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H eard about mindfulness? It is simply 
being fully in the moment. How many of us can 
do that? Our busy schedules throw our life out 
of gear most of the times and we get less time 
to focus on ourselves. Here comes the impor-
tance of mindfulness training. We actually have 
the power to make our thoughts less cluttered 
and remain emotionally balanced. Mindfulness 
makes us more productive, focused, creative 
and helps in cutting down stress and anxiety. 
Can mindfulness impact us as we engage in a 
leadership capacity?

From being a millionaire to monk to a Mind-
fulness expert, Pandit Dasa had an eventful 
journey. We had the honor of having him as 
a keynote speaker at our Leadership event, 
LEAD 2017, recently. He discussed some of 
the components of mindful leadership, which 
is very important in today’s world. Check out 
our cover article to know more about mindful-
ness and how it can help you reach your full 
potential as a leader.

Starting from this issue of Leadership Excel-
lence, interviews of top winners of the LEAD 
Awards 2017 will be published. The winners 
share details of their award winning programs 
and plans ahead. Get inspired by reading their 
success stories.

Also included in this edition are a handful 
of educational articles on leadership. Carletta 
Clyatt’s article Life As A Cat Herder: Leader-
ship vs. Management discusses in depth about 
the differences between a leader and a manager. 

According to her, Leadership and management 
are often presented as being in conflict, two 
positions with different outlooks and goals for 
the future. Being able to examine each separately 
and evaluate what they bring to the big picture 
is important. But so is being able to see how 
leadership and management traits blend. On 
the same lines, Mark Oliver’s article Leader 
Or Manager? also talks about the differenc-
es between leadership and management, but 
stresses on the fact that leadership has a greater 
impact than management.

Like SCUBA divers, it is important for those 
in leadership and decision-making positions to 
decompress, to have regular intervals of quiet 
time, reflection time, thinking time. John R 
Childress in his article SCUBA Diving, Stress 
And Leadership Effectiveness talks about the 
absolute need for leadership decompression.

Data is quickly becoming one of the most crit-
ical business assets. The challenge most leaders 
face at this point is monetizing their ocean of 
data. Read Andrew Wells and Kathy Chiang’s 
article Monetize Your Data to understand five 
key steps leaders should take to monetize their 
company’s data assets.

Apart from these articles, we also have a few 
more informative write-ups on various leader-
ship topics. We hope you enjoy reading this 
issue. 

Happy Reading!

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials

Have a say ?
Write to the Editor.
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By Pandit Dasa – LEAD 2017 Speaker

Mindfulness can help you reach your full potential as a leader

The Superpower Of Mindfulness

our mind is very much like a traffic jam. When the traffic jam 
is cleared, it allows free flow. We actually have the power to make 
our thoughts less cluttered and remain emotionally balanced - that 
is what is called mindfulness training. Mindfulness makes us more 
productive, focused, creative and helps in cutting down stress and 
anxiety. Can mindfulness impact us as we engage in a leadership 
capacity? Yes, says Pandit Dasa.

From being a millionaire to monk to a Mindfulness expert, Pandit 
Dasa had an eventful journey. We had the honor of having him as a 
keynote speaker at our Leadership event, LEAD 2017, recently. His 
presentation encouraged the audience to reflect on how they can 
become better leaders in whatever leadership role they are in, whether 
personal or professional. According to him, a mindful leader is one 
who is able to provide constructive feedback that is balanced with a 
healthy dose of appreciation. Want to know some of the components 
of mindful leadership? Listen to his inspiring speech below.

If it looks like an event you want to be a part of, save the dates 
for LEAD2018; hosted at Salt Lake City, Utah on February 7-8, 
2018.  Click here to stay up to date on the conference! LE
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Pandit Dasa is an inspirational speaker, meditation teacher, and well-being 
expert. He has conducted stress management and mindfulness medita-
tion workshops at Google, JPMorgan Chase, Bank of America, Citi, Intel, 
Novartis, Columbia, and many other institutions. He has also spoken at 
the World Government Summit in Dubai, the national SHRM convention 
and the WorkHuman conference. Through these workshops and practices 
of mindfulness, Pandit helps individuals lower stress and anxiety, increase 
focus and productivity, and develop positive perspectives on challenging 
situations. Pandit has spoken at a TEDx conference and has been featured 
in the Wall Street Journal, PBS, NPR, The New York Times, and writes for 
The Huffington Post.  In his book, Urban Monk, Pandit writes about the 
turning point in his life that came after his family lost their multimillion-
dollar business, which ultimately led him to living as a monk for 15 years in 
New York City. He uses his training and experiences to help corporate and 
student audiences manage stress and develop a work-life balance.
Visit www.panditdasa.com

Would you like to comment?

Video

COVER ARtiClE
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https://youtu.be/XnUCn777h8Q
http://www.leadershipexcellenceanddevelopment.com/


As an HR leader, you understand the challenges that hiring 
the right talent for your organization involves. To minimize these 
challenges, it pays to have a well-planned approach to succession 
planning to manage ongoing changes in the workforce—especially 
the unexpected ones.

To help your HR organization keep pace in this dynamic hiring 
environment, consider these seven statistics around succession plan-
ning and training, and the questions they evoke.  

1. Almost nine out of 10 executives see leadership issues as their 
highest priority.1

It’s up to senior managers and HR leaders to help their organization 
navigate change. How prepared are you? Do you invest in training 
and adequately develop your talent? Have you already identified the 
top prospective talent in your organization you plan to nurture and 
develop? Have you established a contingency plan in the event a 
respected leader suddenly leaves?

2. only 14 percent of companies describe themselves as “strong” 
in succession planning throughout the business.2

With a strategic approach, you can turn succession planning into 
a competitive edge. To develop a strong succession planning strategy, 
keep these questions in mind: Have you identified your areas of oppor-
tunity? Where can you make the biggest impact, quickly? Are all parts 
of the succession plan at risk? What parts of your plan are strongest? 
Are certain departments in your organization better equipped than 
others? What makes them different?

3. only 60 percent of leaders show commercial acumen and busi-
ness judgment.3

Effective leadership is paramount to business growth, but not 
every leader has the same skills and training. Evaluate your leadership 
development process to determine where you stand. How does your 
organization cultivate leadership skills? Is there a disconnect between 
how executives and top management see the organization’s business 
model in comparison to recognized industry leaders? 

4. only 48 percent of leaders drive change and innovation.4

Nearly half of your competitors are unsuccessful in their attempts 
to develop strong leaders who understand where your industry is 
headed. What does the percentage look like in your organization? 
Which leaders are responsible for driving innovation? How successful 
are they? Do leaders drive change at all levels in your organization? 
What steps can you take to bring this into balance?

5. 70 percent of CEos are concerned about the number of issues 
that are now mission-critical, and where they have little personal 
experience.5

Digital disruption drives organizations to adopt new technologies 
and skills, yet many still lag behind. What are your CEO’s strengths
and weaknesses? Do you have strong leaders in areas where your CEO 
has less exposure? What is your plan for educating your CEO in 
needed areas that will keep your organization ahead of competitors?

6. The working age (18 – 64 years) will stay virtually flat over the 
next 10 – 15 years.6

While some labor markets are predicted to remain tight, others 
will develop shortages. How will your organization be effected? Are 
you diverse in age, experience and leadership? What skills can your 
younger workers teach your older workers—and vice versa?

7. talent acquisition spending by U.s. companies increased seven 
percent in 2014 to nearly $4,000 per hire.7

A tight labor market makes it more important than ever to build a 
strong internal pipeline for talent acquisition and development.  But 
in today’s marketplace, you must invest wisely. How much does your 
organization spend on each hire? Where can you afford to spend more? 
Can you reduce costs by improving your processes or technology?

Seeking a better way to manage your succession strategy and properly 
address all of these questions? Forbes Insights can help. Check out this 
“Succession Planning” executive brief to get tips and best practices for 
defining, attracting, and developing the right talent. LE

Notes
1 Global Human Capital Trends 2016, Deloitte University Press
 2 Ibid
3 “High-Impact Leadership: The New Leadership Maturity Model,” WhatWorks Brief, Bersin, Deloitte, 

October 2016
 4 Ibid
5 2016 Global CEO Outlook” survey, Forbes Insights and KPMG
6 The Conference Board, 2016 
7 Benchmarking Talent Acquisition: Increasing Spend, Cost per Hire, and Time to Fill, Bersin by 

Deloitte, April 2015

Consider these statistics as you plan for the future

By Danielle Sohn

Seven Reasons To Take Succession 
Planning Seriously

Danielle sohn is a Senior Digital Strategist at Oracle Human Capital Manage-
ment. With more than 10 years of experience helping companies make the most 
of their resources, she’s passionate about improving processes and increasing 
organizational efficiencies.
Connect Danielle sohn 
Visit http://go.oracle.com/hcm

Would you like to comment? 
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Running a successful business team is a lot like herding cats. You 
need a plan for how to get it done, and you need to know what you 
will be doing with all those cats! You don’t want to get them all in 
one place and then wonder, “What now?” 

Before the fur flies, you need to have a good idea of what your 
leadership style is.  According to the Omnia Group, a behavioral as-
sessment firm, there are 17 different styles, and each of them motivate 
in different ways. You can’t make your team work as a unit if you 
don’t understand who you naturally are as a leader. Are you more of 
a “lead from the trenches” type, waving a squeaky toy in front of the 
furry hordes, or a “big picture” person who manages from the back 
with a laser pointer? Are you more empathetic or more logical? Do 
you seek to build consensus or require a more structured system for 
getting things done?  

Knowing who you are as a leader will help you be a cat whisperer, 
able to set goals effectively and motivate your team to work toward 
those goals. That, in turn, will increase your brand recognition and 
make your business more successful.

Now that you have the attention of all those cats and are communi-
cating well with them, how do you keep them together long enough 
to finish the job without losing focus and wandering off?  

Maybe some in your pride are assertive and want to explore the 
outdoors with little assistance, while others are happier sitting on a 
windowsill providing support. Perhaps others will need guidance 
using the scratching post because they are so focused on perfection. 
Still more may be inclined to make great leaps, knowing that if they 
fail they can shake it off and try again. 

This is all about your management style: not only being able to apply 
what you know about yourself as a leader, but also your knowledge of 

the people on your team. Getting them to work together efficiently 
and harmoniously may sometimes seem like you’re trying to keep 
the cats off the counter. But once you understand who they are and 
what motivates them (Is it treats? Do they need constant challenges 
to keep them from getting bored?) and are able to identify the right 
approach, it becomes a lot easier.

Understanding how to guide each employee separately as well as 
help them acclimate to your culture and positively interact with each 
other can make or break your success.

Leadership and management are often presented as being in con-
flict, two positions with different outlooks and goals for the future. 
“Leaders have followers” and “managers have subordinates,” are the 
classic lines of division. But these lines don’t really fit into today’s 
business culture where the roles are now intermingled. Being able to 
examine each separately and evaluate what they bring to the big picture 
is important, of course. But so is being able to see how leadership 
and management traits blend, so you can use both to become better 
at herding your own particular group of cats.

Leadership and management aren’t scratching and clawing at each 
other for survival. They are essential pieces that are needed for success. 
Leadership is about having the ability to influence while manage-
ment oversees the operations and processes. You need them both, 
and those roles need each other to become the best that they can be. 
You can have processes in place, but if the people aren’t motivated 
it doesn’t matter. Conversely, you can have motivated people ready 
and eager to work, but if there is no clear direction nothing will get 
accomplished. Leadership and management are locked together, in 
purpose and intent.

It doesn’t matter if you are literally herding cats or if it just feels like 
it some days: self-awareness is key for leadership and management. 
Understanding and utilizing the aspects of who you are as both a 
manager and a leader will make you more efficient in all your roles. 
It helps you understand what you need from your team and helps 
you know what your team will need from you and one another. LE

Life As A Cat Herder: Leadership 
vs. Management
The differences and how to be good at both

By Carletta Clyatt 

FEAtURE

Carletta Clyatt, SVP at The Omnia Group, brings personality and over 15 years 
of business-to-business consulting experience to help companies effectively select, 
manage and engage their biggest asset - people.  She understands that the more 
you invest in their success, the more you get back. Carletta is a frequent speaker 
at corporate meetings, associations and conventions. Before joining The Omnia 
Group in 2000, Carletta ran her own business for ten years and already had 
extensive field sales experience. She holds a BS Degree in Social Work from the 
University of South Florida and a certification on Negotiation for Senior Execu-
tives from Harvard Law School. Using her leadership and sales experience, she is 
dedicated to working with companies to hire right, decrease turnover, increase 
profitability and manage more effectively. She is continually seeking out new 
and innovative tools to help drive your business forward.
Connect Carletta Clyatt

Would you like to comment? 
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Shannon A. Hanson

Organization: FIU Center for Leadership
Program: Miami-Dade County Public Schools 
(M-DCPS) Leadership Development Program
Program Director: Dr. Mayra Beers
Contact: Shannon A. Hanson, FIU Center for 
Leadership
Email: hansons@fiu.edu
Call: 305-348-5323
Visit: Lead.fiu.edu

#AWorldInspired          LEAD2017 

2017

What is the overall objective of your program?
The overall objective of this program is to collaborate with Miami-Dade County 

Public Schools’ (M-DCPS) educational leaders by assisting participants in developing 
facilitative leadership skills to enhance positive student outcomes. The program focuses 
on fostering leadership development through two-primary mechanisms: enhanced 
self-insight and a focus on developable leadership skills and behaviors.

