
Introducing the Ultimate Leadership System 
for Achieving Sustainable Profitability
What is your biggest challenge as a business leader? If someone were to 

ask you what three issues are holding you back from tapping your full 

potential, what would you say?

A survey completed in 2016 by the Society for Human Resource 

Development (SHRM) found that turnover and employee retention is 

the greatest leadership challenge that organizations face; the second 

greatest leadership challenge is employee engagement. Let’s look at 

the list of top-five challenges identified by 798 HR professionals, all 

of whom are at the manager level or higher at companies with 500 

employees or more:

1. Employee Retention/Turnover

2. Employee Engagement

3. Recruitment

4. Succession Planning

5. Culture Management
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When you look at this list of their top-five challenges, which one is causing the most concern for you 
and your leadership team? Whatever the challenge might be that is keeping you up at night, there 
is a proven, time-tested leadership development philosophy and methodology that will provide 
you with a comprehensive system to overcome all of your organizational challenges and close your 
developmental gaps. This reliable program is called the People First Leadership Development System.

This white paper has a twofold purpose: (1) To introduce you to the transformational power of the 
philosophical foundation of this leadership system, which is called The Human Value Declaration. 
(2) To introduce you to a new organizational assessment program, called the Human Value Stream 
Mapping System.

The combination of these two transformational organizational development systems will equip your 
leadership team to be much more effective at integrating your human systems with your business 
systems. You will improve employee retention, reduce turnover, enhance employee engagement, 
attract the best people, more intentionally develop your succession plan, and create an attractive, 
magnet culture.

The issue that I have with most organizational development programs is not that they don’t offer 
great tools and techniques for business growth; the problem with these OD programs is that they 
don’t wisely structure the minds of a leadership team with a whole view of things thought out 
together. I’d like to briefly explain what I mean by that.

Until leaders understand their organization as an entire, comprehensive system of thought—in 
which every human system and business system is interconnected and interdependent, functioning 
in a dynamic culture of human value energy flow between sentient beings who possess innate 
dignity, immeasurable worth, and exalted potential—they will lack the necessary understanding, 
wisdom, and caring behaviors to bring out the very best 
in every person and in every interaction, as each person 
intentionally goes about trying to continuously add value 
to the products and/or services of their organization.

Therefore, the tools and techniques used in organizational 
development, as good as they are, must be understood 
as part of an integrated—that is, systemic and logical—
approach to creating a meaningful and sustainable People 
First Culture. This white paper will provide you with the 
foundational ideas on which to build such a culture.

The secret for profound growth and maximum 
engagement is to demonstrate that there are no “Little People in Little Places” in your organization. 
Every person is interconnected to everyone else by means of The People First Human Value 
Declaration and the Human Value Stream Map; they become vitally important Purpose Partners 
accomplishing Big Things in Big Places, responsible stewards of your values, mission, and vision who 
are enthusiastically striving to meet and exceed the needs of your customers.
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Employee Retention and Engagement
Employee retention and engagement may well 
be the biggest challenges facing today’s business 
leaders. A survey of human resource professionals 
completed in 2016 by the internationally respected 
Society for Human Resource Development found 
that nearly half—46% percent—of human resources 
professionals stated that turnover and employee 
retention is the greatest leadership challenge 
that their organizations face; the second greatest 
leadership challenge, cited by 36 percent of those 
surveyed, is employee engagement.1

As we’ll soon see, creating and maintaining a vibrant 
culture of committed employees who are putting 
forth their best discretionary efforts will contribute 
directly to an organization’s bottom-line financial 
health. However, creating consistent workforce 
engagement has become increasingly difficult since 
the recession began in 2007. As companies have cut 
costs and expanded workloads, many employees have 
become discouraged. For far too many, their means 
of coping with a disappointing and stressful work 
experience is to tune out—to disengage.

The Gallup Organization publishes an annual “State of 
the American Workplace” survey. The results contain 
nothing less than a bucket of ice water thrown in the 
face of every leader who takes even a glance at the 
results. Gallup found that 67% of American workers—
let that sink in for a moment: a full two-thirds of the 
American workforce—are either “not engaged” or are 
“actively disengaged” from their work. Gallup reports 
that a full 51% of American workers are either actively 
searching for employment elsewhere or are “watching 
for new openings.” Perhaps the most disturbing 
finding of all was Gallup’s discovery that only 21% of 

those surveyed strongly agreed that “their 
performance is managed in a way that 
motivates them to do outstanding work.”2

So at a time when companies are 
scrambling to increase outputs with 
limited inputs, and thus need their 
employees to keep their eye on the ball 
like never before, two-thirds of their staff 
are looking out the window ... half of them 
are looking at the want ads ... and only one 
in five believe that they are motivated to 
reach for their highest and best!

Companies ignore the factors that contribute to 
employees’ engaged performance to their great peril. 
Gallup’s report states the following:

Employees who are engaged are more likely 
to stay with their organization, reducing 
overall turnover and the costs associated 
with it. They feel a stronger bond to their 
organization’s mission and purpose, making 
them more effective brand ambassadors. 
They build stronger relationships with 
customers, helping their company increase 
sales and profitability.

Greatest leadership challenge?

Turnover & Employee retention



White Paper

2

Employees who are actively disengaged 
have the opposite effect on their 
organization’s prosperity and growth. They 
are more likely to steal from their company, 
negatively influence their coworkers, 
miss workdays and drive customers away. 
Gallup estimates that actively disengaged 
employees cost the U.S. $483 billion to $605 
billion each year in lost productivity.3

On the other side of the equation, Gallup  
researchers list an impressive array of benefits  
that organizations which focus on employee 
engagement can expect to enjoy:

Work units in the top quartile in employee 

engagement outperformed bottom-quartile 

units by 10% on customer ratings, 22% 

in profitability, and 21% in productivity. 

Work units in the top quartile also saw 

significantly lower turnover (25% in 

high-turnover organizations, 65% in low-

turnover organizations), shrinkage (28%), 

and absenteeism (37%) and fewer safety 

incidents (48%), patient safety incidents 

(41%), and quality defects (41%).4

Are you still thinking that all this talk about  
employee engagement may not be all that  
important? LinkedIn reports that “The businesses  
in the top quartile of [employee] engagement 
averaged 22 percent higher profit than those in 

the bottom quartile of our database. Top-quartile 
companies are 90 percent above their competition  
on earnings per share, and the top 10 percent are  
147 percent above their competition on earnings  
per share.”5

Many companies recognize that employee 
engagement is essential for survival. Florida-based 
Publix Super Markets, for example, is locked in a 
fierce battle with Walmart for market share. Walmart 

throws down the low-price gauntlet; 
Publix responds with an emphasis on 
the customer. Publix’s president, Todd 
Jones, candidly explained the strategy: 
“We believe that there are three ways 
to differentiate: service, quality and 
price. You’ve got to be good at two of 
them, and the best at one. We make 
service our number one, then quality and 
then price.”6 To date, the plan appears 
to be working beautifully; Publix is the 
largest employee-owned company in the 
United States7 and ranks second only to 

Wegmans (and that’s by only one percentage point) 
in CNN’s 2016 “Composite Loyalty Index” of American 
grocery shoppers. (Walmart lags a whopping 12 spots 
behind Publix at #15 in CNN’s survey.)8 Forbes credits 
Publix’s “people first culture” for giving the company 
an edge over its competition.9  But if employee 
engagement at Publix should languish at the same 
tepid levels found by Gallup, how long can that 
success continue?

