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SHOULD YOU PRAISE THE BOSS? 

By Aubrey C. Daniels 
Patricia Bays Haroski who worked for 

her father in a State Farm Insurance 

Agency in Deerfield, Ill., registered 

October 16 as Bossôs Day with the U.S. 

Chamber of Commerce in 1958.  She 

chose October 16 because it was her 

fatherôs birthday and the story goes 

that she forgot his birthday and that 

by making it a holiday, she would not 

only recover from her oversight, but 

would never forget again.  Of course, 

retailers have since capitalized on the 

holiday as an additional way to sell 

greeting cards, candy, etc.   

Wikipedia defines Boss's Day as a day 

when employees thank their boss for 

being kind, fair, honest, and awesome 

throughout the year. While I have 

nothing against thanking the boss, the 

National holiday celebration does put 

pressure on everyone, even those who 

donôt have an awesome boss.  The so-

cial pressure probably causes more 

than a few people to do something to 

(Continued on page 3) 

BUILDING PROACTIVE HR PROCESSES: 
Using a Behavioral Science Approach to 
Optimize Value 
By Anne Lesch 

OCTOBER 

 2009 N EWSLETTER 

INSIDE 
THIS ISSUE 

Building Proactive 

HR Processes  

1 

Should You Praise 

the Boss  

1 

Upcoming Events  4 

Memberõs Corner 6 

HR Marketplace  8 

About Us  11 

  

  

VOLUME 2 | ISSUE 9 

Welcome to The HR 

Alliance October 

2009 Newsletter. 

Read about our 

monthly event and 

more.  

Enjoy,  

The  

HR Alliance Team  

Itôs all about results and knowing the 
right questions to ask and when lead-
ers use positive reinforcement, the 

results are significantly better than 
when managing exceptions. Joe Laip-

ple, Ph.D., Senior Vice President of 
Strategic Services with Aubrey Daniels 
International (ADI) presented a stimu-
lating HR Alliance session, ñBuilding 
Proactive HR Processes:  Using a Be-
havioral Science Approach to Optimize 
Value.ò  

Dr. Laipple coaches leaders to use Be-
havior Analysis in order to promote 
profitable habits. The goal is to replace 
ñHave-to -doò with ñWant-to -doò per-
formance. He described ADIôs ABC 
Model ï Antecedents, Behavior, and 
Consequences. Antecedents are things 

that prompt us to act in a certain way; 
Behavior is what people say or do; and 
Consequences occur during or after the 
behavior. There are three classifica-
tions of Consequences:  

¶ Type (positive, negative)  

¶ Timing (immediate, future)  

¶ Probability (certain, uncertain)  

The most effective consequences are 
Positive, Immediate, Certain (so that 
the behavior will continue) or Nega-

tive, Immediate, Certain (so that 
changes can be made quickly).  

A key point in the presentation was 
that when the work gets stuck, itôs 
time to return to outcomes, e.g., what 
results does the client want to achieve, 
and then work from there.   
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Another key point was that consequences are determined by their impact on people, not their in-
tended impact. Dr. Laipple recommends The Value Question for gathering evidence on impact (not 
intent) of your work with direct reports and others. This consists of asking others how you are help-

ing or bringing value, for example:  

¶ What value have I provided?  

¶ How can I help?  

¶ What do you need from me?  

Dr. Laipple asked the session participants break up into small groups for an activity to identify how 

they will use the information they received during the session. A possible next step for the groups 
was to commit to asking the value question after every collaborative interaction, e.g., How did you 

do that?  How is that working? This prevents people from providing the response they think the boss 
wants to hear. The best leaders do not tell, they ask.  

Joseph Laipple, Ph.D. has extensive experience collaborating with clients to help them achieve sus-
tained behavior change that leads to measurable improvement in their bottom - line results. He is the 
author of the book, Precision Selling , and a frequent presenter at national and international confer-
ences. He also co -presents with Aubrey Daniels their leadership curriculum at the Center for Manage-
ment Research in Cambridge.  
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