Who do you impact with your program?
The target audience for this program is the thousands of educational leaders who 

lead schools in Miami-Dade County Public Schools, the nation’s fourth largest school 
system.

What are the lessons you’ve learned this year from facilitating your program?
Lessons learned from facilitating the program reinforce our findings that the im-

portance of leadership training for educational leaders may be underestimated and 
there is a need to expand leadership development training to include new content on 
intricacies of developing self-insight and developable leadership skills. Educational 
leadership programs generally provide training in the key technical skills needed by 
school administrators. Based on our Competency Builder paradigm, The Center’s 
educational programs are developed to complement that training with a focus on 
essential leadership skills that will further assist educational leaders in becoming more 
effective change agents in their schools. 

How do you measure the return on investment and success of the program?
There are two main ways that we measure the success and return on investment of 

this program. First, through the use of participant evaluations during the program 
we are able to gauge what participants find meaningful and had the most impact. 
Since inception, this program has received overwhelming high evaluation scores from 
participants. Over time evaluations have ranged from 4.8 to 5.0, on a 5-point scale. 
For the last year, evaluations remained high rating the year-long program at 4.95. 

Developing Facilitative 
Leadership Skills
Our editorial team interviewed Shannon 
A. Hanson from FIU Center for 
Leadership at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.

Custom Content Programming with an Emphasis on 
Leadership and Organizational Behavior

Leadership Excellence Rank

1

9

C U S TO M  C O N T E N T
P R O G R A M M I N G -

C O N T I N U I N G  E D U C AT I O N
P R O G R A M  W I T H  E M P H A S I S

O N  L E A D E R S H I P /
O R G A N I Z AT I O N A L

D E V E L O P M E N T

Video

mailto:hansons@fiu.edu
https://youtu.be/xMaRi5WzdLs
https://youtu.be/UeJAdOVStL8
http://www.sju.edu/
https://youtu.be/_YPZcZWG7dg


We also measure the success of the program through the expansion 
of programs with M-DCPS. The success of this program has led to an 
exponential expansion of The Center’s collaboration with M-DCPS 
in leadership development strategies. Since inception in 2010, this 
program has trained 210 principal-alumni and now serves as the 
hub for ancillary programs for aspiring leaders, principal-mentors, 
teacher-leaders, and other administrators. These ancillary programs 
have trained an additional 260 educational leaders. This year alone, 
The Center will graduate more than 110 M-DCPS administrators 
from Center programs.

What lies ahead for the program and how it will continue to 
succeed?

The M-DCPS Leadership Development Program has achieved re-
markable resonance and applicability across all levels of public schools 
in Miami-Dade County. We have observed a powerful cascading effect 
that is reaching and rooting deep into the public school system pro-
viding yet another tool for impacting positive student outcomes for 
the long-term. We look forward to reaching out even more broadly 
across the system and expanding this work to other school systems 
to further positively impact students, teachers, and administrators.

2017
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The Women  
Leaders Program

Designed with high-potential women 
leaders in mind: Senior Managers, 
Directors, and Executives with 
recently expanded responsibility. 
This program integrates pre-program 
feedback to assess individuals’ 
personal strengths. Interactive 
lectures, experiential training, 
executive coaching opportunities 
and self-reflection exercises will help 
to develop a personal action plan.

Dr. Nathan J. Hiller 
Academic Director  

Center for Leadership, FIU

Apply 
Now!

March 26-29, 2017 

The Senior Executive 
Leaders Program 

Designed to maximize the leadership 
capacity of new C-suite Executives, 
Senior Vice Presidents, and other 
leaders with significant and broad 
responsibilities. Along with a 
focus on enhanced self-insight, 
program sessions address strategic 
positioning, cultural and structural 
change, maximizing influence,  
and creating a tailored system for 
driving innovation.

For greater program details please visit:  
lead.fiu.edu/programs or call 305-348-lead  
to speak with a member of our team.

Center for
Leadership

 for 
Executive Leadership Development 
 by Leadership Excellence and HR.com
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What is the overall objective of your program?
The Executive Leadership Academy-UI (ELA) is a comprehensive program that 

develops and enhances leadership core competencies essential for effective, agile, and 
innovative leadership.  The goals of this program include:
•	 Strengthening our diverse culture by building networks to increase cross-

institutional collaboration and retention
•	 Expanding participants’ leadership knowledge and skills for today’s changing 

higher education and research environments
•	 Increasing knowledge and impact in leading agile administrative, operational, 

and project teams
•	 Building strong organizational sustainability 
•	 Increase leader commitment to strategic and innovative culture
The ELA is an opportunity for our participants to enhance their skill base and 

get ready to take the next steps in their careers; and for departments to build strong 
strategic leaders ready to step up to face tomorrow’s challenges.

Who do you impact with your program?
The ELA target audience includes mid to senior level university staff and faculty 

with strategic and operational leadership responsibilities. 

What are the lessons you’ve learned this year from facilitating your program?
The biggest lesson we’ve learned is to encourage our participants to lead.  

How do you measure the return on investment and success of the program?
Return on investment is measured with impact and productivity surveys for the 

participants. Project ROI is based on impact of project (estimate of financial costs), 
assessed by project sponsor, and the level of effort of project team members. 

What lies ahead for the program and how it will continue to succeed?
We continue to learn and expand the program with each new cohort. Currently, 

we are expanding the program to include our regent-sister institutions in order to 
broaden our participants learning network.  Additional strategic long-term goals for 
the program include adding a second yearly cohort that will be available to senior 
HR professions throughout Iowa and seeking accreditation to transform the program 
into a certificate program for our higher education staff. 

Enhancing Leadership
Competencies
Our editorial team interviewed Kathryn 
Schwarm-Benson from The University 
of Iowa at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.
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the performance model of our organizations is dramatically 
changing. In our VUCA world, the recipe for sustainable business 
performance is ‘LEARNING & INNOVATION’.  Not only process, 
product or service innovation, but also innovation of the organizational 
architecture, job design & collaborative processes, including leadership.

Most organizations today are shaped by choices that have been made 
in the past and in quite different circumstances: industrial production, 
a poorly educated workforce, relatively easy to defend home markets, 
gradual technological changes, no internet & social media, an identifi-
able investor with an industrial plan, seemingly unlimited prospects for 
growth, etc. That has led to vertical, mechanistic organizations, build 
around bureaucratic and scientific management principles such as: 
specialization, task attribution, a split between ‘thinkers’ and ‘doers’, 
a lot or rules, instructions, best practices, etc.

But the performance model has drastically changed.  It is no longer 
about being good at something and then trying to produce faultless, 
cheap, standard products with a large and stable market share.  It’s 
no longer about copying the recipes of the past.  It’s now about in-
vention, disruption, agility, innovation, creativity, learning, capacity 
to change, … it’s about reinventing us as organizations… and then 
this traditional, mechanistic organization ‘lay-out’ is doomed to fail.  
Already today, many organizations are trying to ‘shift’ into the direc-
tion of an organic, learning organization1 that produces the culture 
and behaviors you need for change, learning and innovation, enabling 
you to find new answers for old and new issues at hand.

One crucial element in the organizational architecture towards in-

novation, change and creativity is the Leadership paradigm applied 
in the organization.  The traditional paradigm, that is still in place in 
most organizations is a hierarchic, positional leadership where the roles 
to decide, command, control and communicate are concentrated in 
‘positions’ attributed to individuals and implying at least some sort of 
‘power distance’ with people who execute their decisions. And even if 
over the years, it has become ‘common managerial sense’ to involve 

and empower others, the decision to do that or not and very often 
also the ‘final call’ remains with ‘the boss’.  

The problem with that paradigm is that it is slow, that it disengages 
large populations in the organization, that it underuses the expertise 
available in the organization and ultimately that it is not capable of 
taking the right decisions timely nor to produce very creative solutions.

In their Cynefin framework2, Snowden & Boone show how com-
plexity changes the leadership mechanism in organizations. 

“… in a complex situation, where there are so many variables 
simultaneously influencing each other that it’s impossible to know 
what the impact of decisions and actions will be until after the fact, 
the gather data‐analyze‐problem‐solve‐ implement change approach 
doesn’t work very well.  (…) by supporting an illusion that all that’s 
needed to make the right decision is the right data and smart people3”.  

In a VUCA world, positional leadership, based on command & 

control principles no longer seems to work.
Relatively recently4 an alternative leadership paradigm emerged, 

and was mainly implemented and researched in schools5: DistributeD 
LeaDership. Although not many corporations actively experimented 
with this concept, it seems to fit a lot better with the challenges 
for change, agility, learning and innovation most organizations are 
confronted with.

“This approach argues for a more systemic perspective, whereby 
leadership responsibility is dissociated from formal organizational roles, 
and the action and influence of people at all levels is recognized as 
integral to the overall direction and functioning of the organization6”

The main elements of the distributed leadership concept are:
•	 It is a ‘system feature’ and not the role, quality or power of an 

individual person or position
•	 The mandate for taking leadership and initiative is linked to 

the expertise
•	 It is distributed over all ‘participants / stakeholders’ in the 

organization
•	 Knowledge, insight and judgement is the result of ‘co-creation’ 

and the one who takes the initiative is invited to bring all the relevant 

Distributed Leadership
A powerful engine for organizational performance

By Clement Leemans
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parties together in order to ‘lead’ the initiative further.  In that sense, 
it is a truly ‘dialogic’ concept

It’s not an ideological choice, simply built on ‘democratic principles’, 
but it is a trigger for adaptability, innovation, speed, new knowledge, 
shared ambition and energy, and a condition for sustainable perfor-
mance and development.

The impact of distributed leadership is:
•	 A better use of ‘professionals’ who are now at liberty to act when 

and how they see fit 
•	 Co-ownership and responsibility of all into the organization 
•	 Improved speed of decision, support and action in line with 

the ‘shared ambition’
•	 Savings.  Control is a very expensive burden and creates a lot 

of counterproductive effects
•	 More opportunities for professionals to ‘craft their own job 

and role’ in the organization, thus creating meaningful work and 
reducing stress
•	 TRUST that creates the cultural soil for challenge, feedback 

and therefore creativity and innovation
What could Distributed Leadership Look Like?

Richard Boldon listed several ways distribution of leadership can 
be perceived.  We only list a few very different ways of organizing 
distribution:  
•	 Spontaneous collaboration: where groups of individuals with 

differing skills, knowledge and/or capabilities come together to com-
plete a particular task/project and then disband (Gronn)
•	 Pragmatic distribution: where leadership roles and responsibili-

ties are negotiated and divided between different actors (MacBeath)
•	 Strategic distribution: where new people, with particular 

skills, knowledge and/or access to resources are brought in to meet a 
particular leadership need (MacBeath)
•	 Collaborated distribution: where two or more individuals 

work together in time and place to execute the same leadership 
routine (Spillane)

Depending on what variant of distributed leadership you want to 
practice in your organization, it might well be compatible with formal 
leadership roles.  Only their ‘function’ will no longer be ‘command 
and control’ but they will rather focus on facilitating the distribution 
of leadership & dialogue in the organization, on coaching people and 
on enabling them to take that step, etc.

Distributed Leadership
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What are Conditions to Make this Work?
•	 You need to build a ‘shared purpose’ for the organization in 

co-creation with all the stakeholders.  That is the alternative for ‘top 
down guidelines’ and should enable all professionals to take their 
decision autonomously (and in concertation with other professionals) 
without losing coherence and alignment in the organization.
•	 Create an open and collaborative culture, where challenge and 

diversity are welcomed and at the same time people feel a strong sense 
of belonging and an ‘Ethic of contribution’7
•	 Develop all kinds of dialogic practices where people develop 

meaning and knowledge in collaborative relationships (communities 
of practice, large group interventions, networking etc…)
•	 Develop strong internal customer-supplier relationships where 

people contract on their ‘mutual contributions’ and are held account-
able for their contribution to the Shared Purpose.
•	 Be coherent.  Trust is a binary thing.  All your organizational 

features need to ‘breath’ trust in the autonomous (and collaborative) 
professional.  Only a little bit of control here and there will not do 
the trick!!!
Where do you start with Distributed Leadership?

Since obviously each organization has a specific architecture and 
culture, the strategy for developing distributed leadership needs to 
be tailored to that specific situation.  However, and that goes for all 
organizations distrust, suspicion, power distance, silos, red tape, … 
are some of the biggest enemies of distributed leadership, innovation, 
learning and indeed organizational and business performance.  So 
that is a good place to start.  A few examples of things you could do:
•	 Identify a few very ‘visual’ or ‘frustrating’ cornerstones of your 

‘command & control’ culture such as attendance tracking, employee 
time clocks, rules on when & where people need to work, asking per-
mission to buy a pen or pencil, etc…  and simply get rid of it (trust 
people they can do without them).  
•	 Create an ongoing & co-creative process for building business 

strategy, including all stakeholders.  It’s a way (1) to bring all relevant 
information and analysis to the table, (2) to think out of the box and 
come up with creative and innovative strategic options, (3) to build 
ownership that enables you to implement the strategy, (4) and is the 
groundwork for autonomy and leadership since it enables people to 
make autonomous choices and still contribute (without orders) to 
the shared ambition of the organization.
•	 Develop a pool op process facilitators and coaches who can 

support individuals and teams in taking on ownership and leadership
•	 Ask teams to build their own contribution strategy in co-creation 

and challenged by their internal or external customers.  Help them 
create a ‘dynamic function definition’8 focusing on what they want to 
‘bring about with their customers’ and not so much a classic mission 
statement that is often worded in terms of responsibilities and tasks. 
An Example: if your organization defines itself as ‘we produce records’ 
then the whole organization is geared to that and when the market 
is shifting towards CD’s and later MP3 formats it is likely those new 
developments are seen as ‘the enemy’ attacking ‘our business’ (records).  
So therefore, we call this a static function definition.  If you formulate 
it as ‘we enable customers to enjoy great music’ then evolutions like 
CD and MP3 are more likely to be welcomed as an additional tool 
to accomplish our ‘common ambition’ and people are triggered to 
come up with more great ideas and inventions for experiencing music. 