“We believe that there are three 
ways to differentiate: service, 
quality and price. You’ve got to 
be good at two of them, and the 
best at one. We make service our 
number one, then quality and then 
price.” – Todd Jones, President of Publix
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Recognizing the Intangibles
There is an abundance of outstanding material 
available to business leaders who are seeking to 
inspire maximum engagement and monitor the 
results. Perhaps the most popular and effective 
performance measurement tool is the Balanced 
Scorecard, which was developed in the early 1990s 
by Drs. Robert S. Kaplan and David P. Norton. Kaplan 
and Norton have introduced the Balanced Scorecard 
to hundreds of organizations and it represents 
an invaluable contribution to the whole field of 
organizational development. The Scorecard was the 
first instrument 
available to business 
leaders which 
equipped them 
to incorporate 
intangible assets 
(the human side 
of the business 
success equation) 
into tangible 
outcomes—hence 
the name Balanced 
Scorecard. Kaplan 
and Norton 
emphasized the 
utility of the 
Scorecard for assisting leaders in “evaluating the 
journey that information age companies must 
make to create future value through investment 
in customers, suppliers, employees, processes, 
technology, and innovation.”10

Another outstanding writer and researcher is Dr. 
Jeffrey Pfeffer of Stanford University. Like Kaplan and 
Norton, Dr. Pfeffer recognized the critical importance 
of intangible inputs, and he began generating titles 
during the 1990s such as Competitive Advantage 
Through People; Unleashing the Power of the 
Workforce (Harvard Business School Press, 1994) 
and The Human Equation: Building Profits by Putting 
People First (Harvard Business School Press, 1998). 
Pfeffer forcefully asserts that maximum engagement 
will result in maximum profitability.

It would be difficult to overstate the value of the 
contributions these authors have made to business 
excellence and success. Dr. Pfeffer’s empirical 
research and the conclusions he draws from it are 
immensely valuable. The editors of the prestigious 
Harvard Business Review cited Kaplan and Norton’s 
Balanced Scorecard concept as one of the most 
influential management ideas of the past 75 years. 
I offer nothing but praise for their years of work ... 
but I must raise a cautionary hand. I believe these 
men have done a magnificent job of introducing 
and including the human factor as a critical 

performance driver 
into a corporate 
strategy map for 
a more complete 
understanding of 
the impact that the 
intangibles have on 
sustainable business 
success. However, 
it is my opinion that 
they have largely 
ignored the innate 
value and dignity 
of the human spirit 
as the foundation 
that supports all the 

intangible elements that they have included in their 
Balanced Scorecard. Maximum engagement and long-
term success begin with employees understanding 
who they are as human beings as the impetus behind 
all key performance drivers.

I would also like to introduce two great authors and 
brilliant writers who have integrated human systems 
with business systems. Dr. Jeffrey K. Liker and Michael 
Hoseus wrote Toyota Culture; The Heart and Soul of 
the Toyota Way (New York, NY: McGraw Hill ©2008). 
I want to honor the work of both these men for 
acknowledging the importance of human systems.

Just to give you a sample of their clear thinking and 
fine writing, I will reproduce an extended quote from 
Toyota Culture here.
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Supporting The Two Critical Value 
Streams: Product and People

The concept of a value stream has become 
a common part of the vocabulary of 
organizations that want to improve. “Value 
stream mapping” may be the most used 
lean tool, and it can have a powerful effect 
on a team’s ability to understand how much 
waste is produced in the total process of 
converting raw materials to finished goods. In 
value stream mapping, the product’s path is 
followed from raw material to finished goods, 
documenting both value-added processes 
and wasted steps. Value added is defined as 
when the part is physically being transformed 
to what the customer wants. Any activity that 
costs time and money and does not add value 
is defined as waste. Value stream mapping 
helps team members understand how the 
product flows and identify the waste in the 
process. For example, is it being moved about 
from place to place? Is it sitting in inventory? 
Are there quality problems creating the need 
for rework? 

We can use this methodology on a conceptual 
level to understand the people value stream. 
In value stream mapping, there are process 
boxes in which value is added, and between 
these process boxes are inventory triangles 

that represent waste. A 
person’s work may be 

productive, but 
for our people 

value stream, 
if the work 

does not 

contribute to learning and development, it 
will be classified as waste. We would probably 
expect that most of the careers mapped would 
exhibit a lot more waste than value-added 
development. After all, most of us spend a fair 
amount of time doing routine work, taking 
breaks, or sitting in ineffective meetings. We 
suspect this is true at Toyota as well, but we 
believe a significantly larger portion of time 
at Toyota brings to its members value-added 
learning and development. Even on the shop 
floor, workers who perform routine production 
tasks spend a great deal of time in training 
where they are taught the higher-level skills 
of their job. They learn multiple skills, such as 
problem solving and group development and 
practice these skills regularly. They also learn 
more about safety and the opportunity to 
become team leaders. All of these capabilities 
lead to the development of an entirely new set 
of advanced skills.11

The reason I have reproduced this significant portion 
of their work is to demonstrate how these authors 
emphasize the importance of the integration of 
human systems and business systems—that is, the 
product value stream and the people value stream.  
I want to commend them for the great education 
they provide on the Toyota Production System 
concerning the best methods for eliminating waste  
in an organization.

I really appreciate all of their brilliant systems 
for improving an organization’s effectiveness. As 
you probably know, lean was originally created to 
eliminate waste in the Toyota manufacturing plants. 
As other organizations, such as hospitals, consulting 
companies, and even some retail operations began 
using the lean methodology, the practice has grown 
in scope, recognition, and application to several fields 
besides manufacturing. However, the greatest waste 
that all these authors have not mentioned is perhaps 
the underlying cause of all waste in organizations; 
that waste is the uncommunicated belief in the innate 
value of every human being.
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The Human Value Gap
I’d like you to consider this question: What is 
the greatest gap in lean thinking and in other 
organizations as well? It is the Human Value Gap. It is 
not that the authors I’ve mentioned here don’t value 
people’s contributions with respect to adding value 
to their products and services. Nonetheless, their 
focus on developing skills, as good and important as 
that is for establishing best business practices, only 
focuses on what people do, not on who people are as 
human beings. This primary focus on “human doings,” 
rather than on human beings, creates the Human 
Value Gap.

