
 

  
 
Shelley Smith: Welcome to another edition of The Culture Hour. My name is Shelley Smith, the 

founder of Premier Rapport and this fun podcast that I do and sometimes it's 
myself and Elizabeth Veliz and then sometimes we have wonderful guests. 
Today we have another wonderful guest. Before we get started the Culture 
Hour doesn't usually take an hour. It's usually 15 to 20 minutes so it's easy for 
you to consume. We love all the questions that we've been getting and the 
recommendation on the variety of guests and topics. So please do feel free to 
continue to send that information over to Elizabeth and myself and you can 
obviously listen to this on Stitcher and Itunes as well as YouTube so you can, 
again, consume it any way your heart desires. 

Shelley Smith: Today our guest has just gotten back from Japan. She actually goes there, I 
think, every month or every other month and I'll let her tell you about that, but 
her name is Marcelle Fowler. Actually I met Marcelle at a Disrupt HR event and 
was blown away by her content and her energy and obviously her expertise and 
I love her title. She is the President and Chief Mixologist at Job Mixology. So 
today she's going to talk about job mixology, kind of where that actually came 
from to begin with and of course we're going to talk about culture. 

Shelley Smith: So first of all, Marcelle, why don't you just tell the group a little bit more about 
who you are and give us some background over the next two or three minutes. 

Marcelle Fowler: Sure. Well, first of all thanks for having me Shelley, you know it's always a 
pleasure talking with you and I enjoy learning from you and listening to you as 
well, so thank you for this opportunity. A little bit about myself. I think at a high 
level I'm a consultant and a leadership and executive coach as well as a speaker. 
I also have a deep expertise in corporate communications as well as HR and I've 
done that over the last 25 years for a variety of Fortune 100 companies and 
within the defense industry. What I've done is I've taken that passion for, or 
actually developed I should say, over time a passion for really rotating in my job 
and learning through experiences and jumping into those areas where I don't 
have background or expertise and just saying hey, I'd love to learn. That's really 
shaped my career. 

Marcelle Fowler: I've seen that also play out in a lot of the people that I coach. So the concept of 
job mixology is really about helping people design the right on-the-job 
experiences to help their development stick, to really help fuel lasting growth 
for themselves, for their teams, and for their organizations. 

Shelley Smith: I love it. I love it. What are some of the common themes, either when you do 
the group coaching or you do the one-on-ones, what are some of the common 
themes? Like you talked about the communication piece. Is it typically around 
communication or do you find that it's something else? 

 
The Culture Hour Episode 29 with guest Marcelle ... (Completed 
02/27/19) 
Transcript by Rev.com 

Page 1 of 9 

 

https://www.rev.com/


 

  
 

Marcelle Fowler: It's definitely, and that's ... Thank you for asking. That's why I mentioned 
communication. Communications, especially when you're talking about 
development, is often a challenge because one, often between managers and 
their teams, the people that they manage, there's a lack of understanding 
around what's the real goal. Managers often assume someone wants a 
promotion and that's all they're looking, or they want their job. Eventually 
you're gunning for my job. Often that's just not the case. Often people just want 
to grow in place where they are or they may want a lateral move or they just 
want to experience something different. Another challenge is often managers 
think that it's going to take a whole lot of time. 

Marcelle Fowler: "Oh my goodness, I have to send you off to this development program," or "I 
have to give you this stretch assignment," where people often just want to, 
"Hey, I want to see what you do. I want to shadow you for a day and understand 
a little bit more about your job and I want to participate in the meetings and 
conference calls that you're on and learn from them and perhaps present at 
them or even have a download on some insights gained from them." So it 
doesn't have to take up a lot of time and it doesn't have to always be about 
promotion. So that communication is so important. 

Shelley Smith: Now I absolutely love that. I think that maybe you and I have talked about this 
offline, too, in that it doesn't have to be vertical. It most definitely can be 
horizontal. We need people to stay in their positions. We need that institutional 
knowledge and that ability to mentor new people that are coming in as well and 
you're right. So often we think it's that everybody just wants the vertical 
promotion and so many times, I would say more often than not, it's absolutely 
the horizontal piece. I love what you said, too, about the tip of just observing 
them. Can you talk a little bit more about how much time, when people say 
that, or how do you overcome when they're like, "Yeah, but the meetings that 
they want to come into, they can't come into. They're not allowed to come 
into." Can you give us a little bit more of how you can help leaders or 
supervisors be able to invite people in in those non-confidential type meetings? 