It’s a way to put the complexity and diversity of your organization to 
good use (therefore dynamic) and It creates space for development, 
innovation and autonomy.
•	 Ask individuals to engage in a job crafting exercise for their own 

role in the organization and take out systems like individual objectives 
and bonuses, job descriptions, job classification, 
•	 Change the approval and budget allocation procedure and replace 

it with a consulting process where every professional who wants to 
take an initiative can also ‘use the necessary budget’ (he is the profes-
sional, he can assess the need) at one condition that he takes advice 
and seeks challenge from all involved stakeholders.  He still decides, 
but he needs to collect input, and create dialogue first.

The most heard argument against distributed leadership, next to ‘but 
does everybody wants this?’ is ‘this will lead to chaos, less productiv-
ity’, … Well, the most organizations9 that did seriously implemented 
widespread practices related to distributed leadership show an opposite 
picture. Poult10, Favi, Buurtzorg, Wit-Geel Kruis, Goretex, etc… are 
examples that show that distributed leadership in different forms and 
shapes, is absolutely worth looking into. LE

Notes
1 www.learningorganization.be  (on this website you find information on several levers for organizational learning 

such as distributed leadership, co-creation, Communities of Practice, etc…)
2 Snowden, D. and Boone, M. (2007). ‘A Leader’s Framework for Decision Making,’ Harvard Business Review, 

November 2007.
3 Bushe, G. (2012).  Propositions about Transforming Organizations Through Dialogic OD. Toward a Dialogic OD 

Theory of Practice .Downloaded from the Internet on 02/02/2017 from http://www.gervasebushe.ca/propositions.pdf  
4 Gronn, P. (2000). ‘Distributed properties: a new architecture for leadership’, Educational Management and 

Administration, 28(3), 317-338.
5 Spillane, J.P. (2006).  Distributed Leadership, San Francisco: Jossey-Bass.
6 Boldon, R. (2011).  Distributed Leadership in Organizations: A Review of Theory and Research.  In : International 

Journal of Management Reviews 13(3)
7 Paul Adler, Charles Heckscher and Laurence Prusak. (2011).  Building a Collaborative Enterprise.  Harvard 

Business Review.
8 Rudy Snippe. (2014).  Doorbreek uw bedrijfscultuur.  Hoe managers organisatieontwikkeling tegenhouden.  Aca-

demic Service BIM Media B.V., Den Haag.  (Dutch title translates as : Break through your Company Culture.  How 

managers block organizational development.)
9 Frederic Laloux describes a number of casestudies of organizations that apply practices in line with the thinking 

on Distributed Leadership.  Laloux, F. (2014).  Reinventing Organizations.  A Guide to Creating Organizations 

Inspired by the Next Stage of Human. Nelson Parker, Brussels (page : 57-59)
10 This short video explains the way Poult has transformed the leadership and management culture (in French) : 

https://www.youtube.com/watch?v=UNwIlO8n0yw&t=46s

Distributed Leadership

Clement Leemans is an experienced OD consultant. He is owner of 
Move!, a small international consulting practice focusing on organizational 
development, learning, change, strategic HR and team development. He 
looks at co-creation and distributed leadership as important mechanisms to 
shape future proof organizations and sustainable performance; He teaches 
Organizational Psychology and Strategic Human Resources Management at 
University College Leuven Limburg (in Belgium) and is guest professor at 
The Magellan Institute (business school) in Paris. Prior to creating Move! in 
2004, Clement worked for over 20 years in different HR and HRD roles, 
including top management level in companies such as ING, Belgacom and 
Lafarge.
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What is the overall objective of your program?
The ACOG Robert C. Cefalo National Leadership Institute prepares talented 

OB-GYNs with the skills to lead the profession and health care in times of change. 
The over-arching objectives of the program are that the program Fellows will:
•	 Understand their leadership style and be increasingly effective in leading and 

managing others, 
•	 Lead transformation and change—on a personal, organizational, and systems 

level 
•	 Negotiate effectively and eloquently,
•	 Manage media communications—from social media and reputation manage-

ment, crisis communications and advocacy, to translating complex scientific medical 
information into simple understandable messages,
•	 Use epidemiological evidence to guide policy recommendations for cost-

effective care,
•	 Build the culture of teams and organizations to promote thought diversity 

and innovative thinking.
There are 10 learning competencies targeted by the program. Previously published 

evaluation studies have shown that participants make statistically significant gains in 
skills on each of these competencies and sustain those skill gains for six months. The 
10 competencies targeted by the program are: Creating Collaborative Organizational 
Cultures; Leading Others and Empowering their Success; Selling a “Change Message”; 
Leading Change Successfully; Motivating Others at Work; Applying Advocacy Skills 
Using a Science-Based Approach; Managing Media Communications; Negotiation; 
Women’s Health Policy and High Level Leadership; and Maximizing My Personal 
Leadership Success While Avoiding Derailment.

Who do you impact with your program?
The ACOG-Cefalo program has been designed for women’s health physicians who 

are members of the American College of Obstetricians and Gynecologists or their 
international partners. Participants come from across the US and also from Canada, 

Developing Leadership Skills in 
Physicians
Our editorial team interviewed Dr. 
Claudia Fernandez  and Michelle 
Abel-Shoup from University of 
North Carolina at Chapel Hill at the 
Leadership Excellence Awards this past 
February. Here are some excerpts from the 
exclusive interview.
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Latin America, the Caribbean, and Africa. Participants are selected for 
the program by their District Officers, representing the 12 Districts 
of ACOG, or by the National Office. Forty participants attend each 
year. Each District is encouraged to select a diverse group of Fellows 
for inclusion in the program, representing a new or Junior Fellow, a 
mid-career physician, and a more experienced senior leader.  

 
What are the lessons you’ve learned this year from facilitating 
your program?

We have spent the last few years studying how the ACOG National 
Leadership Institute has made an impact on Fellows’ knowledge and 
skills related to leadership. We found that they perceive themselves to 
have a better skill set after the training and differences were statistically 
significant for each of the 10 competencies targeted by the program. 
What was really exciting was that these changes persisted even at 
the 6-month post-program evaluation. This means that the ACOG 
National Leadership Institute experience has that elusive quality of 
being “sticky” in that participants learn, retain what they learn, and 
use what they learn (paper published in the published in Journal 
of Leadership Studies, 2016, 9(4), 6-19. DOI:10.1002/jls.21420). 
Learning efficiency is highly prized by busy clinicians and is one of 
the reasons both ACOG and the participants find this program to be 
a good investment of their resources. 

How do you measure the return on investment and success of 
the program?

The Leadership Institute’s overall score is a 4.99/5.0 based on hun-
dreds of ratings. A six-month post-program evaluation of Cohort 8 
found that 100% of course participants said the course was beneficial 
to their practice as a physician leader; 96% noted making changes in 
their communication and leadership approaches based on the experi-
ence. Surprisingly, 62% reported that they already had new leadership 
opportunities at 6 months, with 100% attributing those opportunities 
to their experience in the Institute. One-hundred percent of graduates 
said they would recommend the program to their colleagues. Partici-
pating in the program has benefitted the sponsoring organization as 
well: seven of the newly elected ACOG Presidents in the last decade 
are also alums of the ACOG National Leadership Institute. Qualitative 
data further indicate that the program impacted participants strongly. 
Example statements from the ROI follow up study included, “This 
course definitely was a life-changing experience. I have used many of the 
skills I learned to organize/run meetings, communicate more effectively 
with people, and seek out opportunities that fit my style better.” and “I 
wish I had taken this course earlier in my career. I believe it helped me 
be a BETTER PERSON (sic), not just a better physician and leader. I 
cannot thank you enough!”

What lies ahead for the program and how it will continue to 
succeed?

The ACOG Robert C. Cefalo National Leadership Institute contin-

ues to grow, both in global reach and in sharing our outcomes with 
others in the leadership profession. In terms of global reach, through 
the years the program has become increasingly international. At its 
inception, attendees came from the US and Canada, but quickly in-
cluded participants from Central America and the Caribbean. In the 
2016 and 2017 Cohorts, the program welcomed its first participants 
from countries in Africa. The program continues to research and 
publish on the findings demonstrating significantly improved levels 
of skill development and use. We are currently working on a study 
comparing learning to a control group.  In 2012, our team published 
a book chapter called Developing emotional intelligence for health care 
leaders, which has been enthusiastically read by the leadership de-
velopment community (http://www.intechopen.com/articles/show/
title/developing-emotional-intelligence-for-healthcare-leaders). This 
chapter has been downloaded more than 10,000 times worldwide. 
Our team plans to continue documenting the effectiveness of develop-
ing leadership skills in physicians and providing programs that these 
physicians rate so highly. 
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What is the overall objective of your program?
The Carnegie Mellon Leadership and Negotiation Academy for Women was created 

specifically to address the distinct roadblocks faced by motivated, goal-oriented female 
leaders, helping women surpass both personal and professional growth objectives. The 
Academy develops critical leadership skills through the lens of negotiation which dif-
ferentiates this Academy from other Leadership Development programs. Participants 
master invaluable negotiating skills and gain expertise in areas such as strategic visioning, 
leadership branding, expanding networks of influence, and navigating barriers.  The 
six, two-day module program is led by renowned Carnegie Mellon and other top-
tier business school faculty. With a focus on practical implementation, the Academy 
begins with a 360˚ assessment to help participants assign benchmarks and identify 
areas of need. Equipped with this specific and targeted information, instructors and 
personal executive coaches tailor the experience to maximize program impact.  Alumni 
immediately and directly apply expanded abilities, positively impact performance, 
team members, and their organizations’ ultimate bottom line.

Who do you impact with your program?
The Leadership and Negotiation Academy for Women is designed for women leaders 

across industry type. Our cohort is a diverse mix of women from corporate, public 
sector, entrepreneurial, academic or non-profit environments. The binding tie for each 
participant is the level at which they contribute significantly to their organizations. 
These women have proven experience leading people and projects and are ready to 
take the next steps to the C suite or executive-level management.  

However, the impact of the program is far reaching – well beyond the profile of the 
target participant. The goal of the Leadership and Negotiation Academy for Women is 
to create confident leaders and skilled negotiators that support a diverse and inclusive 
environment upon return to their organizations. As leaders, our alumni impact their 
companies as a whole as mentors for rising talent and allies and advocates for fellow 
colleagues – male and female. 

What are the lessons you’ve learned this year from facilitating your program?
More than learning new lessons, we were strongly reminded of the tremendous 

Positioning Women to Excel
Our editorial team interviewed Leanne 
Meyer from Carnegie Mellon Tepper 
School of Business Executive Education 
at the Leadership Excellence Awards 
this past February. Here are some excerpts 
from the exclusive interview.
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learning and communal support that naturally arises when a cohort 
of women come together and explore their professional lives with 
intention. The ripple effect is felt far beyond the classroom. We were 
also reminded of the importance of data driven content as women 
sort fact from fiction concerning how to address potential workplace 
barriers and obstacles to better add value and have impact. 

How do you measure the return on investment and success of the 
program?

Now in our 5th year, Carnegie Mellon’s Tepper School of Business 
has built a strong network of Academy alumni with whom we remain 
closely engaged – and they with one another. This group of female 
Executives measure success immediately following the program – in 
addition to continued return realized well beyond the program’s 
completion. Success comes in many forms as a result of program 
participation. Quantifiable returns include successful negotiations 
that directly impact the bottom line of a sponsoring organization 
while personal successes count a significant number of promotions 
and increased level of responsibility immediately as a result of skills 
developed in the Academy. The real success that this program delivers is 

the renewed inspiration, confidence and drive we see in our participants 
as a result of the enhanced skillset and personalized executive coach-
ing that directly addresses unique needs and situational challenges. 

What lies ahead for the program and how it will continue to 
succeed?

The Carnegie Mellon Leadership and Negotiation Academy for 
Women is a strong and successful program that delivers on its promises 
to participants. The Academy will continue to base its focus on the 
tremendous research generated from Carnegie Mellon’s leading faculty.  
As female leaders face new and different challenges in the workplace 
we will continue to evolve the topics covered in the program and 
look to new technologies that will allow us to reach a larger share of 
women. Simultaneously Carnegie Mellon looks forward to expand-
ing its portfolio of programs to address companion topics including 
men as allies and advocates, innovative leadership through inclusion 
and value generation with diverse teams and networks to name a few. 
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the Aqualung, better known as Self-Contained-Underwater-
Breathing-Apparatus (SCUBA), was developed in 1943 by an engineer 
Émile Gagnan, and a young Naval Lieutenant, Jacques Cousteau. 
It consisted of a compressed air tank, two hoses, and a mouthpiece 
that regulated the air pressure as you breathed in. It revolutionized 
underwater exploration and photography and Jacques Cousteau 
went on to become a household name for his underwater films of 
the wonders of the oceans.

I first learned to SCUBA dive in 1968 while a student at the 
American University of Beirut in Lebanon.  We used it to explore the 
marine life of the Mediterranean for my marine biology classes that 
school year.  I learned on those awkward, double-hose contraptions, 
but now days the technology has significantly improved in terms 
of effectiveness and equipment safety and single hose regulators are 
commonplace.

