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A s year 2017 ends, it is the perfect time 
to review your growth and goals achieved in 
the year. As a leader, it is the time to reflect, 
take stock of the year past, and plan for the year 
ahead. As you look at what worked, what didn’t 
and start planning for the next year, we wish you 
all success and promise to continue motivating 
you through Leadership Excellence Essentials.

From top leadership stories to leadership 
trends and development lessons, Leadership 
Excellence Essentials 2017 editions covered a 
wide variety of topics in the leadership space.

Top leaders and leadership programs were 
honoured at the most rewarding event of the 
year, LEAD2017. The LEAD (Leadership Ex-
cellence and Development) forums, unique 
two-day annual leadership events, are devoted to 
inspiring individuals and enriching lives across 
the globe. We hope you can join us on Febru-
ary 7th and 8th, 2018 either in person in Grand 
America Hotel, Salt Lake City, Utah or via 
satellite broadcast to your boardroom or com-
munity. More Info on LEAD2018. 

In this last edition of the year, we have in-
cluded 10 interesting articles on leadership. The 
cover article, Forget Balance! By Sue Hawkes 
talks about how leaders can navigate their im-
balanced lives. A perfect article that can help 
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article, Be Selfish To Become A Better Leader, 
for tips to help you become more productive.

Yesterday’s command-and-control model 
of leadership is ill-suited to today’s workplace. 
Today’s leading companies have discovered; 
empowered self leaders are the key to organi-
zational success. Read Ken Blanchard’s article, 
Empowering Self Leaders to know about 3 
tools for organizational success.

If there was no gender pay gap - what would 
that look like? Read Laleh Hancock’s article, A 
Future Without A Gender Pay Gap Is About 
Your Choices Today to know more.

Inside, we also have a handful of other 
thought-provoking articles on leadership. I 
sincerely hope you enjoy reading this issue of 
Leadership Excellence and, as always, looking 
forward for your honest feedback! 

We would also like to extend our heartfelt 
gratitude to all of our contributors whose expert 
pieces greatly enriched our magazines. We look 
forward to your continued support.

Cheers!

Debbie Mcgrath
Publisher, HR.com
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Editor, 
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By Sue Hawkes

3 ways leaders can navigate imbalanced lives

Forget Balance!

“Work-life balance” is a running theme in this hectic world, but 
also an elusive goal.  The phrase is plastered everywhere as people aspire 
to achieve ideal harmony between family life and professional career. 

The demands of both, however, make it difficult to pull off, espe-
cially for anyone in a leadership position – and maybe there’s a good 
reason for that. 

A perfect work-life balance is not possible for those in leadership 
positions. It’s more useful to strive for work-life integration, where you 
not only bring your work home, but also bring your home to work.  
In debunking the balance theme, here are three tips for leaders to help 
them accept and maximize an imbalanced schedule: 

stop and breathe. Balance is an illusion in our external lives. But 
it can be created internally as a mechanism that gives busy people the 
ability to cope better with challenges. This emotional equilibrium is a 
measured thought choice that gives us more control of our responses 
to situations. When I catch myself reacting, I stop and ask, what am 
I telling myself? Is it true or head trash? This helps me unravel what’s 
factual from a kneejerk emotional response based on fear. I stop and 
breathe until I find my internal balance again. 

Learn to say no. Many people have difficulty saying no, and many 
who do say no are consumed by guilt. Saying yes before fully analysing 
the commitment can lead to being over-committed and overwhelmed, 
so it’s a matter of prioritizing what you say yes and no to.  Every time 
you say yes to something, you’re also saying yes to much more. Tell 
them you’ll consider, but first sit down with a pad and pencil and 

list all those additional things you’re taking on by saying yes. Finding 
balance is a matter of saying yes and no to what fulfils you and your 
life without overcommitting.

don’t be afraid to follow. When we’re over-committed and feeling 
imbalanced, we have to take a hard look at what’s ahead and stop 
doing things that aren’t working. A leader empowers others by giving 
them space to lead or take a larger role, thus lightening the leader’s 
load. You can’t always make things happen, and you can’t do it all. 
At times you have to let go and let others take the lead.”

There will never be a 50-50 balance, but you are still able to fit in 
all of the things that are important to you by slowing down, choosing 
what to say yes and no to and accepting help. LE

sue Hawkes is a bestselling author, keynote speaker, Certified EOS Implementer, 
Certified Business Coach, WPO Chapter Chair, and globally recognized, award-
winning seminar leader. Chasing Perfection: Shatter the Illusion, Minimize 
Self-Doubt & Maximize Success is her fourth book. She is CEO of YESS! and 
has designed and delivered dynamic, transformational programs for thousands 
of people. Sue has received numerous awards including the Dream Keeper award 
recognized by the Governor’s Council for her leadership program, the Regional 
U.S. Small Business Administration Women in Business Champion of the Year 
award, the Exemplary Woman of the Community award, and WomenVenture’s 
Unsung Hero award.
Connect sue Hawkes
Follow @sueHawkesYEss
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By Andy Swan

Why leadership today is a service, not an authority

Leading Humans

As we increasingly find robots are able to do the robotic tasks 
that previously humans have been paid to do, we’re realizing that we 
can now use humans in our organizations to do what they are best 
at – being human. In an age that requires relentlessly progressive in-
novation, that’s essential, because humans are amazing at creating, 
collaborating, connecting and empathizing. All of these are required 
to truly innovate. 

The only way to harness the tangible human benefits that so often 
lay dormant in our organizations, is to unleash people to do all of 
these things. We need to provide a platform for them to thrive. Many 
of the world’s most innovative and fast-growing organizations have 
realized that to some degree, so it comes as no surprise to find that 
highly innovative organizations have 8% more average gross profit 
than their less innovative counterparts (Wellness Together Research, 
BDG architecture + design, 2017).

That has implications for leadership. When we were using people 
to be robots, they needed to be programmed and forced into certain 
procedures in order to play their part in the machine. Management by 
spreadsheet was an inevitable result. Running people on rails requires 
box ticking, after all. But if we’re now recognizing that people are at 
their best when they’re trusted to act – because we know they are the 
right people in the right jobs – then management can be repurposed 
as true leadership.