Marcelle Fowler: Sure. And that's the key. It's understanding that not every meeting is secret or 
confidential. It's really thinking about it from a perspective of succession 
planning as well as development. So who can participate as an observer or who 
can gain practice by presenting even a small piece. Sometimes it's a matter of 
hey, just let them in for a portion of the meeting even if they have to leave just 
to get exposure to the group, to get exposure to some of the conversation, and 
then maybe they have to leave. But it's still allowing them to participate in some 
portion and to contribute. Also it may be contributing in the preparation for the 
meeting and just participating in the beginning so that they understand the 
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thinking that goes into it, the strategy that goes into it, and they're able to grow 
from that perspective. 

Shelley Smith: I love that. So from an observational standpoint are there other 
recommendations that you give? So, so-and-so goes and observes, is there an 
outcome that the person that they're observing ... what does that exercise look 
like, or recommendation like for follow up? 

Marcelle Fowler: Absolutely. So my recommendation is usually after the observation, again, this 
gets back to the concept of it doesn't have to take a lot of time. Just go and have 
a conversation immediate following, so as you're walking from the meeting. "So, 
what did you get out of the meeting? What were your takeaways? What did you 
observe? How did I do?" Often managers forget, they're afraid to ask for 
feedback themselves. It can be as simple as, "How did I do? What did you think I 
should have said that maybe I didn't?" Or, "What did I say that you have 
questions about?" It's really that conversation immediately following the 
meeting. Leave a little time when you're walking from a meeting or if you're 
done with the conference call, set aside five minutes before you jump into your 
next meeting just to have a quick download. Again, that gets back to it doesn't 
have to take a lot of time to truly help grow someone's thinking. 

Shelley Smith: I love that. So what are some of the a-ha moments that you've heard people 
give to you from a testimony standpoint, or just after they've gone through it, 
that they've had ... I call it the V8 moment. Has there been some common things 
that people share when they do this? 

Marcelle Fowler: Absolutely. I think one of the biggest a-has is, "Wow, I didn't ... Leadership ... " 
And this is coming from the perspective of someone who participated in the 
meeting so I'll give you maybe both perspectives. 

Shelley Smith: Good, good. 

Marcelle Fowler: So from someone participating in a meeting may say, "Wow, I was thinking that 
they don't get us and they don't really talk about us and understand us when, in 
fact, a lot of the conversation that they had was really around how do they 
support the team and how does this impact the team, and I didn't think that 
they even talked about those kinds of things." 

Shelley Smith: Isn't that funny? 

Marcelle Fowler: Exactly. Then from the perspective of a leader it's, "This person really had some 
great ideas. This person really ... You know, I think I can bring them into more 
meetings and they can quickly contribute because they were able to speak up 
and contribute and had some great thoughts. This was a little wallflower before 
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and here they were in the meeting sharing a great idea and I didn't think they 
had it in them." 

Shelley Smith: Yeah, okay. Well good. What are some other common things that you do in your 
various workshops? Either again, one-on-one or teams outside of 
communication? What are some other common objectives and goals you help 
people through? 

Marcelle Fowler: Well, I think the biggest thing from a job mixology standpoint is I help people 
generate more ideas in terms of development options and help them to think 
more broadly around what development options may be available. You do that 
primarily in, I'd say, three different ways. So besides as we mentioned before 
just taking a look at your calendar, when I say your calendar, it's not just the 
meetings that you participate in but also who do you meet with? Who are your 
colleagues? Because maybe some of your direct reports can participate in some 
of their meetings, some of their team meetings, just to get a broader 
understanding for their vantage point in the business. 

Marcelle Fowler: It could be what volunteer events do they participate in? Because if they are 
volunteering there are natural leadership opportunities and there are natural 
skill building and competency building opportunities that maybe they're not 
realizing. You may be doing that off the job but it can apply to your growth on 
the job as well. So taking a more detailed look at your calendar for opportunities 
that are already there rather than thinking that it has to be something that you 
have to go do a training course or a development program. In that way, again, it 
doesn't take as much time. 

Marcelle Fowler: The other thing I try to help people do is don't just have the conversation 
between the two of you. Often development conversations are manager and 
direct report and, "Okay, what do you want to do," and that person may have 
some ideas, you may have a few ideas. But instead, before you get to that point, 
have that person and you have conversations with peers, with colleagues, with 
coaches or mentors. Even as a manager you can say, "Hey, if you're part of a 
professional association why don't you put it out there in your professional 
association? What are the other ideas? What are other people doing to 
develop?" Crowdsource it. Put it out on social media. "Hey guys, what have you 
done for your development, outside of training and development program, that 
has really benefited you?" 