But what has not changed in SCUBA diving is the human physiology 

SCUBA Diving, Stress And 
Leadership Effectiveness
The absolute need for leadership decompression

By John R Childress
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of remaining underwater for extended periods of time at depths where 
the pressure on the body greatly exceeds the normal surface pressures 
we are accustomed to every day. In essence, the deeper you descend 
and the longer you stay submerged breathing from the air tank, gases 
accumulate in your blood stream due to the excessive water pressure 
acting on the body. It’s like making carbonated water by pumping air 
into water under pressure, and when the pressure is released, bubbles 
form. And the normal air we breathe is made up of 78% nitrogen, 20% 
oxygen and a small amount of other gases, so nitrogen accumulates 
more than other gases in the blood under pressure.

Once a significant amount of nitrogen is dissolved in the blood 
stream, it must be slowly dissipated before returning to the surface, 
otherwise a sudden decrease in pressure by surfacing too quickly 
results in the nitrogen gas forming bubbles in the blood stream.  These 
bubbles circulate throughout the body via the circulatory system and 
can get trapped in joints, organs and the brain, blocking blood flow 
and causing what is commonly referred to as “the bends” or decom-
pression sickness. This is not only extremely painful, but also fatal to 
those divers who surface too rapidly.

The safe solution to this problem is through a process called “de-
compression stops” on the way up to the surface, and physiologists 
have worked out exactly how much time must be spent at certain 
depths on the way up in order to let the dissolved nitrogen gas escape 
though normal breathing. Basically a rope is suspended from the dive 
boat with markers every 10 meters or so to indicate the stopping 
points, where divers must remain for a few minutes to breathe off 
the accumulated nitrogen gas.
The Pressures of Leadership

Those in senior leadership positions in organizations tend to function 
almost constantly in a high pressure environment. They start early in 
the morning, usually with phone calls to staff in locations around the 
globe, then race from meeting to meeting with little time in between, 
more conference calls, lunch with clients or Wall Street, more meet-
ings, a dash to the airport, usually a conference call once they reach 
the hotel late at night, a few hours of sleep, and the treadmill starts 
again early the next morning with a client breakfast and a full day of 
more meetings before it’s back to the airport. And even on weekends 
the phone calls and emails keep coming. Perhaps there is a social/
business function Saturday evening, and hopefully a dinner with the 
family and children, then the week starts again.

Most executives take several weeks of vacation each year and get 
some “down time” then, but what about all the accumulated pres-
sure and stress that builds up between those rare relaxing vacations?

Leaders need to decompress regularly
otherwise they run the risk of making poor decisions.
If leaders don’t take the time to decompress, that is have regular, 

uninterrupted thinking time, time for reflection, time for forward 
planning, time to explore multiple options without time pressures, 
then it is not uncommon for good leaders to make bad decisions.

The reality is that important decisions made by intelligent, responsible 
people with the best information and intentions are sometimes hopelessly 
flawed. ~Professor Sidney Finkelstein

Most decisions in business are a product of information analysis, 
pattern recognition based on past experiences, and emotional attach-
ments.  Working together in a stress-free, non-pressured environment, 
these three ingredients often ensure quick and appropriate decisions.

However, when a leader is stressed and under pressure, the objective 
analysis often gets little attention due to time pressures, while past 
patterns and emotional attachments take the lead. And under pressure 
and stress, past patterns and emotional attachments get distorted and 
stretched out of shape. Thus it is not uncommon for good leaders to 
make bad decisions.

The Need for Leadership Decompression
I have found that most business executives and leaders don’t fully 

understand or appreciate the need for “decompression” time. Time 
to reflect, to sort out competing agendas and conflicting information, 
time to make 1+1=3.  Most of their diaries are controlled by others, 
with little time for reflection and thinking, thus the over reliance on 
pattern recognition and emotional triggers.

Like SCUBA divers, it is important for those in leadership and 
decision-making positions to decompress, to have regular intervals of 
quiet time, reflection time, thinking time. The key to this is for the 
leader to take back control of their calendar and diary. To purpose-
fully schedule time daily for “decompression stops”.

The mental health and well-being of the leaders is directly proportional 
to the health and effectiveness of the business.

What does your daily diary look like? If it’s packed to the brim 
you may be sub-optimizing your real leadership capabilities and ef-
fectiveness. LE

SCUBA Diving, Stress And Leadership Effectiveness
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John R. Childress is a pioneer in the field of strategy execution, culture change, 
executive leadership and organization effectiveness, author of several books and 
numerous articles on leadership teams. He is an effective public speaker and 
workshop facilitator for Boards and senior executive teams. 
Visit www.johnrchildress.com
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What is the overall objective of your program?
The overall objective of our program is to foster and accelerate leadership develop-

ment through two primary mechanisms: enhanced self-insight and a focus on concrete 
skills/behaviors that are teachable and practiced in-program. 

Who do you impact with your program?
The FIU Center for Leadership’s programs target individuals ranging from direc-

tor level individuals up to C-suite executives. Each of the programs share a similar 
framework but each program is carefully tailored to meet the needs of specific groups 
such as women leaders, executives with a public sector or civic focus, or company-
specific custom programs.  

What are the lessons you’ve learned this year from facilitating your program?
It’s not the first time we’ve seen this lesson pop up – but it was certainly reinforced 

this year: different industries are facing many of the same core leadership challenges. 
Getting people from different industries and organizations together in our programs 
helps us (and participants) see and deal with these common issues. Many times we’ve 
seen an individual be helped with a leadership challenge by other individuals from a 
completely unrelated industry, where intuitively, one would think the learning from 
that second industry would not be relatable. What we are reminded of is that the 
richness of problem solving and innovative ideas are most likely to be born from a 
diversity of individuals coming together and sharing ideas and experiences. We are 
glad our programs facilitate these kinds of discussions. 

How do you measure the return on investment and success of the program?
We have always solicited feedback in a very structured way from our participants 

– both during and after our programs. This has allowed us to see what is having an 
impact, what is proving meaningful and also what we might want to consider including 
in future programs. The feedback is consistently excellent with ratings between a 4.7 
and 5.0, on a 5-point scale. Additionally, we regularly receive unsolicited feedback 
from participants who, on returning to work, hear from coworkers that “something 

Accelerating Leadership 
Development
Our editorial team interviewed Dr. 
Nathan J. Hiller from FIU Center for 
Leadership at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.
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is different,” that “the way they lead is different” – these are the stories 
we live for. Further, a large portion of our enrollment comes through 
referrals by our alumni – who see and live the value of our program 
on their leadership. We are also currently finishing a post-program 
data collection effort that will allow us to gauge impact.

What lies ahead for the program and how it will continue to 
succeed?

As part of our own research, we’re completing a comprehensive 
“check-in” survey project with a sample of CEOs and CHROs to 
ensure that our program modules are aligned with their strategic 
leadership needs. And we’re constantly engaging in and monitoring 

the academic research literature so that we can incorporate the most 
cutting-edge, validated principles into our programs. It’s this com-
bination of practitioner feedback and a vigilance for new leadership 
research information that allows us to keep our programs relevant and 
current- ensuring that participants find practical use for the content 
they receive during their time with us. We always want to ensure 
that on returning to work, participants can immediately make use of 
what they’ve learned.  
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My mission is simple. It is to: Help successful leaders achieve posi-
tive, lasting change in their behaviour. Peter Drucker instilled this 
short phrase in me, “Your mission should fit on a t-shirt,” as he did 
with so many others, and it has guided my career for many decades. 
It has helped me focus and become pretty good at what I do, which 
I can describe in two words: behavioural coaching.

Today, most people who call themselves executive coaches are 
coaches in the area of leadership behaviour. There are a few– and I 
would like to underline, very few– strategic coaches. For instance, Vijay 
Govindarajan, who does an excellent job of helping at the corporate 
strategy domain. Michael Porter is another great coach in this domain. 
When I say most, I mean upwards of 90% of people who say they’re 
executive coaches have backgrounds in psychology or organizational 
behaviour. So, most executive coaches are doing what I do, helping 
leaders achieve positive, lasting change in behaviour.

Peter Drucker’s advice that a mission should fit on a T-shirt has 
also helped me focus on what not to do as it applies to my mission 
statement. For instance, it helped me grapple with this interesting 
catch about my work: behavioural coaching only helps if a person 
has behavioural issues!

It sounds simple, but I receive ridiculous (to me) requests for coach-
ing. Not long ago, a pharmaceutical company called me up, and said, 
“We want you to coach Dr. X.” I replied, “Interesting possibility. 
What’s his problem?” They said, “He’s not updated on recent medical 
technology.” I laughed and replied, “Neither am I!” I couldn’t help 
Dr. X. I can’t make a bad doctor a good doctor, a bad scientist a good 

scientist, or a bad engineer a good engineer. Behavioural coaching 
only solves behavioural issues.

The second thing I always teach is never coach integrity violations. 
I read an article in Forbes once I found very disturbing, about people 
that had integrity violations who were given coaches. People that have 
integrity violations should be fired, not coached. How many integrity 
violations does it take to ruin the reputation of your company? Just 
one. You don’t coach integrity violations. You fire them.

And finally, behavioural coaching doesn’t help if the person or the 
company is going in the wrong direction. If somebody is going in 
the wrong direction, behavioural coaching just helps them get there 
faster. It doesn’t turn the wrong direction into the right direction.

It’s your turn. What’s your mission? Can you fit it on a T-shirt? 
Do you use it to help guide your career decisions? If you don’t have a 
mission statement, write one up and post it to the comment section. 
I would love to see what your mission is! LE

Your Leadership Mission Should 
Fit On A T-Shirt!
What’s your mission?

By Marshall Goldsmith 

Marshall Goldsmith has been recognized as one of the top ten Most-Influential 
Business Thinkers in the World and the top-ranked executive coach at the 2013 
biennial Thinkers50 ceremony in London. His new book Triggers is now pub-
lished! Dr. Goldsmith is the author or editor of 35 books, which have sold over 
two million copies, been translated into 30 languages and become bestsellers 
in 12 countries. He has written two New York Times bestsellers, MOJO and 
What Got You Here Won’t Get You There – a Wall Street Journal #1 business 
book and winner of the Harold Longman Award for Business Book of the Year. 
Visit www.marshallgoldsmithlibrary.com 
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What is the overall objective of your program?
The Ed.D. Program in Organizational Leadership develops visionary leaders who 

are creative agents of change in transforming their diverse organizations through 
collaboration, innovation, positive influence, strategic thinking and a profound com-
mitment to lifelong learning.

Who do you impact with your program?
The Brandman doctoral program serves students from all career paths who are 

interested in learning how to successfully lead Transformational Change.  It is an 
interdisciplinary program with students from all walks of life. Our students are K12 
and College educators, as well as executives in business, law enforcement, health care, 
non-profit, and governmental agencies.  We are passionate about creating an inclusive 
and welcoming community of students in which everyone’s unique background, 
identity, culture, perspective, skills and talents are respected, embraced and celebrated.

The program provides a bridge for often underrepresented individuals: minority men 
and women, veterans, students who are disabled, or come with English as a second 
language, or are first-ever in their families to attend college.  They learn to transform 
themselves so they can transform others and in turn, transform their organizations.

What are the lessons you’ve learned this year from facilitating your program?
The use of current and advanced technologies is fundamental to our program, which 

is a hybrid model of online and face-to-face support.  Our program began in 2012 
with a unique design of 14 on-ground cohorts across the state that met monthly on 
a satellite campus and over 3 long weekends a year in a major Student Conference 
(called an Immersion) near the main campus.  Students cherish their local cohorts 
and look forward to the three Immersions to network with other students and faculty.  
This year we introduced the concept of a virtual cohort for students who lived outside 
the reach of a local satellite.  We learned a great deal about a new technology called 
Telepresence and how best to integrate students from across the state in face-to-face 
meetings online that preserved the intimacy and relationships of the local face-to-face 
cohorts.  We learn continuously from our students and our cohort mentors, whom 
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Patricia Clark White from Brandman 
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Awards this past February. Here are some 
excerpts from the exclusive interview.
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we survey after each course, and each Immersion.

How do you measure the return on investment and success of the 
program?

Our program has met with great success, attracting from 80 to 100 
students each year.  More than half of our students have received career 
promotions and job expansions before they even finish coursework.  
Their assigned work in the field leading transformational change 
has made a name for them and they are sought-after for jobs. That 
number continues to rise during and after dissertation completion.  
We have received very high marks from both WASC and NCATE 
Accreditation teams.  Our students credit this program with changing 
their lives and their careers.

What lies ahead for the program and how it will continue to 
succeed?

We have been contacted by students from other states about their 
interest in pursuing their doctorate in this program. With the expansion 
of our advanced technology, Brandman is considering the possibility 
of answering this call. We are dedicated to continuous improvement 
of the program and after each course and each event, we examine our 
approach and look out on the horizon to see how we might introduce 
innovative strategies and cutting edge content in an effort to make 
this program the best it can be for our students.
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BRANDMAN’S ED.D. EDGE: 

•	 	Makes	use	of	advanced	online	
technology	while	maintaining		
face-to-face	interactions.

•	 	Cohort-mentor	model	provides		
the	support	of	a	small	group	and		
the	networking	of	a	large	one.	

•	 	Program	emphasizes	building		
the	skills	needed	to	lead		
transformational	change.

•	 	Regionally,	nationally	and	
professionally	accredited. 

YOUR	COMPANY’S	
TRANSFORMATION		
FROM	THE	INSIDE	OUT

Earn your Doctorate of Education in 
organizational leadership, online,  
from Brandman University. 

