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“It became evident in our strategic planning

that developing our pecple was important.
That's the only way we can exist—to bring

walue. It's not just doing transactions
correctly; it's developing peopl

By Carol Patton

verylthing in any nrganization rises

unif falls based on leadership, That's

insight Hon Geib has taken to heart

since becoming president and CEQ

of Harleysville Savings Bank in
Harleyeville, Pa.

Back in 2007, when Geib was promoted from
within the bank to his current role as the bank’s
chielexecutive, he received uncommon advice
Irom the community banks board of directors:
find a leadership couch,

2o he did. After a brief search, Geib hired
Muark Creceo, a leadership development con-
sultunt. The instruction from Crocea not only
shaped hiz vwn thoughts and style of leadership,
but it blossomed into a full-blown leadership
development program that guides the daily
interactions and performance ol all of
Harleysville Savings' employees.

“It became evident in our strategic planning
thal developing our people was impartant,” Geil
says. “That's the only way we can exist—1to bring
value. 1% not just doing transactions correctly;
it's developing people.”

Over the past five years, Harleysville Sav-
ings, an §805 millinn-asset community bank,

has done just that. Under Geib's and Crocco’s
guidance, the bank's five sentorofficers and I8
managers have embraced the idea of building a
prominent leadership culbure, They worked Lo
create a formal leadership training program that
encodrages the ongoing development of inter-
personal and communication skills among stalf.
This vulgrowih of culture has enhanced working
relationships and improved results between the
bank's employeess and customers.
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The leadership training program
is geared to inspire the bank's 130
employees to deliver a consistent
experience of excellent customer
service, "It makes our operation os
slrong as [I(I!‘:‘ilﬂ\:‘. producing the best
bottom line,” Geib says.

Geib learned a lot aboul himsell
through leadership training, such
as how he makes decisions and how

his pwn skills can complement the

Hank, seinloices
the Bani's
|eadershia caliue
thiough freguent
ulreach Io his
managemneni fan.

tulents ol his management team.
The training has also helped the
team have difficulk bul honest
conversations without laking what's
said persanally, he savs. “The hank
benefits from having Lhese wrestling
matches over issues. We make things
better, pound oul a better answer”
One example of this openand
candid communication is the nature
of employee pecformance feedback

at Harleysville Savings. Instead of
conducting lormal evaluations twice
@ year—as was done in the past—the
bank’s managers offer their team
members constructive feedback ag
sitnations emerge, rather than wait-
ing to address performance issoes at
the emplovers next review. In these
instances, managers might offer
further instruction or training, a pat
an the back, a few words ol praise or
encouragement, or even advice to cor-
recl a problem.

Az a resull, employess now accept,
and even anlicipate, constroctive
fecdback and appreciate its value,
Geib says,

Proof positive
Harleysville 2avings managers are
encouraded to demonstrate their
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lesmbershipskills on a daily hasis,
muostly by acting as role models lor
sther staff mem bers. Geib says this rip-
ple effect of lendership hus produced
positive results on recent em ployes
engagement surveys. Stafl members
were asked Lo rate various slatements,
and the average employes score for the
statement, 1 know what's expected of
me at work,” was 4.7 out of 5. Another
statement, “During the last seven days,
I received recognition or praise for
doing good work,” averaged 4.1,

Fometimes, emplovess don't wonder-
stand Fully what it takes to “win,” Geib
says. Like players on a sports Leam, all
employees must fulill o specific role
and know exactly what their team-
mites expect of each other, Through
the bank's leadership program, all
Harleysville Savings employees ander-
stand their role, what’s expected of
them and how their efforts contribule
to the bank™ everall mission and bot-
tom line, he savs,

To reinforece Harleysville Zavings'
leade rship culture and philosophy,
Geibemails weekly thoughts—such
ua stieps for building your own self-
image—to his management team.
Additionally, the senior managers
meel with Crocce monthly—and then
again with the whole management
tewm — b identify new ways to apply
their skills.