The Human Value Gap is the most misunderstood 
profitability and potential gap that exists in 
organizations today. And until organizations close 
their Human Value Gap, the well-being of every 
person in their organization will suffer from a lack 
of appreciation for who they are as human beings—
possessing the creative, fertile minds, amazing 
abilities and talents, and deep desire for meaning and 
purpose in their lives.

The Human Being Construct, of logical necessity, 
always precedes and philosophically undergirds the 
deeper meaning of the Human Doing Construct. 
Therefore, what I am contending for is that until we 
mature in our understanding, acknowledgment, and 
appreciation of the innate dignity, immeasurable 
worth, and exalted potential of every human being 
who is responsible for producing our value-added 
products and services, we will never unleash the full 
potential of people or achieve an unprecedented, 
sustainable, competitive advantage.

Establishing the Best Foundation
The finest leadership strategy for closing 
the Human Value Gap is to establish 
a philosophical foundation, both 
personally and professionally. The 
underpinning of our People First® 
Leadership program is developing 
a unified philosophy, that is a 
whole view of things thought 
out together, and the 
essential component 

of that philosophy is a belief about the inestimable 
dignity, immeasurable worth, and incalculable 
potential of all people.

There has been a significant shift within many 
companies toward developing meaningful values 
propositions and encouraging employees to be 
conscious of those values and live them out in the 
workplace. There are many value propositions 
that companies use to aid them in their ongoing 
pursuit of creating alignment with employees and 
maintaining a competitive advantage. One of the 
most popular value propositions is often referred to 
as the Customer Value Proposition. Recently some 
organizations have gone on to create an Employee 
Value Proposition.

I assert that there is a fundamental value proposition 
that should be added to the corporate lexicon and 
ultimately embedded in every family, civic, and 
corporate culture: the Human Value Declaration. To 
dismiss the transformational power of the Human 
Value Declaration as an engagement strategy and 
to allow other value propositions to eclipse its 
ennobling philosophy and exalted worth is to miss 
the greatest opportunity to more fully unleash and 
unlock the inestimable potential that lies dormant 
within all of your employees.

If company leaders assert that “Our 
people are our greatest asset,” but fail 

to formally create a written Human 
Value Declaration that is at least an 
equivalent to their other corporate 

value propositions, that organization’s 
success strategy is missing the most 
powerful element that is essential for 

closing the engagement gap.
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I have been researching best business practices for 45 
years. Most members of our People First International 
team hold advanced business degrees. Yet with all our 
studies on personal and organizational development 
strategies, would you believe that none of us has ever 
attended a lecture proclaiming the innate dignity, 
immeasurable worth and exalted potential of people? 
No one is talking about it! Oh sure, people mention 
“the greatness of humanity” and drop clichés about 
“People are our greatest asset” in passing. But no 
one on our team ever sat in an MBA or Ph.D. course 
or picked up a leadership book that began with the 
first principle of what it means to be human as the 
quintessential axiom for human engagement and 
sustainable profitability.

Human Value Psychology
The idea of Human Value Psychology began 
germinating in my mind a few decades ago. I wrote 
a book in 1997, titled Untapped Potential; Turning 
Ordinary People into Extraordinary Performers, that 
established the philosophical, normative axiom 
on which Human Value Psychology was born. The 
publisher, Thomas Nelson Inc., has a proud 200-
year history as one of the largest publishers of 
inspirational material in the world. My editor told 
me that they had never—never—published a book 
about personal and business development in which 
the author predicated his or her theory of business 
transformation on the model of Human Value 
Psychology. Human Value Psychology is a normative 

science based on the foundational premise of the 
innate dignity, immeasurable worth, and exalted 
potential of all human beings. That belief becomes 
the philosophical and psychological basis for treating 
every human being with the utmost dignity, respect, 
and honor.

I had hoped that Untapped Potential would become 
the first of many books establishing this fundamental 
principle, but, to the best of my knowledge, it remains 
unique in the field of personal and organizational 
development. I wrote another book, titled People 
First; Achieving Balance in an Unbalanced World, 
which continues to develop this model of Human 
Value Psychology, and I look forward to the release in 
October 2017 of The People First Effect; Seven Keys 
for Mastering High Trust in a Low Trust World, which 
expands this philosophy even further. In addition, we 
have produced the People First Leadership program 
to help organizations apply Human Value Psychology 
in order to achieve the ultimate sustainable 
engagement strategy.

In order to further advance the Human Value 
Psychology model, I have condensed my thoughts 
about what it means to be human into ten declarative 
statements. The resulting document is The People 
First Human Value Declaration. These ten 
propositions provide the ultimate source for world-
class engagement, human-value oriented leadership 
and a sustainable competitive advantage. 
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1. All men, women, and children of all races and 
nationalities are created equal.

 I have a dream that one day this nation will rise  
up and live out the true meaning of its creed:  
“We hold these truths to be self-evident: that all 
men are created equal.” — Martin Luther King, 1963

2. Therefore, no one individual, race, or 
nationality is inherently superior to another.  
No one is “more human” than another.

3. Consequently, each one of us possesses the 
same exalted dignity and exalted worth.

4. Moreover, we possess unique gifts, talents, 
and strengths.

5. It follows, then, that our lives have profound 
meaning and purpose. All of our thoughts, 
choices, words, and actions are significant and 
influential.

6. In addition, our lives are packed with untapped 
potential, and thus we are responsible for 
developing ourselves -- mentally, physically, 
spiritually, socially, financially, and emotionally.

7. Furthermore, our growth as human beings is 
unalterably related to how much and how well 
we listen to, honor, celebrate, serve, forgive, 
respect, and value other people and how well 
we help others to grow more meaningful, 
responsible, and virtuous lives. Our individual 
growth is also in proportion  
to how gracious we are towards others  
when they offend us.

8. Hence, one of the best ways to humbly 
manifest that we are not living a self- absorbed 
life is by esteeming others more highly than 
ourselves and by seeking the well-being of 
others over our own.

9. By behaving in this disciplined manner, we will 
demonstrate to others that all men, women, 
and children possess the same human value 
proposition.

10. This consistent People First practice will 
encourage us all to maintain a more caring, 
sharing, honoring, trusting, respectful, loving, 
and humble world, in which we all live more 

productively, more joyfully, more peacefully, 
and contribute more effectively to each 
other’s enduring legacy of truth, wisdom and 
excellence in all things.

