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Leadership Excellence Essentials
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ment guides, plans, and additional tools designed to turn those solutions into an action plan that works for you.

Leadership Excellence and Development Forum, LEAD2018
February 7th - 8th, 2018 - Live in Salt Lake City, Utah

LEAD2018 is a forum that is changing the world by inspiring individuals, encouraging collaboration and creating lasting 
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worldclass keynote speakers, live from Salt Lake City, Utah, that will be broadcasted to thousands of people in remote sites 

around the world. Through participation, we can create a world of infinite potential. #AWorldInspired

LEAD Awards
February 7th - 8th, Salt Lake City, Utah 
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Increasing gender diversity in the leader-
ship ranks is a serious business issue, and it’s 
one that desperately needs to be looked into. 
Under current conditions, including a widening 
economic gap, it will take 170 years for women 
to be equal to men, according to a study from 
the World Economic Forum. It would not be 
a surprise if this happened 100 years ago, but 
knowing that nothing much has changed even 
today is quite discouraging.

Many organizations have increased the di-
versity of their workforces in recent years. Yet, 
when it comes to getting women into leadership 
positions, the success rate is not very positive. 
To gain more insight into this topic, HR.com 
and DDI partnered to delve more deeply into 
the topic of women in organizational leadership 
positions. The study focused on learning the 
perspectives of HR professionals. The resulting 
research presents a combination of both good 
and bad news as well as recommendations on 
how to increase the speed of progress for women 
in the workforce. Read the complete report on 
page 16 for valuable takeaways.

How can employers keep good employees in 
an age when unemployment rates are dipping 
down to 5% or below in many nations? 

That’s one of the key questions that HR.com, 
in partnership with LifeWorks, explored with 
its “How HR Pros View the Workforce” survey, 
which ran in the first quarter of 2017. Today’s 
workplace is often stressful, but best-in-class 
employers can boost employees’ well-being 
through a series of high-quality HR practices, 
indicates the research titled, Taking Care: How 
to Develop and Support Today’s Employees. 
For top insights from the research, read the  
complete report on page 30.

Is succession planning a strong suit for your 
company? Don’t be nervous if you answer ‘No.’ 
You are not alone. According to a recent Deloitte 
human capital report, 64% of organizations rate 
their leadership development efforts as less than 
stellar, meaning their pipelines are feeling the 
crunch. Read our cover story by Marcia Mueller, 
Are We Facing A Leadership Shortage Crisis? 
to know how to accelerate next-gen leaders and 
save your succession pipeline.

People’s experience of working with you has 
the biggest impact on your reputation, your 
relationships and the result you produce with 
others. The key influencer of your impact on 
others is your behaviour. How do you discover 
how you impact others, particularly when you 
are under pressure? To know that, read Diana 
Jones’ article, Lead With What You Know.

As women have taken on greater leadership 
roles in the business world, it’s paid off for both 
them and business. But will all those women in 
leadership roles change the workplace culture 
to make it more female friendly – and does it 
matter? Read Andi Simon’s article, Women 
In Leadership Roles, for more insights on this 
topic. 

Also included in this edition are a handful 
of other eye-opening and interesting articles 
on leadership.

Exclusive interviews with top winners of 
LEAD2017 Awards are also part of this issue. 
The winners share details of their award winning 
programs and plans ahead. Get motivated by 
reading their success stories.

Last but not least, we believe that there is 
no better way to connect with people than by 
sharing your leadership story. If you have one, 
send it to us and don’t forget to mail us your 
feedback.

 

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials
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By Marcia Mueller

Accelerating next-gen leaders and saving your succession pipeline

Are We Facing A Leadership 
Shortage Crisis?

Is succession planning a strong suit for your company? Don’t 
be embarrassed if you answer ‘No.’ You are not alone. According to 
a recent Deloitte human capital report, 64% of organizations rate 
their leadership development efforts as less than stellar, meaning their 
pipelines are feeling the crunch.1

Consider these facts:
•	 75% of hiring managers believe leadership skills are hard to 

find in new recruits2

•	 87% of companies aren’t excellent at building global leaders1

•	 14% of companies feel they are strong at succession planning1

Without a new approach to leadership development, we face a 
leadership shortage that will cripple business for years to come. Your 
company needs to act now to retain, leverage, and empower current 
and emerging talent to meet your future business demands and ensure 
a pipeline teeming with ready-now talent for open leadership roles.
don’t depend on Your Current Leaders to deliver on This Ini-
tiative

Critical leadership competencies are significantly lagging. Bersin 
reports that the capability gap for building great leaders is widening 
and leadership pipelines are reportedly weak across all sectors and 
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industries.3 Indeed, their newest research shows that capable leader-
ship talent is rare:
•	 56% of current leaders fail to build talent for a competitive  

 advantage. 
•	 53% can’t inspire people to follow them. 
•	 52% don’t drive change and innovation. 
•	 50% lack vision and direction. 
•	 40% don’t execute and achieve results through their people.  
As these stats indicate, relying on current leaders to actively develop 

the leadership competencies in their team members is a faulty plan. 
Even your rock star leaders aren’t great at this. Structured processes 
and integrated development programs are key to achieving growth 
in your high potentials.
Growth-oriented Challenges Need to be Prioritized

Creating opportunities for valuable on-the-job development is critical 
to both skill growth and employee engagement. This works best when 
development is embedded into every part of a person’s job. However, 
too often growth opportunities are provided as one-off episodes or 
events that aren’t directly applied to day-to-day work.

Deploying a variety of learning approaches is essential to increase 
the leadership skills in your rising talent. A multimodal learning ap-
proach using proactive coaching, seminars, and skill-development 
projects reinforces learnings and further solidifies gains.

It’s vital to build integrated development programs that can be 
scaled and cascaded across your organization. Millennials expect to 
be challenged and developed. They aren’t interested in growing just 
for their own sake, but also for the success of their company and the 
world around them. The ground swell that is starting here is consistent 
with what drives growth for everyone – regardless of age. 
defeat the Leadership Gap with New Approach to developing 
Next-Gen Leaders

Effective leadership development requires much more than a training 
manual and a one-hour session. It’s not something your employees 
can check off a list and declare, “I’m good now, boss. Thanks!” Ex-
periential (70), Relational (20), and Educational (10) based learning4 

should all be integrated in support of a common development goal.
Measurable and actionable results come through real-life, stretch 

assignments. Regardless of the skills or audience, there are certain 
factors that increase the effectiveness of an accelerated leadership 
development strategy. Stretch assignments create risk which increases 
the employee’s investment in project success. When you leverage this 
approach, remember to provide sufficient support for the employee 
throughout the process and emphasize that mistakes are an oppor-
tunity to learn.

