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			Praise for doug meyer-cuno &
The Recipe for Empowered Leadership

			“Doug Meyer-Cuno is an insightful entrepreneur. Leading, developing, and empowering his team was the cornerstone of building an incredibly successful business. When Doug speaks, I listen.”

			—Chad Hollingsworth, CEO, Seafoods.com

			“Doug Meyer-Cuno has been a presenter to my clients on multiple occasions, and he always brings a wealth of business leadership ‘nuggets’ and wisdom to our events. His customer mantra has always been ‘How can I add value today?’ and he speaks to this powerful value throughout his presentations.

			Doug has presented at both my annual all-day leadership retreats (with over a hundred attendees) as well as to several virtual ‘expert insights’ panel discussions.  He recently led a very thought-provoking discussion on ‘How to Lead in a Virtual World’ that was both timely and impactful.

			Whether presenting live and in-person to larger audiences or to smaller, virtual online interactive discussions, Doug has received rave reviews and high marks from the attendees. He has a wonderful, easy-going speaking style, and he leverages not simply his personal business experiences and business ‘book knowledge’ but most importantly what he has learned from the many others that have crossed and influenced his path. He layers his messages on leadership with high-level concepts but also provides numerous practical, real-world examples which can be immediately implemented. Highly recommended for his style, approach, presentation abilities, and leadership knowledge!”

			—Tim Pulliam, owner, Renaissance Executive Forums, Charlotte, NC

			“With The Recipe for Empowered Leadership, Doug has created the roadmap to deeper meaning and fulfillment. His approach to gratitude has been particularly helpful.”

			—Doug Bacon, CEO, Throwing Words

			“Enlightening speaker! With his wealth of tried and tested ‘real-world’ experience, Doug’s passionate business development approach is infectious. For instance, Doug’s view on corporate culture is that ‘If you do not create your company culture, someone will create it for you—and you will probably not like the result.’ How true that is! Just one of his many pearls of wisdom for entrepreneurial leadership.”

			—Jason Baker, CEO, Baker Wealth Management

			“Over the years, I have been fortunate enough to experience Doug’s thought-provoking and stimulating presentations. With a positive and inspiring style, there are multiple takeaways each time Doug provides his perspective. Being a person I respect and admire, Doug’s mentoring and coaching goes beyond the valuable content and insights in his presentations. I am inspired to be a better leader and person each time he offers his experiences and unique perspective.”

			—Robert Alexander, managing director and executive vice president, Coroplast Tape Corporation

			“I greatly appreciated Doug’s ability to instruct on such current subjects that we all need help with. I went to one of his sessions titled ‘How Do We Lead in a Virtual World’ and had many insights. He helped me understand that your core culture values and company vision statement play a big role. He also has great presentation skills that will inspire you.”

			—Brad Johnston, CEO, Tryon Distributing 

			“Doug Meyer-Cuno has been extremely beneficial in helping our company develop synergies amongst the senior management team. His presentation to the team in allowing us to drive the process and to bring together the strengths of the various disciplines proved essential in creating a collaboration that had been missing. 

			Through Doug’s understanding of the workings of our organization, coupled with his ability to get us to successfully communicate, we were able to mobilize the team into a cohesive unit. His ability to work with individual team members, and as a group facilitator, were the keys to his success.”

			—Greg Watson, president and CEO, Leonard Automatics, Inc.

			“Long before I met Doug Meyer-Cuno I knew him to be a strong leader and forceful entrepreneur. The Recipe for Empowered Leadership, a natural next step for Doug, is a catalyst for his core passion, allowing him to leverage his years of success to advise other business owners. In every encounter, he challenges his audience by asking the poignant questions, homing in on the most important next step, while continuing to persuade his audience to revisualize and redefine their long-term goals. Doug is a challenger, a unique mix of inspiration, compassion, and professionalism. Every time I have heard Doug speak, I have left with a useful framework to implement in my business.”

			—Julie Haack, president, Donald Haack Diamonds, Inc.

			“I have had the good fortune of hearing Doug Meyer-Cuno speak and lead on multiple occasions. Most recently, Doug addressed a group of very successful business owners focusing on ‘How to Lead Virtually.’ As always, Doug prepared and delivered thought-provoking content. He engaged us with insightful questions that could only come from an entrepreneur who has already done what we are in the process of doing. I highly recommend engaging Doug whenever and however you can to glean wisdom from a proven business builder, leader, and developer of leaders. You and your organization will learn and grow beyond your expectations.”