Of course, leading by example is much needed and no one will be 
motivated in their role if their superior is not putting in effort yet taking 
all the credit, but this example idea may be misconstrued as leaders 
needing to do everything, in the hope everyone else does the same. 

What true human leadership needs to focus on is creating the right 
conditions for the humans within an organization to thrive. They 
need to build the platform for the success of others. It’s a complete 
flip of the traditional scenario where lower ranks are subservient to 
the seniority and power of those higher up the hierarchical triangle. 
Today, human leaders need to focus on serving their community to 
enable the community to function at its best – they are the drivers of 
user experience. Leadership in the modern workplace is a service to 
the people, because it recognizes that when they thrive, the organiza-
tion thrives too. 

As service providers, leaders need to be connected – gathering and 
listening to user feedback, then adapting and improving the platform 
accordingly. But as individuals and groups, people need different things 
at different times, so it’s essential to individualize as far as possible. 
This shifts the provision of many things that leaders are traditionally 
responsible for:
training to Learning

Where once everyone was sent on a mandatory training course 
which they hated, if people are now able to achieve the requirements 
of their jobs in their own way, then the skills and tools they need to 
make that happen need to be individualized. The role of the leader is 
to provide the opportunity and support it. 

By passing responsibility for development to the individual, they are 
able to select the learning opportunities that best suit their needs and 

personal style. In a world where we have infinite information at our 
disposal, that’s completely possible. It’s no surprise that self-service 
online platforms like Lynda.com and Udemy have seen rapid growth 
in an industry now worth over $100bn per year. 
Appraisal to Feedback

The annual tokenistic paper-pushing exercise has been dreaded by 
managers and employees forever. A forced conversation, leading to 
a list of actions that are ignored until the next year, does no one any 
good at all. 

Today we’re developing products and services through design 
thinking, which requires constant user feedback to iterate. At home, 
we’re all using feedback platforms daily, to give instant response and 
performance insights. Tripadvisor, Facebook, Amazon, everywhere 
we are, feedback and conversation is happening. It should be exactly 
the same at work. 

Recognizing the contribution, successes and developmental needs of 
each individual, enables them to continually develop and participate 
fully in the community. In this case, the community that is their 
workplace. 
reward to recognition

On that note, we’re increasingly moving away from the idea that 
good performance should be rewarded through financial incentive. 
While money can turn heads briefly, it’s fickle. For a true connec-
tion between people and organization, simply recognizing someone’s 
contribution, even by just saying ‘thank you’, has a far more powerful 
effect.  At Hershey, the implementation of an integrated recognition 
program saw an increase in reward and recognition satisfaction over 
three years of over 23%, with an employee receiving recognition every 
seven minutes (The Human Workplace, 2017).

It’s down to each organization to build its own platform and that 
involves selecting the right mix of services and solutions to enable 
your people to do their best work. Providing the most effective kit of 
parts to unleash your people is the real challenge for modern business 
leaders and one they should all focus on. 

There is no set rule or leadership handbook today, because leading 
people effectively requires humans, not robots. Taking ideas from 
others is useful, but they need to be adapted to your own context 
to be truly effective. Do what it takes to create a platform for your 
people to thrive in their work. 

If there is a mantra for the modern leader, it should be just do the 
right things, for the right reasons. LE 

FEAtURE

Andy swann, author of THE HUMAN WORKPLACE, leads the development 
and delivery of people-focused transition management at BDG Architecture + 
Design.  He is also the founder of Simple Better Human, a creative organization 
development consultancy. Swann runs the All About People conference and 
speaks around the world on the benefits of taking a more human approach to 
organizational development.
Visit http://andyswann.co.uk/ 
Follow @Andyswann
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By Laleh Hancock

A benevolent leadership guide to organizational growth and change for all

A Future Without A Gender Pay 
Gap Is About Your Choices Today

 if there was no gender pay gap - what would that look like?
HR professionals are leaders in the world of building culture, recruit-

ing talent, employment equality, and so much more; however, one area 
where we all need to work together with our respective organizations 
and HR teams is to address the gender pay gap.

Leaders create systems and forward-looking strategies, but these can 
often fall short of the target or desired result. What is missing? What 
needs attention? What questions are not being asked that need to be 
asked, and what choices are available and can be made, but have not 
been considered?
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Let’s take a look in the future where there is no gender pay gap – 
what would an organization look like? Would there be a balance in 
the work place? Would there be more women in leadership roles?

Is there perhaps a wider organizational shift in focus that is required 
to accomplish this change?  

Rather than focusing on the gender pay gap as a singular issue, what 
if the mission is maximizing opportunities for all - where everyone is 
included, no one is excluded, and everyone benefits?

Leaders on the creative edge of the business world today call this 
approach Benevolent Leadership. 
Why Benevolent Leadership?

Benevolent means “wishing well for all.” Being a benevolent leader 
means looking at how you can contribute to the prosperity of all with 
the choices you make. True leadership is looking at how possibilities 
can be maximized in every area of life and business – with your clients, 
your candidates, your company and your individual life, as well.

What separates someone who is a leader from someone who looks 
at their tasks, role or development from the exact same approach 
today as the day before? As leaders, men and women embrace their 
willingness to continually grow and be a catalyst for innovation based 
on the desire to truly be a contribution to all – no matter their role 
in an organization.

Now more than ever, in an environment where change and unpre-
dictability are the only certainties in business, the attitude of Benevolent 
Leadership allows the growth and success of business and individuals 
in the long-term – including going beyond the gender pay gap.
Are you true to the organizational mission and willing to look 
beyond your immediate tasks and targets?

What would the future be if HR was able to align to the true 
mission of the organization and not get stuck in countless hours of 
justifying and defending its hiring practices, or satisfying a Diversity 
& Inclusion quota?  

Society has found itself stuck in a gender gap of who to pay how 
much based on social perception versus education, experience, or 
value that an individual brings to an organization. To truly bring HR 
into equality-focused strategy and processes, the conversation has to 
be led from the future and include Benevolent Leadership practices.  

This would be a conversation not only about gender or compensa-
tion, but hiring the most qualified person for the role.  