Learn more:
www.brandman.edu/edd 

866-685-8793
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Take the Next Step  
in Your Career
VIRTUAL COLLEGE PROVIDES FLEXIBLE 
OPTIONS FOR PROFESSIONALS

Northcentral Technical College (NTC) offers flexible 
learning opportunities that can benefit working 
professionals through its unique Virtual College.

Add valuable skills to your repertoire through Virtual 
College’s Associate Degree, Technical Diploma, Certificate 
or Career Enrichment Opportunities, even taking as little 
as one class at a time to meet your busy lifestyle.

COURSE OPTIONS
NTC’s Virtual College offers specific courses in many 
different areas, including:

• Digital Marketing
• Industy Workplace Skills
• Leadership & Supervisory 

Management
• Accounting

• Written Communication
• Team Building & Problem 

Solving
• Video Production 

ABOUT VIRTUAL COLLEGE
With NTC’s Virtual College, you make the decisions 
when it comes to your schedule. You set the start 
date, add classes when you need to and work 
through the coursework online at your own pace. 

NTC offers accredited degrees in several different 
program areas, and with many options to apply 
your past school and work experiences toward your 
degree, you may not need to start your educational 
journey from square one. 

 FOR MORE INFORMATION about Virtual College  
 call 715.803.1373, email virtualcollege@ntc.edu  
 or visit virtualcollege.ntc.edu

Northcentral Technical College does not discriminate on the basis of race, color, national origin, sex, disability or age in employment, admissions or its programs or activities. The following person has been 
designated to handle inquiries regarding the College’s nondiscrimination policies: Equal Opportunity Officer, Northcentral Technical College, 1000 W. Campus Drive, Wausau, WI 54401, Phone: 715.803.1057

http://virtualcollege.ntc.edu/
http://virtualcollege.ntc.edu/
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What is the overall objective of your program?
The Center primarily serves the full-time Early Advantage (EA) MBA students with 

a relatively short work experience.  Programs are open access, students participate in 
an array of offerings, and enroll in an elective leadership class.  Program offerings are: 
•	 Leadership Essentials:  Interactive workshop focuses on developing leadership 

skills through enhanced self-awareness and creating a leadership development plan.  
•	 Leadership Coaching:  Students elect to meet, several times over the two-year 

program, one-on-one with an experienced professional leadership coach. 
•	 Certification in Leadership: This competitive program focuses on two-year 

Certification program that is a value-added experiential project for an organization.  
•	 MBA Nonprofit Board Program:  This two-year program provides students 

with the opportunity to serve as a full voting member of a vetted nonprofit, to learn 
about and participate in organizational governance and operations alongside busi-
ness executives. 
•	 Leadership in Action:  Programs in this series include simulations and interac-

tive experiential opportunities to attend on-site visits to hear senior executives discuss 
their organization’s best practices. 
•	 Sun Trust Distinguished Leader of Merit Competition:  Second year Early 

Advantage students who complete the Leadership Roadmap may compete in this 
semester-long developmental reflection opportunity.  
•	 Student Advisory Board:  Students serving on this board are ambassadors for 

the Center, and provide feedback 
•	 Leadership Ropes Challenge:  Part of our Leadership in Action Series, students 

are challenged to used their 7-Crummer Leadership Skills to navigate a ropes course 
and other activities focused on applied leadership development.

Who do you impact with your program?
The Early Advantage MBA (EABA) Students and the Profession MBA Students 

(PMBA) that are enrolled in the Applied Leadership Class (MGT617).  EAMBA are 
typically full-time students with little to no work experience serving typically 200 
students per year.  PMBA are typically are working professionals with 3 to 5 years 
of experience serving 40 students per year. 

Developing Leadership Skills
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Hebeler from Rollins College, Crummer 
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What are the lessons you’ve learned this year from facilitating 
your program?

There are several key lessons serving the EAMBA and PMBA 
students are:  1) Students prefer experiential leadership opportuni-
ties; 2) Students ask many questions and expect immediate and 
materially based answers; and 3) The Center must be open to listen 
to the Students’ feedback and be ready to make enhancements to 
program offerings. 

How do you measure the return on investment and success of 
the program?

Every program is measured at its conclusion for what went well, 
and what could be better.  Also, the Center has a Student Advisory 
Board which meets (4) four times per year to solicit feedback and 
ideas for new program offerings. 

Also, the Center does a pre (at the start of the Student’s program) 
and post (2 years later) survey on the Seven Skills of Leadership.  Since 
2012, all 7 Crummer Leadership skills have significantly increased 
in a Pre/Post Leadership Assessment Survey.  

What lies ahead for the program and how it will continue to 
succeed?

The Center would like to continue the most relevant and impactful 
programs (i.e., experiential and immersed), integrate advanced tech-
nology into the classroom and integrate core leadership competencies 
into the curriculum of all program offerings. 
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#1 in the NATION

The Rollins College Crummer Graduate 
School of Business was named the #1 
masters program in the country for 
leadership and organizational development 
by HR.com’s prestigious Leadership 
Excellence Awards. 

Crummer provides in-depth leadership 
training and experiential programming to 
foster self-awareness, personal growth and 
relationship building. Learn more about the 
one clear choice for expanding your skills.

Early Advantage MBA
A full-time day program for recent 
graduates and career changers with 
little to no experience required

Professional MBA
A 20-month part-time evening program 
for students with a wide range of 
educational & professional experience

Executive MBA
An 18-month program designed for 
mid- to senior-level professionals with 
10+ years managerial experience 

Executive Doctorate
A professional doctoral program for 
executives who have a master’s degree 
in business or related advanced degree

4 Unique Degrees

1Clear Choice

FOR LEADERSHIP
DEVELOPMENT

Call 800-866-2405 or 
Visit rollins.edu/business

Connect today with the Crummer 
Admissions Team for success tomorrow!

http://rollins.edu/business/
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What is the overall objective of your program?
The undergraduate curriculum in Human Resources has dual objectives. The first 

is to ensure that graduates of the program develop strong general analytic and com-
munication skills required of professional employees in the 21st century. This is realized 
through the integration of individual and group assignments that not only provide 
students with knowledge of global affairs and business-specific content, but also foster 
the development of a broad range of competencies including business communica-
tion, leadership, presentation skills, mastery of business software applications, and 
group collaboration. In addition to general coursework in business and commerce, 
undergraduate HR students enroll in nine specialized courses in the major that prepare 
students for entry-level positions human resources.

Who do you impact with your program?
FIU prides itself on serving a diverse student population and a rapidly expanding 

business community. Students enrolled in the undergraduate HR program include 
recent high school graduates as well as those who completed high school over 20 
years ago; those who speak English as their first language and as those who speak 
English as their second or third language; those who were born in the United States, 
and those who have recently immigrated to the United States. The undergraduate 
students enrolled at FIU reflect the diversity of Miami where nearly one out of three 
residents were born outside of the United States. The Landon School of Business is 
also responsive to the needs of the local business community that requires skilled, 
multi-lingual managers to address current business needs and a pool of talent to 
develop future leaders.

What are the lessons you’ve learned this year from facilitating your program?
We have discovered that to facilitate student success we need to have flexibility in 

delivery modality and scheduling of courses that integrate theory and application. 
Financial necessity of our students, most of whom are self-supported, and the local 
skills shortages have combined to create unusual employment opportunities for our 
students. As result, by their senior year, 50 percent of HR undergraduate students are 

Creating Tomorrow’s HR 
Professionals
Our editorial team interviewed Marc 
Weinstein from Florida International 
University at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.
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employed full time and another 30 percent work at least 20 hours a 
week. To accommodate these students and to facilitate their success, 
we offer courses in three formats: fully on-line, face-to-face, and in a 
hybrid format that combines traditional classes with on-line modules. 
Moreover, when HR electives are offered in a traditional lecture, these 
classes are offered during evening hours, once a week for three hours.  
To assure a balance of theory and opportunities to apply knowledge, 
both traditional research faculty and adjuncts, typically with more 
than 20 years of HR experience, collaborate on curriculum design 
and the development of internship opportunities for those students 
lacking experience. Finally, extracurricular activities remain important, 
and FIU and the local chapter of the Society of Human Resource 
Management have supported FIU undergraduate students to attend 
HR case competitions, and in April 2016 FIU’s undergraduate team 
placed second at the SHRM Regional case competition in Salt Lake 
City, Utah.

How do you measure the return on investment and success of the 
program?

We use both traditional academic assessments and student place-
ment to assess the value of the program.  The former consists of an exit 
examination offered to all HR and Management majors in a capstone 
course in the senior year. For three consecutive years, students enrolled 
in the HR major scored above all minimum thresholds on all learning 
outcomes established by the College. Regarding the latter, since so 

many of our program’s students are already employed full time, we 
seek to measure career advancement as well as traditional placement 
metrics. Additionally, we see strong evidence of increased employer 
interest in our graduates, and each year a greater number of companies 
seek to hire our students.

What lies ahead for the program and how it will continue to 
succeed?

The 2020 Strategic Plan for FIU anticipates continued enrollment 
growth and a commitment to offering 30 percent of classes on-line, 
40 percent in a hybrid format, and 30 percent in a traditional face-
to-face classroom setting. This will require continuing innovation and 
investment in learning management systems, faculty development, 
and creativity in engaging a diverse student body in important extra-
curricular activities. The increase in on-line delivery offers scales of 
economy  that, when combined with our expertise in online education, 
will allow us to develop a new generation of on-line activities that 
incorporate adaptive learning that can effectively address individual 
learning styles and needs. 
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Leadership and management are two very different capabilities 
which are independent of each other.
Leadership versus Management

Leadership and management are sometimes used to describe the 
same behaviours but the origins of the words show they are different. 
The word “management” comes from the Latin word for hand (as does 
manipulation) and it is about handling things, whereas the origins 
of the word “leadership” are more uncertain. Some evidence suggests 
that it comes from the Old English (prior to the thirteenth century) 
word meaning a vein of ore, suggesting a streak of some value.1 Some 
people attribute it to the Indo-European derivation meaning to “cross 
a threshold”, implying self-sacrifice which captures the principle that 
leadership is altruistic. Or it may come from the Anglo Saxon word 
leaden meaning “cause to go with”. 

This simple understanding makes it quite obvious that just because 
someone is good at management does not mean they are good at 
leadership, and vice versa. Perhaps unsurprisingly, both theory and 
research suggests that these two capabilities are oppositely correlated 
which means the better a manager is then the worse they tend to be 
as a leader. Practically this warns us that we can manage resources but 
we have to lead people, and many of our mistakes happen because we 
try to manage people; in other words, treat them like things!

Leadership is so much more effective than management because 
leadership increases the motivation and engagement of employees. 
This makes such a big difference in the workplace because how much 
employees are “engaged” (feel an emotional bond) to the organisation 
has been shown in many studies across industries to have a direct and 
significant correlation with productivity. International studies have 
found that employees who were fully engaged in their work, were 
almost fifty per cent more productive in terms of revenue generation 
and three hundred per cent better at delivering value than their 
disengaged (disaffected) colleagues.

Fortunately for all of us management and leadership are highly 
trainable and so we all have the potential to increase these attributes 
significantly. But first we have to understand what they really are. We 
have found a model that helps people to understand and put into 
practice better leadership. 

The model is the Universal Hierarchy of Motivation (UHM) and 
it has seven levels with a corresponding four styles of leadership 
and three styles of management. Most importantly it predicts that 
leadership is altruistic and more self-sacrificing, as indicated by the 
Indo-European derivation of the word. The Levels and corresponding 
leadership styles are shown in the table below and the higher the level 
the more impactful the style.

UHM 
Level

Motivations Focus Leadership or 
Management  
Approach

7 Meaning
On others

Inspirational 
leadership

6 Wisdom Coaching 
leadership

5 Courage Leadership 
Gallantry

4 Compassion Service 
leadership 

3 Power On own aims 
and desires

Management 
(Thought 
leadership)

2 Pleasure Charisma

1 Survival Compulsion

The UHM shown with the corresponding Leadership and Management 
Styles

Leader Or Manager?
Good managers do not always make good leaders

By Mark Oliver
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It is the ability of the leader to motivate themselves and others which 
is a key measure of their leadership. The UHM provides a compre-
hensive basis for understanding the capabilities necessary for good 
leadership through the leader’s and followers’ underlying motivations.2

Motivation Defines Leadership
Before trying to answer this question it is important to clarify 

whether leaders are “born” or “bred”. While it is true that genes have 
an impact on our predisposition to lead, just as with other capabili-
ties - such as running, swimming, and so on - leadership is highly 
developable. In fact, research consistently shows that the genetic 
component of leadership capability is less than thirty per cent; the 
rest is the developable part which is more than twice as much as the 
part we are born with. Even the Army are clear about this with the 
pre-eminent British General of the last century, Field Marshal the 
Right Honourable The Viscount Slim KG, GCB, GCMG, GCVO, 
GBE, DSO, MC, KStJ (1891-1970), saying; “There is no-one who 
cannot vastly improve their powers of leadership by a little thought 
and practice”.

No one has ever produced a widely accepted universal set of traits 
which make a good leader, instead it has been the ability of the leader 
to motivate themselves and others which has distinguished them. That 
is why understanding human motivations is the key to helping people 
be “the best leaders they can be”.

We have found that there are seven distinct levels to human mo-
tivation (this is distinct to anything other models predict, such as 
Maslow’s Hierarchy of Needs). We have called this model the Universal 
Hierarchy of Motivation (UHM). 

