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We have more opportunities for members to get involved, because of the 
non-bureaucratic culture of our organization. Most importantly, we are 
a successful organization because of the talent of our membership. 

We have problems and frustrations just like any other organization. 
However, we don’t have the kind of problems that other organizations 
do. Our problems are associated with our entrepreneurial, fast-paced, 
risk-oriented approach. We want to get as many people involved as we 
can. As a result of our 50 compliance conferences, 48 audio conferenc-
es, four certifications, two magazines, and a myriad of other activities, 
we get a lot of people involved. You may see some people whose names 
come up regularly. Because of the number of things we do, we have 
to rely on some people to help regularly. The real question is, “How 
many people get to be involved in our organization compared to other 
professional organizations?” 

Opportunities come from growth and risk. Growth and risk comes from 
entrepreneurial behavior. If you want to see limited opportunity, join a 
bureaucratic, constipated, committee-run organization. “No” is the word 
of the day. Everything has to be approved, overseen, changed, analyzed, 
and watered down to make sure everyone is happy and on board. 

If you count meaningful work, not just superficial, resume stuffing 
committee assignments, I would put our organization up against any 
other for generating opportunities for members to get involved. We 
want more people involved and to do that, we have to keep growing, 
take risks, move quickly, delegate, and trust. We must also manage and 
tolerate the challenges associated with that approach. 

Other organizations have pre-meeting meetings to discuss who should 
be invited to meetings. There are meetings to examine all of the politi-
cal ramifications of the topic to be discussed at the meeting. They 
discuss who would be offended or not offended by being included or 
not included. We, on the other hand, think of an idea and take action. 
We ask someone to get it done. If someone else is offended by not be-
ing included, we try to find something for them to do and we get that 

done too. We have more resources to ac-
commodate all these requests to be involved, 
because our resources are not tied up in 
meetings, political discussions, and endless 
ruminating about ramifications.

We have approximately 150 people writing 
articles each year. If you count people who promise to write articles, 
that number mushrooms to well over 300. Approximately 50 people are 
involved with our certifications annually. With 50 conferences, we have 
over 750 new speaking opportunities annually. No association anywhere 
near our size can touch this number. We have approximately 100 people 
involved in the speaker selection process for our 50 conferences. Ap-
proximately 100 people help with the audio conferences annually. Many 
people are involved in product development, Website content, and a 
myriad of other projects. 

In this article I talk about our very talented, experienced, intelligent 
membership and our organization’s operational culture. As I men-
tioned, we have our own problems, but in the long run we grow faster, 
do more, and have more opportunities than other organizations. To 
create more opportunity, we all can’t be involved in every decision. We 
have to be willing to take risks and make mistakes. We are better off 
because we often delegate to individuals and trust them, rather than 
delegating to committees. It’s not easy to do it the right way. In this 
article I discuss why we are the way we are, and the challenges and 
compromises associated with our approach.

Why are we the largest compliance and ethics organization in the 
world? I must admit, it is an assumption on my part, that with 6,600 
members (5,500 HCCA and 1,100 SCCE), we are the largest compli-
ance and ethics professional association in the world. It is the largest 
I have ever heard of. Nevertheless, we are very successful because we 
do things differently than others, and we have people who know this 
profession better than most.

We are where we are because we have a large number of people who 
know what they are doing. We have people who know the profession 
and where it’s going. They know what is important and what is not. 
They are not trying to push their own agenda or trying to cash in on 
the compliance/ethics surge. We also have a system that allows them to 
be effective. The system or culture we have is unlike many non-profit 
membership organizations that become bureaucratic, indecisive, and 
compromising.

Why are we where we are?

Continued on page 20
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The People

Our members, speakers, conference program 
chairs, authors, our board, and our com-
mittee members have practical knowledge 
of our profession. We have many people 
making hundreds of good decisions every 
month. Our people are practical. They get to 
the point. They know what they are doing 
because they have lived this profession. They 
are not caught up in glamorous fringe issues, 
but rather, they understand the profession 
at its core. More than anything, they know 
where this profession is going, because they 
know where this profession has been, and 
they know what is important.