HR could make investments in the talent of the organization by 
focusing efforts on training teams and people, building leadership 
pipelines, promoting outstanding leaders, and contributing to creat-
ing a more successful organization.

After all, the work to be done is why companies create, recruit and 
support the roles.  

Different questions could be asked: What would a real equal playing 
ground be like when it comes to competing for jobs, compensation, 
and delivering outcomes? What different choices could be made if 
HR functioned from the point of view that equality is available and 
achievable now?

This change in focus has the potential to have a significant effect 
on self-esteem and self-worth, empowering people to seek greater 
challenges and develop a more engaged work force, and ultimately, 
create a world that is more productive and successful for the upcom-
ing generations.

How can the Benevolent Leadership mind-set be implemented to 
create a world where the gender pay gap does not exist?

Benevolent Leadership is the willingness to look at how every aspect 
in business can contribute to another; how organizational missions 
and day-to-day practices do not have to be in conflict or misaligned. 
When Benevolent Leadership guides priorities, strategic vision and daily 
practices, the outcomes can be highly generative and every choice you 
make will give you awareness of new information and new directions. 

Use these questions to develop your benevolent leadership approach 
and to assist in making innovation-based choices:
•	 Is there anywhere I have decided that change is not possible?  

What if it was? 
•	 Am I willing to be a catalyst for growth and change and 

to challenge my pre-conceived notions about what is possible 
here?

•	 What do I know that would contribute to creating a different 
outcome with the gender pay gap?

•	 If there wasn’t a gender pay gap, just different opportunities 
that hadn’t been considered, what would I be aware of?

•	 If I knew that in a year from now, the gender pay gap would 
no longer exist, what choices would I make today?

Organizational change that leads us into a future beyond the gender 
pay gap starts with taking different daily action. What choices can you 
make today to empower the HR of the future – for all? LE

A Future Without A Gender Pay Gap Is About Your Choices Today
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Laleh Hancock, founder and CEO of Belapemo, is a transformational facilitator 
and business coach with more than 25 years of experience building companies 
and individuals that win. Whether partnering with a Fortune 500 company or 
a stay home mom, Laleh is dedicated empowering people and organizations 
of all ages and stages to grow and expand. As a Certified Facilitator for Access 
Consciousness, Laleh facilitates specialty classes including a Right Riches for You, 
a specialty program of Access Consciousness. She meets people where they are and 
provides practical tools to empower people to create more joy, ease, and infinite 
possibilities in their lives. Laleh served on the Governor’s Maryland Caregivers 
Support Coordinating Council for four years.
Connect Laleh Alemzadeh Hancock
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“now more than ever, in an environment where change 
and unpredictability are the only certainties in busi-
ness, the attitude of Benevolent leadership allows 
the growth and success of business and individuals 
in the long-term – including going beyond the gender 
pay gap”
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By Brian Braudis

4 ways to combat it

Lukewarm Leadership

the CEO of a software firm was tasked with a major change 
initiative after a large and lengthy acquisition. The Board of Directors 
wanted to see a definitive integration plan that included a timeline, and 
an organizational management plan that would ensure the merging 
of cultures and continued growth for the long-term.

What followed was a classic case of “lukewarm leadership.” The CEO 
appeared halfhearted, indifferent and his inconsistencies mounted. 
The Board would hear positive progress reports from the CEO and 
senior leadership team members would report the direct opposite. 
From his weak stance on commitment to the flurry of mixed messages, 
this CEO earned the moniker “Tepid Tommy.”  He seemed to be 
waiting in the wings for the flawless change initiative plan to find him.
Leaders take Note

Followers pay attention and watch more closely than given credit 
for. Indifference, lackluster communications and lethargic efforts are 
often more conspicuous than appreciated. When change is at hand and 
the future seems unstable, a leader’s performance can either diminish 
chaos or enflame it.  In the backdrop of uncertainty, a mere spark 
of ambiguity or apathy can ignite the pervading fuel of resistance 
among the masses.

Lukewarm leadership is not just a phenomenon of the C-Suite. 
From the top to the front lines, followers everywhere watch intently. 
They are tuned-in and sensitive to the message that leadership sends. 
The leader creates the climate. If an apathetic message is conveyed, 
the employee will respond likely. Team members follow in direct 
correspondence with what they see and feel from leadership. 
Here are 4 Ways to Combat Lukewarm Leadership
1. set the tone

What you do as a leader has tremendous influence throughout your 
team, your employees and even your stakeholders. People respond to 
what you initiate. Begin with the energy and gusto you want to see in 
others. Demonstrate how much you are willing to give and show that 
you are duty-bound early and often. Make your messages steadfast. 
When people see and feel your energy, enthusiasm and promise they 
will not only buy in, they will help spread your “all-in” message. When 
you show unbound energy, your team will give more energy. When 
you are engaged, unwavering and decisive, your team will follow with 
their engagement, unwavering effort and decisive action. 
2. Communicate  

Communication is more than a word. It is the standard by which 
leaders guide, direct, motivate and inspire action. Leadership quite 
simply depends on communication. Clear, confident, resonant com-
munication will engender trust and followership. 
•	 Get specific: Simple and concise is more effective than compli-
 cated and confusing. Attention is a precious commodity and  

 time even more so. Hit the high points in your speeches
and save the granular details for in person communications.

•	 Get Face to Face: Nothing can substitute for face-to-face 
dialog. Yes, dialog rather than monologue. This does not have to 
be the top leader. Employees and team members know the 

demands on leaders and managers. They know the value of 
authentic live contact and informal dialog where they can see 
and feel that their message is being received. Your team 
appreciates being heard. 

•	 demonstrate Beyond Words: What you do supersedes 
what you say. Remember Emerson and his famous dictum, 
what you do speaks so loudly I can’t hear what you say. The 
proven formula for personal communication is 55% body 
language, 38% tone and 7% communication is through 
words. Body language, and tone will validate everything that 
you say. Sending protocol out in a memo is not nearly as 
effective as walking around and informally sharing your 
thoughts and expressing yourself on the need for procedure. 
At bottom, lead at all times and if necessary use words.