			—Jeff L. Hooks, president/COO, LiveWebinar, Inc.; board member, Victory Nutrition International 

			“Doug served as an invaluable resource as he navigated us through significant changes in our company. We had recently implemented a new senior management team and Doug helped us provide structure, goals, and accountability. Through his decades’ worth of corporate leadership experience, he drew on real-world examples to provide context and gravitas to our initiatives.”

			—Arthur Pue, president, Engineering Sales Associates 

			“Empowered leadership was more than just business jargon. This gave our team the structure and path we needed to make real changes to our culture. The principles taught helped our company handle the pandemic transition to a remote workplace. More importantly, it helped us communicate our goals and objectives clearly and quickly.”

			—Rodney McDonald, president, US Colorworks

			“I have seen Doug give numerous presentations over the last seventeen years, and I have always found him to be well prepared, engaging, and entertaining in his delivery, even when his topics were difficult. He is attentive to the reactions of his audience and can adjust on the fly when needed. I never walked away from one of his talks without having learned some valuable lesson.”

			—Richard Handford, business owner and executive, Myers Chapman

			“I have known Doug Meyer-Cuno as a friend and colleague for many years. Of all the business people I’ve worked with since I began as an advisor in the mid-1980s, Doug stands out because he combines an entrepreneur’s energy, grit, and will to succeed, with his proven ability to develop and lead people, and a genuine desire to make the world a better place. I know that there is a lot of his best thinking and especially his passion that’s gone into writing this book.”

			—Ron Nakamoto, cofounder, EW Plus

			“Doug and I have shared a business relationship spanning almost thirty years. His leadership and management skills lend to a business relationship with all his business partners in which everyone succeeds, which is actually rare in today’s business environment. I believe there is a lot to learn from such an individual in a time when the demand for good leadership, business ethics, and accountability have been pushed to the forefront of corporate precedence.”

			—Steven Bronfield, president, Agri-Dairy Products, Inc.     

			“I’ve had the opportunity to participate in several presentations that Doug has hosted, and he has always impressed me with his ability to deliver an impactful message on organizational leadership. He demonstrates a strong understanding of the leadership levels that exist throughout an organization, from the C-level executive to the front line operations manager, and how to impact performance by challenging all members of the organization to ask the question, how can I create value each and every day?”

			—Peter Byer, president, SAEDACCO 
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			This book is dedicated to my parents, Jurgen and Carmen Meyer-Cuno. Mom encouraged me to embrace my unique journey. Dad instilled my core foundation. While he was able to witness many successes, Dad died prior to me reaching the pinnacle. I am forever grateful to you both. May this book honor you. 
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			Foreword

			If you are most fortunate, you may come across a person like Doug Meyer-Cuno once or twice in a lifetime. I was one of those fortunate people.

			As a person, Doug has a standard of personal ethic that is only matched by his standard of work ethic. He is known for his compassion and how he treated his employees. How do I know? I served as Doug’s CFO consultant for thirteen years and helped navigate the sale of Carolina Ingredients to Mitsubishi. 

			As the CEO and owner of a significant business that Doug built from zero, he has lived through some very difficult times and challenging decisions. Yet through all this Doug remained true to his vision and stuck to his principles, evidence to the person who he is. When people worked for Doug, they flourished, delivering employee longevity that would be very hard to replicate. 

			Doug’s one-on-ones were famous. No matter how busy Doug was he would never miss his one-on-ones with his direct reports. He made it a way of life, that each senior manager conducts one-on-ones with their direct reports. 

			The way that ordinary people achieved extraordinary things was Doug’s passion. He knew a good deal about his people: whether employees were facing difficult moments, having a significant life changing event, or celebrating a milestone, Doug took genuine interest in his team. 

			To say Doug is a people person is a gross understatement. His method was collaborative yet directive when required. Doug allowed people to grow and develop a career path. Fastidiously, Doug worked on his leadership and the way that leadership was infused within his senior management team. I remember the countless hours we worked together on Jim Collins and John Maxwell’s level-five leadership qualities. 