Your chances of success also increase when critical support is in place:
•	 Visible executive sponsorship.
•	 Opportunities for targeted reflection and feedback.
•	 Direct manager support for development.
•	 Peer learning and cohort development integrated into programs.

Accelerated Leadership development in Action: A Case study
IMPACT Group’s client had a growing need to address a pending 

threat to their succession pipeline. A global leader in the industrial 
services industry, 50% of their leaders were eligible for retirement 
within five years and there was an insufficient talent pool for critical 
roles. The organization realized that in order to continue to grow, 

they must accelerate the development of their emerging leaders and 
drive engagement and retention of high-potential talent. 

Because of the highly technical nature of their workforce, the 
development program needed to center around on-the-job learning. 
IMPACT Group designed an integrated program leveraging the 
research-based approach of learning through ‘real-time’ experiences. 
Their tailored solution included: 
•	 Action-based capstone projects.
•	 Presentations to Executives.
•	 One-on-one leadership coaching. 
•	 Manager support. 
•	 One-on-one meeting with an Executive to gain exposure. 
•	 Comprehensive assessment and customized development plan.
At program end, more than one third of program graduates were 

promoted. And, while short-term ROI wasn’t the central goal, the 
capstone projects yielded immediate organization value. In one case, a 
single participant’s project resulted in a potential savings of $750,000.
Prepare for the Future state You desire at Your organization

Face the leadership shortage head on by acting now. Take stock of 
your teams and ask the hard questions, such as: 
•	 How confident are you that your organization’s talent pipeline 

is sufficient for your future leadership needs? 
•	 How many of your leaders are within five years of retirement? 
•	 What is your current level of qualified bench strength to fill the 

succession pipeline for those roles? 
•	 What is your plan to achieve the future state you desire? 
Move your company forward today by examining your current talent 

pool to identify at-risk departments; re-evaluating your development 
strategy to maximize the potential of rising leaders; and identifying 
a team to pilot an integrated 70-20-10 development program to ac-
celerate skill and competency growth. LE

Notes
1 Global Human Capital Trends 2016, Deloitte University Press, 2016
2 20th CEO Survey, PwC, 2017
3 The Future of Leadership in a Changing Workplace, Bersin by Deloitte, 2016
4 Blended Learning for Leadership: The CCL Approach, Center for Creative Leadership, 2014

Are We Facing A Leadership Shortage Crisis?

Marcia Mueller, Vice President of Global Leadership Development at 
IMPACT Group.  IMPACT Group delivers High IMPACT leadership 
development programs for professionals at all levels of an organization – 
ensuring a robust talent pipeline and strong succession plan. Escape the 
talent gap and engage high-potentials with tailored leadership development 
programs! 
Connect Marcia Mueller
Follow @Mueller_IMPACt

Would you like to comment?
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360-degree feedback was introduced as a corrective to traditional 
one-way communication, which took the form of directives from 
leaders to staff. 360-degree feedback was a chance for bosses, peers, 
and staff to anonymously share how they saw the leader along a 
number of parameters. The idea that staff could give feedback to their 
manager without fear of retribution was a revelation. Leaders ceased 
to be islands unto themselves and were given fresh recognition that 
the views of those around them mattered.

While 360-degree feedback was a great concept; in practice it 
turned out to rarely be helpful. The eight killers where feedback loses 
its power are:
•	 It’s rarely personalized.
•	 It’s rarely context related.
•	 It overlooks what the leader has developed
•	 There are too many items.
•	 Bosses use it to avoid talking directly to their staff.
•	 Fearful staff rely on it to alert leaders to development areas.
•	 Result are filed and therefore not truly confidential.
•	 The results translator frequently has little or no relationship  

 with the recipient. 
There is no one-size-fits-all solution to developing leaders. Contexts 

vary, and leaders’ development goals are highly personalized. The 
choice of person delivering feedback dramatically affects the leader’s 
willingness to accept feedback and act on it.
discover How You Impact others

People’s experience of working with you has the biggest impact on 
your reputation, your relationships and the result you produce with 
others. The key influencer of your impact on others is your behaviour. 
How do you discover how you impact others, particularly when you 
are under pressure? Ask your trusted advisors — other senior leaders 
or peers who see you in action.

Most leaders I know are acutely conscious of behaviors they want to 
change to increase their effectiveness. Many want to shift how they are 
perceived, e.g. from being understated or invisible to being sought after 
by senior leaders for advice, or from being abrasive to being perceived 
as approachable and helpful. I work with leaders’ self-insight and their 
own interpersonal perceptions as they set outcomes for professional 
development. This way, their development occurs both within and 
subsequent to the program. They have either achieved the outcomes 
or are on their way to doing so when they conclude the program. 
They measure their success, knowing where they began.
outcomes are results oriented rather than Action oriented

Powerful development outcomes are desired future results stated as if 
they are already in place.

By identifying 2- 3 behaviors which you default to under pressure 
and which are not fit for purpose, you know what is holding your back. 
As you set outcomes for your leadership development, you already 
have a vision for yourself behaving in new ways. Daring to think of 
your desired future state in the here and now creates excitement and 
possibility. The practice of setting outcomes serves multiple purposes 
for leaders; they can immediately:

•   Accept they are visionary.
•   Communicate outcomes simply.
•   Project themselves into the future.
•   See links between strategy and outcomes.
•   Inspire others with their personal commitment.
Setting outcomes requires specificity. To ensure you have well 

defined outcomes, ask yourself: What would I be doing if I had greater 
confidence? Who would notice? What would other see me do?

Astonishingly, minor shifts in behaviour have major positive impacts. 
Imagine incorporating 2 – 3 of these behavioural changes into your 
everyday interactions.

