Jerry Colonna:

Hello, my dear. How are you?

Angela McKenna:

I'm great. How are you?

Jerry Colonna:

Angela, | think this is the first time we're recording any podcast. Is that right?
Angela McKenna:

That's right. That's right. It's many conversations that we've had over many years.
Jerry Colonna:

Many years.

Angela McKenna:

First one that's actually going to be recorded.

Jerry Colonna:

Yeah. And the first one where we're official colleagues.

Angela McKenna:

| know, that's so great. I'm so excited.

Jerry Colonna:

It's so wonderful. Well, you know, as | said in the introduction, you've got. Well, first of
all, you're our newest coach within Reboot, which | can't tell you how proud | am to have
you join us. It's really a delight. And one of the somewhat selfish thoughts that I've had
is that I get to nerd out with you on human development and corporate, you know, in a
corporate environment, and what does it really mean? And the struggles that one has,
because, as | said in the intro, you've had a long and extensive career really helping
human beings be better in some of the most challenging environments, a work
environment.

Jerry Colonna:

So. See, you didn't realize that that's the way | perceive you.
Angela McKenna:

No, that's awesome. Thank you.

Jerry Colonna:

Yeah, thank you.



Angela McKenna:

| keep thinking about the fact that, yeah, we've. We've known each other for over 10
years, and the opportunity to now get to really work together in an environment like this
is so great.

Jerry Colonna:

It's so great. And. And | have a feeling we're going to end up recording more of these
kinds of nerdish conversations, as | call them. So. So we've got a theme, we've got a
topic, and. And it's this broadly defined notion of performance management within a
company. And my first way into the conversation is, you know, this is sort of a composite
experience, but as a coach, we're rarely asked to work with an individual who is
succeeding well and everything's going great and they just need some, you know, they
need some support in that more often than not, coaches are called in because there are
some challenges or there's some obstacles in the person's development. And
sometimes we'll come in and we'll do a 360 and we'll do this sort of performance review.
We'll take a look at how they are within the organization. And, you know, little secret,
sometimes | will just put my head in my hands and go, what happened to this kid as a
child, you know, that they're behaving this way.

And so I've got that partially as a scenario and then I've got just, I'm curious to know,
from your perspective, having worked in larger organizations for a long time and seen
lots and lots of different approaches, why is performance management so hard? Before
we even let you answer, tell me: define performance management from your
perspective.

Angela McKenna:

Well, | wear multiple hats, okay? So I've seen performance management with my HR
hat on. I've seen performance management with my individual coaching hat on. And I've
seen performance management from the perspective of the executive team as well, and
what they're trying to achieve.

At its simplest form, all performance management is a process. It's what you decide to
put in place. And there's some very important parts of that that | can talk about. But if
you go deeper, what it really is is a philosophy around what an organization believes to
be true about itself. So for example, things like what do we believe about people in this
organization? Do we believe that people are resources to be used up and spun out as,
you know, as soon as kind of they're not serving a purpose anymore? Do we have a
view that our job is to be paternalistic and to look after employees and take care of
them? And you know, over the last few years we've seen that shift so much.

You know, this idea of the age of employee engagement. And then you had COVID,
which, you know, | think companies did incredible jobs there. Then we come out of
COVID, and especially in the tech sector, everyone had over-hired, and it suddenly
became, why is everybody not performing? Let's, you know, we've got to do reductions.
And | don't think it's one or the other. | think there is an integrated place of employees
ultimately are brought into an organization to deliver value. And there's something about



being clear from the beginning with employees what that means and what that looks
like. And that doesn't mean you're gonna be spun up and spit out. And it also doesn't
mean that you join and it's a job for life. | mean, those days are gone, right? But it is, it is
about this idea of an. A more, | don't know if honesty is the right word, but a more frank
contract between a company and an employee. So | recognize I'm going a little bit off
track here because your question to me was, how do | define...

Jerry Colonna:
That's a big question.
Angela McKenna:

How do | define performance management? For me, performance management is how
does the underlying vision, objectives, goals of an organization, along with the values of
that organization, with a process combined, enable all the employees in the
organization to deliver value for both the company and for themselves. Because if
employees aren't learning, growing and they don't believe that that contract, quote
unquote with the employer is one that's one sided one way or the other, it's never going
to work.