The UHM shows that there are seven, and only seven, fundamen-
tal leadership/management styles and while the higher the level of 
leadership style then the more impactful it is, the different styles 
are appropriate at different times, with different followers, in differ-
ent cultures and in different situations (and the UHM has recently 
been validated by neuro-scientific research). The seven motivations 
are shown in the table below against each Level of the UHM, with 
the leadership behaviour that characterises them and likely resulting 
employee behaviour.

UHM 
Level

Motivations Leadership  
Approach

Resulting 
Employee 
Behaviour

7 Meaning Inspirational 
leadership

Grace (state 
of courteous 
good will)

6 Wisdom Coaching 
leadership

Feedback (not 
criticism)

5 Courage Leadership 
Gallantry

Accountability

4 Compassion Service 
leadership 

Cooperation

3 Power Thought 
leadership

Commitment

2 Pleasure Charismatic 
leadership

Involvement

1 Survival Autocratic 
leadership

Dissatisfaction

The UHM shown with the corresponding Leadership and Management 
Styles

The UHM provides a very clear differentiator between management 
and leadership. The leadership styles listed at levels 1 to 3 are best 
described as ‘management’ which is largely about getting what we 
want, versus real leadership which is altruistic. Both are important 
but the UHM predicts how leadership has a greater impact than 
management.3 LE

Notes
1 See The insect that stole butter? Oxford Dictionary of Word Origins by Julie Cresswell.
2 Note: this motivational model superficially appears similar to needs based models such as 
Maslow’s Hierarchy of Needs but it is fundamentally different in the way it works. Also it is 
better to deal at the level of motivation in the psyche rather than needs because needs are too 
deep to do much about and further away from actual behaviour.
3 Note: this motivational model superficially appears similar to needs based models such as 
Maslow’s Hierarchy of Needs but it is fundamentally different in the way it works. Also it is 
better to deal at the level of motivation in the psyche rather than needs because needs are too 
deep to do much about and further away from actual behaviour.

Leader Or Manager?
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What is the overall objective of your program?
The objective of the program is to prepare students to become international leaders 

in the field of human resources. In the era of globalization, a distinguishing feature 
of successful organizations is the ability to attract, motivate, and retain talent. The 
human resource function is at the apex of organizations and effective human resource 
leaders need a broad range of competencies and business acumen to partner with 
other leaders to create profitable, ethical, and sustainable organizations.  

Who do you impact with your program?
The MSHRM program serves a broad range of constituents. First, the program has 

met the aspirations of human resource professionals seeking to deepen their knowledge 
and competency in the field of human resources. Since the founding of the program 
in 2002, the MSHRM program has enrolled 30 cohorts in its traditional face-to-face 
format. Beginning in 2012 we introduced a fully on-line version of the MSHRM 
program, and ten cohorts have since been enrolled. In total, more than 600 students 
have completed the MSHRM program since its inception. Another target audience is 
the fast-growing Miami business community. Approximately 80 percent of MSHRM 
program alumni have remained in Greater Miami area and graduates have ascended 
to leadership positions throughout southern Florida. Our graduates have realized 
personal aspirations and have a strong sense of service that transcend the business 
interests of their respective organizations. MSHRM program alumni contribute to 
their community in a number of capacities, including leadership positions in the 
Greater Miami Society of Human Resource Management (GMSHRM), the Miami 
Chamber of Commerce, and numerous other civic organizations. 

What are the lessons you’ve learned this year from facilitating your program?
In recent years, we have learned that the excellence in our program is not only the 

result of the hard work of our faculty and students, but also from our partnerships 
in the community. These partnerships have led to internship opportunities for our 
students, the engagement of professionals in our FIU SHRM student chapter, and 
the inclusion of professionals as guest speakers in our classes. In 2015 and 2016 local 
HR leaders coached our HR case competition teams, and in only our second year of 

Nurturing International HR Leaders
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excerpts from the exclusive interview.

Master’s Program with Emphasis on HR

Leadership Excellence Rank

2

39

M A S T E R ’ S
P R O G R A M  W I T H

E M P H A S I S
O N  H R

Video

mailto:weinstei@fiu.edu
tel:(305)%20348-4952
http://www.fiu.edu/
https://youtu.be/xMaRi5WzdLs
https://youtu.be/UeJAdOVStL8
https://youtu.be/WOgxAJZOA-E


participation, the MSHRM graduate team won the state-wide case 
competition at HR Florida in January 2016. The value of community 
partnerships has been further underscored by the successful launch of 
the annual HR Professional Development conference. Now entering 
its fourth year, this conference offers professional seminars and coach-
ing sessions for HR undergraduates and graduates from throughout 
Florida. What is notable about this event, is that since 2014 over 30 
HR professionals and 15 professional coaches have donated their time 
to make this event successful, and we anticipate over 150 student 
attendees at the April 2017 event. 

How do you measure the return on investment and success of the 
program?

The high levels of satisfaction and success of graduates are clear 
indications of success. This is further reflected the large number of 
applications to our program. At a time when other specialized gradu-
ate program in human resources have reported declining enrollments, 
the number of applications for admission to FIU’s MSHRM program 
steadily grown, and we now have over 300 applications for 100 spaces 
annually. Over 90 percent of applicants admitted to the program 

matriculate to full-time enrollment. Moreover, an increasing number 
of students are relocating to Miami just to attend our program. We 
are proud that leading organizations from around the world are now 
recruiting our students and that many new applicants learn about our 
program from our graduates.

What lies ahead for the program and how it will continue to 
succeed?

Our program was launched in 2002 in a traditional face-to-face 
format. In 2012 we accepted our first cohort of students into an 
on-line program that mirrors our traditional program. Our challenge 
moving forward will to maintain the quality of our program at the 
same time that we continue to innovate in the classroom and on-line 
as we incorporate changes in our curriculum to meet the ever-changing 
demands of the HR profession. We need to do this in a competitive 
academic market where other leading programs are seeking to attract 
the best students and faculty. Our success in doing this consistently 
better each year gives us confidence that we will be able to continue 
to effectively train future human resource leaders.
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What is the overall objective of your program?
The objective of our program is to develop HR leaders who are both experts in 

the field (and this can be in general or in a particular area of HR such as training, 
recruitment, performance management) and also strategic thinkers who are comfort-
able dealing with decision makers and being a decision maker at the highest level of 
organizations. The strategic element is a common thread throughout, and there is 
enough flexibility for our students to take a deep dive into a particular area as well. 
We are looking to develop a new type of HR leader who is both an expert in people 
management and has strong business acumen.

Who do you impact with your program?
This program’s target audience has changed somewhat over the years. Originally, 

we had a dual target audience of 1) HR professionals and 2) line managers who care 
about the people side of management.  While this second group can certainly gain 
a lot from our program, we’ve realized over the last few years that our students and 
our organizational partners are focused on Human Resource Management, hence 
the name change.  Our program is also 100% on-line and runs in a cohort set-up, 
with the opportunity for students to begin in the Fall, the Spring or the Summer.

What are the lessons you’ve learned this year from facilitating your program?
Again this is relevant to our rebranding, but this year has been a reaffirmation of 

just how important the field of HR is to our students and our industry partners. The 
rebranding process allowed us to talk with current students, industry leaders, and former 
students about what needs exist.  Our external partners were the ones who suggested 
the name change from Human Capital to Strategic Human Resource Management.

How do you measure the return on investment and success of the program?
We measure success in several ways. As an AACSB accredited Business School, 

we take assessment very seriously.  We want to ensure that every program at SJU is 
rigorous and valuable, and that our students leave the program transformed. For the 
MS SHRM program, we strive that all of our students excel in communication skills, 
critical thinking skills, ethical & Ignatian/Jesuit decision making, and gain expertise in 
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HR functional skills.  Our Ignatian values emphasize being men and 
women for and with others , which is really key for HR professionals, 
and truly developing the whole person through a very well-rounded 
education. Regardless of your background, these are universally valu-
able and we are very proud of the diversity we have in our program.  
In terms of successful outcomes, our greatest examples of evidence 
are our graduates.  We have graduates who have ascended to top level 
HR positions in many industries, and who are now working all over 
the United States and in Europe.  They are our best ambassadors, and 
we are always happy to put current or prospective students in touch 
with our alums.

What lies ahead for the program and how it will continue to 
succeed?

We are very excited about the name change, our new external partner-
ships, and our new cohort system. We are looking to grow our program 
nationally, and not just in the Philadelphia/mid-Atlantic region.  As 
always, we will be attentive to our students and to industry leaders to 
ensure that we are providing the very best academic experience that 
serves the career needs of our students and provides valuable output 
to businesses and organizations in all sectors.
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We have likely all been renters at some point in our lives. The 
apartment where we lived belonged to the landlord. Usually, its care 
and maintenance were not high on our list of priorities. If something 
went wrong, was damaged, torn, or chipped, it was the landlord’s 
problem—not ours.

But then, the day arrived when we had saved enough money to 
qualify for our own mortgage on our own house. Suddenly, our entire 
attitude changed about how we viewed our property, because it was 

now “ours”. We were quick to notice when something was not func-
tioning properly. We took care of the wiring and the plumbing. We 
tried not to scratch the walls and fixtures. We avoided spills on the 
carpet. We felt great pride in it because it was our house! We owned it!
Renters or owners

This analogy applies to the attitudes of your organization’s leaders. 
They can view themselves as merely renters or as owners. Their choice 
makes a huge difference in their attitude and performance. Renters 

Promote Entrepreneurial Action 
Inside Your Organization
4 steps to foster it

By Daniel Stewart 
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in organizations tend to maintain the status quo while owners tend 
to be more innovative and demonstrate an entrepreneurial spirit. The 
leader has a major influence on which view they choose.

Unfortunately, leaders may give mixed signals—asking for new 
ideas and initiatives yet in the end (whether purposefully or not) 
underfunding, under resourcing, or under prioritizing the very efforts 
they demanded. The message often sounds like this: Please be differ-
ent and creative…but not too much and only in ways that everyone 
likes. Too often the request for entrepreneurial action is killed by 
well-intentioned but misaligned institutional inertia and controls.
4 steps to Foster Entrepreneurial Action

How does a leader promote ownership and innovation within an 
established organization?

Below are four steps that will enable, and not stymie, leaders to free 
their entrepreneurial instincts and improve the organization.
step 1
Get the Right skills Up Front (Hire Right!)

The first step is to search and select leaders with an entrepreneur-
ial mindset. Purposefully interview and hire people who like to try 
something new. Ask them about experiences they have had when 
they disrupted the status quo while promoting the organization’s 
purpose. Ask them how they encouraged ideas that challenged ac-
cepted assumptions. Ask them how they respected the rationale for 
current practices while not automatically giving into them. For key 
positions, bringing in leaders who love shaking things up to grow the 
business is vital to fostering real ownership.
step 2
Recognize trade-offs in Control vs. Risk (Make Room for New 
ideas!)

As organizations grow, it is inevitable that rules and procedures 
increase. These elements of organizational control become the scourge 
and often the undoing of many good inside entrepreneurs. Instead of 
lamenting and seeking to eliminate these controls (meetings, reporting 
relationships, approvals), it is important to actively negotiate the trade-
offs that must occur in balancing risk and stability. For example, while 
external entrepreneurs risk financial uncertainty, inside entrepreneurs 
(or intrapreneurs) risk social standing and relationship capital. They 
don’t need to find investors as much as finding an open boss or peers 
to support their ideas (and not look at them as crazy). 

So, instead of creating staff meetings to only support updates on 
pre-approved efforts, why not add an agenda item for “Big Think-
ing” or unplanned projects. This provides a space within established 
processes for riskier ideas to be more safely shared.
step 3
Provide, incentivize and Resource (Make it Happen!)

Inside entrepreneurs typically have a strong bias for action. They 
want to move and make progress. They want to shift from talking to 
prototyping. Despite a strong sense of independence, entrepreneurs 
often recognize the need to partner with others to get stuff done.

Innovative organizations connect interested individuals together 
so business plans can be shared and improved. Organizations like 
Google and 3M carve out time for employees to explore and dabble 
with new ideas—even a day a week.

Business plans can be presented to senior leaders for feedback and 
visibility. Rewards can be distributed for innovative ideas. An entre-
preneurial desire for action needs to be fed a healthy diet of time, 

recognition, and connection to resources to make things happen.
step 4
identify How to Keep Learning (sustain it!)

The final step in fostering entrepreneurialism within an organization 
is sustaining it over time.

The hiring of passionate people, the discussion of big ideas, and 
the promotion of riskier approaches, cannot be a fleeting experiment 
with an anxious hand ready to pull the plug.

The organization needs to embrace learning and avoid the tendency 
to ask for innovation, while rejecting proposals that don’t fit nicely 
within pre-existing assumptions. The premature death of a good idea 
is a wonderful way to extinguish future innovation. The organization 
needs to increase their comfort with failing small and fast, without 
punishing well thought out intentions.

During each step of the innovation process, replace reluctance with 
curiosity to fully leverage entrepreneurial thinking.

High performing organizations crave growth; growth feeds on big 
thinking; and big thinking comes from people who feel like owners 
and not renters. Organizations that build on these four steps will 
find the right people and create the right environment to unleash the 
power of the inside entrepreneur!

For a complimentary infographic, highlighting these 4 steps. Click 
here LE
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What is the overall objective of your program?
The Certificate in Human Resource Management is designed to allow current and 

aspiring HR professionals with bachelor’s degrees in non-human resource areas to 
acquire specific human resource management knowledge and competencies in five broad 
areas. Five graduate courses must be successfully completed to attain the Certificate 
(14-15 credits). These courses are available for students both on campus and online. 

