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Aalap: Thereisvery little coaching of the culture. Y ou coach how to get resultsall the
time, what things make wor k mor e efficient, have a more value added products. That
happens on a constant basis from top to the bottom of the organization, but very little time
IS spent on coaching culture. It'salmost assumed that individuals lower down in the
organization already have alignment to the vision, the value, the mission of the
organization. Spending mor e time on actually figuring out wher e those gaps are would be
very beneficial.

Melissa: | wasjust goingto say, thiskind of just one more thought on that one. Thiskind
of goesto theimplicit nature versusthe explicit nature of things. When we develop a
mission, a vision, a purpose of the culture of the organization, we're very explicit of how
and what we want to do and how we're going to go about doing it. Then, years pass, people
come and they go and sometimesto your point, we're very specific about the business
strategy, how it works, what we're expected to do over the next six months, 12 months, 36
months, and how we're perfor ming, but we forget how we're supposed to go about doing
what we're supposed to do. Does it come back to say as senior leaders and even as board
member s because tone at thetop startsthere aswell, isthat we need to remind and be
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mor e explicit about what it iswe'retrying to do and how we're going to go about doingit.

I'll give you an example. Thiswas a few months ago, but diversity in the technology
industry isalittle challenged-

Aalap: | was going to say, such asit is. A little.

Melissa: Asit relatesto the board room or in the organization itself. The salesforce CEO
came out and said, " That's not acceptable,” on a main stage he came out and said, " That's
not acceptable and as an organization we're going to makethisapriority. If thereare
people within the or ganization who don't buy into that, then there's probably another
place for you to go." That, to me, was a very explicit way of saying, " A part of our culture,
we're going to make an importance around diversity. We'regoing to engrain it asa part of
our culture. I, the senior leader of the organization, am going to stand up here and tell
everybody that. If you don't likeit, there are other placesfor you to go." That wasavery
explicit message.

You still haveto start with a direction and that was a very clear direction.

Jan: One of the commissionersthat | was speaking to about your comment, Melissa,
around thisimplicit/explicit was a comment that sometimes we think it's enough to say our
employee population and that kind of culture at the core, " Do theright thing." We assume
that everybody knows what theright thing isor everybody agrees about what the right
thingis. Sometimesit's not enough to just say, " Do theright thing." Sometimesyou have
to tell people what you mean when you say that.
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