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This book is dedicated to Theresa Rose, whose
visionary insights crystallized the Gears of Grategy®
concept and helped me bring it to life.

To my wonderful mom, whose loving support sustained
me through the final stages of this book.

And to my amazing husband, Scott, my eternal
cheerleader. Your unwavering love and encouragement
fuel my passion every day, and | am deeply grateful for
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Is This the Book for You?

Are you ready to ignite a culture shift within your
organization? "Gear Up for Greatness" is your guide.
Whether you're a business owner, executive, HR
professional, team leader, or entrepreneur, this book
shares practical strategies and heartfelt insights into
transforming workplace culture through gratitude and
appreciation.

Business Owners: Foster a culture of appreciation
to enhance employee loyalty and drive business
success.

Executives: Boost team morale, productivity, and
retention rates with actionable techniques.

HR Professionals: Create a positive work
environment where employees thrive and grow.
Team Leaders: Build stronger teams, improve
communication, and inspire collaboration.
Entrepreneurs: Shape your company's identity and
foster a community of engaged employees through
gratitude.

Join me on this journey to transform your workplace
culture and unlock your team's full potential as we Gear
Up for Greatness!
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Chapter One:
SteelTech's Struggle

James Peterson strode into SteelTech Manufacturing with
a blend of excitement and unease. At 45, the newly
appointed president was ready to inject new energy and
ideas into the company. Yet, his enthusiasm was soon
tempered by the stark reality: SteelTech was a shadow of
its former self. With declining sales, outdated processes,
and a disheartened workforce, James realized the
monumental challenge ahead. Transforming SteelTech
into a thriving enterprise would require every ounce of his
leadership and innovation.

James had spent the last decade building his reputation
as a turnaround expert. His journey had begun with a
small family-owned business on the brink of bankruptcy.
With relentless determination, James had revamped their
operations, streamlined processes, and reengaged the
demoralized staff. The company not only survived but
flourished, eventually expanding to new markets.

This initial success had led to a series of increasingly
high-profile roles where James continued to rescue
struggling companies. With each new challenge, he
learned new strategies and deepened his understanding



of effective leadership. However, these successes came
with their own challenges—Ilong hours, constant travel,
and the pressure to deliver results took a toll on his
personal life. James had seen relationships strain and
friendships fade as he prioritized work above all else.
Despite the accolades and financial rewards, he often
questioned whether the sacrifices were worth it.

Now, as he faced the daunting task of revitalizing
SteelTech, his most significant challenge yet, those
doubts resurfaced. Could he turn around this company
without losing himself in the process? The stakes were
higher than ever, but so were the potential rewards. If he
could restore SteelTech to its former glory, it would be a
testament to the power of resilience, leadership, and the
enduring spirit of its people—and cement his status as a
premier turnaround expert.

First Impressions

James sensed an air of resignation when he stepped into
SteelTech's cavernous lobby. The once-grand reception
area felt like a relic of better days, with its marble floors
now dulled by time and towering columns. Dust motes
danced in the slanted rays of sunlight that managed to
penetrate the grimy windows. The receptionist, a middle-



aged woman with tired eyes, barely looked up as she
handed him his visitor's badge with a perfunctory smile.

As he made his way to his office, hushed whispers and
sidelong glances from employees were impossible to
ignore. Conversations abruptly halted as he passed, and
hurried footsteps echoed in the halls. His arrival was
viewed with a mix of curiosity and skepticism.

The open-plan workspace amplified the tension.
Employees sat hunched over their desks, eyes downcast,
their faces etched with stress. Occasional forced laughter
sounded hollow, failing to mask the underlying discontent.
James knew earning their trust and respect would be an
uphill battle.

Determined to get to the root of the problem, James
immersed himself in SteelTech's daily operations during
his first few weeks. He spent his days meeting with
department heads and observing the factory floor,
believing the answers lay within the employees'
experiences.

The plant floor was a stark contrast to the lifeless lobby.
The vast space buzzed with the constant hum of



machinery and the clang of metal. Conveyor belts snaked
through the factory, carrying components to assembly
stations where workers in grease-stained overalls labored
tirelessly. The air was thick with the scent of oil and hot
metal.

Despite the constant motion, there was an underlying
sense of frustration. Workers moved with mechanical
precision; their faces focused solely on their tasks.
Supervisors moved through the aisles with stern faces,
rarely engaging with the staff. The harsh lighting cast
sharp shadows, accentuating the weariness etched into
the workers' faces.

The feedback was grim. Workers felt undervalued,
overworked, and disconnected from leadership. The
once-vibrant atmosphere of innovation and camaraderie
had eroded into a mix of fear and apathy. Stories of
unfulfilled promises and lack of recognition were common,
with a pervasive sense of insecurity looming over the
workforce. James listened intently, absorbing the stark
disconnect between management and staff.

Confrontations and Challenges



As James probed more deeply into the issues, he faced
significant pushback from some of the company's long-
standing executives. During a tense board meeting, Paul,
the head of operations, confronted him. Paul was a burly
man with a booming voice and a reputation for being
unyielding.

"I don't see why we need to change anything," Paul
declared, slamming a stack of reports on the table. "We've
been doing things this way for decades. We just need to
tighten up the processes, not overhaul them."

James took a deep breath, maintaining his composure.
"Paul, the data speaks for itself. Our turnover rates are
through the roof, and productivity is plummeting. We can't
afford to ignore these issues."

Paul's face reddened. "Data can be manipulated to say
anything! What we need is discipline, not more changes.
You're new here, Peterson. You don't understand
SteelTech like we do."

The room fell silent as the tension hung heavy in the air.
James knew this was a pivotal moment. "I may be new,
Paul, but I've seen these problems before in other



companies. Ignoring them won't make them go away. We
need to listen to our employees and make meaningful
changes."

The meeting ended with no clear resolution, but the lines
were drawn. James realized that turning SteelTech
around would require strategic adjustments and
overcoming deeply ingrained resistance.

A Bleak Picture

Reports on his desk painted a bleak picture: soaring
turnover rates, absenteeism, and plummeting
productivity. Metrics that once showcased SteelTech's
dominance, now highlighted its decline. Employee morale
was at an all-time low, with a palpable toxic atmosphere.
The problems were multifaceted, stemming from years of
neglect, poor leadership decisions, and a failure to adapt
to changing market conditions. James found outdated
machinery in dire need of upgrades, inefficient workflows
that wasted both time and resources and a lack of
innovation that left the company trailing behind its
competitors.



James studied the company's history to get a complete
picture. He pored over old reports, employee feedback
forms, and historical performance data, piecing together
the story of SteelTech's decline. The company's culture,
once vibrant and innovative, had deteriorated into a
stagnant, fear-driven environment. Financial missteps
had drained resources, and the company's reputation had
suffered, affecting client relationships and market trust.

James wrestled with a growing frustration as the days
tumed into weeks. The challenges seemed
insurmountable, yet amidst the chaos, he knew that
turning SteelTech around would require more than just
strategic adjustments; it would demand a fundamental
shift in the company's culture and values. James saw the
need to rejuvenate the workforce's spirit, invest in modern
technology, and reestablish strong ties with clients and
the community. He just wasn't sure exactly how he would
turn this all around.

The Late-Night Walk

One particularly challenging evening, after a long day of
fruitless meetings and disheartening discoveries, James
could not sleep. The weight of his responsibility hung
heavy on his shoulders, pressing down on him with



relentless force. In an attempt to clear his mind and gain
some perspective, he decided to take a walk through the
plant. It was past midnight, and the usually bustling
factory floor was eerily quiet, casting long, shadowy
silhouettes across the walls.

As James walked through the dimly lit aisles, the echo of
his footsteps amplified the silence. The plant, devoid of its
usual cacophony of machinery and chatter, felt almost like
a different world. Every creak of metal and the distant hum
of a machine seemed to tell a story of the plant's better
days. He felt a pang of frustration and helplessness,
wondering if he had bitten off more than he could chew.

James's thoughts were interrupted by a faint sound—a
rhythmic clinking of metal. Curious and somewhat hopeful
for a distraction, he followed the noise. Turning a corner,
he saw an older man in a worn-out maintenance uniform
working diligently on a piece of equipment. The man's
hands moved with practiced ease, and a quiet dedication
in his movements caught James's attention.

The maintenance man looked up, surprised to see the
company president at such an hour. His tired eyes held a
spark of curiosity and kindness. "Good evening, sir. |
didn't expect to see you here," he said, wiping his hands



on a rag before extending one to James. "My name's
Frank."

James shook his hand warmly, feeling the roughness of
Frank's calloused palms—a testament to years of hard
work. Frank was a wiry man with silver-streaked hair and
a lined face that spoke of long hours and relentless
dedication. "Good evening, Frank. Just taking a walk to
clear my head. What are you working on?"

"Oh, just some routine maintenance. These old machines
need a lot of care to keep running smoothly," Frank replied
with a smile. The machine he was working on was a
massive, oil-stained press that loomed like a steel giant in
the dim light. Its gears and pistons, though worn, were
polished to a shine by Frank's meticulous attention.

James sighed, feeling the weight of the company's
problems more acutely than ever. "l wish | could say the
same for the rest of the company. I've inherited quite a
mess, Frank. The workforce is toxic, and people are
leaving faster than | can keep track."

Frank leaned back, his eyes twinkling with wisdom.
"James, I've been here for a long time, seen the good and



bad times. And I've learned a thing or two along the way.
If you're willing to listen, | might have some insights to help
turn things around."

Despite the late hour and the evident hardships, Frank
exuded a calm confidence and a sense of groundedness
that James found comforting and intriguing. Frank
continued, "The way we approach things, our attitude, is
the foundation of all our actions and interactions. Without
the right approach, nothing else works. It's about setting
the right tone."