Individuals that complete the Certificate in Human Resource Management will 
be knowledgeable in the following areas:
•	 Employment, safety and administration of human resources
•	 Compensation and benefit structures in profit and nonprofit organizations
•	 Design of quality training and development programs
•	 Contract negotiation, establishing a positive relationship with all parties of a 

labor contract, and conflict resolution via mediation or arbitration
•	 Strategic human resource management and its role in sustaining competitive 

advantage for the organization
•	 International management, especially issues pertaining to international human 

resource management
•	 Influences on organizational effectiveness, and the social responsibilities that 

an organization holds

Who do you impact with your program?
Individuals with bachelor’s degrees in non-human resource areas who wish to acquire 

specific human resource management knowledge and competencies. Graduate-level 
courses are offered in:
•	 Staffing and Evaluation
•	 Compensation and Benefits
•	 Training and Development
•	 Management and Labor Relations
•	 Strategic Human Resource Management

What are the lessons you’ve learned this year from facilitating your program?
Individuals already working in human resources who do not have a degree in 

For Tomorrow’s HR Leaders
Our editorial team interviewed Jon 
Werner from University of Wisconsin-
Whitewater at the Leadership 
Excellence Awards this past February. 
Here are some excerpts from the exclusive 
interview.
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human resource management find these courses beneficial as they 
seek to advance in their careers. Individuals early in their careers 
with a non-business background see this certificate as a great oppor-
tunity for a career change. This latter group is diverse – from school 
teachers to professional counselors expressing interest in the field of 
human resources. While the jobs available to those considering a 
career change may be entry-level, the Certificate in Human Resource 
Management will help them advance faster than those without an 
accredited certificate.

How do you measure the return on investment and success of the 
program?

To this point, the success of the program has been measured in terms 
of job placement and career advancement in the human resources field.

What lies ahead for the program and how it will continue to 
succeed?

We regularly monitor environmental changes to ensure the program 
is current. With the workforce continually becoming more digitally 
savvy and willing to work remotely with globally dispersed and diverse 
teams, it is vital to incorporate content such as cultural intelligence 
and leadership in a dynamic global context into the curriculum. 
Maintaining a high quality, accredited program that addresses the 
needs of adult learners, both in terms of relevance and delivery, is key 
to success. As these courses are part of our highly-ranked, AACSB-
accredited online MBA program, they are regularly monitored for 
quality and timeliness.
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there is a strong consensus that leaders are role models and coaches. 
It’s true and also the source of clichés such as “walk the talk” and “be 
the example you want to see.” These clichés make sense in that they 
reflect the only two ways a leader can lead: words and actions. Less 
often discussed is the force behind the clichés: How you think about 
leadership and its responsibilities.

As a leader, your first priority is to thoughtfully define what a leader 
is to you and what a leader is responsible for achieving. A definition 
that has worked for me for many years is: A leader is someone who 
earns the enthusiastic loyalty and commitment of followers and molds 
them into a high performance team. My definition reflects my belief 
that the leader is directly responsible for preparing a team to perform. 
While this responsibility includes winning, preparing the team to win 
is closer to what a leader actually does. 

You see this definition in action in athletic competition. Think 
about basketball teams at the highest level in the NCAA’s Division 
One. Player turnover is inevitable – whether it’s due to graduation 
or quitting, moving on to the pros, or injury. Each year new players 
have to be developed into high performing members of the team 
in order to remain competitive. No excuses accepted. How do the 
winning coaches do it? The simple answer is that they understand the 
five responsibilities of a leader:

1. Recruit talented team members.
2. Paint a compelling vision of the team’s future.
3. Point the way to the vision.
4. Provide the tools, support, and accountability needed to close 

the gap between the present and the vision.
5. Celebrate the wins and learn from the losses.
I see these responsibilities as a leader checklist and source of self-

accountability. Ask yourself if these are the things you are currently 
focused on. 

On the other side of the coin is the need to earn the loyalty of your 
team members.  A way to move toward that objective is to provide 
good answers to their questions:

1. Where we are going?
2. What will it be like when we get there?
3. How will we get there?
4. Can you get us there?
5. What’s in it for me?
Notice how these questions dovetail with your five leadership 

responsibilities. Talented people want to be part of a winning team. 
Period. What are you doing to ensure that you have good answers to 
each of your five questions?

Winning starts by hiring the best people, but it builds when you 
add the weight of measurable goals. In effect, you are saying: “I 
have confidence in you and this is what we are going to accomplish 
together.” The second question (“What will it be like when we get 
there?”) addresses the need for meaning and purpose. People will work 
for their own selfish reasons, but will excel if it means working toward 

something they value and want to be a part of. This was certainly the 
case in the old days with Outback Steakhouse. The company was 
growing like crazy, but just as important, it was loved by its custom-
ers and communities for the selfless work each restaurant did as an 
“active presence and support” (part of Outback’s Principles & Beliefs). 
Surveys conducted at the time showed that employees were proud 
of the contribution made by the company to the community and of 
being part of that contribution. Pride and the feeling of making a 
meaningful difference are often underappreciated by leaders.

Too many leaders are mushy when it comes to answering the third 
question – how to achieve our goals. This shortcoming shows up in 
employee surveys when employees complain about the lack of clear 
direction as well as the quality of their co-workers. Continuing with 
the Outback example, a big part of the answer to the third question 
was captured by one word: ownership. Outback offered its managers a 
stake in the game; that is, actual participation in the ownership of their 
restaurant. This offer was inclusive (dishwashers, bussers, servers, and 
cooks routinely earned their way to being a Proprietor) and predicated 
on hard work as the stepping stone to earning the honor of leading 
a restaurant. Over the years, three things were emphasized as the 
means to success: quality, hard work, and results. It was summarized 
as “taking care of people.” A very strong answer to the question of 
“What’s in it for me?”

Answering the fourth question (“Can you get us there?”) goes 
beyond leader integrity to leader credibility. There is something to 
the old cliché – “people quit people.”  This is even truer when team 
members are at the high end of competence. Why would a winner 
waste his or her time working for a leader who cannot win or one 
who violates the admonition to not send eagles to turkey school? 
High performance teams are defined by high levels of accountability. 
An inspiring vision linked to clear direction and high accountability 
are keys to demonstrating your credibility as a leader. To lead is an 
honor; to be great at it is what you should aspire to be. Living the 
responsibilities and answering the questions will put you on the path 
to being the leader you want to be. LE

Are You Leading?
Here is a checklist for leaders

By Tom DeCotiis
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Center for Leadership Development, Seton 
Hall University, Stillman School of Business
Program: The Gerald P. Buccino ‘63 Center 
for Leadership Development
Program Director: Professor Michael M. 
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Contact: 400 South Orange Ave, South Or-
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Email: Michael.Reuter@shu.edu
Call: (973) 275-2528
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What is the overall objective of your program?
The Leadership Development Honors Program (“LDHP” or the “Program”) con-

tinues to be Seton Hall University Stillman School of Business’ elite Honors Program 
inspired and driven by its purpose and mission. The Program develops extraordinary 
leaders who are recognized for the values and principles by which they live, their 
vision and purpose in life, the outstanding results they achieve, and their service to 
the community in which they live.

The LDHP is a highly competitive and selective program that affords unique 
experiential learnings and opportunities to its highly motivated and well-rounded 
students.  Further, the Program focuses on honing and enhancing the skillsets of its 
leaders, aimed at developing business professionals and leaders who take initiative, 
network, and accomplish goals. The curriculum begins during the students’ fresh-
men year, continuing throughout their collegiate career and beyond with numerous 
advanced, tailored leadership courses, such as Leadership 101, the Junior Mentoring 
Program, Ideas & Trends, and Thought Leadership. 

Who do you impact with your program?
The target audience of the Leadership Program at Seton Hall includes the Leader-

ship Family: (1) students, (2) alumni, and (3) executive advisory board members. Our 
students are immersed in leadership coursework, competitive internships, and rigor-
ous learning everyday throughout their four years at Seton Hall’s Stillman School of 
Business. Our Alumni are recognized and highly successful leaders in their disciplines 
and industries throughout the nation. Our Council consists of prominent executives 
associated with prestigious firms and businesses in the New York area, representing 
multiple disciplines (e.g. accounting, finance, marketing, law, management, non-
profit, entrepreneurship and information technology). Our Program also serves our 
extended family ... the businesses of our council members, our community, local 
nonprofits, and more. 

The wondrous and beautiful function of our Program is that our students, alumni, 
and executive council work together and complement one another, creating a mutual 
benefit for the growth and development of our entire leadership family. 

Developing Extraordinary Leaders

Our editorial team interviewed Michael 
Reuter from Seton Hall University at the 
Leadership Excellence Awards this past 
February. Here are some excerpts from the 
exclusive interview.
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What are the lessons you’ve learned this year from facilitating 
your program?

“Vision is the art of seeing what is invisible to others.” – Jonathan swift
As the Program continues to grow, I am reminded daily that having 

an expanding vision is necessary to enable growth and opportunity. 
The most common piece of advice I offer is to “be more than you ever 
dreamed,” reaching beyond your apparent limits to see greater pos-
sibilities in your life, and to take action to achieve those far-reaching 
opportunities. 

The Program evolves every day, week, month, and year…so, when 
you evaluate its growth year-over-year the results are excitedly evident 
and impressive. Having a continuously expanding vision has enabled 
LDHP to grow beyond our wildest dreams. For example, our advisory 
council has grown to over ninety extraordinary members who mentor, 
teach, and coach our students. Our alumni carry with them the desire 
to grow and expand their visions by continuing to achieve positions 
of prominence and recognition in their respective businesses and 
fields.  Our students continue to enlarge their vision by raising the 
bar in their academic excellence and constantly breaking new ground 
through gaining prestigious internships and positions at Fortune 500 
companies. The greatest lesson for our leadership family is to never 
stop expanding your vision; thus, our Program is comprised of the 
youngest entrepreneurs, change-makers, and innovative executives 
who will bring value, growth and change to the organizations and 
people whom they touch and serve. 

How do you measure the return on investment and success of the 
program?
The Program measures its return on investment through the people 
it touches. The success of our Program is not measured quarterly or 
annually, but every day.  For example, this Fall two of our students 
organized a fundraising event that raised over $13,000 for the American 
Heart Association. To see the entire Program involved and engaging 
the entire Seton Hall Community in this effort was exciting. That is 
great success! 
I recently received a call from a leading global financial firm who 
informed me that it wanted to discuss creating a potential pipeline for 
hiring the Program’s students because they are the ‘best-of-the-best.’ 
That is success. Since 2011, all LDHP graduates have secured full-time 
employment or began graduate studies within six-months of gradua-
tion. In fact, that particular outcome has seen even greater success the 
last three years. From 2013 to present, one hundred percent of our 
graduates secured full-time employment or began graduate studies 
BEFORE COMMENCEMENT! That is success.
Our students are thinking not only about traditional business and 
trends, but innovating by gaining internships and experiences outside 
of the standard realm; for example, one student was accepted into 
Google’s Building Opportunities for Leadership and Development 
(“BOLD”) Program last summer. That is success. 
One of our alumni was recently recognized as one of Cablefax’s Over-
achievers Under 30.  That is success. Moreover, four of our alumni will 
graduate law school this May and have received employment offers 
for after bar exam. That is success. 
Our LDHP family continues to show that the return on investment 
continues throughout their careers and long after graduation.  

What lies ahead for the program and how it will continue to 
succeed?

The LDHP is always reaching for the stars – dreaming dreams 
undreamed. I always say that good is never good enough and great is 
never great enough.  There is always something more to be achieved, 
and something that will take the Program and students to the next 
level of excellence. We continue to nurture and create relationships 
with high-level executives to create symbiotic relationships between 
our students and those executives. One of our exciting program 
expansions for 2017 is to announce that The Gerald P. Buccino ’63 
Center for Leadership Development plans to have an Executive-
In-Residence who will be available on campus to our students for 
mentoring and coaching. And, there will be more ... so much more. 
The best is yet to come!
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transformational leaders can reshape, and in some cases, ma-
nipulate organizational factors to create a more effective workplace 
to develop learning within departmental and business units of orga-
nizations. 

Transformational leaders develop relationships in organizations and 
contribute to trust, through considering both employee’s individual 
interests and company’s essential needs. A collaborative environment 
provides a shared understanding about the current issues and problems 
among employees, which helps to generate new ideas within organiza-
tions. Trust towards their leader’s decisions is also a necessary precursor 
to create new ideas. Transformational leaders identify individual needs 
of their employees and develop a learning culture by intellectually 
stimulating them to generate new idea and share it with others. The 
amount of time spent learning is positively related with the amount 
of knowledge gained, shared, and implemented. 

Firms’ formal structures can be also reshaped by transformational 
leaders to develop knowledge sharing and inspire employees to create 
new ideas for a better environment among business-units and depart-
ments. Informal structures could facilitate new idea generation to build 
a more innovative climate within organizations. Transformational 
leaders are known to implement organizational changes that develop 
better collaboration among subordinates and managers. Centralized 
versus decentralized decision making is a topic that transformational 
leaders must deal with. A more emphasis on formalized and mechanis-
tic structures can also negatively impact the transformational leader’s 

ability to exert such changes. On the contrary, a more decentralized 
and organic structure may enable transformational leaders to improve 
departmental and managerial interactions. The mechanical or central-
ization at the commanding level of transformation leadership impairs 
the opportunity to develop relationships among managers, business 
units, and departments. 