This Human Value Declaration is the life-giving source 
that supports the development of every derivative 
corporate value. It is of first order in the organic chain 
of value propositions, followed by a Customer Value 
Proposition and an Employee Value Proposition. We tell 
our clients that belief precedes behavior, philosophy 
precedes performance, and theory precedes practice. 
In other words, the practice of everything we do 
in business is the fruit of some philosophical root. 
Therefore, there is no such thing as a skill-set without 
a mind-set! Before we do something, we must, of 
necessity, think something. Hence, we must first of all 
think about building a solid philosophical foundation 
that will undergird all value propositions concerning 
our internal and external customers.
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Fundamentals and Derivatives
Is it a good thing to have a solid Customer Value 
Proposition and an Employee Value Proposition? Of 
course! One organizational development consultant 
insists that a well-developed Employee Value 
Proposition virtually doubles (from 24% to 47%) the 
likelihood that employees will act as advocates for 
your company and improves productivity by as much 
as 18 percent.12 An Employee Value Proposition is a 
great way to create a bond between an employer 
and a new hire, but I believe there’s an even better 
way to do that, which is to acknowledge that 
we already have a bond—the ten points of 
commonality in the Human Value Declaration—
and that we celebrate that bond at our company!

Customer Value Propositions and Employee 
Value Propositions undoubtedly have their solid 
derivative value; however, if a leader establishes 
an order of hierarchy in a business strategy map, 
but fails to acknowledge that these are derivative 
in nature, that leader is in danger of confusing 
the effect for the cause. I wholeheartedly affirm the 
importance of these derivative value propositions, 
but I am simply asking this: How much more should we 
place value on the Human Value Declaration, which 
supports and gives meaning to all the other values? 
Our understanding of what it means to be human 
is foundational; if we place primacy on customer 
satisfaction or even employee satisfaction, we build 
our business model on an inadequate foundation 
that lacks the capacity and capability to fully tap 
the rich potential in our employees. Hence, the 
incorporation of sound furnishings does not make 
up for an unsound foundation.

My assertion in this article is that we don’t tap that 
potential because we’ve not been taught how to 
truly engage people. We tell employees to “Go 
out there and give them great customer service!” 
But I see so many people who provide mechanical 
customer service; they’re not the least bit warm 
or genuine! And that is because they work in an 
environment which does not place primacy on 
Human Value Psychology.

A cashier drones, “Did you find everything you need 
today?”—just barely breaking out of the monotone 
to add the question to the last word. Without 
ever making eye contact, this “customer service 
professional” hands over the receipt and murmurs, 
“Thank you for shopping with us today.” When service 
personnel are cold and perfunctory, customers feel 
no sense of connection and no sense of loyalty. They 
long for a place where someone will greet them with 
a smile, call them by name, and make them feel like 
they’re truly appreciated.

I believe this kind of impersonal service is the result 
of losing our human value compass! A human value 
compass provides leaders with a true north heading 
that will guide them into creating new levels of 
sustainable engagement. A magnet culture is created 
by outrageously engaged human spirits who are 
treated exceptionally well. And they passionately 
spread the word to other like-minded people.

Will the Human Value Declaration  
Really Add Value?
The Human Value Declaration is the rich, human 
spirit soil in which to grow a vibrant, healthy culture 
that profits everyone—employees, suppliers, and 
customers—who are inspired and influenced by its 
noble philosophy. Let your company be a model of 
profitable, total well-being. That begins with leaders 
who are living examples of this inspiring Human 
Value Declaration. They live and work in a way which 
proclaims to everyone they meet, “This is the best 
way to live your life and to be as profitable as you can 
possibly be.” They’re not practicing a cold, impersonal 
technique to increase revenue; they are living out 

“A human value compass 
provides leaders with a true 
north heading that will guide 
them into creating new levels 
of sustainable engagement.”
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their in-living excellence. The clear message every 
employee receives is, “No one is going to treat you 
better than we will and no one is going to train you 
better than we will, because of this Human Value 
bond that exists between us.”

Dave Francis is the Vice President of Strategy 
Management for City Furniture, a large and growing 
retail operation based in Tamarac, Florida. City 
Furniture became People First Certified in 2015, and 
the company’s CEO, Keith Koenig, is featured in my 
upcoming book, The People First Effect. Dave Francis 
has this to say about the practical value of the Human 
Value Declaration:

As a certified People-First® organization, the 
Human Value Declaration is an incredibly 
important document for us. We regularly 
conduct Kaizen events (Kaizen is a Japanese 
term meaning “change for the good”), where 
a team of employees spends a full five days 
sequestered together to learn lean principles 
and apply them to dramatically improve 
a process. We always begin by reading 
the Human Value Declaration together to 
reaffirm our commitment to the People-First® 
philosophy and to align on how we view and 
treat one another. This alone improved the 
teams’ performance and the dynamics of how 
the team members worked together. It is a 
wonderful document and tool!

Leader, how do you think the financial metrics 
of your organization would be impacted if even 
two-thirds of the men and women in your employ 
were enthusiastically engaged with living out your 
corporate values, enthusiastically engaging with 
your customers, and genuinely striving to make 
your bold goals for the future a reality? The Harvard 
Business Review published the results of a study 
conducted by Alex Edmans, Professor of Finance at 
London Business School. Dr. Edmans reported that 
he had “studied 28 years of data and found that 
firms with high employee satisfaction outperform 
their peers by 2.3% to 3.8% per year in long-run stock 
returns.” Moreover, Edmans believes that the data 
reveals another compelling point about employee 
engagement. He wrote, “The results suggest that it’s 

employee satisfaction that causes good performance, 
rather than good performance allowing a firm to 
invest in employee satisfaction.”13

Implementing The Human Value Declaration will 
create the kind of profitable, sustainable engagement 
that Alex Edmans is championing. But don’t take my 
word for it; ask the investors. What do investors value 
most in a company? You might well believe it would 
be solid capital assets, availability of working capital, 
earnings history, etc. Glassdoor Talent Solutions 
posted an article which cuts to the heart of an 
organization’s success: the human spirit.

This is where people play a tremendous part in 
the stock value! Investors understand that the 
people in the company are what make the true 
value. The ideas generated, execution of ideas, 
and awesome customer service make a company 
a good investment. As a result, there is a stock 
ratio called price to book ratio, which divides 
the price of the stock by the book value. So, any 
value above one shows that the investors think 
there is more potential.

If you look at the assets of Facebook, you realize 
there are not a lot. Some buildings, some 
servers, but not a lot you could sell if you are 
liquidating the business. So what are investors 
investing in? They are investing in Facebook’s 
ability to continue to innovate and maintain the 
internet presence that they are, which simply 
means the people, and which explains why 
Facebook has a price to book ratio of 5.23 right 
now. To give some contrast: GE, which has a lot of 
assets (jet engines, machinery, etc.), has a price to 
book ratio less than 2.14

Human Value Bond
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The Incalculable Value of the Human Mind
To reinforce Glassdoor Talent Solutions’ comments 
concerning an investor’s understanding of what 
determines the true value of an organization, let me 
ask you this question: What is one of the greatest 
value-oriented cultures that an organization can 
create? The answer is: a human value-oriented 
culture. Why is that true? Because every conceivable 
value that an organization creates comes from the 
immeasurable, inestimable, and inherent value of  
the human mind.