James found himself drawn to Frank's steady demeanor.
"l understand," he said, "but where do we start? The
problems seem endless."

Frank smiled gently. "Let's start with something simple but
powerful. It begins with how we see and treat each other
every day. It's not just about attitude; it's about building a
culture where people feel valued and connected."

Intrigued and with nothing to lose, James sat beside
Frank on an old metal stool, feeling a flicker of hope. "I'm
all ears, Frank. What do you have in mind?"



Frank leaned back, his eyes reflecting on memories of
better times. "Well, let me tell you a bit about my journey
here. | joined SteelTech straight out of high school. Back
then, | didn't know a gear from a gasket, but | was eager
to learn. The company had a fantastic culture—we were
all learning and growing in our careers. The leadership
knew us by name, respected us, and made us feel valued.
It was a great place to work, and | felt like | was part of
something special."

James nodded, appreciating the importance of such a
culture. "That sounds like a different world from what I've
walked into."

Frank's eyes twinkled with a mix of nostalgia and
sadness. "It was a different world. | started as an
apprentice, working under seasoned technicians who
took the time to mentor me. In those early days, |
remember the excitement of learning something new
every day. The leadership team was approachable and
genuinely interested in our development. They made us
feel like family."

He paused, gathering his thoughts. "But over time, things
started to change. The old management team, which had
been the backbone of SteelTech, was replaced after a



series of poor financial decisions nearly drove the
company into bankruptcy. The board panicked and
brought in a new team, hoping to turn things around
quickly."

Frank's voice grew somber as he recounted the shift. "The
new management team operated out of fear of failure and
losing their jobs. They believed that instilling a sense of
urgency and pressure would drive performance, but
instead, it created a toxic environment. They started
making decisions without consulting anyone, dismissing
feedback, and disregarding the well-being of the
employees. The environment became one of mistrust and
fear. People were afraid to speak up, afraid to make
mistakes."

James leaned in, captivated by Frank's story. "So, what
changed? How did we get from there to here?"

Frank sighed, "It all comes back to attitude. We lost sight
of what made SteelTech great—the respect, the care, the
genuine interest in each other. But | believe we can bring
that back. It won't be easy or happen overnight, but with
the right approach and hard work, we can turn things
around. And it starts with how we treat each other every
single day."



James nodded slowly, absorbing Frank's words. "It's a
daunting task, but | can see the value in it. If we start small
and build on those positive changes, maybe we can make
a real difference here."

Frank smiled, a glimmer of hope in his eyes. "That's the
spirit, James—one step at a time. Let's start by changing
attitudes and see where it takes us. Remember, changing
attitudes takes patience and persistence. By working
together, | believe we can make it happen."

James listened intently, sensing the urgency and depth of
the situation. Frank continued, his voice heavy with the
weight of the present challenges. "There are so many
talented people here, like Marcus and Juanita. Marcus is
a brilliant engineer—he's been with SteelTech for over a
decade. Outside work, he's a devoted husband and father
of two young children. But the stress from work has
started to seep into his home life. His wife, Debra, has
noticed his increasing irritability and exhaustion. The late
nights at the office and constant worry about job security
are straining their relationship."

Frank shook his head. "Marcus is a good man, but the
pressure to perform and the lack of appreciation at work



are pushing him to his breaking point. He realizes that if
things don't change, he might lose more than just his job."

Frank's eyes softened as he spoke about Juanita.
"Juanita is one of our most skilled operators. She has a
passion for painting that few at SteelTech know about.
She used to spend her weekends lost in her art, a creative
escape from the demands of the factory floor. But as the
work environment grew more toxic, her time for painting
dwindled. The stress of long hours and the constant
feeling of being undervalued drained her creativity."

Frank's expression grew more serious. "Juanita confided
in me one day after a particularly grueling shift. She told
me about finding a forgotten canvas in her attic, a half-
finished portrait of her grandmother. It reminded her of
happier times. Her job at SteelTech had taken so much
from her, including her joy in painting. She silently vowed
to herself that she would find a way to reclaim her passion,
no matter what it took."

James felt a deep sense of empathy for both Marcus and
Juanita. The company's decline felt heavier, but so did his
resolve to turn things around. "Thank you for sharing this
with me, Frank. It means a lot to understand the personal
toll this has taken on everyone."



Frank nodded, recognizing the importance of these
stories. He then shifted the conversation, his tone
lightening. "Let me tell you about Sarah," he began. "She
was a pessimist, always seeing the glass half-empty.
When a new product line failed, she was the loudest
complainer. But | saw potential in her."

James leaned in, curious. "What happened with Sarah?"

"She had started here as an intern, fascinated by how
everything worked. We had lots of conversations about
the intricacies of the machinery and the challenges we
faced. She felt comfortable sharing her thoughts, so |
challenged her as | did."

Frank's eyes sparkled as he spoke. "I encouraged Sarah
to take on a small project that matched her strengths. At
first, she was reluctant, filled with doubt. But with some
guidance and encouragement, she made that project a
success. Her attitude changed from negative to positive,
and she became a source of inspiration for others."

James could almost envision the transformation Frank
described. He imagined Sarah, initially hunched over with



the weight of negativity, gradually standing taller as she
found her confidence and optimism.

"Sarah's turnaround was a testament to the power of a
positive attitude," Frank said. "lt's contagious. One
person's positive attitude can lift the entire team. And
that's just the beginning."

Frank's eyes gleamed with conviction. "James, let me
share with you something | learned that's really helped me
over the years. The Six Gears of Grategy®—Gratitude
Strategy—are like the components in a well-oiled
machine. When they work together, they can transform a
company. Grategy® stands for a strategic approach to
gratitude, which is essential for fostering a positive and
thriving workplace culture. The gears are Attitude,
Appreciation, Access, Applause, Acts of Service, and
Accountability. Each one is crucial, with Attitude being the
foundation—without the right mindset, no other efforts will
take hold."

James was intrigued. "Tell me more about these gears,
Frank. | think they might be exactly what we need."



Frank leaned back, a thoughtful look in his eyes.
"Grategy® didn't come to me overnight. It resulted from
years of observing what worked and what didn't,
professionally and personally. The metaphor of gears
came to me during a particularly challenging time. |
realized that just as a machine needs all its parts to work
in harmony, an organization needs a cohesive culture
driven by gratitude to function smoothly."

He paused, letting his words sink in. "lt's about
embedding gratitude into the very fabric of the company.
Each gear represents a crucial aspect of this strategy,
working together to create a culture where everyone feels
valued and motivated."

James nodded, absorbing Frank's wisdom. "That makes
a lot of sense. How do we start implementing these
gears?"

Frank smiled knowingly. "We'll need to tackle one gear at
a time and ensure each one functions smoothly before
moving on to the next. It's a journey, but with patience and
perseverance, we can get there."



James could already see how Frank's insights would
serve as a valuable roadmap for the future. The promise
of the Six Gears of Grategy® gave him a renewed sense
of purpose. As he left the factory floor that night, James
felt a cautious optimism and a growing determination to
rebuild SteelTech, driven by the powerful concepts Frank
had introduced.



Chapter Two:
Attitude — The First Gear of Grategy®
The Foundation

The next morning, James was back on the factory floor.
He had arranged to meet Frank during the early shift,
believing that seeing the operations firsthand would be
insightful. They met in the break room, a simple space
with worn tables and chairs and a coffee machine that had
seen better days.

James valued Frank's long tenure and deep
understanding of SteelTech's history. As they settled into
their seats, Frank leaned forward, looking straight into
James's eyes, "We need to rebuild that positive attitude
here, James. It takes time, but if we start with the right
mindset and genuinely care about our people, we can
begin to turn things around."

James listened intently, realizing that Frank's anecdotes
were more than just tales; they were blueprints for
change. "l know you're right, Frank. But how do we get
everyone on board, especially those who have lost
hope?"



Frank smiled, a glimmer of determination in his eyes. "It's
about leading by example. People need to see that we
mean it and that it's not just another corporate initiative.
We have to live it every day."

The Daily Positivity Challenge

Frank then shared an example from the past. "Afew years
back, during another particularly challenging year, our HR
manager, Gail, introduced the 'Daily Positivity Challenge."'
Employees were encouraged to share one positive
thing—a small achievement, a kind gesture, or something
they were grateful for each day. At first, it was slow; people
were skeptical and hesitant to participate. But with
consistent encouragement, the challenge became a hit.
People were eager to share their stories, and the overall
mood in the factory began to shift. Even management
took notice."

Frank's voice took on a somber tone as he continued. "But
when Gail left, and new management came in, the
challenge lost momentum. Without support from the top,
employees weren't as inspired to share their good
experiences, and the factory gradually slipped back into
its old, negative ways."



Frank sighed deeply, the weight of past disappointments
evident in his voice. "It's a practice I'd like to see come
back, James. The Daily Positivity Challenge had such a
profound impact on our culture. It showed that when you
focus on the good, it can change everything. But it
requires commitment from everyone, especially
leadership, to keep it going."

Reflecting on the lessons learned from the Daily Positivity
Challenge, James realized the importance of
implementing sustainable strategies that would outlast
any single person's tenure.

Implementing Strategies

Understanding the gravity of Frank's words, James
nodded. He comprehended that positive changes
required consistent effort and support to become
ingrained in the company culture. It wasn't just about
implementing a program but fostering a lasting, positive
environment where every employee felt valued and
motivated to contribute.