3. Be the island of Commitment in a sea of Uncertainty
The new economy is well known to leaders. Increased global in-

fluence, more demanding customers and disruptive new players are 
challenges to be surmounted. But to your team members the new 
economy means uncertainty. Uncertainty leads to anxiety that makes 
people susceptible to stress, less productive and more vulnerable to 
conflict. During times of upheaval we need leaders who are anchored 
in commitment. Team members are quietly watching for the leaders 
who are islands of commitment in a sea of uncertainty. They bring 
commitment, a calming presence and their higher perspective to the 
context of uncertainty. There will always be some degree of uncertainty. 
But when leaders show resolute certainty in their commitment anxiety 
drops and morale climbs, team members take note and follow suit.
4. show Consistent Enthusiasm

Nothing great was ever accomplished without enthusiasm. Leaders 
who show enthusiasm as a way of operating remove any hint of 
lukewarm. People can visibly see and feel your heart-felt passion, 
energy and commitment and they buy in. Your team wants to win 
and they want you to be successful. No one tries to be second.  Show 
consistent enthusiasm and your team reciprocate with buy in and 
enthusiasm of their own.

Leaders have a significant role in creating a calm and productive 
culture. Most important, they have the power to conceive, articulate 
and inspire actions that lift people out of their fears and petty preoc-
cupations. When savvy followers see and feel your energy, commitment 
and enthusiasm shining through the daily challenges and frustrations, 
there’s nothing lukewarm about that. LE

Would you like to comment? 

Brian Braudis is a highly sought-after human potential expert, certified coach, 
speaker and author of High Impact Leadership: 10 Action Strategies for Your 
Ascent. He has also authored several audio programs from executive leadership 
development to stress management. Brian believes “leadership” is a verb not a 
title. Brian’s passionate and inspiring presentations are based on the foundation 
that regardless of your position or role everyone is a leader. 
Visit www.TheBraudisGroup.com   
Connect Brian Braudis
Follow @brianbraudis
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By Kylie Wright-Ford and Debra Benton

Where to begin?

Building Your Bench – Today Not 
Tomorrow

there is good reason why “shopping when you are hungry” is a 
bad thing. The same principles apply to hiring and developing people 
in your organization for the purposes of building a bench of leaders 
for the future -- doing it when in dire need is the wrong time.  

The era we are in, where demographic changes and tech advances 
are happening at a pace never experienced before, is admittedly a 
treacherous environment for CEOs. We are in a new world of work. 
According to the World Economic Forum, we are entering the fourth 
industrial revolution (moving beyond the digital revolution) and 
according to McKinsey, it is going to be 300 times the scale and 10 
times the pace of the first industrial revolution. With this landscape 
as your reality, building your bench is potentially the most potent 
protection you have against failure in the future but also your best 
chance for success today.  

The urgency around building a bench of future leaders is driven by 
a unique confluence of factors, including changes in who we see at 
work and how we work, that we are experiencing inside our companies.  

Just as Millennials are swarming the rising ranks for many companies, 
the boomers who may have built the foundations for the past two 
decades are exiting at a rate of 9,000 a day in the US (Pew Research). 
Successfully navigating these two counter influences requires a talent 
strategy that values continuity of corporate memory and wisdom while 
also embracing the tech savvy, fresh thinking and new communica-
tion norms that often come with rising generations.  It also requires 
leadership that is enlightened and capable when it comes to leading 
across generations and styles.

You may find that you have a glut of middle managers who are not 
equipped to motivate and inspire the incoming talent or a leadership 
team ill prepared to handle the technology demands of the business. 
Alternatively, you may find that your culture is not competitive with 
peer companies or your ability to innovate hampered by legacy think-
ing. These are all common challenges.  

The solution to any of these challenges is intentionally building a 
diverse and deep bench of future leaders at every level of your organi-
zation.  The bench should ideally honor both the need for experience 
and fresh thinking, technical expertise and creativity, competence 
with new technologies and instinctive judgment.  Whatever the cir-
cumstances, building a bench that will future-proof your organization 
should be an urgent pursuit. 

So where to begin? Building your bench can start with tasks as simple 
as auditing the skills you currently have in-house and identifying gaps 
or as complex as undertaking extensive reviews of your future needs 
and planning to develop or acquire the skills you need.  It can mean 
working with your own direct reports to enhance their readiness for 
the future of the organization or doubling down on a hiring pipeline 
that is thick with future CEOs.  

Other common methods that companies use to build their bench 
include:
•	 Implementing rigorous and consistent evaluation processes 

that produce results
•	 Nurturing a culture of feedback that encourages rising stars 

to meet their potential and delivers honesty into the hands 
of those who aren’t meeting your standards

•	 Hiring with a medium-term outlook and a thesis on what your 
business will need

•	 Investing in training that is crucial to your key team members
•	 Honest conversations among the leadership team around where 

the bench is and where it needs to be
•	 Developing metrics to measure your bench depth 
Each of these methods require collaboration across the company 

leadership and commitment to the cause. They require the confidence 
of leaders to acknowledge that hiring their replacements is critical and 
that their own skills need to be constantly developed.  Finally, they 
require the dedicated focus of the CEO to executing against the tactics 
once the strategy is set.  As one of my Chief Strategy Officer friends 
once said, “If we don’t execute the strategy, it is simply a beautiful 
PowerPoint.” Whatever the tactics are that you deploy, your bench-
building strategy needs to be started today, not tomorrow, if you wish 
to succeed in the new world of work. LE

Would you like to comment? 
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By Ken Blanchard

3 tools for organizational success

Empowering Self Leaders

in the old days, managers made all the decisions and oversaw 
people’s tasks, telling people what, when, and how to do things. But 
yesterday’s command-and-control model of leadership is ill-suited to 
today’s workplace, for a number of reasons:
•	 Advances in technology have decentralized operations—more 

people are working remotely and using cloud-based tools to 
move projects forward.

•	 Things are changing so rapidly that direct reports often know 
more about their work than their managers do.  

•	 Today’s workforce demands a more collaborative working 
environment and increased work-life integration.

For all these reasons, people need to be trained in self leadership, so 
they can set priorities, take initiative, and solve problems independently. 
As today’s leading companies have discovered, empowered self leaders 
are the key to organizational success.

self Leaders Can Be developed
Contrary to common belief, self leadership is not a rare ability 

reserved only for the Mark Zuckerbergs and Oprah Winfreys of the 
world. It is a mindset and skill set that can be taught.