Every value that an organization offers to its clients 
has an inarguable source; that source is the human 
mind. It logically follows that the value of every 
product and service is inextricably and unalterably 
linked to the value of the human mind. Value-added 
products and services do not just miraculously appear, 
any more than our majestically ordered universe is 
said to have emerged from a big bang.

Ideas originate in the human mind by means of a 
cognitive process of creative intentionality that 
frequently manifests itself in disruptive technologies 
that offer ingenious, breakthrough, problem-solving 
methodologies.

Every human being has an enormous capacity 
and capability to create breakthrough innovative 
ideas. Sadly, however, most people have not had 
the privilege of interacting with another caring 
human being who believes in them and introduces 

them to their own innate genius—their amazing, 
problem-solving mind.

Until we acknowledge, appreciate, and affirm the 
innate value of every human being’s mind, we will 
never unlock and unleash the untapped economic 
ideation that lies dormant within every individual’s 
humanity. When you can see the invisible, that is  
the a priori mind, you can achieve the impossible!

The People First Human Value Stream 
Mapping System
As I said earlier, I am impressed by the concept 
introduced in the book Toyota Culture of two value 
streams: product value stream and a people value 
stream. Again, I want to acknowledge how important 
it is that the authors laid that dual emphasis on those 
two value streams. However, their discussion of a 
people value stream only focuses on workers and 
managers improving their skills and problem solving; in 
other words, the only real emphasis is on productivity, 
not on the innate value of the human spirit.

For example, Liker and Hoseus write:

The importance of problem solving in the 
Toyota culture cannot be emphasized enough. 
It serves the very vital function of connecting 
the product and people value streams. If the 
product value stream and the people value 
stream make up the organizational DNA of 
the company, problem solving is the code that 
connects the two.

We all possess  
         unique gifts, talents  
             and strengths.
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This quote expresses the authors’ belief that what 
successfully integrates the two value streams is 
“problem solving.” In their minds, there is nothing 
more important for uniting people excellence 
mastery and process excellence mastery than 
problem solving. This does add tremendous value; 
however, it is value in a derivative sense, not in a 
fundamental sense.

It is at this very point that we at People First 
International would insist on adding the Human Value 
Declaration as the necessary foundation for initiating 
the best problem solving methodology. In the 
primary sense, what connects your human systems to 
your business systems is the  
Human Value Declaration, which 
is the expression of Human Value 
Psychology. This is what unites the 
best human systems with the best 
business systems, and this is what 
creates a true Human Value Stream, 
which is the consistent, positive 
energy flow of the inspiring belief in 
each other’s innate dignity, worth, 
and potential.

The People First Human Value 
Stream Mapping System is similar 
to the lean manufacturing value 
stream mapping method for 
documenting, analyzing, improving, 
and implementing the most 
effective, value-added flow of data 
and materials that businesses need 
to create the best products and/or 
services for their customers.

However, the People First Human 
Value Stream Map examines the 
concept of an organizational value  
stream, first and foremost, 
through the lens of the inspiring 
and ennobling Human Value 
Declaration. As you’ve seen, 
Human Value Psychology 
predicates the genesis of all value-
added products and services upon 

a more profound and fundamental understanding of 
organizational value.  
The most important element and the true nature of 
all organizational value is none other than the innate 
dignity, incalculable worth, and exalted potential of 
every human spirit.

Consequently, the People First Human Value Stream 
Map begins by acknowledging and recognizing the 
immeasurable value of the Human Beings Construct, 
predicated on an advanced understanding of what 
it means to be human. This mature understanding 
of the innate dignity and value of the human spirit 
becomes the axiom, that is, the first principle from 
which every business system is developed.
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Therefore, every organizational value that is 
developed in terms of an organization’s business 
systems will be a derivative—that is, a value-added 
consequence of the People First Cultural Credo, 
which consistently acknowledges, appreciates, and 
affirms the innate value and incalculable worth of  
the human spirit.

It logically follows that the People First Human 
Value Stream Map looks beyond the mere flow of 
information and materials with respect to the primacy 
and philosophical foundation of organizational value. 
Human Value Psychology seeks to go deeper than 
any other OD philosophy has ever attempted to go, 
because of its foundational premise of the definition 
of what it means to be human.

The People First philosophy provides every business 
leader with an irrefutable ideology about the 
meaning and purpose of human existence and 
how to develop the most profitable life, expressed 
in terms of how best to serve others through a 
comprehensive understanding of the dignity, worth, 
and potential of people.

The People First Human Value Stream Map analyzes 
and documents the human spirit flow of positive or 
negative energy of human engagement, expressed 
through the dynamic, heartfelt behaviors within 
an organization. These emotionally charged, ever-

changing behaviors directly impact and influence 
the health (that is, the efficacy and efficiency) of 
the value-added flow of information and materials 
throughout the entire enterprise.

Thus, the purpose of developing a People First 
Human Value Stream Map is to empirically 
ascertain, document, and validate the current 

state of the health of the human interaction flow 
concerning the positive or negative energy within 
an organization with respect to how well every 
person’s behavior mutually upholds and supports 
one another’s well-being.

Once organizations have mapped their human 
value deficit gaps in very specific behavioral terms, 
concerning the moment-by-moment reality of the 
state of everyone’s total well-being, then—and  
only then—can they make intelligent, intentional 
choices to deliberately change or improve or 
maintain a healthier energy flow of enriching and 
joyful human behaviors.

This delightful, inspiring level of human engagement 
will be accomplished only if everyone takes full 
responsibility and develops a shared sense of 
accountability to intentionally practice the specific 
behaviors that will uphold the innate human value, 
human dignity, respect, and honor for every person 
throughout their organization.
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Once everyone in an organization has matured 
with respect to genuinely practicing the art of 
thinking more about others without thinking less 
of themselves, this application of the Human Value 
Declaration will begin to profoundly impact and 
influence the quality of every individual’s skill-set, 
which in turn will greatly improve an organization’s 
value stream processes.

This highly disciplined, shared sense of responsibility 
and accountability with reference to the importance 
of maintaining a moment-by-moment, well-being 
consciousness is what we at People First International 
call the People First Experience, one that is 
manifested through the positivity of our High Impact 
People First Behaviors. This People First Experience 
is the only foundation for fostering and imbuing a 
human value-oriented culture that functions at the 
highest and most mature behavioral levels of mutual 
trust, mutual care, and mutual unconditional love.

A People First, human value-oriented culture that 
is daily growing in the People First philosophy will 

abundantly supply every person with the unassailable 
and unconquerable certitude to answer this 
provocative question: What do you have to offer? 
As every person matures and grows in their total 
well-being, they will be able to say with genuine 
authenticity, “I have a high-level of trustworthiness, 
coupled with genuine care for the well-being of 
every human being, and I have unconditional love for 
every human being. That is what I have to offer every 
person with whom I interact!”