Now | think as companies scale and get bigger, and certainly I've seen that in my years
of experience is it gets more complex as an organization gets bigger and if you're not
tethered to some really core pieces, it can very rapidly turn into, hey, just give me a
process to fix this or fix this person, fix this person, fix this organization...

Jerry:
Fix this culture.
Angela McKenna:

Exactly, fix the culture. And you know, I've seen so many different things over the years.
I've seen take the process out, put it back in again, do things like, you know, radical
candor or clear feedback with people, and then I've seen things like don't give, you
know, everything needs to be anonymized and anonymous feedback. And ultimately
none of it really ever works well because it's hard work, because it's. Well, | think it's a
number of things.

So one, | think it's about clear and transparent goals within the organization, and this is
a lot of hard work. | worked for many years at Salesforce, and | have to say | thought
Salesforce did a particularly good job at this. Not perfect, really good because the
objectives of the organization were very clear. Everything was streamed live to the
company twice a year. Everybody, everyone in the company, got to see it. Everybody
had their goals, which were transparent internally, and it was not easy, but easier for
each individual to understand what the organization was doing and to understand the
part that they played in that.



Then I've also worked for organizations where the goals are clear, but they're not
transparent to the entire organization, and each individual's goals aren't transparent to
each other. And | think that's a big piece where it starts to not work.

The other thing that | think is incredibly important is- and it's interesting because I've
spoken in the last few weeks to a number of CEOs of Al startups in the performance
management area because it's an area | love to nerd out on, and again | worry- | think
they're doing incredible work, and | worry that it's another silver bullet. It's another let's
just make it easier and let's bypass what's hard. And sometimes you just can't bypass
what's hard.

Jerry Colonna:

Well, let me jump in, and yeah, let me reflect back some of the things because | want to
make sure I'm framing it and | understand it because you've said some things that |
viscerally fundamentally agree with and some things that feel new to me.

Angela McKenna:
Right.
Jerry Colonna:

The first thing | would say is, and I've often said this to my own clients over the years,
you cannot have a performance conversation. It's unfair to have a performance
conversation. If the most senior people, if the most powerful people in the organization,
have not been clear on the definitions of success, what is it that we are striving for?

Now, there's a corollary to that, which is you can have a performance-oriented culture
that is sort of feedback, implicit if it doesn't flow all the way to the top, because that
creates a distrust within the organization.

The third thing is that | heard which, to quote our friend Brene Brown when she talks
about clarity being kindness, you know, oftentimes what | have seen is a muddiness to
the communication of objectives and goals, or to use your language, borrow from your
language, a lack of transparency around that because there may even be a fear of
conflict or a fear of stepping on toes and not, not merely as of what it can feel like, which
is, okay, you peon, you don't need to know what our goals are, but it's more of like, you
know, | don't want to ruffle the organization.

And so if you're moving towards this very human experience of, quote, performance
feedback and performance management with an objective of having, and you said this
early on, how do you treat your employees with an objective of creating the conditions
where, in my language, some of the smartest people in the world can do the best work
of their lives...

Angela McKenna:
Right.

Jerry Colonna:



In order to create those conditions, you can't insert a review process that isn't linked to
these larger objectives. You can't insert a feedback process. Okay, every two weeks
you're going to have a one-on-one with your employee and give them, quote, unquote,
feedback without having this larger conversation that is an ongoing conversation and
even a definition of success. So | just said a lot of words back to you. Does this
resonate?

Angela McKenna:

Yeah, very much. | think the best scenarios that I've seen working, the best teams, the
best cultures that I've seen working, have the following things in common. So, one, the
goals are clear, and they're not set in stone. Like, especially if you work in tech, things
are changing so quickly. So the idea is if things change, let's have a conversation about
them, let's adjust them, and let's be transparent about that. Now, the bigger you get as
an organization, you can't control that from the top. So you have to rely on really good
managers. And the experience at Salesforce, time and time again, in all the data and
the research that we did, was that the biggest determinant of someone's success and
their performance was one thing, and that was the relationship with their manager.

Now we can talk about this later, but with the whole, you know, Al era that we're moving
into, that's also going to be disrupted. And | can talk to you a little bit about views on
that. So | think that that is where I've seen it be its most successful. That's where I've
seen organizations get the most value from their employees and where I've seen
employees actually deliver and feel less afraid in that type of environment. So it is
flexible, but it's not a. It's, it's. It requires courage because there's a lot less control
mechanisms. Mechanisms in place.There's not no control mechanisms in place, but
there's a lot of discernment that's being used at the direct manager level.