Inspired by their conversation, Frank and James
brainstormed strategies to improve James's attitude and
that of his managers:

e Weekly Positivity Meetings: Start each week with
managers sharing positive stories or achievements
from their teams.

e Recognition Programs: Create a formal system to
acknowledge both small and large achievements,
boosting morale and reinforcing positive behavior.

e Leadership Workshops: Conduct sessions
teaching managers how to lead with positivity and
resilience.

e Lead by Example: Demonstrate the desired
attitude through resilience, optimism, and a
proactive approach to challenges.

e Work-Life Balance Initiatives: Promote a healthy

work-life balance to maintain employee positivity
and prevent burnout.

Moments of Resistance



James implemented these steps over the next few weeks
with Frank's guidance. The journey was far from smooth,
with initial resistance palpable. During a team meeting, he
faced open hostility.

"This is just another fad," Scott from the warehouse
scoffed. "Been there, done that. What makes this
different?"

James took a deep breath. "l understand your skepticism,
Scott. But this time, we're committed. I'm committed.
We're in this together, and | promise you, I'm here to listen
and act."

Another employee, Mary Jo, crossed her arms.
"Promises, promises. How do we know this isn't just
another new-fangled gimmick?"

James pushed aside his doubt. "It's not just about
promises. It's about actions. | realize you've been
disappointed before, but we need to start somewhere.
Let's work together and give it a chance."



The resistance didn't subside quickly. Some managers,
like Ted, the head of operations, even voiced concerns.
"James, you're pushing too hard, too fast," Ted warned
during a private meeting. "The team needs time to adjust.
You're asking for a complete cultural overhaul."

That evening, James confided in Frank. "I'm starting to
doubt myself. What if I'm pushing too hard? What if I'm
making things worse?"

Frank listened patiently. "Change is never easy, James.
There will always be resistance. But remember why
you're doing this. Stay the course and show them through
your actions that this time is different."

Gradual Success

Over the next few months, small shifts began to occur. A
manager shared an inspiring story during a weekly
meeting, and an employee left a note of gratitude on the
newly established gratitude wall. Marcus, who had been
distant, started showing up for meetings with a renewed
sense of purpose.



However, setbacks occurred. A critical project failed due
to miscommunication, leading to a spike in frustration and
finger-pointing. James had to dig deep and stay
committed to his positive approach, even when the results
were slow to manifest.

As James persevered, more significant signs of success
began to appear. Once a quiet operator, Juanita became
an enthusiastic participant in the Daily Positivity
Challenge. The weekly positivity meetings felt more
genuine, with managers eagerly sharing their team's
wins.

A turning point came when Kevin, who had been
particularly resistant, approached James after a meeting.
"I didn't believe in all this positivity stuff at first," he
admitted. "But it's making a difference. | feel more
connected to my team now."

Reflecting on Progress

Six months after implementing the changes, James and
Frank reconnected to discuss the transformation at
SteelTech. The renewed energy and engagement on the
factory floor were evident.



James shared his reflections. "Frank, these initiatives
have made a real difference. | can see the change in how
people interact, and it's encouraging."

Frank nodded, satisfaction in his eyes. "It's all about
building that foundation, James. Attitude sets the tone for
everything else. And now that we have a solid footing, we
can move on to the second gear of the Six Gears of
Grategy®: Appreciation."

James raised an eyebrow, intrigued. "Appreciation? What
does that involve?"

Frank leaned back, a knowing smile on his face. "You'll
see. It's about fostering a personal gratitude practice that
helps individuals find the good in their daily lives.
Recognizing and valuing the positive aspects, both big
and small, is crucial. But we'll get to that. For now, let's
keep focusing on building this positive attitude. One step
at a time."

As they concluded their meeting, James felt a sense of
accomplishment. The first gear of the Six Gears of
Grategy® - Attitude - was firmly in place. With Frank's



guidance and the growing support of his team, he looked
forward to tackling the next steps in their journey to
transform SteelTech.



Chapter Three:
Appreciation - The Second Gear of Grategy®
The Heart

Inspired by the transformative power of attitude, James
eagerly absorbed Frank's lessons. As the factory
hummed with the morning shift, they settled in for another
pivotal conversation. This time, Frank introduced the
second gear of Grategy®: Appreciation.

Reflecting on recent challenges, James felt a weight of
realization settle upon him. He understood now how his
relentless focus on the company's problems had cast a
shadow over the positives in his life. This tunnel vision had
strained his relationships with Susan and the kids, turning
what should have been moments of relaxation and
connection into tense extensions of his stressful
workdays.

Frank, observing James's contemplative expression,
spoke gently. "James, appreciation is about recognizing
and valuing the good around us, no matter how small. It's
about expressing gratitude for what we have."



Frank's Journey with Gratitude

Frank shared his personal journey with gratitude,
recounting a time when his wife's serious illness tested his
resilience. "Balancing work and caregiving were
overwhelming," Frank admitted. "l found myself slipping
into a dark place of worry and stress."

A friend's suggestion to start a gratitude journal became a
turning point for Frank. Initially skeptical, he decided to try
it, committing to noting down three things he was grateful
for each night. "At first, it was challenging," he confessed.
"But gradually, | began noticing blessings | had
overlooked—support from colleagues during tough times,
moments of serenity like a beautiful sunrise, even the
simple comfort of a warm cup of coffee."

"As | continued with the practice," Frank elaborated, "I
became more positive and resilient. It not only helped me
cope with the challenges of balancing work and
caregiving for my wife effectively but also enabled me to
support her emotionally during that difficult period."

Bringing Gratitude to the Workplace



Frank extended this practice to his professional life,
starting with simple acts of appreciation during breaks. "I
couldn't enforce it company-wide, but | could influence
those around me," Frank noted. "l saw firsthand how
small acts of gratitude changed our workplace
atmosphere."

"Cultivating personal appreciation means practicing
gratitude regularly," Frank emphasized. "It rewires your
brain, reinforcing the positive attitude we've cultivated."

"Initially, | started practicing gratitude out of personal
curiosity," Frank added with a reflective tone. "I was
surprised by its impact on me and wanted to see if there
was more to it than just a feel-good emotion. That's when
| researched and discovered some fascinating studies."

"Did you know," Frank interjected, his tone filled with
enthusiasm, "several studies have shown that gratitude
improves emotional well-being and has physical benefits?
For instance, a 2021 (7) review found that a gratitude
journal can significantly lower diastolic blood pressure
and help regulate breathing to synchronize with
heartbeat, benefiting heart health."



He continued, "Another study (5) published in the Journal
of Health Psychology found that participants who
expressed gratitude reported less inflammation, fatigue,
and anxiety. These findings suggest that cultivating
gratitude may not only improve our mood and
relationships but also contribute to our overall physical
health."

Frank then shared several gratitude practices that they
could integrate into SteelTech's culture, supported by
research and aimed at fostering a positive work
environment:

e Gratitude Journal: Start with a gratitude journal.
Write down three things you're grateful for every
night. This practice shifts your focus from stress to
positivity. (2)

e Daily Gratitude Ritual: Begin your day with
gratitude. Express thanks to someone—a
colleague or a family member. This sets a positive
tone for the day and strengthens relationships.



e Appreciation Meetings: Introduce a gratitude
segment in team meetings. Encourage everyone
to share something they appreciate about a
colleague or a positive event. This will foster a
culture of recognition and appreciation.

e Gratitude Wall: Create a physical or virtual space
where employees can post notes of gratitude. It
serves as a visual reminder of positivity and
encourages ongoing expressions of appreciation.

e Personal Acknowledgments: Make it a habit to
thank at least one person personally every day for
their work or kindness.

e Family Practice: Have each family member share
something they're grateful for that day at dinner. It
strengthens family bonds and promotes a positive
home environment.

Frank paused, reflecting on SteelTech's physical
workforce. "Physical health is crucial for all of us here at
SteelTech," he added thoughtfully. "Incorporating
gratitude practices that also benefit our physical well-



being can truly make a difference in how we feel and
perform, both at work and in our personal lives."

Seeing the Results

James eagerly embraced these practices. Implementing
the gratitude journal challenged him to shift his mindset
from daily stresses to moments of joy and support he had
taken for granted. At work, appreciation meetings and the
gratitude wall transformed the atmosphere from tense to
collaborative.

Employees began feeling valued and appreciated,
fostering a culture of gratitude fueled by positivity and
productivity. At home, James's efforts to appreciate Susan
and the kids resulted in deeper connections and happier
evenings together.

Months passed, and James witnessed the transformative
power of gratitude firsthand. The factory floor buzzed with
renewed energy and camaraderie. The gratitude wall,
once blank, now overflowed with colorful notes of
appreciation—a testament to SteelTech's growing culture
of gratitude.



One crisp morning, as autumn painted the leaves outside
in hues of gold and red, James and Frank met again over
steaming cups of coffee to reflect on their progress.

"Frank, these practices have made a real difference,"
James said, his voice filled with appreciation. "The
journals, the meetings, and the gratitude wall have all
contributed to a more positive and connected workplace.
| can see the change in how people interact, and it's
encouraging."

Frank nodded, satisfaction evident in his eyes. "lt's all
about building that foundation, James. Attitude sets the
tone for everything else. And now that we have a solid
footing, we can see the results of appreciation taking
root."

With the first two gears in motion, Frank knew it was time
to guide James toward the next crucial element in
transforming SteelTech. "The next gear we need to focus
on is Access," Frank said, leaning in. "It's about opening
doors and investing in people. Are you ready to learn
more?"



James nodded eagerly, ready for the next phase of their
transformative journey at SteelTech.



Chapter Four:
Access — The Third Gear of Grategy®

The Investment

James had made significant strides at SteelTech
Manufacturing, fostering a positive attitude and a culture
of appreciation. The changes were evident in the
increased energy and positivity on the factory floor.
However, he felt there was still something missing.