This extraordinary People First Experience, coupled 
with an ever-present People First Consciousness, will 
create the most enriching and competitive human 
value stream, one that will guarantee the most 
efficient and effective elimination of all waste, which 
will necessarily increase the sustainable profitability 
of an organization. In addition, this emphasis on 
Human Value Psychology will enhance the positivity 
of your human energy flow and dramatically improve 
the speed and quality of your product value stream 
flow for all information and materials.
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In addition, this People First Experience will delight 
an organization’s customers, because they will not 
only receive the specific product or service that 
they purchased from your organization, but, more 
importantly, they will be 
inspired to become loyal 
customers for life. Why is 
this true? Because none 
of your competitors will 
treat them with more 
dignity, more respect, 
and more honor than 
your organization does—
i.e., the People First Way 
of doing business!

The enhancement of 
every person’s total 
well-being within an 
organization will not 
only create the best 
products and the 
best services for all customers, but, even more 
importantly, it will build stronger and more loving 
families. The living example of the People First 
practitioners within the organization will have a 
positive spillover effect within the communities in 
which they operate by strengthening the health of 
the relationships between the people within the 
community and ultimately creating a better world 
by enriching everyone’s life through the People First 
life-philosophy.

Meeting and Mastering the  
Top Challenges
Extraordinary profits are driven by extraordinary 
belief in the extraordinary value of the human 
spirit! You will personally profit from adopting this 
transformational belief; your employees will profit 
both personally and professionally; by necessary 
extension, your customers will profit through 
their interactions with your outrageously engaged 
employees; your shareholders will realize a great 
return on investment; and finally, you will beautify 
your community and your world by your consistent 
practice of the Human Value Declaration!!

At the outset of this paper, I cited a 2016 survey 
conducted by the Society for Human Resource 
Management (SHRM) which reported that 46% 
percent of all human resources professionals stated 

that turnover and employee 
retention is the greatest 
leadership challenge that 
their organizations face; the 
second greatest leadership 
challenge, cited by 36 
percent of those surveyed, 
is employee engagement. 
In fact, engagement was 
the Number One challenge 
these respondents—all of 
whom are at the manager 
level or higher at companies 
with 500 employees or 
more—identified. Let’s 
look at their list of top-five 
challenges:

1. Employee Retention/Turnover

2. Employee Engagement

3. Recruitment

4. Succession Planning

5. Culture Management (i.e., managing your 
organization’s corporate culture)15

Let me now lay out the top ten benefits of having 
a well-designed and clearly communicated Human 
Value Declaration and Human Value Stream Map. 
SHRM is the largest organization of its kind in 
the world, representing more than 285,000 HR 
professionals. When an organization of SHRM’s 
stature identifies these five problems, I sit up and 
take notice. And I am confident that all five of the top 
challenges these HR leaders identified are directly 
addressed by the benefits of the People First Human 
Value Declaration. You may still be wondering how 
implementing the Human Value Declaration will add 
value to your organization. When you review this list 
of benefits, you’ll see that making this Declaration 
the basis for your organizational culture is not a 
“nice” thing to do; it is the best way to create a 
sustainable competitive advantage.

This People First Experience 
will delight an organization’s 
customers, because they 
will not only receive the 
specific product or service 
that they purchased from 
your organization, but, more 
importantly, they will be 
inspired to become loyal 
customers for life.



White Paper

15

Top 10 Benefits of the People 
First Human Value Declaration and  
Human Value Stream Mapping

1. Inspires discretionary effort and eliminates 
malicious obedience, thus fostering loving  
and joyful engagement

2. Makes a direct, positive impact on the 
bottom-line financial health

3. Builds a magnet People First culture that 
attracts and retains top talent

4. Creates the basis for truly personal 
customer service and higher customer 
satisfaction

5. Increases collaboration between people & 
departments (thereby eliminating “silos” 
and waste) by creating strong, trust-based 
relationships

6. Generates impetus for positive 
reinforcement by providing solid reasons to 
recognize and celebrate the human spirit

7. Expands emotional intelligence by providing 
an unshakeable starting point for real  
conflict resolution and problem solving

8. Effectively integrates the best human 
systems with the best business systems

9. Leads to more effective and uplifting 
leadership/management/supervisor 
behaviors

10. Provides a solid foundation for all  
other value propositions

5 Top Secrets for Closing the 
Human Value Gap & Creating Sustained  
Behavior Change
1. Develop Exemplary Leaders. How much 
human value growth potential remains locked up 
in your organization due to leadership weaknesses? 
If your leadership team doesn’t unanimously agree 
on the transformational value and importance of 
the Human Value Declaration, they will be unable to 
impart what they do not possess.

Every serious business leader who wants to 
create a sustainable competitive advantage will 
eventually look at change management theories 
and organizational development methodologies to 
achieve cultural transformation. The end of their 
studies will invariably bring them to this irrefutable 
truth: great companies are always built on great 
leadership. Moreover, great leaders have always 
been characterized by their exemplary philosophy 
and exemplary behaviors.

When each member of your leadership team 
tells everyone why they value the importance of 
the Human Value Declaration as a foundational 
document for organizational transformation and 
long-term viability, their influential words will serve 
as an example of how great leaders celebrate 
the immeasurable worth of every human being. 
It follows then that the inspiring example of 
your leadership team is the gateway for creating 
sustained behavioral change throughout your 
organization. And the greatest example of all 
behaviors is consistent, unconditional love for all 
human beings.



White Paper

16

Consequently, the first secret for closing the 
Human Value Gap is for you, as a leader at your 
organization, to develop other exemplary leaders 
who consistently demonstrate the value of people 
in the same manner as yourself. Never forget the 
old proverb that the purpose of an apple tree, in 
the primary sense, isn’t to produce apples, but to 
produce other apple trees. Therefore, your primary 
focus should be to produce other leaders who 
share your same mind-set and teach them how to 
duplicate themselves.

2. Create a Mutual Well-being Mind-set. There 
is only one key to organizational transformation, 
and that is achieved through sustained behavioral 
change. However, sustained behavioral change is 
the most difficult challenge that every organization 
faces. Most organizations are not good at creating 
this kind of change in their organizations, because 
they have not learned the foundational premise and 
proven methodologies for all sustainable change.

Sustained behavior change begins with a sustained 
mind-set change. All change begins in the mind. 
Before a person does something they, of logical 
necessity, must first of all think something. Thought 
always precedes action, and every specific action 
is the product of a specific choice. That is why 
choice requires thought and thought necessitates 
choice. So what is the best mind-set choice to 
bring about sustained behavior change? The mutual 
well-being mind-set is the best driver for creating 
sustained behavioral change.

Why is the mutual well-being mind-set the best 
approach for long-term behavioral transformation? 
Because when every person in the organization is 
putting the well-being of the other person first in 
importance over themselves in every interaction, 
that consistent, caring behavior will promote and 
maintain the greatest human growth opportunity 
for that organization. If you are serious about 
creating sustained behavioral change, the second 
secret for closing the Human Value Gap is for you as 
a leader to create a mutual well-being mind-set in 
your organization.

