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HAROLD HILLMAN
is the Managing Director of Sigmoid Curve 
Consulting Group. Sigmoid specialises in tools 
and frameworks that help executive teams lead 
their organisations through major change with 
a collective sense of ownership and commitment 
to strong results. Since change really is the 
only constant in business, developing the 
capability to lead it, rather than be led by it, is 
the true hallmark of successful and enduring 
organisations.

Over the past two decades, as both a senior 
executive and external coach, Hillman has coached 
a number of prominent chief executives and their 
teams in the U.S, Australia, New Zealand and 
Singapore. Hillman’s client organisations include 
National Australia Bank, Mondelez International, 
Fonterra, Sealord, and Air New Zealand.
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Hello, Harold,

I work in a company that I have mixed feelings about. On the one hand, I 
really enjoy the work that I do; it’s fulfilling, challenging, and I get great 
satisfaction from seeing the end product – I work in the IT field if this 
helps. On the other hand, I’m not really recognised for the work that I 
do from my managers. We have flexible work arrangements which let 
us work from home, which I really appreciate – because I have a small 
child I look after on some days. However, it seems that management 
only really recognises and rewards people who work from the office 
and show ‘face-time’ rather than the output of work and being able to 
meet deadlines. There seems to be a disconnect between encouraging 
flexible work arrangements, but then penalising those who choose to 
work from home. I think I may have missed a recent promotion because 
of this issue. My question is, how can I make sure that I’m not getting 
the short end of the stick because I need more flexibility in my work 
arrangements? Do I need to do more ‘face-time’ in the office, even if it 
doesn’t have an effect on the quality and timeliness of my work?
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New policies on paper don’t necessarily match the history of how 
things have been done for decades. That certainly is the case for 
older managers who grew up with more traditional models of ‘how 
work got done’ and ‘where work got done.’ They only know one way. 
Their mental models are locked in. The only way you unfreeze their 
mental models is through feedback on how the policy is working.
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KEY THINGS
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TO CONDSIDER

THERE'S GIVE 
AND TAKE

That’s an inherent part of any 
relationship – between two 
people, or between you and 
the company, Kylie. Have you 
calibrated with your manager 
about what’s working, what’s 
not? Have they been flexible 
enough? Have you been 
flexible enough? It requires 
give and take on both parts. 
Which means you should do 
more frequent calibrations 
with your manager, especially 
with a new policy that you’re 
trying to make work.

YOU TEACH 
PEOPLE HOW 
TO RESPECT 
YOU3

This is an old adage that a good 
friend of mine says all the time. 
People won’t know if they have 
to do a little more ‘give’ and a 
little less ‘take’ unless you give 
them some feedback. Don’t 
become a victim in this scenario. 
Make sure that you’re helping 
your manager understand 
some things that he may not 
see unless you stop and get his 
attention.



SHOW 
LEADERSHIP4You can add some clout to your effort 

to raise awareness about how flexible 
work arrangements can be improved – if 

you get the perspective of some other people 
who have tested the new policy as well. It 
shows leadership to say that you want to help 
the company be successful, which requires 
frequent and proactive conversations. This 
type of leadership stands out more because 
it’s about helping the company be more 
successful. You may even be recognised more 
for doing something like this – because it 
shows your scope is bigger than just your job.

5
TALK TO YOUR 
MANAGER 
ABOUT HOW 
YOU CAN BEST 

QUALIFY FOR THE NEXT 
PROMOTION

Rather than guessing why you didn’t 
get the last promotion, be proactive 
and ask how you can best qualify 
for the next promotion, taking 
flexible work arrangements into 
consideration. Is there a capability 
issue, or is there something about 
these roles that require you to have a 
stronger presence on-site? Don’t ask 
in a confrontational way, but from a 
vantage of trying to understand if a 
promotion is likely to put the policy 
to a more rigorous test.  
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