
results, and contribute to the increase in the value of the company.
Because OBM answers all their questions, employees tend to be very
receptive to this type of program. OBM can be applied in small private
businesses or in large public companies. It applies to unionized and
non-unionized businesses alike, and across the full range of industries.

Proper implementation of an OBM program starts with identifying
employees’ needs in terms of meeting corporate targets. Without a tar-
get and a plan for how employees can affect value, it is impossible for
them to evaluate their own performance. 

In conclusion then, OBM is a concept that must be driven from the
top down. OBM is not to be delegated; it is a process of continual learn-
ing, a sharing process, a long-term commitment by the employees to
the business and to their fellow employees, an attitude of management,
and a change in culture. OBM doesn’t replace strong leading manage-
ment but enhances it. 

TRANSITION ISSUES
An ESOP is organic; it will grow and change to meet the changing needs
of the company, its culture, and its employees. These changes may
come quickly or slowly— but they will come. Once the ESOP has been
put into place transition issues will arise. These issues are

• expansion of the company,

• contraction of the company,

• dilution,

• change in nature of the work force,

• liquidity event,

• repurchase liability, and 

• apathy.

Expansion of the Company
Whether it is a high tech company growing at 25 to 50 per cent per
annum or a more traditional company growing at 5 to 15 per cent per
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