3. Grow a Coaching Culture. Every great athlete 
has a coach. Olympic athletes know that if they 
are not getting constant, continuous feedback 
from their coach, they will not reach their full 
potential. I am the man, I am today, because of the 
coaches who have lovingly and devotedly poured 
themselves into helping me discover my untapped 
potential. My great coaches, whom I love, honor, 
and respect with all my heart, have been my key 
competitive advantage.

I have lived in two worlds for all of my adult life; for 
forty-five years, I have lived in the world of sports 
and the world of business. It has always fascinated 
me that it has taken so long for the business world 
to catch up with the world of sports regarding 
organizations implementing the transformational 
power of inspirational coaching into their business 
growth programs and development initiatives.

I was introduced to Kung Fu when I was seventeen 
years old. The thing that impressed me the most was 
how my Kung Fu teacher developed his students. 
He had grown an extraordinary Kung Fu coaching 
culture, in which his students were encouraged to 
begin teaching the new students what they had 
learned from the teacher. He wanted everyone to 
have a coach and for everyone to be coached in the 
best Kung Fu philosophy and the best Kung Fu skills.

I was also captivated as a young man by my Kung Fu 
teacher’s system for developing Kung Fu masters 
like himself. He told his students that there were 
only three stages of development in his Kung Fu 
system: (1) Disciple (2) Master (3) Grandmaster. 
Everyone knew where everyone was with regard to 
their level of development in the knowledge and 
proficiency in the art of Kung Fu mastery.

The Kung Fu master had his young Kung Fu disciples 
and the Grandmaster had his masters. And what I 
observed over my years of progressing from one 
level of Kung Fu mastery to the next was that I 
always had someone who was better at Kung Fu 
than myself who lovingly and devotedly coached 
me into the next more advanced level. Moreover, 
one of the requirements for me to attain a higher 
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rank in Kung Fu was to take on the responsibility of 
developing my own Kung Fu disciples. I was required 
to love them and to discipline them, as my Kung Fu 
Grandmaster did for us, in this incredible, ancient 
art of Kung Fu. The point I want to make here is that 
if you were to ask any of the students in our school 
who was teaching them Kung Fu and who they were 
teaching the art of Kung Fu, everyone could answer 
that question without hesitation.

However, when we come to the world of business, 
very few organizations have adopted a coaching 
culture model, such as my Kung Fu teacher 
did, to successfully transform the personal and 
professional lives of their people. The organizations 
that have adopted coaching as a vital part of their 
organizational development initiatives are reaping 
great benefits, both in terms of improved financial 
growth and the growth of their employees’ personal 
lives as well. The following testimonial from the 
International Coach Federation supports the 
importance of creating a coaching culture in your 
organization:

“Leaders are taking coaching skills not 
only back to the workplace, but they are 
bringing those skills to the executive table. 
They are taking it to their peers, and they 
are taking it to their home lives. It’s an 
enriching experience! Good for our bottom 
line at BC Housing, and really good for our 
employees who access the program.” Agnes 
Ross, VP Human Resources, BC Housing 16

When our master coaches at People First 
International complete our organizational 
assessment with a new client and everyone can 
tell us who is coaching them and whom they are 
coaching, we know that this organization has 
learned the third secret for closing the Human 
Value Gap. And that secret is to grow a coaching 
culture where everyone is committed to helping one 
another, not only to become better at their role and 
responsibility within the organization, but also, and 
more importantly, to become better human beings.

4. Instill Shared Accountability.  
Poor accountability is undoubtedly one of the 
biggest gaps that I have seen throughout my career 
as a leadership and organizational development 
consultant. Instilling a sense of shared accountability 
within an organization is one of the fastest ways to 
close the Human Value Gap.

When people understand that rude and disrespectful 
behavior will not be tolerated in your organization 
and that every person will be held to the same high 
standards of exemplary deportment, people feel 
free to express how they are being treated. That is 
why it is so very important for leaders to constantly 
remind everyone in their organization to read and 
reread the Human Value Declaration, so that it keeps 
everyone accountable to uphold and live out the ten 
propositions within the document

I was working with an organization in Miami, Florida 
in 1994 and we introduced the shared accountability 
system to their senior leadership team. Bob Kramm 
was the president of what was then called Joe Robbie 
Stadium. Bob stood in front of his entire company 
and told them that if he didn’t abide by the leadership 
principles that Jack Lannom’s company had 
introduced to Joe Robbie Stadium, then no one else 
would be held accountable to apply those principles 
either. I was shocked! I had never witnessed that level 
of humility, vulnerability, and transparency in my life.  
And the case study that came out of Bob Kramm’s 
leadership accountability was one of the best success 
stories of my career. Bob led his team to greatness 
by taking the accountability initiative to tell everyone 
that anyone could call him on the carpet if he wasn’t 
“walking the talk.”

I encourage you to sit down with your leadership 
team and begin serious conversations around 
how you want them to hold you accountable and 
responsible for living your life in harmony with 
the Human Value Declaration. And I also want to 
encourage you to ask your leadership team to do 
the same thing with their leaders as well. If you 
will intentionally and genuinely do this, you will 
accomplish the fourth secret for closing the Human 
Value Gap.
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5. Achieve Problem-solving Mastery. Life is a 
wonderful series of punctuated growth opportunities 
which are often referred to in a pejorative sense as 
frustrating and insurmountable problems. Putting 
all tongue-in-cheek aside, we have all faced some 
very difficult problems in our lives that, at the time, 
felt like we couldn’t live through them. However, 
most of the people I have talked to about how they 
worked through some of the greatest problems in 
their lives have all told me that they became stronger, 
more resilient, more patient, more humble, and 
more understanding because of their problems. In 
addition, they said that after they had weathered 
their storm and came through the other side a better 
person, they began meeting other people who 
were experiencing the same problem. They told me 
that they really had something meaningful to offer 
hurting souls. And, that something was the problem-
solving devices they had learned while they were in 
the midst of their own trial.

How does this discussion about personal problems 
relate to exceptional business development? 
I believe that business leaders are missing the 
greatest opportunity for societal transformation 
by not supplying their people with a reliable set of 
relationship problem-solving tools that go infinitely 
beyond workplace problem-solving techniques.

Let me explain more fully what I mean and what I 
don’t mean by my cautionary advice. I believe that 
business leaders would be so much more successful in 
every manner possible—both with reference to their 
financial health and cultural health—if they saw their 
role more in terms of shepherds of their flock, taking 
full responsibility to love them, nurture them, and 

develop them with respect to every person’s total 
well-being. In other words, we must never 

forget that business mastery is always 
based on life mastery. Great 

personal relationships are 
the quintessential 

basis for great 
business 

results. 

The personal drives the professional!