Just as managers need to be developed, so do self-leaders. In the newly 
revised and expanded Self Leadership and the One Minute Manager, 
Susan Fowler, Laurie Hawkins, and I discuss three primary skills people 
need for self leadership: learning to challenge assumed constraints, 
using your points of power, and getting what you need to succeed.
1. Challenge Assumed Constraints

The first skill of self leadership is learning to challenge assumed 
constraints. An assumed constraint is a belief, based on past experi-
ence, which limits new experiences. 

For example, when he challenged the assumed constraint that severe 
physical disabilities would limit his career, Steven Hawking used his 
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knowledge and personal power to become one of the most celebrated 
physicists in history.  

Or consider the case of the Nordstrom sales associate whose customer 
requested a perfume for his wife’s birthday that Nordstrom didn’t carry. 
The associate said, “I’m sorry, we don’t sell that perfume. But I know 
where I can get it in the mall. How long will you be in our store?” 

“About thirty minutes,” he said. 
Rather than accept the assumed constraint of not having the right 

inventory, the associate went to another store, purchased the perfume 
the customer wanted, came back to Nordstrom, gift wrapped it, sold 
it at cost—and made a raving fan customer. 
2. Activate Your Points of Power

The second skill of self-leadership is learning to activate points of 
power—whether it’s knowledge power, personal power, relationship 
power, task power, or position power.

For example, many people assume that because they do not have 
direct authority or position power, they cannot be leaders or influence 
outcomes. Believing that you can’t make a decision or take initiative 
because it’s not specifically spelled out in your job description is an 
assumed constraint. 

People can tap into several different points of power, and those who 
do sometimes change the world. Mother Teresa—a minority Albanian 
who spoke broken English—did not begin her amazing career with a 
high position and authority within the church. She used her personal 
power to achieve her goal of bringing dignity to the destitute. Fame 
and success followed.

In Self Leadership and the One Minute Manager, we discuss in detail 
the five major points of power.

3. Get What You Need to succeed
The third skill of self leadership is learning to get what you need to 

succeed. This requires that people learn to diagnose their own devel-
opment level. If people don’t have the tools, skills, and competence 
to do a specific task or solve a specific problem, they need to ask for 
direction—someone to show them how. If people doubt themselves 
and are wavering on their commitment to do the job, they need to 
ask for support—someone to cheer them on. 

To give you a personal example, in recent years I realized I needed 
help with my diet and exercise routine. While I thought I knew about 
nutrition, aerobic exercise, and strength training, my knowledge and 
good intentions hadn’t produced good results. Why? Because I needed 
direction to develop the skills to stay fit. And I needed support—in 
the form of a coach—to keep my commitment. This is the underlying 
reason why New Year’s resolutions usually don’t work: because people 
go it alone, without getting the direction and support they need to 
stay on track. The willingness to look inside, assess your shortcomings, 
and ask for help is the hallmark of a self-leader.

A culture that fosters self-leadership is characteristic of great organi-
zations. By training people to develop into self-leaders, organizations 
become more customer driven, cost effective, innovative, fast, and 
flexible. That’s because they have mastered a key best practice: making 
sure that leadership happens everywhere, not just in the C suite. LE

Empowering Self Leaders
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do you have a role in your community? If you are a leader, what 
is your responsibility as a steward? For this short article: Yes, you do; 
and it’s not as complex as it might seem.
The Challenge: Knowing How to read the Future

As leaders we’re positioned to help define how the future unfolds. 
And as a good leader, people look to you for direction to move forward. 
I’m going to encourage you to embrace this. It is good for you and 
for your business no matter what your day job might be. 

You may be reading this on a plane as a steward walks past you, 
but for this note let’s choose a wider meaning of stewardship. To be 
a steward is to take care of something for now and for the future. 
We are, in this sense, all stewards for our teams, our customers, and 
our next generation. We want to take care of the economy and the 
environment in a way that we pass on something that is as good as 
or even better than we have now.

When I listen to managers, executives, and parents I often hear some 
variation of: “How can I possibly know what the next generation of 
customers or family or team members will need?” One of the side 
effects of increasing access to data is that you and I can’t know. We 
can’t tell people what to expect. Increasingly, if you think that you 
know the coming details, you’re going to be wrong.

I’ve written before about how observing something changes it. 
Setting quantum physics aside for a moment, there’s a practical ap-
plication: The more you try to read into the future, the more difficult 
it gets to be even remotely correct. Good stewardship means releas-
ing any urge to predict the details of the future. In daily life, good 
stewardship requires starting from a different place. 
data and Being a steward

So what do I say to leaders who want to be good stewards? I have 
two answers for you. One is understanding yourself and the other is 
to choose to teach a principle, not data. 

Why data? One of the keys to our ability to create new markets and 
to grow our businesses is the ability to find and generate data. The 
good news is that our ability to do this grows exponentially almost 
every month. The other side of that is that as the data increases, what 
we know about our environment doesn’t follow suit. 

We can use data, or get lost in it. However, managing increasing 
flows of data is becoming more and more key to making markets that 
never existed before. When you do that right, you accelerate your 
business. When you do it less well, you get bogged down in bytes and 
your business falls behind. The data is not the solution. 
The Approach: Lead the Acting, not the Answers

This is going to be a pair of short answers. Not easy answers, but 
short. Where do you start? I’m going to let Anthony Scriffignano answer 
this. “As leaders in organizations today the question is understanding 
why you do what you do as much as what you do. If the two are out 
of alignment, you should take that seriously and consider not only 

adjusting one or the other, but also what is causing the intention to 
vary from reality.”1

Then, after this application of self-understanding, I would add: 
We’re helping to change things. We’re inducing uncertainty. Our 
role isn’t to make things certain. our key role is to set principles 
and act from them, not to react better. The key certainty is that 
we can act as successful makers just as much as takers. You can and 
should be a great maker.

None of this is an easy prescription, but if it were easy, you wouldn’t 
have this job, would you?