On the other hand, | have seen organizations where the structure is incredibly tight and
incredibly thought-through. And what I've seen that produce, is people who manage the
process. So what do we teach the employees? We teach the employees that the most
important thing is to understand how the process works and then to manage within the
process so that you'll get the best possible outcome.

And that's done for good reasons. It's very often to de-risk the organization, but the
more structured the performance process, in my experience, the less likely you are to
truly get great innovation, bigger thinking from people. And people don't feel empowered
because they've learned, actually, not to draw outside the lines. Just don't draw outside
of the lines.

Draw inside the lines. And | see, you know, like everything in life, one is not perfect, and
the other is not totally imperfect. Both have good elements to them, but the core
fundamentals are: you have to have clear goals, they need to be transparent. You have
to skill your managers, you have to have skilled managers, and you have to have a
culture where, where it is acceptable and it's encouraged to have clear conversations.
Now, I'm also going to quote someone that we both know really well, which is Patty
McCord. And Patty, one of her key sayings is people can hear anything as long as it's
true. And | do agree with her. What | would add on top of that is, yes, if it's true, and also
if they truly know that you have personal regard for them.



If it's coming from a place of, we're having this conversation not to punish or wound you
or to make me feel better because look at you. It's actually coming from a place of, |
have genuine regard for you. So that's why it's not. That's why it's not easy, Jerry. That's
why it's not easy.

Jerry Colonna:

Can | add on onto what you, you and Patty have just said and shout out to Patty, our.
Our dear friend. | think it needs to be true. | think it needs to be mapped to that positive
regard and | think it needs to be consistent, right? Because if | see you saying
something, you who have more power than me saying something, that may be true, and
| may feel your positive regard, but if | turn around and watch you do something that
contradicts what you just said, then I'm not only not going to hear it, I'm not going to
trust you totally, even if it made me feel good in the moment.

So let me circle back because you just said some amazing things that | think are really
important. And | kind of extracted a few things out. You talked about the things that are
necessary for a successful performance management process culture, and you named
a few things that | would classify as values. There's a value of flexibility. There's a kind
of intellectual rigor. We stay focused on what our core objectives are, but we're not so
inflexible as to not respond to the world as the world starts to change, you know, there's
a new Al model out, and oh my God, you know, we've got to shift.

Another value is courage. We have to have the courage to say the things that we don't
normally want to say. You know, and | think of my infamous question, what am | not
saying that | need to say, or corollary, what's being said that I'm too afraid to hear in my
organization? It's this notion of, as we were saying before, having clear objectives,
having clear structures, but also having behind all that a set of values that start to define
it.

And then | think this other point that you made, | think, was really powerful, which is if
we over-index, this is my language, not yours, but if we over-index on the process, then
we train people to manage the process. Or, as we worry about with children in school,
we teach to the test, not to the outcome.

Angela McKenna:

Totally. Can | also say one thing about the process? Because | had a thought about that,
which is the more you lean on the process, the more | wonder how much you've given
up on the culture.

Jerry Colonna:
Oh, God bless you. Yes, say more.
Angela McKenna:

You know, because you don't, you don't either. You're you, you don't want to do the
work. And this isn't a judgment because it's hard work. Right. But the work that it would
take to shift the culture is too hard. So the path of least resistance, and the easier, the



easier of the paths is let's put some new shiny bells and whistles on the process, or let's
make the process more rigorous, or the process has got to be wrong, we need to
rethink the process. When | actually, it's not the process; it's the underlying culture
where the issue lies, or the issues lie.

Jerry Colonna:

And at the individual level, the way | think that would translate is, you know, as a coach
and as a coaching company, we've overseen thousands of 360 performance reviews.
Oftentimes, we are the outlier. We're coming into either a pre-existing process or a
non-existing process. And we're trying to create structure and form around that, around
a process. And in my early days as a coach, | think |, too, over-indexed on process and
the design of what those conversations should be. And so this whole question of
anonymized feedback versus non-anonymized feedback, and we've seen all of the
positives and negatives of those. People can use anonymized feedback as a weapon.

People can, and so what I've come to say to people who are in a process like this,
consider this a snapshot in time. Consider it as a glance in your side-view mirror in your
car to see in your blind spot. But it's only a glance, and it's a moment in time. And that
the more important thing is to hold on to what your objectives are, what is it? And so to
me the practical way that this shows up is to end a process like that with what | refer to
as a personal professional development plan.