•   Looking at people when you speak to them
•   Pausing between sentences
•   Saying hello and introducing yourself to new people
•   Being deliberate with when to contribute and when not to
•   Using “I want” when you want something, e.g. “I want this  

 by the end of today.”
•   Saying no without an explanation
•   Saying “That’s not possible” to impossible requests
•   Saying what you want to say simply and succinctly
•   Inviting involvement: “What are your thoughts?”
•   Letting people know you appreciate them
•   Letting people know how what is important to you
•   Being clear on the outcomes you want in meetings
Behaviour changes are associated with complex psychological and 

emotional shifts. The three key actions help make you shifts default 
(habitual) behaviors:

•   Realizing you are not alone and that others share your experience.
•   Understanding and accepting the origin of your default behaviors.
•   Assessing the relevance of the behaviour from when it first 
    developed to your current situation.
By imagining going beyond what you already know, you have 

immediately begun to embed the expansions of your capabilities. By 
imagining fresh possibilities, you are in new territory. Things that 
once held you back or tripped you up are no longer in the front of 
your mind.
Lead with What You Know

I work with many highly skilled and experienced leaders. Their 
self-perception shows they excel in many areas and are strong in a 
myriad of competencies. Most traditional feedback focuses almost 
exclusively on the areas to develop. They make this the main thing.

What is more important for leaders is to accept the capacities they 
do have, and relax and enjoy the results. Imagine the culture of our 
organizations if leaders accepted their strengths and truly enjoyed their 
work, rather than focusing and working hard on their weaknesses. LE

Lead With What You Know
Contemporary leaders know how they impact others

By Diana Jones

FEAtURE

diana Jones is leadership coach, advisor and author of Leadership Material: How 
personal experiences shape executive presence. (Nicholas Brealey Publishing, 2017).
Visit http://diana-jones.com 
Follow @sociograms
Connect diana Jones

Would you like to comment? 
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The CHRO As Strategy Master
Bridging the gap between administrative functions and strategic leadership

By April Mazon

there’s no question that both inside and outside of HR, strong 
support exists for making the role of chief human resources officer 
a strategic one—with CHROs shifting their focus to strategy over 
the department’s administrative functions. But the gap between that 
goal and current reality is a big one, according to a Harvard Business 
Review report, The Benefits of Technology for the Strategic CHRO, 
surveying 300 business and HR executives. Closing that gap is job 
#1 for the effective CHRO, and technology provides the means to do 
so—both by automating traditional administrative tasks and by using 
the wealth of available data and analytics to make workforce decisions 
and advise business leaders on everything from the hiring process and 
compensation to employee engagement and succession planning. 

The findings from the Strategic CHRO Harvard Business Review 
Analytics Services survey report, show an interesting conflict between 
respondents about strategic human resources (HR) and technology. 
Both HR and non-HR professionals indicate they want more stra-
tegic HR, but perceptions differ about whether HR is indeed acting 
strategically and whether technology can help. New social, mobile, 
cloud, and data analytics technologies are enabling CHROs to be 

more strategic. However, even though organizations understand 
that these technologies are important, only 25 percent think they 
use them effectively. 

 Joyce Westerdahl, Executive Vice President, Human Resources 
Oracle, shared her perspective on this Harvard Business Review 
report, and how her team has laid the foundation for a more strategic 
approach within Oracle’s HR organization.

“At Oracle, it’s about setting the right expectations about HR’s 
role as a strategic partner within the business and having the right 
tools, information, and capabilities to deliver on those expectations. 
HR can’t be seen as strategic if we can’t deliver on the fundamen-
tals,” Joyce Westerdahl, Executive Vice President, Human Resources 
Oracle. “This is where technology can help. More than 15 years ago, 
we transformed HR data and systems around the world to get to a 
global, single instance with easy integration. We viewed this as incred-
ibly strategic, but looking at it from a business-leader perspective, it 
was table stakes for what they expected from us.” 

 “Only after laying a strong cloud technology foundation can you 
then layer in functionality that can help HR gain the insights needed 
in order to benefit the bottom line. This is what we’re getting from 
Oracle HCM Cloud—the ability to use technology to bring people, 
information, and technology together in a way that leads to greater 
insights and improves the employee experience. 

 For example, by implementing Oracle Talent Review we were able 
to start aligning employee career goals, skills, and capabilities to other 
job opportunities within the company. This gives us a mechanism 
to quickly and effectively retain and develop top talent in a mutually 
beneficial way. Through Oracle Talent Review, leaders are provided 
with visibility into candidate readiness and provide employees with 
opportunities to excel and grow in their careers.” 

 This Harvard Business Review report provides an important per-
spective for CHROs about how perceptions differ between HR and 
business leaders, and opens new conversations about how HR can be 
a better strategic partner.

 For insight into advancing a more strategic role for HR, download 
the report, The Benefits of Technology for the Strategic CHRO. LE

Would you like to comment?

April Mazon is a Senior Campaigns Marketer for Oracle’s North American 
Marketing team, dedicated to sharing the latest Human Capital Management 
thought leadership and innovations to help companies’ improve core HR processes 
and build forward thinking workforce strategies. April holds degrees in Busi-
ness Administration and Accounting, and has 20 years’ marketing experience, 
specializing in SaaS, Cloud and consumer technology products. Combined with 
a background in graphic design, her passion lies in developing creative content 
that informs and inspires action.

Connect April Mazon
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Unicorns, Leprechauns & The 
Complete Leader 
Why humility is important in leadership

By Linda Ruffenach Interactive

       ut of your vulnerabilities will come your strength.” –Sigmund Freud

This past week, my son’s school provided each child with a word. 
The assignment was dress up or bring a symbol that represents that 
word. His word was humility. How do you dress up as humility? I 
was truly stumped as was my 4th grader.

The first thing we did was look up the definition. According to 
Merriam-Webster’s online dictionary it is as follows.

hu·mil·i·ty – freedom from pride or arrogance: the quality or state of 
being humble; she accepted the honor with humility

Still no help. Further down on the Merriam-Webster’s website they 
shared examples of how the word humility is used and the following 
quote stood out.

If leadership has a secret sauce, it may well be humility. A humble 

boss understands that there are things he doesn’t know. He listens: not 
only to the other bigwigs, but also to the kind of people who don’t 
get invited, such as his customers and employees.

—The Economist, 26 Jan. 2013

Ok I added the last part about employees. But this got me thinking 
about the many different CEOs that I have coached and the mentored. 
The most successful were the ones that found humility and recognized 
that they were never complete. 