			As a CEO Doug preached that we build our fundamentals on our vision, consistently deploying our core culture values, being authentic, creating transparency, and lastly, leading with gratitude.

			Doug transformed his business from owner driven to investor ready. At the time of sale, Doug handed over his business with a senior management team fully capable and able to execute on the mission irrespective of whether Doug was there or not. This is an amazing achievement. 

			I am so proud that Doug has leveraged his experience and knowledge to write this book. If you are looking for practical application that works, The Recipe for Empowered Leadership is for you. 

			—Andre Gien, founder, Science of Business Wealth

			I. Vision

			
Chapter One

			
Defining Moments

			Eureka moments occur in the present; defining moments are discovered in your future.

			—Dougism 

			I remember well the day everything changed. It was the fall of 2008, and I had called my senior management team into a conference room to discuss our stagnant sales numbers. We weren’t losing money, but we had not seen any growth in several months, and I was at a loss as to why. We looked to the obvious reasons first, examining our major accounts, the market, the wider economy, our production numbers, our competitors’ latest offerings, and more. Everything looked favorable to us, and yet our profits had not moved. Finally, in frustration, I looked around the table and asked, “Are you being micromanaged by me?” Silence filled the room, broken only by a few throats clearing. Chairs began to squeak as members of my team twisted and turned in discomfort, unsure of how to respond to such a candid question from a leader who had rarely ever spoken that way. I’m sure they feared it was a trap. “Ahem, no, no. You’re not. You don’t micromanage,” several of them said, trying to break the awkward silence. Intuition is a strong asset for any leader to possess, and from that kind of reaction, it was impossible to believe that they were telling me the whole truth. 

			I realized that they were not going to give me an honest answer in a group setting, which indicated to me that I had not built the level of trust that those kinds of difficult conversations require. I decided we should all take a break to let everyone catch their breath and think. After the room cleared, Mike, the VP of sales, walked over to me and said in a very nice way, “Hey, Doug. You know what? You kind of do micromanage the team.” My immediate reaction was denial. “No, I know I’m not doing that,” I said stubbornly. Deep down, though, I knew he was onto something. His statement rolled around in my head for the rest of the day. In fact, I couldn’t stop thinking about it for the next few weeks. I thought long and hard about why it bothered me so much, until I realized what I had known all along: He was right. I was a micromanager. 

			After a month or so spent ruminating on the idea that I was a micromanager, I had what I call a eureka moment. Eureka moments occur in the present and are defined by most as when the metaphorical light bulb goes off inside one’s head. It’s the moment in which something is revealed to you, a discovery or breakthrough of some kind that leads to a deeper, richer understanding of a thing or person (yourself or another).

			In my case, I reflected on my business’s beginnings, when just before my twenty-eighth birthday I made a major leap of faith in myself. I took a small sum of savings that I’d accumulated over a five-year period working in the corporate sector to start a small food ingredients distribution company in North Carolina. I had always thought that I would be a lifelong corporate guy, working my way up the ladder and enjoying all the stability and benefits that usually came along with working for a large, established company in those days. But once I began my corporate journey, I discovered very early on that something was missing, something that became more and more important to me as I got older and started a family. I began to see how much there was in the world that I wanted to take part in and explore, and as I did, a growing desire to be in complete control of my own future led me to become an entrepreneur. I felt that I had enough knowledge and experience that I could figure things out as I went along and that if I didn’t jump into it while I was young, I may never jump at all.

			Over the next few years, Carolina Ingredients grew from a one-man show to a team of six. However, our customers also began acquiring one another rapidly. Due to our distribution contracts with vendors, we were mostly limited to distributing to the Carolinas. I felt that we had to change our model and branch out into manufacturing our own seasonings, which of course meant that we had to expand and learn a new market. Most people thought I was nuts. Not only was building a blending facility expensive, but it would also require us to triple our staff. Not to mention that I had no experience with the industrial process of making seasonings. Nonetheless, I knew we could no longer rely solely on distributing the food ingredients made by others and still keep growing. In order to survive, I had to create a value-add company. So, we took the jump into the unknown and hoped we had made the right choice. 