Shelley Smith: I love that. 

Marcelle Fowler: So again, generating more ideas. 
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Marcelle Fowler: Another idea that people don't think about is the people who give feedback to 
you, and I love the concept of feed-forward. It's don't just talk about what I've 
done in the past but really what can I do moving forward? So based on what 
you've observed before what do you recommend for my growth and that's a 
ripe opportunity for new ideas. So it's rather than me saying, "Hey, you know, I 
think you could improve your communication skills. I'm done giving feedback." 

Shelley Smith: Yeah, it's too generic. Yeah. 

Marcelle Fowler: Exactly. It's okay, "What do you suggest? What can I do? How can I practice this 
skill? What have you done to build your communication skills?" So really push 
feedback providers to give suggestions on development, to help development 
be part of your ongoing conversation. 

Shelley Smith: I love that. So I think I wrote down the three that you just ... double check. So it 
was look at what's already on your calendar from scheduling and just add 
people to the conversation instead of looking to reinvent. I love the 
feed-forward thing. I know that was a third thing that you said, but the 
feed-forward, I love that idea. Then the crowdsourcing. Asking everybody else 
what are you doing, what have you done, what are you participating in? 

Marcelle Fowler: And what do you suggest? Yeah. 

Shelley Smith: A lot of it is the ownership, is obviously on the person who needs and wants and 
is desiring the development piece, but obviously having an immediate 
supervisor who supports all of that stuff and is giving some suggestions to that. I 
love those. Those are great. 

Shelley Smith: What are some things, maybe a communication activity that you've done in 
groups, that you think always kind of opens up the ideation and the juices 
flowing and the receptiveness? Is there a favorite go-to sort of icebreaker or 
something that you do that you could share? 

Marcelle Fowler: One of the things that seems to work well ... I'm sure you've participating in 
training courses where at the end of the training course the instructor may say, 
"Okay, what one thing are you going to do when you get back to the office?" 

Shelley Smith: Yeah. 

Marcelle Fowler: What I like to do instead is to say, again, crowdsourcing right there. I would love 
for you guys to share with each other what you're thinking about doing and help 
each other generate ideas so that maybe my one thing becomes, "Oh, well 
that's a good idea. Maybe I'll try that as well." 
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Shelley Smith: Yes. 

Marcelle Fowler: Then also think about who you're going to speak with. So not just the one idea, 
but also where can I generate other ideas for applying what I've learned? 
Because at the end of the day, again, development isn't about sitting [inaudible 
00:12:56] It isn't about sitting in a development program, it's about the actions 
that you take and the information that you gain and acquire and internalize to 
grow. 

Shelley Smith: I love that. That's beautiful. How would you describe the job mixology itself? 
Where did that come back and tell us a little bit more about that? 

Marcelle Fowler: Well, funny story there. In terms of the name it's as simple as asking my 22 year 
old millennial son. I told him the concept for the business and it seemed as 
though most of my coaching clients, where there focus had been was really on, 
"I'm in a role. I don't want to leave my company but I'm not satisfied. What can I 
do?" 

Shelley Smith: Yeah. 

Marcelle Fowler: And it's so often people have a place to go for career coaching but if they're just 
interested in growing where they are, either within their current role or 
company, career coaching often doesn't help as much as it might because you're 
really starting to look at okay, what's the next thing out there. 

Shelley Smith: Right. 

Marcelle Fowler: So for them in terms of how do I make the most of where I am now that became 
a challenge and so consistently working with clients to help them think more 
broadly and create more opportunities. I said, you know, I'd love to figure out a 
name but I don't want to say career because it could just be your job and I can't 
... it just ... help me figure it out? He's like, "How about job mixology?" I was like 
okay. You know, and I told him I want it to have a certain energy and it needs to 
be kind of fun and not taking yourself too seriously, not too deep and corporate 
and blah, blah, blah, and there he was and it checked all the boxes and it made 
so much sense because it really is about thinking about on-the-job experiences 
and job related experiences that help you grow, and that's important regardless 
of where you are the size company you're in or association you’re in. It's 
important for everyone. 

Shelley Smith: Absolutely, absolutely. I love that. My first company business name was called 
Pink Sky and my daughter at the time, I think she was, let's see, I don't know, 
maybe 13 or something like that, and we were having a conversation about 
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naming it in the household and she came up with this name and she told me the 
whole meaning behind it and it touched me so much. So it's amazing how our 
kids are so in-tune and so can quickly describe and so ... Anyway. 