Harvard Business Review (HBR) published an article, In Praise of 
the Incomplete Leader, where they talk about how it’s time to end the 
myth of the complete leader: the flawless person at the top who’s got it 
all figured out. Just like unicorns and leprechauns, the complete leader 
does not exist. CEOs who think they are done developing themselves 

“O
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What I have noticed throughout my career is the strongest leaders 
recognize when it is time to take the lead, but more importantly the 
time to let go. They recognize when they need to let others take owner-
ship and know when to seek outside help. The best leaders recognize 
what they are good at and seek out others to help compliment their 
strengths and fill in the gaps. An incomplete leader will seek out ways 
to develop the areas where they are the weakest and proactively seek 
out ways to hone and develop their leadership skills. 

stay current: Take the time to stay up to date on what is going 
on in the world and not just the world you live in. I recently had 
a conversation with a well-respected business leader who made the 
comment, “I don’t do any of that social media stuff. I don’t have the 
time to learn it.” Even if it is intimidating or uncomfortable, push 
through and take the time. It does not mean you have to be the one 
that does it, but in today’s world your personal brand can be defined 
by what is found online. Do you want to be seen as obsolete? Just like 
everything else, it is okay for an incomplete leader to not have the 
answers but to find someone to help them stay current.

Never stop learning: An incomplete leader will take ownership 
for their own development. That can be done through courses and 
seminars or through books. There are a few tried and true books that 
every leader will benefit from reading at some point in time. Over 
the past 2 years, I have mentored dozens of CEOs and at different 
times have used one or more of these books to help solve some of 
their biggest challenges.
●● Strengths Finder & Strengths Based Leadership – A simple  

 way to identify your strengths
●● 5 Dysfunctions of a Team – A guide for gaining alignment  

 and teamwork
●● Leaders Eat Last – Understanding and owning your role as leader
●● Start With Why – Inspire others to take action
●● Delivering Happiness – Creating the ideal customer experience
●● Good to Great – Planning tools to take your company to the  

 next level
●● Crucial Conversations – How to have those important, some- 

 times tough, conversations
seek a trusted advisor: Being a leader, particularly the role of CEO, 

can be extremely lonely. Having someone close to you whom you can 
trust and who gets it can be very liberating. 

When I was in the role of CEO I knew I did not have all of the 
answers, but who could I admit that to? The board? My leadership 
team? I could not let them know that I was an incomplete leader. 
It’s a heavy burden to bear. I proactively sought out mentors to help 
guide me along the way and eventually engaged an executive coach 
who proved to be invaluable. Having someone whose only vested 
interest was my success, allowed me to open up and talk through how 
to approach opportunities from a balanced perspective.

remain humble: Sometimes the best source of development comes 
from the very people we interact with and lead every day. But you 
have to have humility in the workplace to make yourself vulnerable 
enough to ask for their feedback and even more humble to accept it. 
You have to let them know you are human.

As part of my role as CEO, I would travel to our call centers all over 
the world to meet with team members, mentor upcoming leaders, 
and listen to calls. A joint monitoring session with the frontline agent 
provided me an incredible amount of insight into how the center 
operated. I recall one experience at a site in Monroe, Louisiana.

I sat down with a young, well dressed, polite engagement specialist. 
I plugged in my headset and sat with her while we waited for the next 
call. I asked her a few questions to get to know her. She then asked 
me who I was. She wanted to know if I was a client or a prospective 
employee because that is who generally listens to her calls. I explained 
I was the CEO of the company.

She suddenly became nervous, the color went out of her face and 
red splotches appeared on her neck. In order for her to take the next 
call, I had to find a way to ease her concerns. I asked what she did that 
morning before coming to work. She said take a shower, brushed her 
teeth, get dressed, and prepare her kids for school. I explained to her 
that I do all of those things, except get my kids ready for school, but I 
did call them before coming to the center. I wanted her to know that 
I was not that much different than her. I began my day in a similar 
fashion, I loved my kids and like her I had to put my pants on one 
leg at a time like her.

I reminded her that we both came into this world the same. I don’t 
have some magical powers or super power. I am human just like her 
with all of my faults and flaws coupled with my strengths and abilities. 
I thanked her for the job she did for our company and let her know 
what a difference she makes for customers every day. The color began 
to come back and red splotches subsided. She was ready for the next 
call and was now comfortable interacting with me.

Over the next 20 minutes, between phone calls, I was provided 
genuine feedback on what we needed to do to make our company a 
better place to work. Whenever I visited the center, I made a point 
of stopping by and saying hello and asking for feedback. After that 
first interaction, she was open, honest and welcomed the chance to 
share her thoughts.

Humility in the Workplace is an important trait for anyone, but 
especially a leader. It is not about showing weakness but about em-
bracing your strengths and allowing yourself to be vulnerable enough 
to receive feedback. 

After much discussion and a lot of tough thinking, my son came 
up with the answer for how he would symbolize humility for his 
school project. He recalled a few years back when he stood on a street 
corner holding cardboard signs to increase awareness for the state of 
homelessness in our community. The sign read, “I have never been 
homeless, but I am here taking a stand for the thousands of kids in our 
community who are.” It was another proud mommy moment when I 
realized that we might be doing something right. Not only did my son 
understand the word humility but he embraced it. I can only hope he 
continues to embrace this leadership quality. It will take him far! LE

Unicorns, Leprechauns & The Complete Leader 

Linda ruffenach has been CEO, COO and CFO and has experienced about 
every stage a company can go through. Growing a startup to over $100 million, 
she contributes much of the success to having strong HR partners along the 
way. She has joined forces with Mercer PeoplePro to provide on-demand access 
to executive leadership and HR industry expertise to help small to medium size 
businesses grow and thrive.
Email linda.ruffenach@mercerpeoplepro.com 
Connect Linda (rabenecker) ruffenach
Follow @Lindaruffenach

Would you like to comment? 
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When Company Culture Goes Awry
3 tips to follow

By Brad Deutser

Frequent fliers may look back on 2017 as the year those suppos-
edly “friendly skies” turned into “chaotic clouds.”

The list of airlines in trouble seemed to grow by the day, whether 
it was cancelled flights that led to near riots, prize rabbits dying in 
the cargo hold or roughed up passengers who declined to be bumped 
from their seats.

Something definitely has been amiss in the airline industry.
Beyond getting past the negative media coverage, if an airline – or 

any company for that matter – wants to right the foundering ship, 
someone should do a deep dive into the company culture.

Any business leader needs to understand that their ultimate success 
starts with what happens inside the organization. If the people inside 
the company aren’t aligned and in synch with the company’s values 
and goals, then the result is going to be confusion and turmoil that 
eventually will affect the brand’s overall performance.