One evening, in the factory break room with Frank, James
shared his thoughts. "Frank, things are definitely better,
but | can't shake the feeling that we're still not hitting the
mark completely."

Frank nodded knowingly. "James, you've done an
incredible job with attitude and appreciation, but there's
still a gap. The next critical element is Access."

"Access?" James asked, puzzled.

Frank explained, "Access isn't just about tools and
resources; it's about opening up and allowing your team



to connect with you and each other. It's about building
trust and understanding on a deeper level. Employees
who feel they have access to you become more engaged
and committed. They start to feel like they're part of
something bigger than themselves."

James considered this. "Can you give me some examples
of how we could improve access?"

Frank nodded, thinking for a moment. "Certainly, James.
Here are a few strategies to activate the 'access' gear at
SteelTech:

Regular Town Hall Meetings: Schedule regular
town hall meetings where employees can ask
questions, share ideas, and hear updates directly
from management.

Open Door Policy: Encourage an open-door policy
where employees feel comfortable approaching
management with ideas, concerns, or feedback.

Cross-Departmental  Projects: Initiate  cross-
departmental projects or committees that allow



employees from different areas to collaborate and
share perspectives.

e Employee Feedback Surveys: Implement
anonymous employee feedback surveys to gather
insights and suggestions for improvement.

e Leadership Walkabouts: Conduct leadership
walkabouts on the factory floor to interact with
employees informally and show genuine interest in
their work and well-being."

"These approaches," Frank explained, "can help us
create a workplace where communication flows freely,
trust is built, and everyone feels valued and respected."

James nodded thoughtfully, feeling more clarity on how to
proceed. "Thank you, Frank. Let's explore these ideas
and see how we can make them work for SteelTech."

After brainstorming ideas, James and Frank realized
there were additional strategies they could consider to
enhance access and foster a supportive workplace
culture at SteelTech Manufacturing:



e Team Building Activities: Organize regular team-
building activities or outings to strengthen bonds
among employees and management.

e Employee Development Plans: Create
personalized development plans for employees,
outlining goals, training opportunities, and career
paths within the company.

e Digital Communication Tools: Utilize digital
platforms for transparent communication, sharing
updates, and facilitating discussions across all
levels of the organization.

e Leadership Training: Invest in leadership training
programs to equip managers with effective
communication, conflict resolution, and team
management skills.

e Diversity and Inclusion Initiatives: Launch
programs to promote diversity and inclusion within
the workplace, ensuring all employees feel valued
and respected."

Inspired by this, James initiated open-door sessions
where employees could drop in and chat about



anything—work-related or personal. He also began
walking the floor more regularly, conversing with his team.
Through these interactions, James discovered Roslynd's
passion for gardening, Mark's dedication to mentoring
robotics teams, Phil's commitment as a volunteer
firefighter, and Jennifer's charitable marathons. The more
James connected with his team, the more he appreciated
their diverse talents and passions, enriching SteelTech.

Recognizing these hidden gems, James started sharing
their stories in company meetings and newsletters,
fostering a sense of community and employee pride. This
approach shifted the workplace atmosphere, as
individuals began to see each other not merely as
colleagues but as unique contributors with valuable
experiences.

Taking these insights to heart, James began
implementing Frank's suggestions. Employees
responded eagerly, sharing ideas and supporting one
another. For instance, Emilio, known for his expertise in
technology and process improvement, proposed projects
that streamlined operations, cut costs, and enhanced
efficiency for SteelTech.

Moments of Resistance



During a team meeting, Tom, a seasoned employee
known for his skepticism, furrowed his brow and voiced
his doubts. "l don't see how being more open and
connected is going to help us meet our production
targets," he said, crossing his arms.

James took a moment, meeting Tom's gaze directly. "Tom,
I've seen firsthand how transforming our culture can turn
things around. In other organizations I've worked with,
fostering openness and connectivity significantly
improved teamwork, morale, and productivity. Let's give it
a chance here and see how it can benefit us."

Another manager, Linda, approached James after the
meeting, her expression a mix of concern and frustration.
"James, | appreciate these ideas, but honestly, I'm
already swamped. How am | supposed to find time for all
this?"

James nodded empathetically, recognizing Linda's
dilemma. "Linda, | hear you. Time is a challenge,
especially with everything on your plate. Let's discuss
how we can streamline our approach and find
manageable ways to integrate these practices into our



daily operations. Your input on prioritization will be
invaluable."

Despite facing these challenges, James persisted. He
began to observe signs of progress as employees eagerly
shared ideas and supported each other. For instance,
Reginald took the initiative to teach lean manufacturing
principles during lunch breaks, while Mark started a
weekly workshop on basic robotics, igniting enthusiasm
and interest among the staff.

Frank emphasized the importance of understanding the
modern workforce. "James, employees today have
different expectations from their leaders than they did in
the past. Many digital natives understand technology in a
way that older generations do not. They see the world and
the manufacturing environment differently."

He continued, "In today's competitive workplace,
organizations must evolve to attract and retain talent.
Employees now expect organizations to adapt to their
needs rather than the other way around."

Leveraging Technology and External Resources



James continued his open-door sessions and personal
interactions, which helped him build stronger
relationships with his team. Employees felt more
connected and valued, knowing their leader was
interested in their lives.

James also reintroduced comprehensive training
programs. Instead of relying solely on outside trainers,
James utilized online platforms like Coursera and
LinkedIn Learning, which offered cost-effective courses
covering a wide range of industry-relevant topics. This
approach not only reduced expenses but also provided
flexible learning opportunities for employees.

Recognizing the value of diverse perspectives and
external knowledge, James balanced internal training
with sessions led by professional trainers and industry
experts. These experts brought fresh insights and
innovative approaches, revitalizing the team and
reinforcing critical concepts in a meaningful way. By
integrating internal resources with external expertise,
James ensured that SteelTech's training initiatives
remained dynamic, engaging, and highly impactful.

James also established mentorship programs, pairing
seasoned employees with newer ones to promote



continuous learning and mutual support. Each mentor-
mentee match was carefully selected based on skills,
career aspirations, and personalities, ensuring mutual
benefit from their respective strengths. Mentors guided
mentees in setting specific, achievable goals and crafting
personalized development plans, including skill-building
activities and hands-on learning opportunities. Regular
check-ins fostered discussions on progress and
challenges, with program successes celebrated in
company meetings and newsletters. This approach
tapped into existing company knowledge, enhancing
interdepartmental relationships and fostering an
environment where employees thrived with support and
motivation to advance.

In addition, he encouraged his employees to get involved
with industry associations and attend local meetings and
events. James emphasized the importance of these
associations as a platform for professional growth and
networking. He provided resources and support for
employees to join relevant associations, participate in
conferences, and attend workshops. This exposure
allowed them to experience the passion within the
industry, learn about new technologies, and make
valuable connections with peers and industry leaders.



Employees began to understand why their roles at
SteelTech were essential and how they fit into the larger
picture of the industry. The involvement in associations
also fostered a sense of pride and belonging, as
employees saw firsthand the impact of their work and
brought back innovative ideas and best practices to
implement at SteelTech. This initiative enhanced
individual growth and contributed to the company's
continuous improvement and competitiveness in the
market.

Intimate Moments at Home

At home, the positive changes in James's demeanor were
noticeable. He was more present and engaged with his
family. One evening, as the family gathered around the
dinner table, James shared stories from work.

"You won't believe the ideas Emilio came up with to
improve our processes. It's amazing what happens when
people feel valued and heard," he said, his eyes shining
enthusiastically.



Susan smiled, noticing the shift in her husband. "It's
wonderful to see you so excited about work again. The
kids and | have missed this side of you."

Their daughter, Kim, added, "Dad, you seem so much
happier. It's nice to see you smiling more."

Reflecting on Progress

A few months later, James met with Frank again. They
had developed a strong friendship, meeting regularly—
sometimes for a quick drop-in and other times over
dinner—to keep things in check. One evening, as the first
hints of spring began to show with flowers blooming
outside, they sat down over cups of steaming coffee.

"Frank, | can't believe the difference these changes have
made. The team is more engaged, productive, and
innovative. They're coming up with ideas | never would
have thought of," James reflected, a sense of satisfaction
evident in his voice.

Frank nodded knowingly. "Ilt's all about creating an
environment where people feel valued and empowered.
Amazing things happen when you give them the tools and
freedom to succeed."



James pondered SteelTech's recent achievements. The
team exceeded its production targets for the third
consecutive month, driven by innovative ideas and
streamlined processes proposed by the employees.
Morale had surged, with employees feeling recognized
and appreciated for their contributions.

As they reflected on their journey, James and Frank
raised their glasses to SteelTech's future. They planned
to shift their focus to celebrating successes next—
ensuring that every milestone, regardless of size,
received the recognition it deserved. Frank was eager to
introduce James to the Gear of Applause.



Chapter Five:
Applause — The Fourth Gear of Grategy®

The Recognition

With the gears of Attitude, Appreciation, and Access firmly
in place, James was ready to move on to the next crucial
gear in transforming SteelTech Manufacturing: Applause.
This gear focused on celebrating achievements and
recognizing employees' hard work and dedication.

As James looked around, he noticed the positive
atmosphere among employees and the improved access
to resources. Yet, he began to realize that he hadn't been
actively involved in acknowledging and celebrating their
achievements. It dawned on him that while the employees
were content, there was an opportunity to boost morale
by personally recognizing their efforts.

Frank, always a guiding mentor, sat down with James to
discuss the importance of recognition. "James, people
need to feel that their efforts are noticed and appreciated,"
Frank emphasized. "Applause isn't just about big awards;
it's about recognizing everyday victories and
contributions."