Generally speaking, people are not picked to 
work on projects because of who they are, 
who they work for, what degree they have, 
or how much money they are willing to give. 
Volunteers aren’t assigned to tasks because 
they are the most vocal or most powerful. 
People are assigned to tasks because they 
know what they are doing. We have the 
courage to assign the right task to the right 
person. Because we put the right people on a 
project, we have a greater return on invest-
ment (ROI). That increased ROI gives us 
more resources to get more people involved.

This is not always easy. It’s often easier to go 
with the flow and assign tasks to people who 
insist on working on something. It often 
easier to pick the person who would be the 
most upset if they were not chosen. It is also 
a temptation of many organizations to assign 
everyone who wants to work on a task to the 
task. The world is full of people who can’t 
say no and believe more is better. Sometimes 
more isn’t better. Others accomplish tasks 
through extreme collaboration and by setting 
up a series of committees. If you work hard 
enough on anything, you can ruin it and 
waste resources. There is so much to be done 
that there is no need to be so inefficient. We 

try to think about long-term gain as opposed 
to short-term gain.

There are too many people to mention who 
exemplify the knowledge of this profession. 
Just look at the Website, magazine, or bro-
chures. Not only do people know what they 
are doing, but they come from many different 
perspectives. They represent the best of the 
best: compliance and ethics officers, consul-
tants, academics, regulators, risk managers, 
auditors, certified fraud examiners, outside 
lawyers, CEOs, vendors, etc. We have special-
ists in ethics, risk, law, compliance, hotlines, 
auditing, disclosure, education, etc. 

We now have experts from 45 different 
industries and 12 countries. Collectively, 
these people have a deep understanding of 
the profession and all its components. With 
the aforementioned diversity of thought 
and experience, we minimize group think. 
Because we have involvement from many sec-
tors of this profession, we get a balanced and 
realistic look at the practical implementation 
of compliance and ethics programs. 

Tasks are delegated to a limited number of 
experts who get input from others, but they 
are not forced to over-engineer everything to 
keep people happy. It is difficult for people 
on the fringe of our profession to keep things 
simple, because they are inexperienced and/
or lost in the details. We delegated tasks to 
volunteers who get along, are trusted, avoid 
minutia, and pick a date and finish. Some-
times a project requires attention to minutia 
or a hard-charging pit bull. It is not often, 
but we make sure we get the hard chargers, 
and we back them when the going gets tough.

Our members are experienced. People who 
know what they are doing can keep projects 
simple and too the point. People who don’t 
know what they are doing have to include 

everything they can think of in a project. 
They do that because they don’t know what’s 
really important and can’t sort the wheat from 
the chaff. Our volunteers are not theoretical. 
Our people want to get it right, but they un-
derstand the practical limitations that we have 
to deal with in the real world. Over the last 
12 years we have been very fortunate to have 
assembled some of the very best compliance 
and ethics professionals in the business.

The System

We don’t do it with a committee when a 
collaborative and knowledgeable individual 
will do. We don’t write a white paper when 
a memo will do. Authority, accountability, 
and responsibility are often delegated to an 
individual or two, and we trust them. Much 
more gets done in our system. We get a better 
result than others do. A great example of this 
is Debbie Troklus, who runs our certifica-
tion program. She has a Board, but they 
don’t meet just to meet. They don’t meet to 
think big things and tell others what to do. 
They get the right people together when they 
have a specific and a defined task. They hire 
experts to guide them, and follow their lead. 
If someone decides they know better and they 
don’t, we don’t cave in just because they are 
powerful, loud, confident, or just to keep the 
peace.