A few airlines are experiencing that right now, but plenty of other 
businesses do as well.

A lot goes into setting things right when they go awry, but among 
the steps that should be taken are:
strive for organizational Clarity

The most critical ingredient to achieving business success is clarity, 
and that includes clarity of the organization’s purpose and vision, as 
well as clarity in the roles of those involved in carrying out that purpose 
and vision. If leaders are fuzzy on the goals they have for a business 
or organization, then those charged with accomplishing those goals 
are less likely to succeed
Keep Things Positive

I am a proponent of positive psychology and believe that keeping 

an upbeat atmosphere is essential to a company’s culture. You want 
your employees to be happy. If you can find a way to encourage a 
positive outlook and attitude, employees will be more motivated and 
will perform their jobs better.
Go in search of What’s right in the Company

When businesses want to improve, they typically focus on what’s 
wrong or what’s broken. It just seems to make sense to address head-on 
whatever difficulty has arisen. But that approach should be flipped on 
its head and the question should not be: What are we doing wrong? 
It should be: What are we doing right? I like to ask, ‘What are the 
great nuggets inside that organization that can take us to a different 
place, to a different height?’ If you understand where the company 
culture is getting it right, you can duplicate those practices in the 
areas where the problems lie.

Just about any company will hit a bumpy stretch somewhere along 
the way. When that happens, it may be time to explore its culture, 
re-evaluate how it operates and re-imagine what its future can be. LE

Would you like to comment?

Brad deutser is President of Deutser, a consulting firm that advises leaders and 
organizations about achieving clarity, especially in times of transition, growth or 
crisis. He is an expert at leveraging culture to drive business performance, and his 
firm has counseled organizations ranging from the Fortune 100 to nonprofits.
Visit www.deutser.com
Follow @Braddeutser
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M any organizations have increased the diversity of their 
workforces in recent years.  Yet, when it comes to getting women into 
leadership positions, the success rate is abysmal. 

Increasing gender diversity in the leadership ranks is a serious busi-
ness issue, and it’s one that desperately needs addressing. As the World 
Economic Forum estimates in its Global Gender Gap 2016 report, at 
the rate the world is changing, it will take 170 years to achieve gender 
parity in the workplace. None of us can wait for this rate of return.

 To gain more insight into this topic, HR.com and DDI partnered 
to delve more deeply into the topic of women in organizational leader-
ship positions. The study focused on learning the perspectives of HR 
professionals. The resulting research presents a combination of both 
good and bad news, as well as recommendations on how to increase 
the speed of progress for women in the workforce.

 Follow the Leader: Who Is Championing Gender diversity?
For diversity initiatives to be successful, their champion must start 

at the top.  Success comes when senior leaders personally champion 
and advance the need for women in leadership as a critical business 
and cultural priority. Unfortunately, only 27% of respondents stated 
that their CEO considers gender diversity to be a very high or high 
priority, while 29% indicate it is at least a moderate CEO priority. 
This lack of emphasis is a problem, of course, because team members 
follow the lead of the CEO. If there is no focus at the top level, there 
will likely not be a significant drive at other management levels to 
increase gender diversity.
 
It’s Lonely At the top

Nearly half (47%) of respondents stated that women accounted for 
20% or less of the total leadership team.  This parallels workforce data 
in the U.S. that indicate women hold less than 20% of positions in 
the C-Suite.  And to add insult to injury, a mere 18% said that over 
half of their leaders were women. To advance the next generation 
of women in leadership, we need to rapidly identify and accelerate 
cohorts of women leaders.

The Bigger the organization, the Not so Better
Compounding the problem, larger organizations tend to have 

smaller proportions of women leaders. Our data shows that the highest 
proportions of women in leadership or high-potential roles tend to 
be in smaller organizations. We found that in larger organizations, 
less than 40% of leaders are typically women. The same is true of 
women identified as high potentials by their organizations. In smaller 
companies, however, women are more likely to represent 40% or more 
of the organizational leaders.
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iNTeNTioN is good—BuT AcTioN is eveN BeTTer: mAkiNg develoPmeNT of 
womeN leAders A PrioriTy

Survey conducted by HR.com in partnership with DDI

Stephanie Neal and Linda Miller, DDI

Hr Has the responsibility for Gender diversity But Not the 
Influence

Diversity and inclusion is usually on the plate of the HR team, but 
HR does not seem to be the place from which the C-suite can be easily 
influenced. Only 27% of survey participants said they have the ability 
to influence gender diversity to a great or very great extent. HR’s role 
needs to evolve.  For at least two decades, the challenge for HR was to 
move from being administrators or reactors, to being business partners.  
In order to influence the percentage of women in leadership, gender 
diversity has to be a strategic priority for which HR needs the backing 
and support of others. From the surveyed group, however, only 28% 
said there is a member of senior management outside of HR who is 
responsible for increasing gender diversity. Most organizations (72%) 
leave the conversation to HR.

Actions speak Louder than Words
Our study found that “visible action” is all too rare in today’s organi-

zations. With the need for HR departments to hire top talent, manage 
employee performances and align with multiple strategic initiatives, 
intentions often get pushed to the agenda for the following year. Only 
19% of organizations have a leadership development initiative focused 
on or designed for women leaders. Another 23% say they plan to build 
such initiatives. 

Provide Inspiration  for Women Leaders
Few organizations (20%) said there is a formal mentoring program 

for women leaders. If formal programs do not exist, mentorship is left 
to chance, requiring women to reach out for their own mentors either 
inside the organization or externally to fill the void.

 
Closing the Gap: Three Factors Are Key to success

Confidence, networking, and influencing career are the top three 
skills respondents indicated would most empower women to “ignite 
their impact.’ Confidence was chosen by 57%. Development experts 
are most likely to link that factor to mentoring and coaching. 

 
Influence for organizational Impact

The numbers of women in leadership hasn’t changed significantly in 
a decade. Organizations are simply not making substantial progress in 
gender equality, and it’s time that HR step up to create change.

 There are six immediate, high-impact actions HR can take to raise 
awareness and help their companies achieve gender parity in their leader-
ship talent pools. To learn more about them, check out the whitepaper.
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In 2017, several Super Bowl commercials made a strong pitch 
for women. The favorite in my household was the Audi commercial 
asking, “What do I tell my daughter?”