Frank shared a story about an employee who once told
him, "When | make a mistake, it's always noticed 100% of
the time. But when | do something well, it rarely gets
recognized." This statement highlighted the critical need
for a structured approach to recognition and appreciation.

Introducing the Losada Ratio

As they delved deeper into the discussion, Frank brought
up the concept of the Losada Ratio, also known as the
Positivity/Negativity Ratio, which psychologist Marcial
Losada identified in 1999. "The Losada Ratio is about
balancing positive and negative interactions. It suggests
that the more positive interactions people have, the better
they'll perform."

Frank explained that the ratio represents the number of
positive interactions with an individual divided by the
number of negative interactions measured over time. "If
you make five positive comments for every negative
comment, your ratio would be 5:1," Frank said. "Losada's
research showed that a higher number of positive
interactions leads to better performance and emotional
well-being. It's a principle that applies to all relationships,
including those in the workplace."



Supporting Evidence and Studies

Turning to evidence and studies, Frank guided James
over to the laptop on his desk and pulled up several recent
findings:

"These studies," Frank explained, gesturing at the screen,
"underscore the importance of recognition. For instance,
Quantum Workplace found that 82% (4) of employees
experience greater happiness when they're recognized at
work. Deloitte's study (1) shows that effective recognition
programs can reduce turnover rates by 31%. Additionally,
Gallup's analysis (6) reveals that only one in three
workers in the U.S. strongly agree that they received
recognition or praise for doing good work in the past
seven days."

James nodded thoughtfully, absorbing the statistics. "So,
it's not just about boosting morale. It's about fostering
engagement and commitment."

As James scrolled through the data, he began to see the
tangible benefits of implementing a robust recognition
program at SteelTech.



Implementing Applause Strategies

With a solid understanding reinforced by evidence, James
set out to implement the strategies Frank had shared,
aiming to integrate the Gear of Applause into SteelTech's
culture:"

Spot Recognition: Encourage managers and team
leaders to recognize employees immediately for
their contributions. A simple thank you, a shoutout
in a meeting, or a quick email can significantly
boost morale and motivation, fostering a sense of
appreciation and validation among recipients.

Monthly Awards: Introduce monthly awards for
different categories, such as Innovation,
Teamwork, and Customer Service. These awards
should be celebrated in company-wide meetings to
highlight the achievements publicly.

Applause Boards: Set up physical or digital
applause boards where employees can post notes
of recognition for their colleagues. This peer-to-
peer recognition nurtures a supportive and
appreciative environment.



e Celebration Events: Organize regular events to
celebrate milestones, such as project completions,
anniversaries, and personal achievements. These
events could be as simple as a lunch gathering or
as elaborate as an annual gala.

e Leadership Recognition: Ensure leaders and
managers lead by example, regularly recognizing
their teams. This sets the tone for the entire
company and shows that appreciation is valued at
all levels.

e Recognition in Communication: Incorporate
recognition into company newsletters, emails, and
social media. Highlighting employee achievements
in these channels keeps everyone informed and
celebrates successes publicly.

A Setback for Frank

As James geared up to implement these strategies, Frank
received distressing news: his adult son, who lived out of
state, had been seriously injured at work. Frank decided
to take a few months off to support his son's recovery. This



news hit James hard because he relied heavily on Frank's
advice and support.

Despite grappling with uncertainty, James remained
resolute. Could he lead these changes without Frank's
direct guidance? The challenges loomed large, but James
was committed to pressing forward. The employees relied
on him, and their ongoing progress was too crucial to give
up on.

Implementing Applause Strategies

With unwavering resolve, James focused on the next
steps, recognizing that despite initial progress, the team
had lingering doubts about whether this new approach to
appreciation would truly leave a lasting impact.

Frank emphasized the importance of authentic
appreciation. "Your employees need to feel valued
genuinely," he had stressed. James recalled past
initiatives that started with enthusiasm but faded due to a
lack of sustained commitment. He was determined to
show that this time would be different.



James implemented several strategies from Frank to
ensure that appreciation was felt and authentically
acknowledged:

Personalized Thank You Notes: James began
writing personalized thank you notes to employees
who went above and beyond. Each note detailed
their specific actions and the positive impact they
had on the company. By placing these notes on
employees' desks, James ensured they served as
a tangible reminder of their value and
contributions.

Employee of the Month: He revamped the
Employee of the Month program by featuring the
chosen employee in the company newsletter,
showcasing their story and contributions. This
approach not only recognized individuals but also
sparked inspiration across the team.

Spot Bonuses and Incentives: James set up a
system of spot bonuses and incentives for
employees who demonstrated exceptional work.
These small but frequent bonuses showed that
outstanding efforts were noticed and rewarded
promptly.



Celebrating Milestones: The team marked
birthdays, work anniversaries, and personal
achievements with simple gestures like cakes,
team gatherings, or mentions in the company
newsletter, ensuring each employee felt
acknowledged and appreciated.

Peer Recognition Programs: James introduced a
peer recognition program where employees could
nominate each other for acts of kindness,
exceptional teamwork, or innovative ideas.

Team Outings and Social Events: Leadership
organized regular team outings and social events.
These informal gatherings allowed employees to
bond outside the work environment, strengthening
relationships and fostering a sense of belonging.

Open Forums and Feedback Sessions: James
established regular open forums where employees
could freely voice their opinions, share ideas, and
provide feedback. This initiative created a safe and
open environment for constructive dialogue,
fostering transparency and providing James



valuable insights into the team's needs and
concerns.

Personal Challenges and Internal Struggles

Implementing these strategies proved challenging for
James. He grappled with the time and resources required
to consistently recognize and reward employees, often
lying awake at night pondering the practicalities and
sustainability of such a comprehensive program.

One evening, feeling particularly overwhelmed, James
called Frank to check in and discuss his concerns. "Frank,
I'm worried about sustaining this effort," he confided.
"Recognition can be costly, and our budget is tight. Plus,
I'm not sure | have enough time to manage everything."

Frank reassured him, "Start small and be resourceful.
Often, the most meaningful recognition comes from within
the team itself. Encourage employees to celebrate each
other's achievements."

Despite this guidance, James wrestled with doubts about
the feasibility of these changes. The weight of past failed



initiatives at SteelTech led to intense self-reflection. Could
he truly transform the company and sustain positive
changes?

In his office, James felt the burden of responsibility. He
noticed skepticism in some employees' eyes and heard
whispers of doubt. Each setback felt personal, making
him question his leadership abilities.

However, James found solace in his personal gratitude
practice. It helped him refocus on the positive outcomes
they were striving to achieve. He recalled the genuine
appreciation shown by employees, the impact of their
open forums, and the growing momentum within the
team.

These reflections rekindled James's determination. He
understood that he wasn't alone in this journey. The
culture of appreciation they fostered took hold, supported
by the team's collective commitment. With renewed
resolve, James embraced the challenges ahead,
confident their efforts would lead to meaningful change at
SteelTech.

Reflecting on Progress



As James implemented these strategies, he noticed a
gradual shift. As days turned into weeks and weeks into
months, the consistency of James's efforts began to break
down the walls of mistrust.

Employees like Juanita, who had gone through similar
workplace initiatives in the past, began to see the genuine
impact of the current changes. She received a heartfelt
thank-you note from James for her outstanding work on a
challenging project, which made her feel special.
Similarly, Mark felt deeply appreciated when his
colleagues recognized his efforts mentoring the high
school robotics team. Neither Juanita nor Mark had ever
truly felt recognized in this way before, and they didn't
realize how much it would mean to them until they started
experiencing it themselves.

During an open forum, Jose from the production line stood
up and said, "l didn't believe this would work at first, but
now | see that this isn't just another program. It's real, and
it's making a difference." This pivotal moment marked a
turning point. The factory atmosphere shifted to one of
increased trust and collaboration. Employees felt
genuinely valued and were motivated to perform at their
best.



James's Growth in Independence

Despite Frank's absence, James had demonstrated that
genuine and regular appreciation could transform the
company culture. His leadership had earned the trust of
his team, proving his capability to lead through
challenging phases.

James knew more challenges were ahead but felt a
renewed sense of purpose. SteelTech was not just
becoming a better place to work; it was also beginning to
profoundly impact the community. Employees were more
engaged, morale was higher, and the positive energy they
were generating was felt beyond the factory walls.

As Frank returned to work, his son had fully recuperated
and was doing well. He smiled with satisfaction, observing
the transformation that had happened in his absence.
"James, look at what we've accomplished. We've created
something special here."

James nodded, his mind already racing with ideas.
"Absolutely, Frank. We've laid a solid foundation with
recognition and appreciation. Now, | think it's time we
extend our efforts beyond our organization. Let's explore
how SteelTech can actively contribute to our community,



not just through our products but through meaningful acts
of service."

Frank's eyes brightened with enthusiasm. "James, you're
ahead of the game. Acts of service—it's the next step in
our journey. Let's harness this positive momentum and
show everyone what SteelTech is truly capable of."



Chapter Six:
Acts of Service — The Fifth Gear of Grategy®
The Gift of Giving

Frank sat across from James in the newly refurbished
SteelTech conference room, a thoughtful expression on
his face. The room, once utilitarian and plain, now exuded
a sense of modernity and comfort. Soft LED lighting cast
a warm glow over the sleek, polished table where they
sat. The walls were adorned with motivational posters
emphasizing teamwork and environmental stewardship,
reflecting SteelTech's renewed commitment to its
employees and the community.

"James, Acts of Service is about more than charitable
donations or volunteer days," Frank began, his voice
carrying over the subdued hum of machinery from the
plant floor beyond. "It's about embedding a culture of
service and responsibility into every aspect of your
business. It's about showing your employees that you
care about their well-being, the community, and the
planet.”