Tomorrow we will change the world in which we live. However, 
we won’t quickly understand the data and constructs that come from 
that change. When you accept your stewardship role, your teams, 
customers, business and self all benefit when you align yourself first. 
With that, then set principles for action, not reaction, as the environ-
ment changes. 

You are not adapting to the environment as that happens. You are 
changing it at the same time by knowing which principles should 
drive your action. 

The best news: The certainty is not in the data, what is certain is 
your ability to set principles for action. And you can start that right 
here and now, in the aisle seat as the steward walks by. LE

reference
Anthony J. Scriffignano, Ph.D., SVP / Chief Data Scientist, Dun & Bradstreet, from the 
stage at the Churchill Club on May 2, 2017.

Stewardship: When More Data 
Can Mean Less Certainty
Set principles for action, not reaction

By Peter Meyer
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By Kristy Dickerson

Tips to help you be more productive

Be Selfish To Become A Better 
Leader 

Becoming an exceptional leader starts with taking care of yourself. 
Most often we put ourselves last. Our team takes breaks, our kids get 
to their annual check-ups on time, but I truly believe that effective 
leadership starts with being a positive, happy, energetic person. In order 
to make that happen, once in a while, you have to put yourself first! 

Here are some tips that when implemented correctly will make 
you more productive with your time, more influential, and able to 
lead with a clear vision, ultimately propelling company morale and 
your bottom line: 
•	 Be organized in the office: In order to be in control, you 

have to be organized. With your work, your office space, your 
home - anything you are overseeing. Manage time with workflows 
for you and your team. Create protocols for processes and 
procedures you do more than twice. Organization in the office 
demonstrates the expectations and strategies that you drive to 
reach your companies goals as a team.

•	 time Blocking: Plan ahead and schedule like-minded activities 
around each other on certain days. For instance, try to avoid 
scheduling meetings every day. Instead, choose two days each 
week that you open your schedule for meetings. This applies 
outside the office as well.

•	 Focus: Pick one thing and do it well. To be a good leader you 
have to be able to multitask, but to be an effective leader you 
have to be able to focus on one task and drive it to completion. 

If your goal for the month is to implement safety protocols, for 
example, then dedicate the first four hours of your day to that 
top priority. Emphasize the importance of the goal with your 
team and communicate your plans for making it happen.

•	 Accountability: Many times, as leaders, we forget to ask for 
others to hold us accountable. Great leaders pour themselves 
into others while also having others pour into them. Find a 
mentor, a business/life coach, or someone that will push you 
beyond your comfort zone. Establish a support system, both 
in and out of the office, and keep open communication in your 
relationships.

•	 Find an outlet: Find a healthy stress outlet to avoid burnout. 
Writing, painting, quality social time, singing, running, boxing 
- something you look forward to that gets your mind off of work! 
The idea of Start Balancing is to make sure you are as effective as 
you can possibly be in every aspect of your life. Sometimes 
the “outlet” is the first thing to be pushed to the back burner 
when, in truth, it is the thing we need the most. When we 
schedule it, it demands priority.

•	 Guilt: Check it at the door. We are all so hard on ourselves. We 
will fail and make mistakes and have seasons where we have 
to work more to reach our goals. Have that support system in 
place, buckle down, do the work and don’t be so hard on yourself. 
Just wake up every day and do your best! 

•	 team: We are in it together. Make sure you take the time 
to remind your team of your goals and how they will be achieved. 
Effective leaders create effective employees. Encourage them, 
celebrate the victories, and teach them where they can improve 
and learn.

Just when you think you’ve made it, you haven’t. I have found 
that being transparent, owning up to mistakes, constant learning and 
teaching others is essential. In business, the markets are constantly 
changing and we must adapt. There is no time for stagnancy. There 
is no “I’ve made it.” There are only opportunities for growth, experi-
ence, and new goals. 

The energy you radiate is ultimately what will inspire your team and 
make a driving impact. Take care of yourself, take care of your people, and 
take care of your time to be the best version of yourself you can be.  LE 
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By Sattar Bawany 

Importance of cognitive readiness and emotional & social intelligence skills for IR 4.0

The Future Of Leadership In The 
Fourth Industrial Revolution

introduction
Digitization has an impact on all organizations across various sectors 

or industries. In each case, the impact is a different one which makes 
it essential for companies to have a good understanding and view of 
what they face and how digitization will affect their company: which 
opportunities can be seized and which threats have to be faced? 

The impact of digital disruption has to be managed alongside the 
more general volatile, unpredictable, complex and ambiguous (what 
is collectively known as ‘VUCA’) operating conditions of recent years 
(Bawany, 2016). 

Leaders are facing the almost overwhelming task of restoring confi-
dence and respect in leadership and business. They are being called upon 
to guide organizations through times of turbulence and uncertainty, 
to show the way forward and to set an example. And all this in the 
face of an increasingly disruptive global economy and in a climate of 
cynicism and mistrust - tough economic and political circumstances 
by any standards.

From the ongoing longitudinal research by Centre for Executive 
Education (CEE), we believe that leadership in the digital world is all 
about the ability to impact and influence your followers and stakehold-
ers towards achieving the mission and objectives of the organization 
by demonstrating effectively the suite of next-generation leadership 
competencies such as cognitive readiness skills, critical thinking and 
emotional and social intelligence competencies including empathy 
and relationship management.
Leading in the Fourth industrial revolution (ir 4.0)

Professor Klaus Schwab, the Founder and Executive Chairman of 
the World Economic Forum (WEF), has published a book entitled The 
Fourth Industrial Revolution in which he describes how this fourth 
revolution is fundamentally different from the previous three, which 
were characterized mainly by advances in technology (Schwab, 2017).

Schwab defines the first three industrial revolutions as the transport 
and mechanical production revolution of the late 18th century; the 
mass production revolution of the late 19th century, and the computer 
revolution of the 1960s (See Figure 1).

The fourth industrial revolution or IR 4.0 as it is commonly known, 
represents the combination of cyber-physical systems, the Internet of 
Things, and the Internet of Systems. In short, it is the idea of smart 
factories in which machines are augmented with web connectivity and 
connected to a system that can visualize the entire production chain 
and make decisions on its own. In this fourth revolution, a range of 
new technologies will evolve that combine the physical, digital and 
biological worlds. These new technologies will impact all disciplines, 
economies, and industries, and even challenge our ideas about what 
it means to be human.