But, in 2015, I was particularly inspired. The feminine product 
company Always used the Super Bowl to launch a powerful cam-
paign called #LikeAGirl.  If you haven’t already seen it, I encourage 
you to watch it.

Over the past two years, I have talked to many people about their 
reaction to the #LikeAGirl video, and they say they:
•	 Feel sad because the video perfectly illustrates how confidence 

plummets for girls in puberty.
•	 Are frustrated with the stereotyping and the labeling of the term 

“girl” as something weak or even negative. It’s disheartening to consider 
that “girl” is becoming a 4-letter word.
•	 Get motivated to reframe what it means to be “Like a Girl” as 

something positive, strong, and powerful.
Most importantly, they feel inspired, like me. I was inspired to 

think about women, work, and leadership and to consider what it 
means to Lead #LikeAGirl.

It’s not really a woman’s issue, it’s a business issue
As we objectively take a close look at women and leadership, it is 

not really a woman’s issue, it’s a business issue. There’s a lot of un-
disputed data that shows having diversity in your organizations and 
female leaders pays off. DDI and the Conference Board collaborated 
on the Global Leadership Forecast 2014|2015 (GLF), a survey of over 
2,000 global organizations in all industries. We compared the top 20 
percent high-performing organizations to the bottom 20 percent, and 
high-performing organizations have twice as many women leaders 
(37 percent vs. 19 percent).

But, if you prefer a different source of proof, I offer you “Shark 
Tank” (which I am sure is your source for all things “business”). If you 
watch the “Shark Tank” TV show, you may know that the sharks are 
venture capitalists who provide funding to budding CEOs for their 
businesses. One of the sharks is Kevin O›Leary, also known as «Mr. 
Wonderful.” In April 2015, Kevin told Huffington Post interviewers 
that he’s making more money with his women CEOs than with men!

There are more CEos named John than women CEos
Despite all of this evidence of the economic impact of greater 

gender diversity, the scary truth is that the representation of women 
in leadership, at all levels, hasn’t changed in a decade! In the United 
States, the percentage of college graduates is presently 57 percent 
women—thus, the pool of talented women entering the workforce 
is exceptionally rich (Source: National Center for Education, 2012). 
It makes sense that women comprise more than half of the people 
in the workforce. Yet, less than 20 percent of the C-suite executives 
are women and only 5 percent of CEOs are women. And worryingly, 
there are more CEOs named John than there are female CEOs.

What causes this lack of diversity higher up on the corporate 
ladder? I have heard and read discussions about men being better 
at the “harder” side of business, while women shine in the “softer” 
side.  However, data from DDI’s recently released High Resolution 
Leadership, examining 10 years of day-in-the life assessment data 
and 15,000 leaders, tells a different story. Our research shows that 
it is not a difference in skills that is holding women back. There are 
no statistically significant differences in gender scores on “harder” 
or “softer” skills.
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Is it a matter of confidence?
According to The Confidence Code by Claire Shipman and Kitty 

Kay—both prominent broadcasters—confidence is a key differentiator. 
A quote from their book sums up the situation, “Men think they can 
and women think they can’t.”

DDI’s own GLF 2014|2015 research echoes this theme, with 
women tending to self-evaluate themselves as less effective leaders 
than their male peers.

While everyone needs confidence, women sometimes need a dif-
ferent voice in their head, helping them to declare themselves and 
be bold. 

declare yourself early and often
Telling yourself to declare your readiness for the next step up is no 

more than a personal aspirational goal. Instead, I am a very practical 
person. I’d like to give you a few pieces of wisdom that should inspire 
you to make a change in the confidence gap for yourself, the women 
you mentor and lead, and the daughters you are raising from this 
generation of the workforce and in the future.

Words matter
Beyond body language, we also know that words matter! There 

are phrases and language you can use to project confidence, which 
you maximize. (And other phrases that you may find yourself saying 
that inadvertently undermine the confidence you project to others.) 
These suggestions apply to anyone who wishes to project a voice that 
is more confident.

The first suggestion is to mentally promote yourself. It’s a bit like 
the recommendation by Michael Watkins in The First 90-Days. For 
example, if you are about to have a sales call with an EVP, then you 
should pause and mentally promote yourself into the EVP position. 
With this mental mindset, there are behavioral signs of adopting this 
attitude. And, like Amy Cuddy said “fake it ‘til you become it,” I 
believe if you DECLARE YOURSELF, the more confident words 
and phrases will naturally become part of your speech pattern.

With a mental promotion, you’ll find yourself behaviorally using ‘I’ 
language. I run an exercise with women’s groups and ask them to do 
a mock interview for that promotional opportunity. In the interview, 
participants are asked, “Give me an example of a time when a team 
or group, of which you were the leader, accomplished its goals.”

Well, you’ll be amazed at how often in an interview a woman will 
use the pronoun “we” vs. ”I”. Women soften their impact this way, 
and weaken their ability to get that seat at the table. But think about 
the exercise I outlined earlier–  in it, you were being interviewed 
and you were the leader!!! I know it may seem self-promotional and 
we don’t want to veer too far into arrogance, but we do need to declare 
our strengths and sell ourselves.

What should we stop saying? Here are three examples:
•	 “I may be wrong here but…”
•	 “Sorry to ask, but…”
•	 “I’m not a math person, but…”
When you use phrases like this, you are undermining your idea 

before you even say it. You are apologizing your way into a conversa-
tion. This is a terrible way to get into a conversation! It’s like you are 
warning them before you ever get into it. To project confidence, we 
need to be a bit more strategic and purposeful.

Finally, there’s a sneaky little word that undermines confidence 
and sneaks into our language all the time—the word “just.” There 
is a difference between saying “ just checking in on the report, how’s 
it going” vs. “what is the status of the report?”. “Just” is a permission 
word. In a way, it’s a warm-up to a request, an apology for interrupt-
ing, and a shy knock on a door before asking, “Can I get something 
I need from you?”

As Ellen Petry Leanse observed in her blog post, “Just” Say No, 
women use “just” three to four times more often than men. So, to 
project confidence, strike it from a phrase. Doing so will almost 
always clarify and strengthen your message.

What level do you want to reach? Well then, think that way and 
you will talk that way.