Angela McKenna:
Totally.
Jerry Colonna:

And what | see happening, well, at an organizational level is, you know, like we're in the
process of doing this with a group now, maybe about a dozen people getting, getting
feedback simultaneously. The objective, and this takes courage as well, the objective is
to gather together those personal development plans and extract from those, not some
disconnected set of values and objectives. What does it mean to be a successful leader
in this organization? Let me put some platitudes on the board. But to have it be linked, if
you will, to the lived experience of the people. There are aspirational values, and then
there are lived values.

Angela McKenna:
Yes.
Jerry Colonna:

And have it linked together. Have it be a shared process for all those who hold power
within a group, so that what ends up coming out is a kind of living shared agreement, a
covenant, if you will, not a contract that says, this is how we are going to approach my
personal development, so that we then end up creating a culture where really smart
people do great work.

Angela McKenna:



Exactly. And that's why when you do this kind of work inside a team, that's when it's
transformational. And, you know, there's a couple of things that come up for me when
you say that. One of my favorite expressions is: transformation doesn't happen with
transaction. And that applies equally to relationships. If the relationship stays at a
transactional level. You know, | don't know how you're going to truly achieve
transformation in an organization. You might through brute force, but there'll be a lot of
casualties along the way.

And | also. Jerry, if | told you the number of executives that I've seen, talented
executives who leave organizations, they've either been let go or they've been frozen
out. And everybody knows why they're going except them. Oh, and that's just tragic. It's
just tragic. And when | was earlier in my career and a little more green and naive, you
know, | would ask questions like, well, how did this person react when they heard the
feedback about 7. And then | suddenly found out, oh, wow. I'm working from the
assumption that people are actually telling these people about their impact and their
reputation and it's not happening. And so that's why transformative work inside teams
and 360s inside teams with a goal, where people genuinely believe the goal is about the
team, not singling out individuals.

That's where I've seen it be the most powerful. And | mean, you know, you can't coach.
Someone once said to me, one of the first HR managers | ever worked with, she saw
me going around, you know, with my hair on fire, trying to help everybody. And at one
point, she kind of pulled me aside, and she was like, okay, Angela McKenna, like, stop
trying to save people who don't want to be saved. And | remember like. Like being angry
about that because, you know, | thought | could help everyone.

And and it was a good reminder that some people just either don't want to, aren't ready,
or to, you know, | didn't have the tools to be able to help them get there. And | think
that's a good reminder for anyone listening to us that is responsible for people as well.

Jerry Colonna:

| think you've said some amazing things and, and, and just to, to respond back, you
know, it made me think that maybe the acronym- and I'll say it as you would, HR...
human resources, but human relations. Because really, what we're talking about is
when that function is focused on what | would say is putting grease in the gears within
the organization so that the gears can work better, it takes that function out of the
transactional. Here's your comp package, here's your exit package, you know, here's
your health package, right. It takes it out of that and into the thing that those in power
really want, altogether allies in a process of up-leveling the performance of the entire
organization.

The last little bit | would share, you made me remember this. In my youth, decades ago,
| used to do a lot of rafting. And | remember the first time | went rafting, one of the
instructors talked about how when you get knocked out of the raft, because you will be
knocked out of the raft, don't lie in the water and flail around like a fish. Participate in
your own rescue, right? Meaning when the raft is coming towards you and someone's
sticking out an oar for you to grab onto, grab the oar, right. And so in a similar fashion, if
you're flailing within an organization or if someone is refusing to participate in their own



rescue, no matter how much how... skilled a coach you give them, or how many
performance reviews you give them, or how many training programs you offer them,
they are still going to flail like a fish in the water. And, and blame the organization for
that.

Angela McKenna:

For sure. Yes, | think that's true. | think two things. So, one, | think many organizations
are guilty or complicit in.