James nodded, taking in the atmosphere of the room. The
occasional whir of automated machinery echoed faintly



through the walls, a reminder of SteelTech's commitment
to innovation and efficiency.

James nodded slowly, pondering Frank's words. "I get
that it's good for public relations, but does it really matter
to our employees? | mean, will they truly care about these
initiatives?"

Frank locked eyes with James. "James, it matters more
than you think. Employees today, especially the younger
generation, want to align themselves with companies that
share their values. They want to be proud of where they
work and know that their company stands for something
meaningful."

James raised an eyebrow. "So, it's not just about looking
good to the outside world. It's about creating a deeper
connection with our team?"

"Exactly," Frank affirmed. "When employees see that their
company cares about the environment, supports the
community, and invests in ethical practices, they feel a
sense of pride and belonging. This connection translates
into higher engagement, better performance, and greater
loyalty."



Frank's words resonated with James as he recognized
the profound benefits of fostering a service culture within
SteelTech, aligning with the company's recent
commitment to Corporate Social Responsibility (CSR).
Enthusiastic about integrating Acts of Service into the
company's culture, James developed a comprehensive
plan:

» Sustainability Initiatives: James envisioned
installing solar panels and adopting energy-
efficient machinery to reduce SteelTech's energy
consumption. He also planned to introduce a
robust recycling program to minimize waste and
enhance the company's environmental
responsibility.

« Community Engagement: SteelTech aimed to
sponsor STEM programs for students, providing
resources and mentorship to inspire the next
generation of engineers and innovators.

« Employee Volunteering: James introduced
quarterly paid volunteer days, allowing teams to
participate in community service together. This



initiative strengthened their bonds while making a
positive impact on local causes.

* Environmental Responsibility: James initiated
projects to clean up local parks and rivers,
emphasizing SteelTech's  commitment to
environmental stewardship.

* Health and Wellness Programs: Understanding the
significance of employee well-being, James
revamped the company gym and introduced
fithess classes, mental health resources, and
healthy eating initiatives.

« Ethical Sourcing: James reviewed SteelTech's
supply chain practices to ensure ethical and
sustainable sourcing of materials, which aligns
with employees' values and fosters a sense of
pride in their contributions.

James felt renewed purpose and determination as he
articulated these CSR-aligned initiatives for SteelTech.



The response from employees was overwhelmingly
positive. They eagerly embraced the opportunity to get
involved and suggested various charitable projects close
to their hearts.

James rallied the team behind his vision in a company-
wide meeting. He passionately detailed upcoming
initiatives centered on sustainability, community
engagement, and ethical business practices and urged
employees to contribute ideas and participate actively.

Inspired by James's commitment, employees began to
participate  enthusiastically. John, the logistics
coordinator, who once dreaded coming to work, found
new meaning in his job. He spearheaded a project to
optimize  delivery routes, significantly reducing
SteelTech's carbon footprint. "I never thought my role
could make such a big difference," John said, his eyes
shining with pride.

One crisp autumn morning, SteelTech employees
gathered at a local park for a volunteer day. Teams
worked together to pick up litter, plant trees, and paint
playground equipment. "Seeing the community come
together and make a tangible difference was incredibly
rewarding," Vance, who led the project, remarked.



Metrics and Outcomes

As the months passed, James discovered that employee
volunteer programs were powerful tools for boosting
engagement and job satisfaction. Since introducing solar
panels, SteelTech reduced its energy consumption by
30%, saving the company thousands of dollars annually
and significantly lowering its carbon footprint. Employee
volunteer hours increased by 50%, with over 1,000 hours
contributed to local causes in the past year. Wellness
program participation also led to a 20% decrease in
employee sick days, highlighting the positive impact on
overall health and well-being.

Addressing Challenges

As expected, some employees harbored reservations
about the new initiatives. James tackled these concerns
head-on by consistently demonstrating his commitment,
regularly communicating positive outcomes, and
celebrating incremental achievements.

Implementing Volunteer Programs



To ensure the success of the volunteer program, James
introduced several initiatives:

* Partnerships with Local Organizations: James
established partnerships with local nonprofits and
community organizations to align employee efforts
with community needs.

* Volunteer Recognition: A recognition program was
implemented to acknowledge employees who
contributed the most hours or made significant
impacts.

+ Team Volunteer Projects: James organized team-
based volunteer projects to strengthen team bonds
and allow employees to develop skills in a
supportive environment.

Observing the Impact

As these initiatives took root, James observed profound
transformations within SteelTech. Employees became
noticeably more engaged and infused with renewed



energy and dedication. This surge in commitment
translated into soaring productivity as teams collaborated
more effectively, driven by a shared sense of purpose and
pride in their contributions. Empowered to suggest and
implement new ideas, employees felt valued and heard,
sparking a wave of innovation across the company.

Beyond the workplace, SteelTech employees flourished
with a strong sense of community. They felt connected not
only to their roles but also to each other and the broader
community. Through volunteer efforts and sustainable
practices, SteelTech emerged as a shining example of
corporate responsibility, inspiring others to adopt similar
principles. The company's influence extended beyond its
premises, leaving a lasting impact on the environment
and the lives it touched.

Recognizing Contributions

James instituted regular events to honor employees who
demonstrated exceptional dedication to service initiatives.
At one such gathering, he highlighted the efforts of Mark,
an engineer who devoted his time to mentoring a local
high school robotics team.



The initiatives' success became evident as employees
began proposing new ideas and taking ownership of the
company's mission. During a company-wide forum, Gene,
a longtime employee, expressed his pride: "In my decade
at SteelTech, I've never been more proud of our work.
We're truly making a difference—not just within our
company, but in our community and for our planet."

Future Vision

Looking ahead, James envisioned expanding SteelTech's
Acts of Service initiatives to encompass international
projects and forge partnerships with global environmental
organizations. "This is just the beginning," James
affirmed. "We have the potential to set a new standard for
corporate social responsibility and inspire others to join us
in creating meaningful change."

Frank, witnessing the remarkable transformation, smiled
with satisfaction. "James, you've demonstrated that
aligning a company's values with its employees' beliefs
can yield extraordinary results. You've fostered a culture
where people take pride in their work and their impact.”



As James thought about their journey, he felt encouraged
by their progress. With Attitude, Appreciation, Access,
Applause, and Acts of Service now embedded in the
company culture, he felt confident about their path to long-
term success.

Frank interjected, "James, we've laid a solid foundation.
Now, let's bring it all together with the final gear—
Accountability. But that's a conversation for another day."

James's eyes gleamed with anticipation. "I'm eager to
learn more. Let's keep this momentum going."



Chapter Seven:
Accountability — The Sixth Gear of Grategy®
The Integrity

The SteelTech manufacturing floor hummed with renewed
energy. Employees moved with purpose, their faces
reflecting a mix of determination and satisfaction. James
stood on the catwalk overlooking the production line,
marveling at the transformation. Beside him, Frank
nodded approvingly.

"It's remarkable, isn't it?" James said, his voice filled with
pride. "The changes we've implemented have made such
a difference."

Frank smiled, but his eyes held a hint of knowing. "Indeed,
James. But there's one more crucial gear we need to
engage to sustain this momentum: Accountability."

The Importance of Accountability

Frank helped James realize that while the company had
made significant strides, accountability was essential for



ensuring long-term success. Without it, the positive
changes they had worked so hard to implement could
quickly unravel. "James, accountability is about holding
ourselves and each other responsible for our actions and
commitments," Frank explained. "lt's not just about
punishment or blame; it's about fostering a culture of
integrity and trust."

Sharing Research and Stories

James understood the importance of accountability but
needed a compelling way to convey it to his team. During
a strategy session with Frank and the management team,
they discussed its impact on organizational success.

"In our last meeting," Frank recalled, "we talked about
how accountabilty can drive engagement and
productivity."

James nodded, seeing an opportunity to illustrate the
concept vividly. "Let's share some eye-opening statistics
with the team," he suggested. "A recent Gallup study (3)
found that only 30% of employees strongly agree their
manager holds them accountable for performance goals.



This lack of accountability correlates with lower
productivity and morale."

To make these statistics tangible, James recounted a
success story from a neighboring company. "There was a
company not far from here with fantastic products but
struggling. Their leadership realized that without
accountability, employee engagement was plummeting
and productivity suffering."

He continued, "This company embarked on a
transformation journey by implementing rigorous
accountability measures. They started with clear
performance expectations and regular reviews to provide
feedback and support. Transparency became a
cornerstone, with open communication about goals,
challenges, and progress."

"The results were striking," James concluded. "Their
employee engagement scores rose significantly,
productivity levels increased, and turnover rates
decreased. It's a powerful example of how embracing
accountability can turn a struggling company into a
thriving one."



This example story inspired James and Frank to
brainstorm strategies tailored to SteelTech's needs.

Define Roles and Responsibilities: James
collaborated with his management team to create
detailed job descriptions and performance
expectations for every role. This clarity empowered
employees to understand their contributions to the
company's success.

Set SMART Goals: Introducing SMART (Specific,
Measurable, Attainable, Realistic, Time-focused)
goals ensured everyone had clear, measurable
objectives aligned with SteelTech's mission.
Employees embraced the challenge, seeing how
specific goals enhanced their focus and drive.

Regular Performance Reviews: Initially met with
apprehension, performance reviews became a tool
for growth rather than criticism. Kristin from HR
recalled, "People were nervous at first, but when
they realized it was about support and
improvement, attitudes shifted positively."



Transparent Communication: James promoted
open dialogue by sharing company goals,
progress updates, and challenges openly. This
transparency built trust and alignment among the
team.