Geib credits the bank's leadership
program with encouraging manayg-
vrs to serve in leadership positions
throughout their community, oflen
n local non p:ru.ﬁ:l bomsrds In return,
their volunteer work—aleng with the
bank's sponsarship of local events—
has atiracted more new business,
including a recent 35 million lean toa
Erocery store.

Another perk of the bank’s leader-
ship program has been the overall
positive reaction from customers, Geib
says. “What I love hearing are custom-
ers saying, ‘Nomatler which branch I
g in, I leel important,”” he says, “We
have s consistent experience or brand
ncross the kank’s footprint.”

Aoom for growth

When the leadership progriom was
tirst luunched for Harleysville Sav-
ings" management leam, Crocoe
canducted manthly team-building
exercises, Then he created individual
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Building Blocks to Leadership

Here are s
le Sawinge Bank
benk's em yEBS.

L. Be intentional about leadar-
ship development. Oa

len that is Impleme
embra: and monltored

2. Value staff training and
development. Make it an integral
part of your bank's cultura

3. Spell out management's
expectations of employees B8
will as their job responsibilities

leadership development plans tai-
bored to Geib and each of the bank's
other senior officers. Team members
il=0 regularly share with each other
how they have applied theirlender-
ship skills, often telling how they've
given colleagues a sense ol purpusse,
appreciated their work contributions
or proised their clkills,

“I've seen growth in their attitucles,
people skills, comm unication skills and
level pfaceountability,” Crocco says,

Haow ever, Croceo adds that the
mast difficult part of the program is
measuring leadership effectiveness,
suying that staff development is a pri-
mary leadership responsibility. “Are
they growing and developing their
people? Thats a much higher and
challenging stundard.”

Among the leadership program’s
goals is to drive the bank's vision,
mizzion and values deep into the
organizalion. As parl of this process,
Sheri Strouse, the bunk's chiel retail
officer, has been visiting stadf at all
of the bank™ branches lo review
individuals' leadership skills for
approximately two years. Initially
the branch managers completed o
Myers Briggs personality tesl, the
resulbs of which were shared with
the employes and hizor her manage-
mueml beam.

“Everyone knew where everyone
scored, the way they evalualed jssues
and made their decisions,” explains
Strouse, adding that the experience
was so suceess ful that personal-
ity texts were later conducted with
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commendations from Aon Geldb, preside:
n oeveloping leadershdp in your Community

4. Communicate your bank's
vision and mission to all team
members

5. Demonstrate how employees’
unigue skills and efforts are
respected, sppreciated & kg
nificant part of the bank's success

6. Greate carear developmant
plans for frontiine staff. Ide
ential growth opportunities.

assistunt branch managers and then
with 85 frontline employees at the
remaining six retail offices.

Strouse explains that employees
and managers learned aboul each
other's personality traits and how to
beller communicale with peers so
tazks orprojects could be completed
more efficiently. She points to her swn
experiences as an example: *[ now
understand how [ need to approach
sorme of the senior officers and how
they make their decisions.”

Later, the leadership progrom
focused on creating developoient
plans for employees that focused
on their individual strengths, areas
requiring improvement and motiva-
tional triggers. The plans also cover
how the bank can help each employes
reach his or her career goals, Conver-
sations with employees aboul their
professional progress bake place every
four to six weeks,

Today, Strouse iz coaching branch
emplovees by leading skills drills,
ohserving how they interact with
customers, and |:-!'I'|.-|.':ir||{ Cuslomer ser-
vice and communication tips. *1 truly
believe in this program,” she says,
giving the program partial credit for
building an *amazing” work environ-
mentand bank culture,

“By developing these leadership skills,
its giving owr employees an opportunity
tor grovw,” Strouse adds, “1Us im portant
thitl we keep conlinuing Lo grow and
kevp investing in ourseloes" @

Caral Patbod = 8 wrildr in Las Yagas, Ney



