smaller tasks, 85

celebrating your, 7, 10, 35, 39, 42–43

perfection vs., 118

productivity vs., 39–40

Progress Mindset, 39–41

Project(s):

factors in taking on new, 167

making progress on, 98

requesting updates on, 121

Promotions:

and supporting your colleagues, 102

and taking vacations, 91

Psychological safety, 126, 144, 152–153

Public announcements:

about accomplishments, 109

about contributions, 104–107

about goals, 33–34

about your new ventures, 64–65

about your results, 109

Purpose:

clarifying your, 28–32

listening with, 49

Putting yourself out there, 170

Quadrant visuals, 82–85

Qualifications, for new jobs, 61

Quality of life, developing your Bold Move Performance Patterns for improved, 86

Questions:

asking children, 171

asking strangers, 69

asking your partner, 168

for developing goals, 35

managers answering team members’, 123–124

open-ended, 144, 171

for skip level meetings, 149–150

for sponsors, 57–58

for those you admire, 20

to use in networking conversations, 51

Reach Out (Beck), 176

Reaching out, during difficult times, 74

Reactive connectors, 77

Reading, 86–87

Reality:

approaching your, 23

happiness and your current, 7

Recognition:

external, 139

offering others, 128

from your boss, 140–141

of your progress, 41–42

Recognizing your awesomeness, 18

Reconnecting with others, 80, 173

Redirecting feedback, 126, 127

Reflection:

about what makes you special, 15–18

to clarify your purpose, 28–32

intentional, 27

Reinforcing feedback, 126–127

Rejection:

AttaGirl folders for overcoming, 8

overcoming, 8–9

support networks for navigating, 160

Relationship(s):

accepting compliments to deepen, 17

building, 65, 98–99

collaborative, 101

feedback in, 125

growing careers while growing, 165

nurturing, in your Bold Move Community, 157–158

well-being and family, 161

with your boss, 129–132

Relationship currency, 57, 58

Repeating back to others, 99

Resets, 117

Resilience, building:

and accepting mistakes, 116

and believing in yourself, 23–25

and gratitude, 3

Respected, being liked vs. being, 118–119

Respond, choosing how to, 24

Responsibility(-ies):

clarifying, 166

of leadership, 111

Rest, 89–92

Results, publicizing your, 109

Return on investment (ROI), 92–93

Rewards, 41

“Right,” doing everything, 14

Rituals, celebration, 143

Roadblocks, during collaboration, 101

Rodsky, Eve, 168

ROI (return on investment), 92–93

Roles:

advisors from different, 53

aligning, with goals, 58–61

and collaboration, 101

creating distinction in new, 121–122

skills needed for new, 47

taking on new, 58–61

Running toward, deriving strength from, 59

Sacrifices, making, 36, 142

Safety, psychological, 126, 144, 152–153

Salary information, sharing, 71

Schedules:

being mindful about, 73–74

coordinating, 167

to maximize your time, 49–50, 168–169

sleep, 90

Science Daily, 163

Self-awareness, 3, 21

Self-compassion, 25, 39

Self-doubt:

internalizing, xi–xii

sharing, with friends and family, 20

and trying to do everything “right,” 14

Self-esteem, 162

Self-leadership, 14–15

Self-worth, 19

Seppälä, Emma, 67

Setbacks, preparing for, 39

Shame, 21

Short-term goals, 166

Short-term outcomes, 118

Side careers, 64

Skills:

cultivating relevant, 47, 65

downplaying your, 59

in new roles, 47

problem-solving, 88, 103, 123–124

Skip level meetings, 148–150

Sleep, 3, 89–90

Social connections, 157–158

Speaking up:

for moms, 73

Speaking up (continued):

safety for, 126, 144, 152–153

for yourself, 109

Specific gratitude, 140

Sponsorship, 56–58

Spouses, in Bold Move Community, 165–169

Squarespace, 63

Stanford University, 67

Strangers, interacting with, 69–70

Strength(s):

helping employees to reflect on their, 127

recognizing your, 42–43

relying on inner, 23

“running toward” as a, 59

seeing your, 15

from taking Bold Moves, xi

Stress:

making friendships to reduce, 162

reading to reduce, 86–87

resting to reduce, 89

and seeing everything as a zero sum, 4

Structure:

of feedback, 126–127

of goals, 37

Style, learning your boss’s, 129–130

Success:

being vulnerable about your, 38

from bringing other women up with you, 71

celebrating others’, 52

defining, 6, 35

financial, 93

networking to invest in your, 48

progress as measure for, 40

from supporting colleagues, 102

Superpowers:

creating opportunities with your, 103

identifying your, 15–17, 26, 29–30

leveraging your, 100

in your support network, 159

Supervisor, advancing from peer to, 119–125

Support:

and accomplishing your goals, 36

from advisors, 54–55

asking for, 34

for colleagues, 102

as factor in healthy workplaces, 139

as factor in leadership, 120

feedback as, 125

for other women, 70–74

for others in times of need, 74–76

for others in your network, 53

from partners/spouses, 168, 169

Support networks:

in Bold Move Community, 158–160

identifying your, 173

Systems to achieve goals, 36

Tasks, urgency of, 82–85

Team members:

allowing, to share viewpoints, 153

celebrating, 143–144

communicating with, 123–125

complimenting, 140–141

creating new roles for, 121

expressing appreciation for, 139, 140, 155

providing feedback to, 121–122, 125–129

respecting opinions of, 154–155

supporting your, 120

Team value, feedback as, 125–126

“Thank you,” saying, 18, 26

Thankful, being, 2–4

Time:

doing more with less, 89

as factor in About Me document, 136

investing your, 81

measuring your use of, 82–85

prioritizing your, 167

to reset, 117

Timeline(s):

for goals, 35

for productive rest, 92

for starting a business, 64

Timing:

of feedback, 128

of projects, 82–85

and talking about your accomplishments, 105

Titles:

as indicator of worthiness, 19

leadership without, 97–102

To-do lists, 40, 84–85

Transitions, into supervisor positions, 119–125

Transparency:

about pay, 71

of dialogue, 148–150

Trust:

active listening to build, 99

and creating a safe work environment, 126

and effective feedback, 126

rebuilding, in new roles, 122

using About Me document to create, 135

Uncertainty:

minimizing, 138

moments of, 18–20

Underqualified, feeling, 61

Unicorn goals, 33–36, 43

University of California, 73

University of Michigan, 88

Updates, providing, 101

Uplifting others, 67–80

Bold Moves to Make Now, 80

by connecting people in your network, 76–79

by creating moments of genuine connection, 68–70

by supporting other women, 70–74

by supporting others in time of need, 74–76

Urgency, of tasks, 82–85

User manuals, 134–139

Vacations, 90–91

Validating your awesomeness, 18

Value (worth):

as factor in taking on new projects, 167

identifying a project’s, 82

Value (worth) (continued):

leading by creating, 103–104

of your employees, 139–144

Values (ethical):

clarifying, 166

feedback as team, 125–126

Viewpoints, sharing, 153

Vision, providing, 123–124

Voice(s):

amplifying other women’s, 71

listening to your inner, 15

sharing your, 98

Vulnerability:

as element of friendship, 163

modeling, 151–152

showing, 148

Wage gaps, 71

Weakness(es):

asking for help perceived as, 124

helping employees to reflect on their, 127

Well-being:

and family relationships, 161

and success, 6

Wharton School, 117, 140, 161–162

What Works for Women at Work (Williams), 73

“What’s missing,” asking, 147

“Why,” identifying your, 64, 114

Williams, Joan C., 73

Win of the Day (WOTD), 143–144

Wins:

celebrating your team’s, 143–144

learning from, 40

writing down, 11

Wise productivity, 104

Women:

and fear of failure, 114–115

as job applicants, 61

support networks for, 159

supporting other, 70–74

writing notes to cheer on other, 80

Women and Work (podcast), 169

Work:

facing change at, 2

as factor in taking on new projects, 167

focusing on what’s important at, 82–85

joyful and meaningful, 30

Work ethic, 161

Working moms, 72–74

Workplace(s):

friendships in, 122–123

inclusive, 151, 153

making progress in, 40–41

navigating challenges in, 107–111

psychological safety in, 126

support as factor in healthy, 139

Workplace bias, 109–110

Worries:

about being wrong, 114–115

reducing your, 24

understanding the source of your, 21

Worst-case scenarios, 22

Worthiness:

communicating your, 104–107

and titles, 19

WOTD (Win of the Day), 143–144

Writing:

about your goals, 27–28, 42–43

about your progress, 41

about your wins, 7, 11

Wrong, being, 20, 114–115

Yale School of Management, 115

“Yes, and” technique, 145–147

Younger generations in Bold Move Community, 169–173

Zero sum, seeing everything as a, 4
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