Now I will state unequivocally what I am not saying; 
I am most assuredly not asserting that we are to 
jettison every business problem-solving tool and 
open up a marriage counseling clinic in order to 
more effectively grow our organizations. However, 
if we teach people sound interpersonal problem-
solving techniques that will help them improve their 
relationships, this will make them happier people in 
their personal lives, which will have a positive spillover 
effect into their professional lives. And we all know 
that happier people are more productive people.

I want to go a little deeper into the reason why I am 
so passionate about the transformational power of 
the Human Value Declaration and its indispensable 
value as a foundational philosophy for solving an 
organization’s problems in both their human systems 
and their business systems.

Again, I want to honor and celebrate all of the 
production problem-solving tools and value-added 
systems that came from the Toyota Production 
System. The men who devised this system are to 
be commended and greatly admired for how they 
have helped hundreds of organizations eliminate 
unnecessary waste and dramatically improve an 
organization’s customer, product, and people value 
streams. All of these organizational development tools 
are enormously valuable and absolutely necessary.

However, as important as these tools are, they are 
not sufficient for providing insight into a deeper 
understanding of the vitally important truth that the 
health of every relationship within an organization 
determines how effective that organization will be 
in the application of its value-added, problem-solving 
tools. Let me state this plainly: Great relationships 
are the only sustainable foundation for great results. 
The most effective organizational development tools 
for process improvements will not improve unloving, 
dishonoring, and disrespectful relationships. In other 
words, the health of people, with regard to the health 
of their relationships, must always precede and 
undergird the health of every organizational process.

The question I enjoy asking every leader is, “Do all of 
the people who work together in your organization 
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care for each other?” If the answer is “No,” then there 
is a major problem in your organization. You may 
consistently provide those people who don’t care 
about each other with the most profitable tools in the 
world for process improvement and problem-solving, 
but until you address the unloving relationships, you 
will never achieve the best business results.

My point is this: When we start all of our process 
improvement initiatives with a belief in the Human 
Value Declaration and constantly refer to it as the 
basis for loving, respecting, and genuinely caring 
for each other’s total well-being, then every process 
improvement tool will be more effectively utilized to 
truly add the greatest benefit to every organizational 
value stream.

What I am contending for is that we should always 
be mindful that the problems that people deal 

with on an ongoing basis in their personal lives can 
dramatically affect their ability to function at their 
highest and best on the job. Therefore, if they can 
learn from your organization the best problem-
solving tools to improve their work-life, and at the 
same time learn the best problem-solving tools to 
improve their home-life, you will have contributed 
to making your workplace better, and, even more 
importantly, to making that person’s family a safe 
place for love, joy, and peace to flourish and to 
improve the health of generations to come.

Therefore, when an organization has achieved 
problem-solving mastery in the areas of their human 
systems as well as their business systems, then it has 
successfully applied the fifth secret for closing the 
Human Value Gap.

How Then Shall We Live?
Monty Roberts, the Horse Whisperer, transformed 
the equestrian world by teaching trainers how to 
treat every horse with dignity, respect, and honor. 
How much more should we transform the world of 
humanity by treating every person with the utmost 
dignity, respect, and honor? Just a thought!

The thing that saddens my heart the most concerns 
those people who have experienced a spiritual 
education with regard to the belief that man is made 
in the image of God. Moreover, there are a vast 
number of people within the major theistic religions 
of the world who wholeheartedly believe that 
religious tenet. However, many of those believers 
don’t practice their beliefs by treating every person as 
if they were really made in the image of their Creator.

I am not calling for a religious revival in this paper; 
I am just trying to encourage people to exchange 
basic human civilities with one another. We need so 
much more respect for one another in our nation! 
I have never seen such incivility in America. The 
inflammatory rhetoric and intemperate speech is 
unnecessary and unacceptable behavior.

There is never an occasion that warrants disrespect 
or dishonor to another person’s innate dignity. In 
other words, it doesn’t matter how much we disagree 

with one another over our individual beliefs or 
preferences; we must always and at all times uphold 
one another’s human value and dignity ... even within 
the heat of our diametrically opposing ideologies.

Our true character is always tested by means of 
how we treat people when they misunderstand us 
or intentionally say or do hurtful things to us. The 
greatest opportunity for our character to become 
more humble and strong is for us to become more 
gracious, patient, and forgiving with those individuals 
who are the most hateful and belligerent toward us.

I am working to encourage every leader I meet to 
accept this Human Value Declaration and to adopt 
Human Value Stream Mapping, to believe in them, 
live by them, and teach Human Value Psychology 
to every one of their employees so that they create 
sustainable behavior change. I’d further encourage 
you to include the Human Value Declaration as the 
starting point for your organizational scorecarding. 
We will become so much more profitable in every 
area imaginable when we learn to think in this way 
and act accordingly. The single most effective way for 
leaders of an organization to achieve the ultimate, 
sustainable advantage is to invest in their people ... 
and that investment begins with telling them about 
the immeasurable worth and inestimable dignity of 
their humanity.

19
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Become a People First Certified Company

At People First International, we’re nothing short of 
DRIVEN to bring about total transformation in the 
workplace. We’re passionate about building a better 
world ... one person, one family, one organization at 
a time.

And we want you to be next!

Our diagnostic tools, coupled with our leadership 
training and certification, provides you with 
everything you need to enrich the spirit and increase 
the effectiveness of everyone in your organization.

There are no shortcuts here ... just real, solid 
progress and true transformation.

As you adopt the People First Leadership Playbook, 
you’ll watch as your entire culture is revolutionized, 
becoming a wildly successful breeding ground for 
inspiration, innovation, and enthusiasm! Suddenly, 
your competitors begin to seem irrelevant—not 
even on the same playing field!

When you’ve completed your People First 
Certification, every person you and your Purpose 
Partners encounter will notice the difference and 
appreciate the change in attitude, in service, and 
in professionalism. People will want to know your 
secret. Tell them the secret is putting People First!

The BEST time to get People First Certified is NOW, 
BEFORE your competition does.

“My message to my Senior Team is that this has 

the potential to have the most transformational 

impact on our lives and our company that we 

will ever encounter, and will create a culture gap 

between MiTek and our nearest competitor that 

is so wide, it will be inconceivable to imagine 

them ever coming near to us culturally.”

Thomas J. Manenti

Executive Chairman 

MiTek Industries – A Berkshire Hathaway Company

A People First Certified Company

This is how to create a peak-performance magnet 
culture. People will beat your door down—not only 
because they want to work for you, but also because 
they want to buy your products and services. My 
concluding remark for this paper is that I believe what 
is missing in most organizations is a serious gap in their 
understanding with regard to the philosophy of Human 
Value Psychology that accounts for all of the ethical, 
social, political and economic conditions required for 
personal and organizational growth and development. 
The People First Human Value Declaration and 
Human Value Stream Mapping are waiting for bold, 
visionary leaders to fully believe, embrace, and utilize 
this philosophy of Human Value Psychology to reap a 
spectacular, sustainable harvest of high engagement, 
high retention, and high profitability! 
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