
“How the heck do I get everybody 
going in the same direction?”

by Ron Ernst

I remember a workshop I was facilitating on leadership.  I was alluding to 
the differences between planning and implementation.  The participants 
were entrepreneurs from a variety of industries.  I asked them to divide 
into small groups and quickly prepare an outline for a strategic plan.  In 
less than ten minutes, we had a beautiful outline—one that any strategic 
planner would be proud to use.   I then asked them to reconvene their 
small groups and tell me what they would do to implement the plan.  After 
about thirty seconds of uncomfortable silence—then laughter—one 
participant finally stated their small group had an answer.  It was, “Call a 
meeting, tell’em what to do, and pray!”

The differences between planning and actually implementing the plan are 
profound.   Developing a plan, whether for the initiation of flextime for the 
administrative staff or for a new corporate strategy, has many distinct 
characteristics.  Here are just a few:

1. Planning is primarily a rational, logical, analytical process.  
Implementation, on the other hand, deals with the behavior of people 
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who have free will, are not always rational, and many times 
conceptual rather than analytical.

 
2. Planning is a mental exercise.  Implementation deals with the 

emotions of people and their willingness to change.   

3. Planning, contrary to most current thinking, is typically event-
oriented.  Implementation is an on-going process.  

To be an effective entrepreneur, you need both skills: the ability to envision 
a future (planning) and the ability to mobilize people to implement what’s 
necessary to realize that future (coaching).  My experience, though, is that 
most successful entrepreneurs are well-versed in planning—identifying 
what needs to be done.  A common limitation is, “How the heck do I get 
everybody going in the same direction?”

To start filling this gap between planning and implementation, I propose 
you write a companion piece to your mission—a statement about your 
culture—that supports your mission and provides the guidelines for 
implementation.  In a sense your mission statement is the what of your 
company, the culture statement is the how.

As an example, here’s one I use as a generic template with clients to help 
them develop their Culture Statement.  Try it on and see if it fits! 

Our Culture

Our culture—how we go about working together to achieve our 
mission—is just as important as our mission.  We realize problems will arise 
as we work together.  These may be between manager and worker, among 
managers, among the workers, or just individual difficulties.  Whatever they 
may be, if  not solved to the satisfaction of all parties, we will be less likely to 
produce quality products or render quality services, and our success as a company 
will suffer.  

We believe it is everyone’s responsibility to help solve these problems and 
that all problems can be solved without the use of threats, coercion or 
punishment from any of the parties involved. 

It is our goal to create a workplace where we care for each other and that 
we are doing all we can to make our company an enjoyable place to work.  
Only if we do this, will the company prosper and everyone earn fair 
compensation for their efforts.
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Conditions That Promote Quality

1. A warm and supportive work environment.  Our relationships will 
be built on trust.

2. You will only be asked to do useful work.  Useful work is defined as 
contributing to satisfying your individual needs and the 
organization’s goals and objectives.

3. During training and after you’ve demonstrated you can competently 
perform your job, you will be asked to self-evaluate your work.  This 
self-evaluation is the basis for continuously improving the quality of 
our products and services.  

4. Everyone will be expected to do the best they can do.

Our Management Style

1. Managers will show, demonstrate or model the job so that the worker 
responsible for the job will know exactly what is expected.

2. Managers will engage the worker in an ongoing dialogue of the cost 
and quality of the products and services we offer.  Managers listen 
and encourage workers to give them ideas that will improve quality 
and lower costs.

3. In most instances, managers teaches the workers to inspect and 
evaluate their own work for quality and will rely on worker self-
evaluation for quality improvement.

4. Managers will teach that the essence of quality is continuous 
improvement.  

5. The manager’s job is to facilitate the production of quality by 
teaching, encouraging self-evaluation, providing the best tools, and 
nurturing a friendly, non-coercive, and non-adversarial workplace.
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