Transformational leaders reshape structure to be more effective when 
the command centre of organizations can disseminate information 
in a decentralized and organic way as opposed to the mechanical and 
centralized command centre. Decentralized structures shift the power 
of decision-making to the lower levels and subsequently inspire or-
ganizational members to create new ideas and even implement them 
while centralized structures may negatively impact interdepartmental 
communications and inhibit knowledge exchange. Ergo, transforma-
tional leaders positively contribute to learning and human resources 
development through building more decentralized structures within 
organizations. 

Transformational leaders apply effective strategies to create more 
innovative solutions for organizational problems. This could enhance 
the knowledge creation through identifying new opportunities in order 
to provide better alternatives for managers to make a more effective 
decision. These leaders also employ business strategy to develop a 
vision of adopting more comprehensive information about the future. 
When adopting a more futurity type strategy, transformational leaders 
can enhance the knowledge utilization, thereby developing guidelines 
for future pathways and determine future trends in the external en-
vironment and allocate their resources accordingly. Transformational 
leaders also take into account the objectives of strategic implication 
that seeks to decrease organizational costs and redundancies. While 
transformational leaders focus on implementing changes, effective 
strategies can be used to modify the current processes to enhance 
organizational efficiencies. Transformational leader adopts a strategic 
posture to inspire employees to identify better opportunities in both 
the internal and external environment. In many ways, this could 
enhance knowledge transfer by developing interactions with both 
departmental units and the business environment. 

In conclusion, a business leader who adopts transformation leader-
ship, can enhance global prosperity in our hypercompetitive business 
environment that exists today. LE

Leadership And HR Development
How transformational leaders create the best workplaces for learning and HR 
development

By Mostafa Sayyadi Ghasabeh
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What is the overall objective of your program?
Upon completion of the Leadership UCO Program, participants will: 
•	 Develop an initiative that may be implemented at UCO. 
•	 Implement proper feedback techniques (giving and receiving).
•	 Identify leadership tools and strategies to lead those you influence more effectively. 
•	 Apply practical tools to change your daily health and lifestyle habits to reduce 

stress & improve creativity and productivity. 
•	 Associate with a diverse network from across campus creating new connections. 
•	 Improve listening skills to promote stronger communication.  
•	 Build and sustain high-performing project teams.  
•	 Recognize when to adapt your leadership style to be effective in different 

situations. 
•	 Compare your personality preferences and to those with differing preferences. 
•	 Connect leadership with health & wellness and serving our community.  

Who do you impact with your program?
University of Central Oklahoma full-time faculty and staff.

What are the lessons you’ve learned this year from facilitating your program?
There are two main lessons that we have learned from facilitating this year’s Leader-

ship UCO program.  
1. We have learned to be more lenient with participant absences. In the past, if a 
    participant missed even one class, they were required to go through the entire  
    program again in order to graduate. This year, we decided to accept the fact that   
    “Life Happens”.  We wanted to find a way to be less stringent with our attendance   
    policy to support dedicated participants who must miss a class, and at the same 
    time ensure these participants receive all of the program’s content. Our committee 
    decided to allow participants to miss one of the eight sessions if they would meet   
    with two of their classmates to review the missed content, complete the content    
    worksheets given in class, and make-up any missed assignments.  If they miss two 

or more sessions, they can still attend the rest of the program sessions and gradu-
    ate with their classmates however, they will not receive their graduation certificate, 

For Tomorrow’s Leaders

Our editorial team interviewed Fran 
Petties from University of Central 
Oklahoma at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.
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become part of the alumni group or reap the full benefits of being a 
graduate until they attend any missed sessions with next year’s class 
and make-up any missing assignments.  We like to “launch and 
adjust” so we will review the success or failure of this change over   
the next couple of years.  

2. It is important to continue re-tooling this program every three 
years in order to evaluate our content’s relevancy to current leadership 
development research and trends, and ensure alignment with UCO 
executives’ expectations and paradigms.  Although we have had many 
successful programming years, we cannot afford to adopt a “Set It 
and Forget It” mentality.  We are constantly looking for ways to keep 
this program relevant and fresh in order to meet the changing needs 
of current and future leaders.  This year, our executives asked us to 
create a stair step or linear path of learning across all programs to 
prevent overlap, focus more on foundational leadership competen-
cies, and outline a structured system to measure program outcomes.  
We established a special committee of various constituents from  
across campus to review and adjust the program’s content and 
structure in order to meet these goals. 

How do you measure the return on investment and success of the 
program?

We measure ROI in several ways, we look at program participation 
and completion results, end of session and end of program survey 

results, supervisor survey results obtained 6-month after each par-
ticipant’s graduation, the feedback that we obtain from University 
executives, and we also track and measure the promotion rates of 
program graduates. Currently, program graduates have a 19% promo-
tion rate which is good when compared to our campus promotion 
rate of only 3.2%. 

In addition to this, the University’s Staff Senate conducted a thorough 
review of LUCO this year.  They interviewed participants and their 
supervisors, reviewed our application and selection process, and then 
provided us with the results of their investigation.  We passed their 
intensive review with only one major suggestion which was to have a 
Staff Senate Committee member serve on each program development 
and selection committee.

What lies ahead for the program and how it will continue to 
succeed?

We are excited about the results of our re-tooling process.  We have 
identified 5 core leadership competency areas that we want to center 
the content around and will decrease the number of off-campus vol-
unteer activities in order to increase the number of program classroom 
sessions. We are now moving into content development and look 
forward to re-branding and launching our revised program next year.  
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What is the overall objective of your program?
Upon completion of the Management Development Program, participants will:
•	 Demonstrate effective communication skills.
•	 Identify the traits of diverse teams.
•	 Use effective communication techniques to give meaningful feedback.    
•	 Implement the DiSC assessment in teams to improve communication and               

 cohesiveness. 
•	 Utilize effective decision-making techniques. 
•	 Experiment with different coaching situations and tools to maximize   

 employee development and growth. 
•	 Employ motivation as a tool to improve employee performance and satisfaction. 
•	 Discover techniques to better navigate through change in your team. 
•	 Distinguish when to stick to or abandon a departmental decision.  

Who do you impact with your program?
Full-time and part-time University of Central Oklahoma Employees who are or 

aspire to become managers. 

What are the lessons you’ve learned this year from facilitating your program?
1.There are two main lessons that we have learned from facilitating this year’s Man-

agement Development Program (MDP).  
Everyone starts this program at a different point in their career and therefore should 
to be given opportunities to reflect on and synthesize the content in a way that will 
meet them where they are in the management development process. Personal Action 
Plans is one method we chose to accomplish this but learned this year that many 
participants dreaded doing.  We considered omitting them from the regular program 
because they require a lot of outside class reflection, communication, implementation, 
and tracking effort. We require each participant to submit a session content-based 
work or personal action plan 7 days after each class.  30-days after each class, 
participants are expected to complete a follow-up action form outlining their results, 
learning points, and future actions.  However, as we took a more in-depth look, 

For Current and Aspiring 
Managers
Our editorial team interviewed Fran 
Petties from University of Central 
Oklahoma at the Leadership Excellence 
Awards this past February. Here are some 
excerpts from the exclusive interview.
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we learned that although action plan development was unpopular 
among some participants, it has proven to be a very effective tool 
that produces impactful, measurable results.  Although they can be 
challenging at first, we learned that they do get easier for participants 
the more they do them. In the end, we learned that the pros of action 
plans far outweigh the cons therefore, we will continue using them.  

2. We are currently piloting a version of this program within a single 
department. We have learned that the departmental program needs 
to be structured differently than the standard campus-wide program.  
The departmental program content and format had to be custom
ized in order to meet the specific needs and management culture of 
the department in order for their leaders to consider it successful.  
We discovered that this would prove true for all departments.  As a 
result, we have learned to make departmental programs customizable 
instead of standardized.  This requires a lot more front-end work and 
communication on our part. 

How do you measure the return on investment and success of the 
program?

We measure MDP ROI by looking at the following things:
•	 Pre and post-test learning increase percentages 
•	 Successful creation of Post Session Action Plan, implementa-
 tion of the Post Session Action Plans, and 30-Day Follow-up 
 Action Plan results.

•	 Session evaluations
•	 Surveys results from program graduate supervisors 1-year after 
 the program
•	 Review of participant Capstone Projects
•	 Participant testimonials and recommendations
•	 Program recommendations and requests for departmental pro-
 grams 
•	 Continued support and feedback from UCO Executives
•	 Graduate promotion rates. Currently, MDP graduates are pro-
 moted at a 21% rate whereas the campus promotion rate is  

 3.2%. 

What lies ahead for the program and how it will continue to 
succeed? 

We will continue accessing the results of our departmental pilot 
program in order to design a customizable program that we can imple-
ment in various departments.  We are coming upon our three-year 
program re-tooling timeline for the regular program and will look at 
revising the standard program content and structure as needed next year.
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Virtual Events

www.hr.com/virtualconferencesView our Upcoming Virtual Conference Schedule and Register Today!  

Schedule

Employee Benefits and Wellness April 19, 2017 November 7, 2017

HRIS and Payroll August 15, 2017 TBA

HR Strategy and Planning May 17, 2017 November 14, 2017

Leadership September 26, 2017 TBA

Recognition and Engagement May 3, 2017 October 18, 2017

Talent Acquisition October 24, 2017 TBA

Talent Management July 12, 2017 TBA

Training and Development June 13, 2017 September 12, 2017

Workforce Management June 6, 2017 December 5, 2017

Webcasts

A Selection of Webcasts Date Time

Tying Recognition to Business Initiatives: Trends and Insights for Success Apr 12 2017 1:00 PM - 2:00 PM ET

A New Workforce with New Expectations: Gives New Direction to Today’s 
Career Development

Apr 18 2017 11:00 AM - 12:00 PM ET

The Future Workplace: 10 Rules for Mastering Disruption and Engaging 
Employees

Apr 25 2017 1:00 PM - 2:00 PM ET

2017 Global Talent Trends: Empowerment in a Disrupted World May 9 2017 1:00 PM - 2:00 PM ET

Successfully Managing Today’s Multigenerational Workforce – Motivate, 
Collaborate and Engage

May 17 2017  1:00 PM - 2:00 PM ET

www.hr.com/upcoming_webcastsView our Upcoming Webcast Schedule and Register Today!    
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Register

Register

Register
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According to Buckminster Fuller’s “Knowledge Doubling Curve” 
human knowledge doubled approximately every century. Today, it is 
estimated that human knowledge is doubling every 12 to 13 months. 
IBM is estimating that with the build out of the “internet of things,” 
knowledge will double every 12 hours.

The explosion of information is clearly accelerating. Data is flood-
ing companies and the problem is only getting worse. As the next big 
explosion heats up, “the internet of things” - when our machines talk 
to each other - the rate of information growth will go exponential.

Data is quickly becoming one of the most critical business assets. 
The challenge most leaders face at this point is how to monetize their 
ocean of data. Having masses of information is of little value unless 
it is leveraged to give the company a competitive edge. Below are five 
key steps leaders should take to monetize their company’s data assets:
1. Decision Architecture

When thinking about analytics, most organizations think about 
the questions that answer how their business is performing and 
what information they gather to answer the question.   While this 
helps to inform and describe what is occurring in the organization, 
it does not enable action.   Rather, leaders should look to capture 
the decision architecture of a particular business problem and build 
analytical capability to develop diagnostics that enable decisions and 
therefore actions. In short, leaders should focus on decisions driven 
by data rather than simply asking questions of their data. This is a 
fundamental shift in how most organizations view analytics and is 
the key component to driving the maturity of companies higher on 
the analytical maturity curve.
2. Monetization strategy

Develop monetization strategies and maintain them as valuable 
corporate assets. In the same way an organization might develop KPI’s 
to help manage and understand business performance, monetization 
strategies leveraging corporate data assets that drive competitive 
advantage should be developed continuously. The power of a good 
monetization strategy is the ability to take a good decision and make 
it a great one. A Monetization Strategy is a plan to achieve one or 
more business goals through tactics or actions that have a quantified 
benefit. They should be developed from your Decision Architecture and 
linked to your corporate business levers that align strategic objectives.
3. Data science and Decision Theory

Use both data science and decision theory to power your monetiza-
tion strategy.  Data science helps you derive insights from your data 
to address a particular business problem or opportunity.   Whereas 
data science helps turn information into actionable insights, Decision 
Theory helps you structure the decision process to guide a person to 
the correct choice. 

Decision Theory, along with Behavioral Economics, is focused on 
understanding the components of the decision process to explain why 
we make the choices we do. It provides a systematic way to consider 
tradeoffs among attributes that helps us make better decisions.

4. Analytical structure
Data is the lifeblood of any analytical exercise and usually one of 

the bigger challenges. Sourcing, organizing, and stitching together 
data is typically where a large amount of time is spent in building 
an analytical solution. When putting together datasets for analyt-
ics, the quality of the data is key. If the data is missing, incorrect, 
or inconsistent, the results of the analysis will be unclear or worse, 
incorrect. Once the data is compiled, determining the right analytical 
structure is important for performance, integrity, and scalability for 
your monetization strategy.

5. Repeatability and scalability
Building one-off analytical solutions are more the norm for corporate 

America. Hours are poured into solving difficult problems to capture 
a revenue opportunity, only to have the analytics lie dormant or never 
used again. Leaders should look to develop Monetization Strategies 
that are automated, repeatable, and scalable throughout their orga-
nization. This approach will lead to analytics that other departments 
can utilize versus having to build their own version.

These five key components will enable you to build monetization 
strategies and analytical solutions that help managers and executives 
navigate the vast amounts of data to make quality decisions that drive 
revenue.  Building capabilities around each of these five keys will give 
your organization the power to tap into the value of your data and build 
analytical solutions that give your company a competitive edge. LE
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