Technological innovation is on the brink of fuelling momentous 
change throughout the global economy, generating great benefits and 
challenges, in equal measure. To thrive in this environment, Schwab 

argues, public-private research collaborations should increase, and 
should be structured towards building knowledge and human capital 
to the benefit of all.

There will be enormous managerial leadership challenges as the 
impact of technology and the disruption that comes will result in an 
exogenous force over which leaders would have little or no control at 
times. However, it is the role of leaders to guide their teams and to be 
mindful of these forces when making business decisions that would 
impact on the sustainability of their organizations. They should thus 
grasp the opportunity and power so as to shape the Fourth Industrial 
Revolution and direct it toward a future that reflects the organization 
values and success.

Figure 1. The Evolution of the industrial revolution

To do this, however, leaders must develop a comprehensive and 
globally shared view of how technology is affecting the lives of their 
employees and at a macro level how it is reshaping the economic, 
social, cultural, and human environments. There has never been a time 
of greater promise, or one of greater potential peril. Today’s leaders 
and decision-makers, however, are too often trapped in traditional, 
linear thinking, or too absorbed by the multiple crises demanding 
their attention, to think strategically about the forces of disruption 
and innovation shaping their organization’s future.

Click here for a good resolution
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importance of Cognitive readiness Competencies in ir 4.0
In CEE executive coaching engagements over recent years support-

ing senior leaders managing complex problems and decision making 
within their organization operating in a digital and highly disruptive 
business environment, we have found that those leaders who thrive 
are able to develop and demonstrate effectively the suite of cognitive 
readiness competencies.

Cognitive readiness can be viewed as part of the advanced think-
ing skills make leaders ready to confront whatever new and complex 
problems they might face. As stated earlier, cognitive readiness is the 
mental preparation that leaders develop so that they, and their teams, 
are prepared to face the ongoing dynamic, ill-defined, and unpredict-
able challenges in the digital, highly disruptive and VUCA-driven 
business environment. 

The Executive Development Associates (EDA) has identified the fol-
lowing 7 key cognitive readiness skills collectively known as Paragon7 

(see Figure 2), which develop, enhance or sustain a leader’s ability to 
navigate successfully in this ‘new normal.

Figure 2 – Paragon7 Elements of Cognitive readiness 
Competencies

The descriptors of each of these 7 cognitive readiness competencies 
are found below:

1)  Mental Cognition: Recognize and regulate your thoughts and 
emotions

2)  Attentional Control: Manage and focus your attention
3)  Sensemaking: Connect the dots and see the bigger picture
4)  Intuition: Check your gut, but don’t let it rule your mind
5)  Problem Solving: Use analytical and  creative methods to resolve 

a challenge
6) Adaptability: Be willing and able to change, with shifting 

conditions
7) Communication: Inspire others to action; Create fluid 

communication pathways
Overall, heightened Cognitive Readiness allows leaders to maintain 

a better sense of self-control in stressful situations.

in Conclusion
As digital impacts the entire organization it requires effective lead-

ership at all levels to drive the digital strategy going forward. As 
digital transformation expands across the organization and the ‘war 
for talent’ continues, organizations need to consider a more structured 
approach to building a healthy leadership pipeline with the neces-
sary capabilities to lead in the digital era. They can do this by placing 
potential leaders in positions that stretch them beyond their current 
competencies and skills, to coach them and support them on building 
new digital capabilities as rapidly as possible.

Though some traditional leadership capabilities still remain critical 
to successfully lead in the digital era (e.g. creating and communicating 
a clear vision, motivating and empowering others, etc.), there are also 
new requirements for leaders at all levels of the organization. These 
demand a dynamic combination of a new mindset and behaviors, 
digital knowledge and skills that are critical to lead teams in the 
digital era. LE
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By Craig W. Ross, Angela V. Paccione, and Victoria L. 

How to do it?

Equipping Your Team To Tell The 
Truth About Diversity And Inclusion

it’s not what’s being said about your initiatives that is slowing 
progress. Often, it’s what is not being spoken that creates the barrier 
to achievement. This is especially true in those efforts that evoke 
emotions, such as the plans you must execute to advance diversity 
and inclusion across your business.

You can change this in your next meeting by energizing the team 
around a shared reality, one where people can tell their truth. This 
is the only way your vision for diversity and inclusion becomes a 
greater reality.

“We’ve been trying to have this discussion for what seems like 
forever,” the director at a global medical device company told us. As 
a 30-year veteran in HR, that’s saying something. “I realize now the 
key was to back up for a moment, stop selling our plan, and first shift 
the mindsets that were keeping us stuck.”

To do this, she and her team used a practical and powerful tool 

called the Energy Map. This mental model creates a psychologically 
safe place for any team to collectively see where their focus is and 
where they need it to be to move an initiative forward.

The Energy Map is drawn as a circle, with three distinct zones: The 
back, middle, and front side. The key is understanding that because 
of how the brain processes thoughts, it can only focus in one of these 
zones in any moment.

The back side of the Energy Map represents a focus and emotional 
energy that concentrates on the problems the team has, what they 
don’t like or respect about those they’re working with, what’s not 
working, and who’s to blame, among other focus points. Of course, 
as Daniel Kahneman states in his book, Thinking, Fast and Slow, 
because the brain can only focus on one thought at a time, “what we 
see is all there is.” This means that when focused on a problem it is 
virtually impossible to see a solution.
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It may seem dangerous, therefore, to intentionally take a team’s 
focus to the back side of the Energy Map. However, researchers 
have proven that until humans have a chance to build awareness and 
process the emotions they’re experiencing, it’s nearly impossible for 
anyone to focus forward. 

The HR director told us it was powerful to observe the team tell 
their truth about what they were experiencing related to the D&I 
initiative. This was accomplished because the team had first been 
shown the Energy Map and its principles. Then, to activate a back side 
focus, they were asked backward focused questions. Here’s a sample 
of what those questions included:
•	 What’s causing the resistance to our work in D&I?
•	 Why are people nodding their heads in agreement, but not 

actively working our plan?
The breakthrough came when one of the most influential male 

leaders in the room spoke up and said, “I’m sorry, but our efforts feel 
like reverse discrimination to me.”