			Before I knew it, I was the head of a company with twenty employees whose livelihoods depended on my judgment. It’s one thing to get five or six people on board with you, but to get twenty people on the same page seemed like an overwhelming task. The challenges were immediate. I had become so entrenched in the day-to-day tasks of each role in the company—having done every job myself—that I lost sight of what my newest role required most: leadership. 

			I had settled into a micromanagement style without even knowing it, simply because I had raised my company since its infancy more or less on my own. I personally knew how to do every job because I’d had to do it, and as a result, I wanted it done my way. Micromanaging also allowed me to feel like I was leading my company. Unfortunately, the culture I had inadvertently created was one in which employees did not feel empowered to leverage their own skills and knowledge sets to solve problems or perfect existing processes. Instead, they believed they had to do things in accordance with how I told them to do them, all the time. “Don’t know what to do in this situation? Go ask Doug. He’ll tell you.” In a nutshell, that was the operational system I had built.

			As I reflected on exactly how I had evolved into a micromanager, a thought occurred to me: “Why is it that R and D is successful and these other departments are not?” Then it dawned on me: I was not involved in the R and D (research and development) of new seasoning formulations. I had done every job at the company when we were strictly a distribution company, but once we expanded into manufacturing our own seasoning blends, I stayed out of the lab because I had no idea how to do any of that work. I didn’t have to learn either, because unlike the early days when I ran the company as a one-man show, I now had the resources to hire people who knew how to do the job much better than I could. Then I had my eureka moment. “Ah, you know what? I am in their way. R and D is successful without my interference or guidance, so why not extend the same level of trust and confidence to the other departments?” I knew we were not going to grow unless I removed myself from their path and let them do what they had been hired and trained to do, but how do you do that? How do you develop the necessary bond, the trust—we’ll call it the “authenticity”—to set people free to do their work after entrenching them so deeply in a micromanagement culture?

			To answer that question, I turned to books and lectures. I also joined the Renaissance Executive Forums and Strategic Coach, which were instrumental to my growth as a leader. I made an intentional, dedicated effort to change my leadership style to one that would inspire and ignite those around me rather than restricting them to my personal preferences regarding every detail of their jobs. I learned that I had to develop transparency in the company and set a vision that would align everyone as we transformed from a micromanagement organization to an empowered company. 

			It took roughly a year and a half of consistently reestablishing the importance of these changes before the senior management team bought into my vision and began to believe that I was not going to slap their hand, so to speak, if they made a mistake. They saw that I honestly wanted to empower them to make decisions and if that decision did not work out so well, they would not be punished for trying. 

			Once I had the senior management team on board, it didn’t take long for the changes I had envisioned to take hold throughout the company. In roughly five years’ time following their buy-in, our sales had doubled and our earnings before interest, taxes, depreciation, and amortization (EBITDA) had doubled, and this ultimately enabled the sale of the company at above the industry multiple standards. 

			Upon reflection years later, I realized that I had been a micromanager and to empower my team and scale the company, I had understood that I needed to transform myself into a true leader. This realization became my singular defining moment as a business leader. 

			The Transformative Power of Defining Moments

			Through hindsight, I have come to see that fateful meeting so many years ago as a defining moment. I believe we all have at least a dozen defining moments in our lifetimes. The birth of a child, marriage, the death of a loved one, or divorce are the obvious ones. However, we don’t feel a defining moment’s impact until well after the actual moment passes. In fact, we rarely, if ever, predict how a defining moment will affect our lives. It’s only years later, when we reflect upon the moment in question, that we truly grasp the effect it has had on our lives. Maybe marriage or the birth of a child led you to make different choices in your career, geographic location, lifestyle, and/or general outlook on the world around you. The same can be said for more painful life events, such as the illness or death of a loved one and divorce. 

			I call them defining moments because they generally have become part of your DNA, your character. These highly impactful moments in your life have, in one way or another, come to partially define who you are as a person. They may be the reason you have a certain occupation, follow a specific set of values or belief system, live in a particular location, or they may guide the manner in which you raise your children. Each of these defining moments serves as a point of clarification where you can pinpoint the moment that altered your life in some meaningful way. They act as a delineation marker between how you once lived and how you currently live.

			It’s only upon careful reflection, however, that these points can reveal themselves to you, allowing you to see exactly which decisions became life-changing moments in your life. 