Joe Murphy shared an old saying with me 
“Don’t let perfection be the hobgoblin of 
the good.” That may apply to professional 
associations more than any other type of 
entity. Many people think that if they can 
make something a little better, it should be 
changed. Things rarely ever get done on time 
with that approach. Some things just fall by 
the wayside altogether, because people get 
frustrated and tired of the endless additional 
ideas and change. Some believe most of the 
important work on a project is accomplished 
in the first 20% of the effort. The remaining 

Why are we where we are?.  ...continued from page 19
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80% of time is spent perfecting the project, 
changing their changes, and it results in 
marginal improvement. That time could have 
been put to better use. Our people don’t add 
things on just because they can think of more 
to do. They understand the ultimate mission 
and get the task done. They then move on to 
another unaccomplished task.

We are clear of purpose. We often have a 
single task in mind when we start a project. 
In most organizations, when people get 
together to work on a specific project, they 
see all kinds of other knobs on the dashboard 
that could be turned, twisted, or tweaked. 
Our leaders keep our volunteers on track and 
focused. For example, our conference plan-
ning committee focuses on program content 
and leaves the conference management to 
the conference managers. They don’t change 
the timing of sessions just because they can 
think of another way to do it. They don’t 
worry about how to register people. Our 
leaders focus their activities within their area 
of expertise. As a result, the content of our 
meetings is second to none.

Sometimes people get involved in projects 
and inevitably see something related to the 
task at hand but outside their project scope. 
They think there is a better way to do it. 
Many organizations will go along to get 
along, even though what they are suggesting 
to change was just changed. Oftentimes there 
are many ways to do something. The varia-
tion of benefit between the choices can often 
be minimal. A change may result in a better 
outcome, but the effort to reengineer some-
thing may not outweigh the time required 
to change it. There are lost opportunity costs 
too. That time could have been spent getting 
something done that had never been done 
before. Our volunteers don’t change things 
because someone can think of another way 
to do it. Our volunteers don’t cave in to 

reinventing the wheel to keep the peace. We 
get so much more accomplished because we 
don’t change our changes, but rather, we use 
that time to accomplish new things. 

We have meetings with up to 200 speakers. 
Our main planning committee is never more 
than three people who select track chairs who 
are delegated responsibility, authority, and 
accountability for selecting speakers within 
their track. We also have specific groups 
working on specific tasks, such as certifica-
tion or the magazine. These groups perform 
a function. They don’t get together to think 
of things others could do for them. Things 
happen between meetings because they stay 
focused, develop task lists, and follow up. 

Each working group has someone in charge 
that can make sure that things are accom-
plished. We don’t delegate all the decision 
making to the group, but rather to the leader 
of the group. Unlike other organizations, 
we don’t always have to wait until the next 
meeting to make a decision or get approval. 
The leader gets feedback from the group and 
makes decisions. In other organizations, com-
mittees can’t do anything without everyone 
on board. These groups act slowly and often 
water down what ever they are working on to 
get agreement. They wait until everyone signs 
off on it; therefore, things can take forever. 
People working in our system have a greater 
chance of feeling a sense of accomplishment.

Generally speaking, we delegate to those who 
can make a decision and who can get work 
done in a reasonable amount of time. We 
delegate to those who are collaborative and 
can keep it simple. We delegate to those who 
can take direction and keep their word. We 
are not successful because of an individual 
or two. We are successful because of the 
incredibly large number of experienced and 
knowledgeable people in our organization, 

how we assign tasks, and the system we ask 
people to work within.

It is harder to do it the easier way. People 
sometimes get mad because they can’t decide 
things they want to decide, or can’t get 
involved in things they want to get involved 
in. People get mad because they can’t change 
something they want to change. It’s frustrat-
ing not to be involved in everything and 
know everything that is going on. 

However, we disappoint fewer people in the 
long run, because we get more done and the 
things get done better. Most importantly, this 
system results in growth and that means there 
are more opportunities for more people to get 
involved. It’s not always true; however, it’s true 
a materially significant amount of time. At the 
end of the year, we see the significant accom-
plishments because of our systems and people. 
The results at the end of the year more than 
make up for the compromises that are made 
along the way. It is significantly more reward-
ing than the alternative. As a result, we have an 
organization we can all be proud of. n
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