“If we hadn’t collectively given ourselves permission to go to the 
back side of the Energy Map,” the HR director told us, “we would 
have never created a psychologically safe place for him to be vulner-
able. We would have never had the perspective of his mindset. His 
words, and ability to put them out there, were significant.” 

The second zone of the Energy Map is the middle portion. This is 
where facts, data, and other information live, and are neutral in their 
emotional energy. 

“We work with scientists and researchers,” the HR director said. 
“They love the middle of the Energy Map because it allows them to 
better understand what’s really going on.” Now, however, because 
the team had spent more than an hour on the back side of the Energy 
Map telling the truth about their frustrations and concerns, they 
experienced the data differently. This meant the facts looked differ-
ent. And here’s why: They were no longer emotionally charged. “The 
energy in the room was simply one of ‘here are the facts, here’s where 
we stand today,’” the director told us.

The final zone of the Energy Map is the front side. This is where 
the team focuses on solutions, what’s already working, what they’re 
learning, what they do like and respect about those on the team, and 
more. Here are some of the forward focus questions the team used 
to guide the energy forward:
•	 What’s working about the plan we have?
•	 Given what we’re learning, how do we best evolve our plan?
“No surprise,” the HR director reported, “once we got to the front 

side of the Energy Map, the team’s thinking and words were authentic 
and inspired. We had everyone’s engagement. It was great to see the 
plan finally evolve in powerful ways because of their contributions.” 

Teams only achieve significant objectives when they are energized 
around a shared reality. No amount of selling, preaching, or persuading 
will get others to work any plan, especially those that are emotionally 
sensitive to any population. What’s needed is a way to address the 
facts and facilitate a focus that guides everyone’s energy in produc-
tive ways. The Energy Map is a simple tool teams can use to tell their 
truth, share the same reality, and quickly move forward.

“It was the best meeting I’ve ever been a part of as a professional,” 
the director said. “We’re ready to make progress now on something 
that’s really important to all of us.” LE

Equipping Your Team To Tell The Truth About Diversity And Inclusion

Craig W. ross is CEO of Verus Global and co-author of Do Big Things. For 20 
years, Craig has partnered with C-suite executives, leaders and teams elevating 
performance within global organizations, such as P&G, Alcon, Oceaneering, 
Cigna, Nestle, Universal, Ford, and other Fortune 100 companies. 

Angela V. Paccione, Ph.D., is a Master Facilitator and Keynote Speaker for Verus 
Global and co-author of Do Big Things. Angie is a trusted partner to leaders across 
global Fortune 100 organizations, inspiring and activating the greatness within 
their people and teams. She holds a Ph.D. in Education and Human Resource 
Studies with a cognate in Multicultural Education from Colorado State Univer-
sity, and her dissertation, Multicultural Perspective Transformation: Developing a 
Commitment to Diversity, has created a blueprint for developing inclusive leaders. 

Victoria L. roberts is President of Verus Global, co-author of Do Big Things, and 
former Head of Organizational Effectiveness for a large medical device company. 
She works closely with executives to translate their organizational purpose and 
vision into a strategy that shows up in how they design their organization, hire 
and plan for the capabilities they need to deliver. 
Visit www.verusglobal.com 
Connect Verus Global

Would you like to comment? 

8 Submit your Articles22 Leadership Excellence Essentials presented by HR.com | 12.2017822

https://www.amazon.com/gp/product/111936115X/%20
http://www.verusglobal.com
https://www.linkedin.com/company/verus-global-inc-/
https://web.hr.com/ilnov
http://web.hr.com/7hcy


Upcoming Virtual Events & HR.com Webcasts
Virtual Events

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

Webcasts

A Selection of Webcasts Date Time

Go Beyond The Status Quo: Unleash Personal and Organizational Agility! Dec 07, 2017 11:00 AM - 12:00 PM ET

Death of the Performance Review  Dec 13, 2017 11:00 AM - 12:00 PM ET

Technology Strategy: 7+ Critical Factors to Consider when Evaluating an 
HCM System

Dec 14, 2017 11:00 AM - 12:00 PM ET

A Tour of Today’s Best Performance Review Forms Dec 19, 2017 1:00 PM - 2:00 PM ET

The Hard Truth About Soft Skills: What they are, why they matter, and how to 
hire for them

Jan 11, 2018 3:00 PM - 4:00 PM ET

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

Register

Register

Register

Register

Register

Schedule

Employee Benefits and Wellness April 24, 2018

HRIS and Payroll February 21, 2018

HR Strategy and Planning May 16, 2018

Leadership March 6, 2018

Recognition and Engagement May 10, 2018

Talent Acquisition March 27, 2018

Talent Management January 23, 2018

Training and Development April 10, 2018

Workforce Management June 5, 2018

Advancing the HR Function February 14, 2018

The State of AI, Chatbots, & Machine Learning in HR December 12/13, 2017

http://web.hr.com/obs78
https://web.hr.com/duwt
https://web.hr.com/p1t81
https://web.hr.com/8qwt
https://web.hr.com/wr0f
https://web.hr.com/kwr6k
https://web.hr.com/y3k0
https://web.hr.com/8jgx
https://web.hr.com/3rfg1
https://web.hr.com/8k08
https://web.hr.com/cu6ct
https://web.hr.com/li5a


Like to submit an article? Use our online submission form or for more information go to www.hr.com/excellenceessentials

12 Targeted Publications to Reach Your Audience

Informing, Educating, Enlightening and Assisting HR professionals in their personal and professional 
development, the Excellence Essentials series offers high quality content through 12 monthly publications!

PRESENTED BY

http://web.hr.com/3ndln
http://web.hr.com/8179
http://web.hr.com/adv7n
http://web.hr.com/1auyk
http://web.hr.com/7c2i
http://web.hr.com/8w5ch
http://web.hr.com/o4w9q
http://web.hr.com/c5wuh
http://web.hr.com/j793
http://web.hr.com/t8t2r
http://web.hr.com/le60b
http://www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main
http://web.hr.com/h2140
http://web.hr.com/64di
http://web.hr.com/71uy
http://web.hr.com/71uy