			For example, one of my personal defining moments is when I knew I wanted to marry my wife. 

			Years before I met Margaret, I had gone through a difficult divorce that was hard on the whole family. It was perhaps hardest on my two daughters, who were just eleven and thirteen at the time, very tough ages at which to process and endure the fact that your parents are no longer going to be married or living together. That was a defining moment in their lives, as well as in mine. 

			After the divorce, my daughters never liked anyone I dated until I met Margaret. At the time, they were in their mid and late teens, and Margaret’s own son and daughter were around the same age. My girls quickly hit it off with Margaret and her kids, as did I. But even though Margaret and I thoroughly enjoyed each other’s company and our children got along well, the timing and distance were not great and we decided to break up after several months of dating. 

			About a month later, I was driving with my oldest daughter when she said to me, “What happened with you and M? That’s the one lady we really liked.” I was taken aback, mostly because any explanation that came into my mind sounded frivolous and dumb. A few weeks later, my youngest daughter told me that she had also really liked Margaret and that our decision to break up was “really not smart.” 

			Suddenly it dawned on me that, like my employees, I needed my daughters’ buy-in. The only thing holding me back from asking Margaret to marry me was not knowing if I had my and her kids’ buy-ins. It’s the same with employees. If you’re going to make a major change, you have to have their buy-in, because without it you will not have the alignment necessary to make a successful transition. I had that now with my daughters; I had just failed to check in with them and ask for their input on the matter—another mistake that leaders often make. 

			Soon after, Margaret and I decided to give our relationship another try, only this time we both knew we were charting a more serious course. A month later the new blending facility opened for business, and about a month after that, we held an “open house” party for our customers, friends, family, and local government officials, who came to celebrate our LEED-certified (Leadership in Energy and Environmental Design) facility, one of the first in the region. I invited Margaret to the big event and introduced her to my employees and colleagues, a first for me.

			I realized that I could take the same techniques I had begun using to bring my company together during our time of great change and apply them to the merging of my and Margaret’s families. I had put a lot of face-to-face time in with my employees, allowing them to talk openly to me. I did so because I wanted to use transparency to empower them and show them that I did not want to micromanage them any longer. I learned to set the vision and get buy-in alignment around it by being authentic, honest, and transparent with them. Now I saw that I needed to apply those same principles to my children. 

			I went to each of my and Margaret’s children separately and asked them if they would be okay if I married M, as we all call her. Thankfully, they were all on board. I wanted to create a defining moment for us, though, an event that would bond us and serve as a symbol of when our blended family began. I settled on a trip to New York City for all of us. I told the kids about my plan to surprise their mom and future stepmom with a trip to New York, where I would propose. I even got them to help plan the trip and proposal.

			After careful planning and a great execution by Margaret’s kids and friends, we all met in New York City. Margaret was completely baffled by that point but excited. While we were there, I proposed to her. After she said yes, the whole family went out to dinner and a play to celebrate. The day before we returned to North Carolina, I surprised everyone with a helicopter ride around the city. Everyone bought in, and to this day, that’s a story we all share together. I created a defining moment for all of us—one that still binds us as a family today—simply by including everyone in what would be a highly impactful event on all our lives. A leader should do the same thing with their employees during times of significant change. But how do you know when a significant change is coming and what it may bring?

			What Characterizes a Defining Moment?

			Every defining moment in your life begins with a “eureka” or “aha” moment. This is an event or experience that gives you instant and profound clarity on a particular issue. That moment of clarity is followed by a revelation. The revelation period unfolds when you think about what the eureka moment is trying to tell you. What does it mean? Where did it come from? Why did it reach you when it did? How should you apply it? A period of reflection—which may take years in many cases—will help you identify the demarcation point, meaning how a defining moment changed your life. The defining moment can alter your path and/or mind without you ever knowing it. Again, it’s only through reflection that you will see how the defining moment influenced your decisions and changed your life.

			In other words, you recognize the defining moments of your life through self-discovery. That’s a process achieved by taking account of major events in your life and reflecting upon how those experiences shaped your life and outlook. Usually through the self-discovery process, we will have a few reflection points that are more poignant and life-influencing than others. By homing in on those moments, we have the revelation that perhaps those experiences or events subconsciously altered our life’s path by influencing our decision-making process. Perhaps it is a demarcation of how you went from living a happy-go-lucky life to one with purpose and intentionality. 