Jerry Colonna:
That's our favorite word.
Angela McKenna:

| mean, | know. So the number, well, the number of senior execs that I've worked with in
the last five years who will say, why are our employees so entitled? Why are employees
so entitled? And that used to really, like, make me upset, honestly, because | would
know so many people who were working like crazy, and it felt like, like, you don't really
know what's going on in the organization. And at the same time, | do believe that
organizations are responsible and have been responsible for some of the outcomes,
you know, all of which were well-intended through COVID. And you know, you know,
how many, well, certainly in my line of work, how many execs will say, oh, you know,
Gen Z, they don't want to do this and don't want. And it was the same when millennials
came into the workforce. They don't want to do this and they don't want to do that. And
it's like, didn't we have this conversation about millennials like 10 years ago? And |, |
think it's, it's easy, it's lazy, it's easy, it's lazy to say things like that. It's what did we
communicate and say in our agreed or implied contract with those employees? That
now we've changed our mind overnight.

And | feel that there is an opportunity for bigger, longer-tenured organizations to explore
their own role in how they got to that point with their employees, whatever their belief
about how big or small that is. | also think for scale-up and startup companies, there's a
massive opportunity now because there's so much disruption that the ability to be
distinct now about what your culture is, what your approach to performance is, and what
your honest and clear contract with your employees is. And that, you know, in an ideal
world, my view of the world, is that you're employed to come and add value to the
organization. Here's what that looks like from both sides. It's, we're both responsible for
that.

And | think there's so many talented people out there that are so cynical and jaded with
what they've been through over the last few years and with the layoffs that are going on,
that some companies are really going to emerge here from a huge opportunity because
you know, this humans are searching for and longing for a place where they belong,
where they can bring their talents to work and really make an impact. And sure, so
many of us will go and work in the gig economy, and you know, we'll have all this, that,
and you know, that's all true as well. But there's a real opportunity at the minute, and |



really think that for a smaller organization who are just branching out at this point, it's
huge. It's a huge opportunity.

Jerry Colonna:

Yeah, | completely agree. And again, to build on the language of this, it's a huge
opportunity for individual growth. It's a huge opportunity for a distinctive kind of
leadership and language that | have used that might expand upon this. When | hear the
complaints about entitled employment, entitled employees, | get curious about what |
refer to as infantilization.

Angela McKenna:
Totally.
Jerry Colonna:

So when | treat incoming employees, in effect, as infantilized extensions of those who
hold power, and then when they act in a way that comes across as entitled, | see cause
and effect. You know, you mentioned Patty. Before Patty and | first met, we did a talk
together. We're on a panel at South by Southwest. | don't know how many years ago,
maybe 17 years ago. And we were coming at the question of how...Why do employees
fail when they get hired? And, you know, Patty's harder than | am. | can be really kind of
soft and all of this stuff.

Oh, the Zen Buddhist kind of guy, even though I'm from Brooklyn. But we both arrived at
the same point, which was if you have employees who. If you hire a new employee and
they fail and you're not taking a look at your internal process about how that person
came in, if you're not looking at the hiring manager and saying, okay, what. In what
ways could you have done things differently? Then you're just bound to repeat the same
error. And one of the things that people do is they will infantilize. They will ask for a
certain level of performance without holding clear accountability. So what do | mean by
that?

Oftentimes, | will say to a client, okay, so you've given this feedback. The last statement
that you should be making is you look at that employee and you say to that employee,
are we clear where your growth edge is? Yes, we're clear. Now, if you do not hit these
growth markers in 60, 90, or 120 days, what should happen to you?

Angela McKenna:
Right.
Jerry Colonna:

Right. And in that moment, you're sending a signal, which is yours. I've been clear.
We've defined what success looks like. We've come to an agreement on what your work
is to do. Your obligation is to ask me for resources when you are not getting those
resources to hit the mark. Now, your obligation in this contract, in this covenant, is to
deliver.



Angela McKenna:

Well, that's the ideal state. And | always talk to different, you know, colleagues and. And
people that I've known about the idea of capability and conditions. And for some people,
it's like this huge kind of relief because, you know, they've...and many times they've
been hired in, in the biggest jobs of their life, and. and they have the capability to
deliver. But it's also about, what are the conditions that I'm operating in? | might add a
third C, which is clarity, which you just talked about, conditions and capability. What |
think both organizations and individuals spend the least time exploring, especially
organizations, are the conditions.

Because that's harder, it's harder for the organization to look at what are the underlying
conditions...it's exactly what you said it's like and what Patty said like if multiple
employees are failing, you know, | mean, so many organizations, someone leaves in the
first year, it's not the employee, that's the organization.

Jerry Colonna:
Right.
Angela McKenna:

Is there enough curiosity within that organization to actually truly look at what are the
conditions that you operate in?