Learn from Bill Murray
Bill Murray, a leadership legend, right?
Not really, but he is the star of the Groundhog day movie, from 

which we can all learn. In the movie, Bill Murray plays a weatherman 
who travels to Punxsutawney, PA to cover the annual emergence of the 
groundhog from its hole. He gets caught in a blizzard that he didn’t 
predict and finds himself trapped in a time warp. He is doomed to 
relive the same day over and over again until he gets it right!

And, that’s what we should take from Bill Murray. To be successful, 
happy, and fulfilled at work and in life, it’s less about acting more 
like a man or more like a woman. It is about becoming a best-ever 
version of yourself.

Would you like to comment?
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Development 
Dimensions 

international (DDi)

Bridgeville, 
Pennsylvania www.ddiworld.com www.hr.com/ddi

achieve+forum Boston, 
Massachusetts www.achieveforum.com www.hr.com/achieve+forum

Bluepoint 
leadership 

Development
loveland, Ohio www.bluepointleadership.

com www.hr.com/bluepoint

Boston University Boston, 
Massachusetts www.bu.edu www.hr.com/bostonu

Carleton University 
- Management 
Certificate for 

Women (MCW)

Ottawa, Ontario www.carleton.ca www.hr.com/carleton

Center for Creative 
leadership Greensboro, NC www.ccl.org www.hr.com/

creativeleadership

Center for 
leadership Studies

Cary, North 
Carolina www.situational.com www.hr.com/leadershipstudies

Churchill 
leadership Group tampa, Florida

www.
churchillleadershipgroup.

com
www.hr.com/churchill

Cornell University 
Women in 

leadership course
ithaca, New York www.ilr.cornell.edu/ www.hr.com/cornellu
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Dale Carnegie 
training

New York, New 
York www.dalecarnegie.com www.hr.com/dalecarnegie

diversity inc Princeton, New 
Jersey www.diversityinc.com www.hr.com/diversityinc

European Diversity 
Research & 
Consulting

Nordrhein-
Westfalen, 
Germany

www.european-
diversity.com www.hr.com/europeandiversity

FranklinCovey Salt lake City, 
Utah

www.franklincovey.
com www.hr.com/franklincovey

Gender intelligence 
Group (Barbara 
Annis & Assoc)

New York, NY
www.

genderintelligence.
com/barbara-annis-

associates
www.hr.com/genderintelligence

GP Strategies Columbia, 
Maryland www.gpstrategies.com www.hr.com/gpstrategies

interaction 
Associates

Boston, 
Massachusetts

www.
interactionassociates.

com
www.hr.com/interaction

leaderXY Group Austin, texas www.leaderxy.com www.hr.com/leaderxy

lee Hecht 
Harrison 

(Knightsbridge)

Woodcliff lake, 
New Jersey

www.lhhknightsbridge.
com/en-ca www.hr.com/knightsbridge
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linkage Burlington, 
Massachusetts www.linkageinc.com www.hr.com/linkage

Marsh & 
Mclennan 
Companies

New York, New 
York www.mmc.com www.hr.com/marshmclennan

Pearson london, United 
Kingdom www.assesstalent.com www.hr.com/pearson

Richardson Philadelphia, 
Pennsylvania www.richardson.com www.hr.com/richardson

Skillsoft/Sumtotal Nashua, NH www.skillsoft.com www.hr.com/skillsoft

SOAR
(See Jane Soar)

Winchester, 
Kentucky www.seejanesoar.com www.hr.com/seejanesoar

SuccessFinder Montreal, Quebec 
www.successfinder.

com/women-in-
leadership

www.hr.com/successfinder

Synergy at Work Sunnyvale, 
California

www.synergyatwork.
com www.hr.com/synergyatwork

Appreciation at 
Work Wichita, Kansas

www.
appreciationatwork.

com
www.hr.com/5languages

22
Featured research | July 2017

https://www.successfinder.com/women-in-leadership
https://www.successfinder.com/women-in-leadership
https://www.successfinder.com/women-in-leadership
http://www.hr.com/successfinder
http://www.synergyatwork.com
http://www.synergyatwork.com
http://www.appreciationatwork.com
http://www.appreciationatwork.com
http://www.appreciationatwork.com


Logo Company Name HQ Website URL Link to Buyer’s Guide 
Listing on HR.com

The Centre for 
Organization 
Effectiveness

la Jolla, 
California www.tcfoe.com www.hr.com/tcfoe

The Glowan 
Consulting Group

Rancho 
Cucamonga, 

California
www.glowan.com www.hr.com/glowan

The Ken Blanchard 
Companies

Escondido, 
California

www.kenblanchard.
com www.hr.com/kenblanchard

Wiley Hoboken, New 
Jersey www.wiley.com www.hr.com/wiley

Wilson learning Edina, Minnesota www.wilsonlearning.
com www.hr.com/wilsonlearning

YPN Companies Acworth, Georgia www.YPNcompanies.
com www.hr.com/ypn

Zenger Folkman Orem, Utah www.zengerfolkman.
com www.hr.com/zenger
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PURCHASE YOUR TICKET TODAY!
Visit us at: www.LEAD2018.com/Attend

Influential 
Speakers

Workshops & 
Roundtables
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Worldwide

Sponsorship
Opportunities

Awards
Dinner

There have been great discussions some of which I helped 
to lead, some of which I participated in.

Ted Hoff, VP at IBM

Not only did I feel inspired as a person and as a leader, but I 
also took some great takeaways.

Sue Collard, Career Development Director at Dell Inc.

For more Information phone 1.877.472.6648 | Email: sales@hr.com | www.lead2018.com

Salt Lake City, Utah at The Grand America Hotel, February 7th and 8th
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As women have taken on greater leadership roles in the business 
world, it’s paid off for both them and business.

A study by the Peterson Institute for International Economics 
found that firms with women in the C-suite were more profitable. 
Meanwhile, the number of women-owned businesses grew 45 percent 
from 2007 to 2016 compared to just a 9 percent growth in the number 
of businesses overall.

But will all those women in leadership roles change the workplace 
culture to make it more female friendly – and does it matter?

As a corporate anthropologist, I’m aware of the recent shift in 
thinking surrounding how cultures should be restructured in order 
for women to thrive in the workplace. This has caused me to ask: 
What type of culture do women really want and is it that different 
from what men want, too?

The results of the research were surprising. It turns out, in many 
ways men and women want similar things in the workplace. Both 
prefer a strong clan culture that emphasizes collaboration, teamwork 
and a focus on people.

So what lessons does that hold for women who start their own 
businesses or are hired or promoted into leadership positions in 
existing businesses?

