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jumpstarts you to current reality, to what you have to do, whom you have 
to know, and what resources you need. -CR 

CLecMiss: for Person 1 Values 7 
en you consider part of your vision, and &methg inside you WL, *That's really not me," most likely you havc felt a pang h m  

a deeply held personal value. I 
Wues are deeply held views, of what we find wtpthwhile. They come 

from many sourees: p n t s ,  religion, schools, pee , people we admire, r 
: 

and culture. Many go back to childhood; we take 0, others as adults. As 
with all mental models, there's a distinction b e ~ n  m, "espoused" 
values-which we profess to believe in-and ow "values in action," 
which actually guide our behavior. These latter valqes are coded into our 
brains at such a fundamental level that we d t  XIS$ see them. WE 
rarely bring them to the d a c e  or question them. That's why they cre- 
ate disso- for us. 

As literature and spiritual guides warn us e e d l y ,  individuals 
should beware of the temptation to let their value slip when times get 
tough. Organizations should doubly beware. ~f yoJr organization d u e s  
honesty, that means it should show employees the +cial books-even 
when the books are embarrassing. If your orgadhation believes that 
"employees are our most important asset," it mean$ that your first strat- 
egy in difEcult times will not be layoffs. Ybu niay qventually have to lay 
off people, but it will be carefidly considered becaqse it contradicts your 
o'ganization"~ value in action. 

I 

I 
Ef 
F / STEP 1: ''WHAT I VAUE MOST.. ." 

From this list of values (both work and personal), s+ct the ten that are 
f most important to you-as guides for how to behave, or as components 

of a valued way af life. FFe el to add any value$ of your own to this 
[ list. I 

P U R P O S E  
This exerdse b designed 
to help you m h  n 
better unhmtadirsg of 
your most significant 
ualues. 

O V E R V I E W  
A w f n W n g  process in 
which you g d d y  
ehinate  less impwtant 
concerns, 



- PhydcPl drallenp 
- ~ ~ ~ O S U R  

- Power and auhority 
P r h m c l  
- Publk service 
- hm 
- Qwltly d what I kko part in 
- awlity relationship-: 
- Recogn~ior (resped fk o h , .  

I 
Achw - Friendships 
- Advancement and promotion ( i r o r r t h  

. h n  - Having a family 
- Affetiion (low and caring) - Helpin0 * w 
A r l s  - Helpin0 sodelr 
- Challenging proMems - Hw 
- Change ad variely - 1- 
- am datknships - h i ludng  o h  

, r - Inner bannoriy 
Infisglily 2 

- - -  

T i  mliF - 
- lnwlvemsnt 
- Job tmquiltly 
- Knowliedoe 
- Leadsrthip 

[ k m o a o c r  - Locotion 
- bl@l aworw#ss - Lopb 

- -011 
- Responsibility and (~#~mntability 
- h r i t r  
W-resped -- 
- s o p h ~ o n  
- Stability 
- S1P1Us 
- Supenirlng others 
- Tim0 freedom 
- Truth 
- Hkah 
- worn 
- Work under p m u n  
- Work wHh others 
- Working alone 

*. 

hir~modoptedho 
design hy Robert Niles, via 

pmW d Human Resourn at the 

i 
t&lm Curtis awpDmtion. 

I 
i 
t 
I 

? - Eammk sw@ - Morkerpositlos j - Effebhrerw#s - Mwniaaful work 
i 
I 

' E f R d e n c r  m 
- EthfcPl prodfa -w I 

I - E x c d h  - h r e  

i E u i t e m e n t  - (being around psople who are) 

ti - m w  Open and honest 

STEP 2: ELIMINATION* 
Now.that you have identified ten, imagine that you are only permitted 
to have five values. Which five would you give up? Cross them off. 

Now imagine that you are only permitted four. Which would you give 
up? Cross it off. 

Now cross off another, to bring your list down to three. 
And another, to bring your list down to two. 
Finally, cross off one of your two values. Which is the one item on 

this list that you care most about? 

I 
I - Fame - Order (tmnquilh stability, 
I - Fast lMng 
I 

conformitv) 
- Fost-paced work - Personal development (living up to 

I - Rymtol g i n  the fullest use of my potential) 
- Freedom 
---- 

- - - - - - - - 

--- 



STEP 3: ARTlCULAnON 
Take a look at the top three values on your list. 

a. What do they mean, exactly? What are you expecting from yourself- 
even in bad times? I 

b. How would your life be different if those values were prominent and 
practiced? I 

c. What would an organization be like which encouraged employees to 
live up to those values? 

d. Does the personal vision which you drew forth (see page 204) reflect 
those values? If not, should your personal vision be expanded? Or are 
you prepared to reconsider your values? 

e. Are you willing to choose a life, and an organization, in which these 
values are paramount? 

PAIRED VERSION 
This exercise can be very effective done in pairs. Each person takes a 
turn as "dues presenter" and as coach. I% generally with the h e  
most important values to the presenter. One by one, the coach asks the 
presenter to eliminate one more value, until the list goes down to 
one. . . 

The coach then asks, 'What did you feel when I directed you to give 
up a core value?" Then, "Have you ever felt this feeling before, at home 
or at work?" And finally, "How do you want to handle this situation in 
the future if it arises?" 

Bryan Smith 

e suggest completing this exercise once a year, perhaps on or near 
your birthday. It should be conducted with an attitude of celebra- w 

tion and achowledgment of how far you have come. Don't cover over 
problems Ad failures, but don't make them larger than they deserve to 
be. The point is not to say, "Look how I've failed this year," or "Look 

P U R P O S E  
Yatrfint vision is gen- 
erally not yourfind one. 
As you work toward 
your OW, your under- 
standing of w h t  you 
want gradually grows 
more sophisticated. 
I d t a b l y ,  you will 