			Let’s go back to my defining moment of discovering the hard reality that I was a micromanager. The eureka moment was when I realized that I actually was a micromanager by comparing the R and D team, which I had very little involvement in, to the other teams in which I had too much involvement. That eureka moment showed me that I had become the bottleneck to sustainable growth within my own company. The defining moment, however, didn’t happen until years later when, upon reflection, it became apparent that that particular eureka moment had influenced and altered my decision-making process and how I managed my team and had led to a successful culture revolution inside our company that ultimately built a stronger, more profitable, and happier organization. As a result, it allowed the senior management team and me to have clarity and openly discuss how we would create a vision for Carolina Ingredients. It allowed us to be vulnerable enough to accept honest and sometimes critical feedback. That clarity allowed the senior management team to become aligned as well; thus, we became a much more empowered, organized, and effective team.

			Leaders can leverage a defining moment in many aspects, as well. They can choose to be vulnerable with their teams and share their defining moment, which will have a lasting impact on the senior management team. They can also leverage the defining moment to build trust, comradery, alignment, and a sense of unity. Leaders should use it as a tool to empower others, as opposed to keeping it to themselves. 

			Steps to Identifying a Defining Moment 

			1.Reflect: Consider how a specific eureka moment came to you and what it may mean. Reflect upon experiences or events that have shaped who you are today. Why do those experiences or events stand out to you? What did you learn from them? Are you actively applying those lessons to your daily life?

			2.Assess: Examine whether these eureka moments became a defining moment. Did they significantly alter your path? Compare and contrast how your life might have been different without the defining moment in question. 

			3.Plan: Strategically, how do you change your future and the future of others?

			Invest. Inspire. Ignite. 

			Who does it serve if we keep our defining moments to ourselves? The idea behind discovering your defining moments is to become a great leader, and great leaders leverage their experiences, share their learned knowledge, and are willing to be vulnerable in the process to enhance their leadership skills. Therefore, we leaders must always find ways to do three things: invest in, inspire, and ignite our teams. Those three elements are critical to setting goals and ensuring strong leadership from me, my team, and my clients. Any leader who is beginning the journey of creating a vision and empowering their team should start by investing in, inspiring, and igniting themselves and those around them. What do I mean by that? Allow me to explain with the steps below.

			Invest. Build a stronger, more capable, and more loyal team by investing in education, training, team meetings, and one-on-one events.

			Inspire. Leaders motivate, create alignment, and inspire their team to reach a level of greatness they may not attain on their own without their positive influence. 

			Ignite. Once leaders have invested in and inspired their team, let them go! We establish expectations through key performance indicators (KPIs) and accountability measures, but we ultimately empower them to go out and execute their jobs on their own. “A” players crave the freedom to do their jobs on their own terms, to some extent. 

			We “wind up” the team with training and education. We inspire them through the alignment process by defining and communicating our vision, mission, and core culture values. And then we set them off, with the freedom to do their jobs. None of these things can take place, however, until the leader is able to identify the defining moments that make them who they are and what their company will become.

			
Chapter Two

			
Setting a Vision

			If you don’t know where you’re going, any road will take you there.

			—Dougism 

			During the early phase of Carolina Ingredients’ culture overhaul, we had a number of great sales reps, but Bill stood out even among the best of them. He loved distribution, and he was good at selling in that market. Trouble was, we were trying to create a new vision for the company by aligning around building a blending company. That meant that the primary focus of our future would be on manufacturing rather than distributing.

			My senior management team held monthly meetings, and I remember that this particular meeting took place shortly after the team and I finished reading Jim Collins’s Good to Great. We began the meeting by discussing some of the concepts found in the book, and then Bill said bluntly, “I don’t want to be great. I think good is good enough. And not only is good good enough; I don’t want to work that hard. I don’t really want to do blending. I want to do distribution.” The vision of the company was to grow the blending side of the business, and now our top salesperson was telling everyone that he wasn’t on board with us. We were changing the model of the company, and Bill could no longer see where he would fit. Long story short, we lost our number-one sales rep. What we lost in Bill, however, we gained in Mike—and then some. Mike took over Bill’s sales position and quickly became the top salesperson, but more importantly Mike was well aligned with the new culture we were trying to develop.