Lead by Example: Demonstrating accountability in
his own actions, James set the standard for the
entire organization. His commitment inspired
others to take ownership and responsibility.

Encourage = Ownership:  Employees  were
empowered to make decisions and take pride in
their work. This empowerment fostered a sense of
responsibility and initiative among the team.

Recognize Accountability: James highlighted and
rewarded employees who exemplified
accountability.  Celebrating successes and
milestones reinforced the importance of
responsibility.

Provide Support and Resources: Ensuring
employees had the tools and support needed for
success was crucial. Training, mentoring, and



access to technology empowered individuals to
excel.

Employee Testimonials and Impact

As James nurtured a culture of accountability, tangible
results began to emerge:

Enhanced Productivity and Quality: Employee
engagement soared, productivity increased, and
customer satisfaction improved significantly.
James proudly announced a 50% reduction in
defects, a direct result of heightened
accountability.

Cultural Transformation: Isla, a production team
leader, embraced her role with renewed vigor,
ensuring her team met deadlines and quality
standards. "Accountability has brought clarity and
unity to our goals," she shared. We're all invested
in our success."

Personal Growth and Recognition: Alex, from the
engineering department, found new motivation in



accountability. "l used to struggle with focus," he
admitted. "But setting clear goals and receiving
constructive feedback has transformed how |
approach my work."

« Team Collaboration and Support: in customer
service, Michelle reflected on the positive shift in
teamwork. "We now hold each other accountable
in a supportive way," she said. "It's about helping
each other succeed, not pointing fingers."

Lessons Learned and Future Outlook

Reflecting on their journey, James recognized the
challenges overcome and lessons learned.
"Accountability isn't just a tool; it's the foundation of our
success," he affirmed. "By fostering a culture where
integrity and trust thrive, we've unlocked our team's full
potential."

Frank approached James with a look of pride. "You've
done an excellent job, James. Accountability has
strengthened the integrity and trust within the company.”



James nodded, a thoughtful expression on his face. "This
is the final gear, isn't it, Frank?"

"Yes," Frank confirmed. "But remember, it's a continuous
journey. These gears need to keep turning smoothly,
evolving as the company grows."

As they walked out of the office, James felt invigorated.
With all six gears in place, SteelTech was poised for
enduring success. They had created a company where
integrity, trust, and collective responsibility formed the
bedrock of their culture. And with each passing day,
James was more confident that their commitment to these
principles would propel them toward a future filled with
achievement and purpose.



Chapter Eight:
Epilogue
The Legacy of Grategy®

James Peterson stood at the large window of his office,
overlooking the bustling SteelTech Manufacturing floor.
The scene before him was a far cry from the disengaged,
toxic environment he had inherited years ago. Now, the
factory hummed with energy, purpose, and collaboration.

As he reflected on the journey, James couldn't help but
feel a sense of pride and gratitude. The transformation of
SteelTech wasn't just about implementing new strategies;
it was about creating a culture where people thrived, both
professionally and personally.

Frank, his mentor and friend, approached with a
bittersweet smile. "It's time, James," he said softly. "I'm
ready to start the next chapter of my life."

James nodded, understanding the weight of the moment.
Frank's retirement marked the end of an era but also the
beginning of a new one. "You've left an indelible mark on



SteelTech, Frank. Your legacy will continue through all of
us."

Frank's eyes twinkled with pride. "And through Angela.
She's ready to step into my role. I've mentored her for
years, and she embodies the principles of Grategy® in
everything she does."

As they discussed the transition, Frank shared his plans
to become a consultant, helping other companies
implement the Grategy® framework. "I'll still be around,
James. Consider me your personal Grategy® guru on
retainer," he chuckled.

In the following months, SteelTech flourished under
James's leadership and the solid foundation of the six
gears: Attitude, Appreciation, Access, Applause, Acts of
Service, and Accountability. The impact was evident in
every aspect of the company:

Employee satisfaction scores had skyrocketed from a
dismal 32% to an impressive 94%. Productivity had
increased by 65%, and customer satisfaction ratings were
at an all-time high of 98%. SteelTech's market share had
grown by 40%, making it an industry leader.



But the numbers only told part of the story. The real
transformation was in the lives of the SteelTech
employees.

Sarah from HR beamed as she shared, "l used to dread
coming to work. Now, | wake up excited about the day
ahead. We're not just colleagues; we're a family."

Tom, the once skeptical logistics coordinator, had become
one of the company's biggest advocates. "SteelTech gave
me a sense of purpose. I'm not just moving steel; I'm
contributing to something greater."

The impact of Grategy® extended beyond the workplace.
James found that the principles had transformed his
personal life as well. His relationship with his wife, Susan,
had deepened, and they were cherishing their new role
as grandparents to little Lily.

As James cradled Lily one evening, he marveled at how
the gears of Grategy® had created a ripple effect of
positivity in his life. The Attitude of gratitude he cultivated
at work spilled over into his home life. The Appreciation
he showed his employees translated into more



meaningful connections with his family. The Access to
resources and support he provided at SteelTech inspired
him to be more present and supportive in his personal
relationships.

The Applause gear reminded him to celebrate life's small
victories, whether Lily's first steps or Susan's new hobby.
Acts of Service became a family value, with weekend
volunteering becoming a cherished tradition.
Accountability kept him grounded, reminding him of his
commitments to his work and home families.

One year after Frank's retirement, SteelTech hosted a
grand celebration to commemorate their journey. The
event was a testament to how far they had come.
Employees, customers, and community members
gathered to share stories of how SteelTech's
transformation had touched their lives.

James felt a surge of emotion as he took the stage to
address the crowd. "When we began this journey, we
were a company on the brink of failure. Today, we stand
as a testament to the power of putting people first. But
Grategy® isn't just about business success. It's about
creating a life of purpose, appreciation, and positive
impact."



He paused, looking out at the sea of faces. "Each of you
has played a crucial role in our success. You've embraced
these principles, made them your own, and spread them
beyond our walls. Today, we're not just celebrating
SteelTech's success. We're celebrating the ripple effect of
positivity we've created together."

As the applause died, James unveiled SteelTech's new
initiative: The Grategy® Foundation. "We're committing
resources to help other organizations implement these
principles. Because when we lift others, we all rise
higher."

The announcement was met with a standing ovation. At
that moment, James knew that the legacy of Grategy®
would continue to grow and impact lives far beyond
SteelTech.

Epilogue: Your Grategy® Journey

As you close this book, remember that the journey of
Grategy® doesn't end here. It begins with you. The
transformative power of these six gears — Attitude,



Appreciation, Access, Applause, Acts of Service, and
Accountability — is within your reach.

Consider:

- How can you shift your Attitude to one of gratitude and
possibility?

- Who can you show Appreciation to today?
- What Access can you provide to help others succeed?

- Where can vyou offer Applause to celebrate
achievements, big and small?

- What Acts of Service can you perform to make a positive
impact?

- How can you hold yourself accountable to your values
and commitments?

The journey of Grategy® is ongoing. It's about continuous
growth, persistent positivity, and unwavering commitment
to making a difference. As you step forward, remember
James's words: "When we put people first, when we lead
with gratitude and purpose, we create ripples of positive
change that extend far beyond ourselves."



Your Grategy® journey starts now. Embrace it, live it,
share it. The world awaits the positive change you'l
create, one gear at a time.

| appreciate you.

Lisa Ryan, Chief Appreciation Strategist and Founder of
Grategy®®



Chapter by Chapter Implementation Guide: Transforming
Your Company Culture

Chapter One: Introduction
1. Assessment Phase

« Current state assessment: Conduct anonymous
employee surveys, hold focus groups, and analyze
key metrics (e.g., turnover rates, productivity trends).

» Leadership perspective evaluation: Interview
executives and compare their views with employee
feedback.

* Cultural audit: Review company values, mission
statements, and policies. Analyze historical data and
previous cultural initiatives.

2. Action Planning Phase

» Vision setting: Organize leadership workshops to
define desired cultural attributes and behaviors.

» Strategic priorities: Rank improvement areas based on
impact and feasibility. Set specific, measurable goals
for each.

» Change management: Create a communication plan,
design training programs, and identify change
champions within the organization.

* Monitoring: Establish KPIs for cultural transformation.
Implement regular pulse surveys and feedback
mechanisms.



Chapter Two: Gear One: Building a Positive Attitude
1. Weekly Positivity Meetings

+ Schedule 15-30-minute meetings at the start of each
week.

* Rotate meeting facilitation among team members.

» Share at least one success story or positive customer
feedback per meeting.

2. Open Door Policy

+ Communicate policy details in employee handbook
and regular reminders.

» Train managers on active listening and constructive
feedback techniques.

» Set up a system to track and address concerns raised
through this policy.

3. Recognition Programs

» Establish clear criteria aligned with company values.

* Implement both peer-to-peer and manager-to-
employee recognition systems.

» Offer a mix of rewards: public praise, small gifts,
professional development opportunities.



4. Leadership Workshops

+ Conduct monthly or quarterly workshops on positive
leadership topics.

* Include role-playing exercises and real-world scenario
discussions.

* Provide post-workshop assignments for practical
applications.

5. Employee Development Plans

* Create templates for individual development plans.

* Schedule bi-annual career development
conversations.

» Allocate budget for employee training and
development activities.

6. Lead by Example

* Develop a leadership behavior charter.

* Implement 360-degree feedback for leaders.

» Share stories of leaders embodying positive attitudes
in company communications.

7. Work-Life Balance Initiatives

» Offer flexible work hours or remote work options
where possible.



* Implement "no-meeting" days or core collaboration
hours.

* Provide resources for stress management and mental
health support.

8. Handling Resistance:

» Create safe spaces for employees to voice concerns.