Marcelle Fowler: Yeah, it is. Out of the mouths of babes, right? 

Shelley Smith: That's right. Which is why there needs to be more of the reversed ... I call it 
reversed mentorship. 

Marcelle Fowler: Mentoring, absolutely. 

Shelley Smith: Yeah, because the amount that you think that you've been there, done that and 
you can give, but you can get so much back when you get the feedback, which 
kind of goes back to your comment around the feed-forward, too. 

Marcelle Fowler: Absolutely. That's one of the other suggestions I give to people in terms of 
development that doesn't have to take much time, because it's also reverse 
mentoring, is two-way development. 

Shelley Smith: Yeah, yeah. 

Marcelle Fowler: Certainly if you're meeting with someone anyway, again as I mentioned before, 
the manager asking for feedback. "How did I do," after a meeting or "What 
would you have suggested?" Those things, where it's not just the one way I'm 
developing you but you're also pouring into my development as well is so 
important and it develops both people without, again, taking up much time. 

Shelley Smith: Yes, and it creates such incredible trust, too, which is the very foundation. 

Marcelle Fowler: Oh, gosh, you know. 

Shelley Smith: Well, I know that you and I could keep talking but we're going to put a wrap on 
it. Are there any final tips, quotes, favorite books, and then of course let 
everybody know how they can get in touch with you. So what are your final 
comments today? 

Marcelle Fowler: Sure. Thank you, Shelley. I would just say overall keep in mind that development 
is happening all around you, all day, in so many different opportunities and for 
yourself and for your team. So don't feel locked into training or into a 
development program as the only option. I encourage people to not think about 
just, okay, what do you want to experience or what do you want to do, but 
broaden that thinking. Thinking about practice. What do I want to practice? 
What do I want to try? How do I want to experiment? It gets back to Dan Cable. 
So when you ask what would I suggest people look at, I'd suggest looking into 
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Dan Cable's work. He's a professor out of London and he talks about the seeking 
system and how that's really about a natural, innate desire of human beings to 
understand things that they don't know and to learn more. 

Marcelle Fowler: So if we touch into those seeking systems then you really are getting into 
another area of development that maybe you're limiting yourself if you just 
think about what do I want to experience and do? You know? So touch into that, 
about 10,000 hours that Malcolm Gladwell talks about. Touch into those, you 
know, experimenting and practicing and trying because that releases the fear of 
failure and it also just encourages you to think more broadly than those things 
that doing are about, because doing is about performance. Experiencing is 
about job experience but practicing and exploring and experimenting and trying, 
that's about just doing something new. And that's really the heart of 
development. 

Shelley Smith: I love that. My goodness, that was ... I'm like let me at it. I call those different 
moments brain food, so when people, you know, because we are always 
developing and we should always strive to develop and you're right, seeking and 
we're very inquisitive and I think as adults sometimes that gets a little bit 
tapered in us and diminished for whatever reason. But if we go back to our early 
childhood years of lots of question asking and interpretation and inquisitive and 
seeking so I love that. That's a great term. 

Marcelle Fowler: Absolutely. 

Shelley Smith: What's the best way people can reach you or contact you? Is it your website? Is 
it your email? What would you like for people to reach out? 

Marcelle Fowler: Sure. So the website is jobmixology.com and it's spelled exactly as it sounds and 
you can reach me at Marcelle@jobmixology.com. 

Shelley Smith: All right. Well very good. Thank you so much for being on today and I definitely 
encourage those listening to check her out. She, again, has actually been in 
some Disrupt talks in Virginia Beach. She's also going to be a speaker at the local 
SHRM chapter on the peninsula in the Newport News area later this year as well 
so we're looking forward to that. Marcelle, safe travels as I know that you are 
abroad quite often. 

Shelley Smith: So my name, again, is Shelley Smith. Thank you so much for listening to another 
episode of The Culture Hour and remember, culture does matter and it all starts 
with people. We want to be able to strategize correctly and execute correctly 
and create the cash that we need to continue to grow, strive, and survive, but it 
starts with people. So if you're interested more in  how to impact, change, pivot 
your culture, don't forget to reach out and ask about your own culture inquiry 
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or become a culture curator through certification or join the membership. So 
until next time remember, culture matters. My name is Shelley Smith, Premier 
Rapport. 
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