			I was providing clarity as the leader that this was the vision and we all had to align around the vision. No one can be exempt from that alignment, not even a top salesperson who generates a significant amount of revenue for the company. It was good that Bill was honest about his feelings, but at the end of the day, the honesty was forced by the clarity of the company vision. I, as the CEO, said, “This is where we’re going.” And, generally speaking, some people would respond, “Okay. I don’t want to go that way. I’m ready to go somewhere else.” Had I allowed Bill to stay and hired another salesperson for manufacturing, I would have blurred the new vision and strategy and inadvertently allowed others to find wiggle room like Bill had. A clear and consistently expressed vision begets alignment every time. It’s the best way to draw a line in the sand and let your team and potential recruits decide for themselves if they want to go with you or hop off the train. 

			I love the saying, “If you don’t know where you are going, any road will take you there.” Vision is about setting the path for your future. It answers what one wants the company to become, whereas your mission statement addresses why the company exists. To take it a step further, a company’s vision tells the company itself and others where it wants to go, what it seeks to be, and how it plans to get there. Its mission is a declaration of its purpose, passion, and cause. Carolina Ingredients’ vision statement, for example, was “50, 50, 50,” meaning we wanted to be in fifty states, doing fifty million in annual revenue, and we would get there by securing fifty $250,000 accounts.

			Our mission—“Make the world taste better”—was simple and resonated with the core of what our business was, as all missions should.

			If you don’t have a vision of your future and you don’t know the why, then any road will take you there because you haven’t intentionally aligned your vision and mission for the journey. Unfortunately, many entrepreneurs and CEOs tend to forget the importance of setting a vision for their organization. Sometimes, the daily grind gets in the way and being the keeper of the vision doesn’t stay on the priority list. But as soon as the leader begins to lose sight of the vision and mission of the company, so too will those who are following their lead. Reaffirming the vision and mission of your company must be made a priority every day until it becomes part of the DNA of the company culture. 

			The company vision doesn’t look at the short-term future. It answers what the company wants to be in five to ten years. It can be your big, hairy, audacious goal, or BHAG, for instance. It can be your identity as an organization, your company’s unique ability, or the process your company has incorporated to generate sustainable growth. What matters is that the vision has a long-term focus and aligns with your company’s mission, which centers on the company’s core focus, passion, purpose, and/or cause.

			The purpose of setting a vision is twofold. On one hand, it’s there to create a long-term strategy for where the company is going; on the other, it aligns everyone around the company’s direction. When everyone is aligned with the vision, we create unique synergies. No longer do team members guess at the direction of the company. They already know the answer, and it’s repeated at every monthly core culture meeting. Synergy and alignment cultivate positive energy. And positive energy leads to momentum building, which leads to maximizing efforts toward the vision’s goal(s). 

			Teams should be informed monthly of their and the company’s goal progression too. That way, they don’t have to spend negative energy focusing on the “what ifs” or wondering where they are going. They can focus instead on where they are going and what priorities need to be met to achieve the company vision. 

			A vision statement should have the ability to inspire and motivate others around a concept or idea. It can establish a benchmark, provide line of sight, direction, and purpose by which the organization can measure its actions and core values. 

			Crafting a vision should establish something on the horizon that is out of our comfort zone, challenging us to stretch ourselves to our fullest potential. But it should also be something that’s attainable. It should clearly indicate the direction you want to go. This allows others to invest in the future with an understanding of their purpose as employees. 

			When creating a vision, you should not let theory get in the way of reality. Don’t get caught up in a textbook definition of a vision statement versus mission statement. While mission refers to the organization’s passion, purpose, and/or cause, vision focuses on these three questions:

			1.What is your company’s core focus?

			2.What is your company’s unique ability? What is your differentiator?

			3.Who, what, and/or where does the company want to be in five to ten years? 

			For example, the vision statement of the Alzheimer’s Association is simple but powerful: “A world without Alzheimer’s disease.” At Southwest Airlines, the vision is fun, distinct, and specific to three different long-term goals: “To become the world’s most loved, most flown, and most profitable airline.” 
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