» Develop FAQs addressing common objections to
change.

* Identify and support early adopters to influence peers.

9. Reflecting on Progress:

» Conduct quarterly reviews of cultural transformation
metrics.

» Share progress updates in company-wide meetings.

* Create a cultural transformation dashboard accessible
to all employees.



Chapter Three: Gear Two: Appreciation - Fostering a
Culture of Gratitude and Positivity

1. Gratitude Journal

Provide employees with journals or a digital gratitude
app.

Encourage daily entries of three things they're grateful
for.

Share weekly prompts to inspire reflection.

2. Daily Gratitude Ritual

Begin team meetings or start the day with expressions
of gratitude.

Create a rotating schedule for team members to lead
the ritual.

Compile and share weekly gratitude highlights.

3. Appreciation Meetings

Schedule 10-15 minutes in regular meetings for
appreciation.

Encourage specific, sincere recognition of colleagues'
efforts.

Document and follow up on appreciation shared.



4. Gratitude Wall (To Express Appreciation to Others)

+ Designate wall space or set up a digital platform for
appreciation notes.

* Supply materials (Post-its, markers) or create easy-to-
use digital tools.

* Refresh the wall monthly and highlight top
appreciations.

5. Personal Acknowledgments

+ Set a company-wide goal for daily personal thank-
yous.

» Provide templates for effective appreciation
messages.

+ Recognize top acknowledgers in company
communications.

6. Family Practice

» Share family gratitude practice ideas in company
newsletters.

» Encourage gratitude sharing at family mealtimes.

* Invite employees to share their family gratitude stories.



Chapter Four: Gear Three: Access - Opening Doors and
Investing in People

1. Regular Town Hall Meetings

* Schedule monthly all-hands meetings with a clear
agenda.

» Allocate time for Q&A and employee input.

* Follow up on action items from previous meetings.

2. Cross-Departmental Projects

* ldentify projects that benefit from diverse expertise.

* Create a system for employees to volunteer for cross-
functional teams.

» Recognize and reward successful collaborations.

3. Employee Feedback Surveys

* Conduct comprehensive annual surveys and monthly
pulse checks.

» Share results transparently and create action plans
based on feedback.

* Implement suggestion boxes (physical and digital) for
ongoing input.



4. Leadership Walkabouts

» Schedule regular times for leaders to visit different
departments.

* Provide leaders with conversation starters and active
listening tips.

* Follow up on insights gained during walkabouts in
leadership meetings.

5. Team Building Activities

» Allocate budget for quarterly team-building events.

* Mix virtual and in-person activities for inclusive
participation.

* Encourage teams to design their own bonding
experiences.

6. Digital Communication Tools

* Implement a company-wide collaboration platform.

» Create guidelines for effective digital communication.

* Regularly audit and optimize tool usage based on
employee feedback.

7. Leadership Training

+ Develop a leadership competency framework.



» Offer a mix of internal and external leadership
development programs.

* Implement mentoring and coaching programs for
emerging leaders.

8. Diversity and Inclusion Initiatives

* Form a diversity and inclusion committee with
representation from all levels.

» Conduct unconscious bias training for all employees.

» Set and track diversity goals in hiring and promotion
processes.



Chapter Five: Four Three: Applause - Recognizing and
Rewarding Efforts

1. Spot Recognition

+ Create a digital platform for instant peer-to-peer
recognition.

* Provide managers with a monthly "recognition budget"
for small rewards.

» Share top recognitions in company-wide
communications.

2. Monthly Awards

» Establish clear criteria for each award category.

* Implement a nomination and selection process
involving employees.

» Present awards in all-hands meetings with specific
achievement details.

3. Applause Boards (Recognize Achievements)

» Set up physical boards in high-traffic areas and a
digital equivalent.

* Encourage leaders to regularly contribute to the
boards.

« Feature top recognitions in company newsletters.



4. Celebration Events

+ Create an annual calendar of celebration events.

+ Form event committees to plan and execute
celebrations.

* Collect feedback after each event to improve future
celebrations.

5. Leadership Recognition

« Train leaders on effective recognition techniques.

* Include recognition as a key performance indicator for
leaders.

* Showcase examples of impactful leader recognition in
company communications.

6. Recognition in Communication

» Dedicate a section in company newsletters to
employee recognition.

» Use social media to highlight employee achievements
(with permission).

» Create a "Wall of Fame" featuring standout employees
and teams.



Chapter Six: Gear Five: Acts of Service - Leading
Through Giving

1. Sustainability Initiatives

+ Conduct an environmental impact assessment of your
organization.

+ Set specific, measurable sustainability goals (e.g.,
reduce energy consumption by 20% in one year).

+ Form a"Green Team" to champion sustainability
efforts.

2. Community Engagement

+ Establish partnerships with local schools and
nonprofits.

» Offer paid time off for employees to volunteer in the
community.

» Create a matching gifts program for employee
charitable donations.

3. Employee Volunteering

* Implement a policy allowing a set number of paid
volunteer hours annually.

» Organize quarterly company-wide volunteer days.

* Recognize top volunteers in company communications
and events.



4. Health and Wellness Programs

+ Conduct a wellness needs assessment survey.

« Offer a variety of wellness activities (e.g., yoga
classes, nutrition workshops).

* Provide incentives for participation in wellness
initiatives.

5. Ethical Sourcing Practices

» Develop a supplier code of conduct.

* Conduct regular audits of your supply chain.

+ Communicate your ethical sourcing commitments to
stakeholders.



Chapter Seven: Gear Six: Accountability - Strengthening
Integrity and Trust

1. Define Roles and Responsibilities

* Create detailed job descriptions with clear
expectations.

* Implement a RACI (Responsible, Accountable,
Consulted, Informed) matrix for key processes.

* Review and update roles annually to align with
organizational changes.

2. Set SMART Goals

* Train managers and employees on setting SMART
goals.

+ Align individual goals with team and organizational
objectives.

* Implement a goal-tracking system accessible to
employees and managers.

3. Conduct Regular Performance Reviews

» Schedule quarterly check-ins and annual
comprehensive reviews.

* Use a balanced scorecard approach covering multiple
performance aspects.



» Provide training on giving and receiving constructive
feedback.

4. Practice Transparent Communication

* Implement a regular cadence of company updates
(e.g., monthly newsletters).
» Create dashboards showing progress towards key

company goals.
* Encourage leaders to share both successes and

challenges openly.

5. Lead by Example

» Develop a leadership accountability charter.

* Implement upward feedback mechanisms for leaders.

* Share stories of leaders demonstrating strong
accountability.

6. Encourage Ownership

» Delegate decision-making authority where
appropriate.

* Implement a "fail fast, learn fast" culture that
encourages calculated risk-taking.

* Recognize and reward employees who take
ownership of projects or problems.



7. Recognize Accountability

* Include accountability as a factor in performance
evaluations.

» Share stories of employees demonstrating strong
accountability.

* Implement an "Accountability Star of the Month"
program.

8. Provide Support and Resources

« Conduct regular skills gap analyses and provide
relevant training.

* Implement a mentoring program pairing experienced
employees with newcomers.

* Ensure employees have the tools and technology
needed to perform their roles effectively.
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Reminders for Success:

By implementing these detailed strategies, you'll create a
robust framework for cultural transformation. Remember to:

+ Customize these approaches to fit your organization's
unigue context and needs.

» Regularly solicit feedback and be prepared to adapt
your strategies.

* Celebrate small wins along the way to maintain
momentum.

* Be patient — cultural change takes time, but consistent
effort yields powerful results.



Work with Lisa Ryan:

Lisa Ryan is available to collaborate with your team to
implement the strategies from "Gear Up for Greatness
and the Six Gears of Grategy®®." Her expertise can
help you:

o Customize approaches to fit your organization's
unigue context and needs.

e Regularly solicit feedback and adapt strategies for
maximum impact.

e Celebrate small wins to maintain momentum and
motivation.

« Navigate the journey of cultural change with
patience and persistence.

Contact Lisa Ryan at: Email: lisa@ Grategy®.com
Phone: 216-359-1134



About Lisa Ryan

Lisa Ryan is a seasoned keynote speaker, entrepreneur,
and Founder of Grategy®, where she pioneers gratitude
strategies for businesses across various industries, with
a specific focus on manufacturing, construction, and
skilled trades. With over a decade of expertise, Lisa is
dedicated to enhancing workplace cultures through the
power of appreciation.

As Chief Appreciation Strategist, Lisa's passion lies in
fostering environments where employees feel valued and
motivated. Her insights into recognition, engagement, and
leadership have been honed through extensive speaking
engagements and her acclaimed podcast,
"Manufacturers' Network Podcast."

Through her speaking engagements and consulting
services, Lisa Ryan continues to shape the future of
workplace  dynamics, advocating for authentic
appreciation as a cornerstone of business success.
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Thank You Very Much: Gratitude Strategies to Create a
Workplace Culture That ROCKS!

Manufacturing Engagement: 98 Proven Strategies to
Attract and Retain Your Industry’s Top Talent

To Have and To Hold: 101 Smart Strategies to Engage
Employees

The Upside of Down Times: Harnessing the Power of
Gratitude

Express Gratitude. Experience Good: A Daily Gratitude
Journal

The Verbal Hug: 101 Absolutely Awesome Ways to
Express Appreciation

52 Weeks of Gratitude: Transformation Through
Appreciation



52 More Weeks of Gratitude: Thank Your Way to
Happiness
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Retail Price: $9.99 per copy

Bulk Pricing Options:

10-49 copies: $7.99 each
50-99 copies: $6.99 each
100+ copies: $5.99 each

How to Order:

To place your bulk order or for more information, please
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Notes:
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