Now, any executive that I've worked with, it's like you bring your, your greatness here,
but you also have to be clever about adapting to the conditions that you're in because
it's not going to be like X, Y, Z or the company that you worked at. And some people
can't do that. They can’t adapt to the water they now swim in. To use your analogy,
they're flailing around at the same time. | think for many organizations it's too hard, it's
too hard, it's too difficult. Executives are held to account for short term. And this idea of
let's go deeper, let's go beyond the transaction and look at what the conditions are. And
we can bring all the professional services companies in, they can come up with all the
most amazing structures and models and change processes. But you and | know, and
anyone that's listening to this will know as well, that's not where it falls down. It falls
down when it comes to this. How will the humans inside this big system react to this
change? And that's about getting curious about the conditions that you have in the
organization.

Jerry Colonna:

The conditions that are stated and known, and the conditions that are implicit and not
discussed. And to me, the leverage point there is always going to be those who hold the
most power, whether it's at the team level or at the division level, or at the
company-wide level. Because if those who hold the power are not willing to do, to use
my overused term, radical self-inquiry, if they're not willing to look at their contribution to
those conditions, spoken and unspoken, then the capacity to change those conditions,
or even the ability to communicate what the conditions are here at this company, these
are our expectations, right? A simple pragmatic expectation at this company. Our
expectation is if the CEO sends you an email at 7 o' clock in the morning on Saturday,



the expectation is that you will reply that day. Now you can argue if that's a good or fair
expectation or not. But if | then, | am taught that and then take that job and fail to adapt
to those conditions of that company, then where is the breakdown? But too often, what |
see is people don't name conditions like that. They don't name what the expectations
are. And many of the people who leave a company, not because they've chosen to
leave, but because they failed, have failed to interpret what those conditions are and
don't know how to adapt themselves to working within that environment. And to me,
that's a failure of leadership.

Angela McKenna:

And there hasn't been enough courage to actually tell them.
Jerry Colonna:

Yeah.

Angela McKenna:

Which goes back to my point of how many executives I've seen over the years leaving
companies, and everyone knows why they're going except them.

Jerry Colonna:

Right.

Angela McKenna:

And it. That's just sad. What a waste for everybody. Yeah.
Jerry Colonna:

Well, Angela McKenna, | think that this has been an extraordinary conversation. You
know, as | said at the start, nerding out with you is such a delight. | have a feeling we're
going to do this more frequently. And I'm really grateful for you bringing your wisdom
and your experience and your perspective and your humor not only to reboot, but to
really, really clients all over. I'm so excited for you in this sort of next chapter of Angela
McKenna-nness.

Angela McKenna:

Oh, thank you. Thank you. One, one thing that's coming up for me is I'm recognizing we
went really broad and really big. And | also am incredibly hopeful. I'm incredibly hopeful
about what will emerge from this stage and what will emerge for employees and
organizations next, because | do think people are truly longing for something deeper, for
something more meaningful. And | think that just presents so many opportunities, both
for employees, for entrepreneurs, you know, for those who already are scaling their
companies. There's, there's a lot to be sad about, but there's a lot to be hopeful about at
the same time.

Jerry Colonna:



Amen. Amen. You know, you. Thank you for bringing that last bit in that. | think that's
really critical. You know, | was just before we got on this recording, | was getting a text
message from a client who was talking about the realization that every CEO he knows
at an early stage startup is just super anxious right now, both whether or not they're in
the Al space and who's not at this point.

Angela McKenna:
Right.
Jerry Colonna:

And there's, there's this pervasive sense of anxiety about the world. There's wars,
there's division, there's anger, there's, you know, what does Al mean to be human in this
world?

Angela McKenna:

And can |, can | also add the form, the performative energy that's going on around Al at
the moment as well, which is, everyone is in a kind of a frenzy, and that's
understandable, but it's amplified inside organizations by this kind of comparative
performances that are going on. And again, we go back to what are the conditions in the
organization that allow that to happen. But anyway, sorry, | interjected.

Jerry Colonna:

Well, that's that's for Conversation, part two.

Angela McKenna:

Right.

Jerry Colonna:

We'll pick it up with that. Thank you so much for being on the show.
Angela McKenna:

Oh, thanks. Thank you for the conversation, Jerry. And thanks for. Yeah. Thanks for the
time and for the opportunity to chat with you.

Jerry Colonna:

You got it, my dear.