Based on my personal experiences, and what I have learned from 
female business leaders I have interviewed, some of the ways women 
can succeed when leading an organization and make the workplace 
more attentive to the needs of both men and women include:

Creating a culture that blends work and home. I talked with the 
founder of one company that intentionally took a whole-life approach 
and didn’t force employees to choose between work and family. That 
company won all sorts of local awards for being one of the best places 
to work in the area.

Encouraging staff to be innovators. Often, even the employees 
who think outside the box are reluctant to act outside the box for fear 
of repercussions if things don’t work out quite the way they hoped. 
But for innovation to happen, a good leader needs to empower em-
ployees to try new ideas.

Being an adventurer, staying curious. If you expect your employees 
to try new ideas, you need to be willing to do so as well. Don’t worry 
about failing. Keep tinkering and trying stuff and sooner or later you’ll 
hit upon your a-ha moment.

Women who know how to create success are not just building better 
businesses; they are changing the way people work.

The corporate cultures in women-run businesses reflect the personal 
beliefs and values of the women leading them. And those businesses 
tend to be highly successful. LE

Women In Leadership Roles
How can they change the workplace?

By Andi Simon

FEAtURE

Andi simon, Ph.d. is the author of On the Brink: A Fresh Lens to Take Your 
Business to New Heights, is a corporate anthropologist and award-winning author. 
She is the founder and CEO of Simon Associates Management Consultants, 
designed over a decade ago to help companies use the tools of anthropology to 
better adapt to changing times. Simon also is a public speaker and an Innovation 
Games facilitator and trainer. She served as a tenured professor of anthropology 
and American studies at Ramapo College of New Jersey, and was a visiting profes-
sor teaching entrepreneurship at Washington University in St. Louis. Simon has 
appeared on “Good Morning America” and has been featured in the Washington 
Post, Business Week and Forbes, and on Bloomberg Radio.
Visit www.simonassociates.net
Follow @simonandi
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The latest industry best practices and trends 
with HR.com themed research

Employee Culture: A Closer Look 

Driving Employee Engagement 
Throught Effective Communication

Read and download this report at 
hr.com/employeeculture

Read and download this report at 
hr.com/employeecommunication

A great culture tells a lot 
about an organization.  
Employees should feel 
valued and appreciated, 
because behind every 
amazing culture is a group 
of engaged and motivated 
employees. With this framework in mind, CultureIQ 
and HR.com conducted a survey of 500+ HR profes-
sionals to see what steps organizations have in place 
to promote a positive employee culture. 

Human Capital Management Practices

Insights on Video Interviewing 

Read and download this report at 
hr.com/hcmanalytics

Read and download this report at  
hr.com/videointerviewing

Today’s HR professionals 
are facing some serious 
challenges. One is lead-
ership. This study found 
that only 37% of survey 
participants said that their 
leaders effectively manage 
human capital. What’s more, only about a third said 
leadership actions are correlated to engagement, 
retention and performance.

There’s no doubt that video 
interviewing is fascinating, but 
is it a technology for the future 
or something ready to be 
deployed today? Does video 
interviewing really pay off?  
We can now answer these 
questions thanks to a survey 
conducted by HR.com of 
nearly 2,000 HR professionals.  

Communication is the 
make or break of every 
organization.It impacts 
everyone at every level 
of their lives. Are you free 
to express your concerns 
and opinions? An HR.com 
sponsored survey of over 500 HR professionals helped 
shed light on how well managers are communicating.

To see additional themed research whitepapers go to hr.com/themedresearch
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How can employers keep good employees in an age when un-
employment rates are dipping down to 5% or below in many nations?  

That’s one of the key questions that HR.com, in partnership with 
LifeWorks, explored with its “How HR Pros View the Workforce” 
survey, which ran in the first quarter of 2017 and received 824 re-
sponses from HR professionals. The subsequent report, Taking Care: 
How to Develop and Support Today’s Employees, focused on seven areas:

 ● Helping employees reach their full potential
 ● Investing in professional development
 ● Recognizing employees for their work
 ● Respecting work-life balance
 ● Enabling employees to find meaningful work
 ● Managing employee health and well-being
 ● Influencing employee happiness

One unique feature of the research is that responses from HR pro-
fessionals were compared with data from a separate but similar survey 
of employees. Although the two surveys did not compare employer 
versus employee opinions within individual organizations, they told 
a remarkably consistent story.

Many Employers Help Workers reach Their Potential...or Else
Almost three-fifths of the responding HR professionals agreed or 

strongly agreed that their companies were enabling employees to reach 
their full potential, versus 16% who disagreed or strongly disagreed. 
Were they being overly optimistic? Probably not. After all, 70% of 
surveyed employees agreed.

 Although these are heartening responses, the data still infers that a 
large proportion of organizations are not enabling employees to reach 
their potential. Among employees who work for such companies, 
three-quarters said they were either looking for or open to a new job.

 
More Employee development Is Necessary

Just 15% of respondents strongly agreed their organizations offer 
employees professional development opportunities and invest in 
helping them manage their career. Overall, 57% agreed with this 
premise, so a significant portion (43%) do not support professional 
development. This leaves much room for improvement.

 

The research shows that companies that do not provide professional 
development are at a competitive disadvantage. Among employees 
who are not getting development opportunities, over seven-tenths 
are willing to look elsewhere for other job opportunities.  

The research also indicates there is a close relationship between 
employer and employee commitment to development. It turns out 
that if the company is committed to development, 72% of employees-
-in the view of HR professionals---are also committed to their own 
development; that number falls to just 25% if the company is not 
committed to development.

  

Employers May overestimate Their Commitment to Worker 
Health and Well-Being

Almost two-thirds of surveyed HR professionals said they were 
helping employees manage their health and well-being. Only half 
of surveyed employees agreed. This was one of the few areas where 
employers significantly overestimated how well they were taking 
care of employees. Organizations should consider doing some deep 
internal polling on this subject to see if they are suffering from the 
same employer-employee divide.

 
stress is Endemic

Looking to the future, we asked employers where employees needed 
help and where the company needed to improve. HR professionals 
thought that the area where employees were most in need of help 
was in managing stress levels, with 71% of respondents choosing this 
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Whitepaper 
Summary

Employee commitment to their own development

Committed Neutral Not committed

If company committed 
to development 72% 24% 4%

If company not committed  
to development 25% 48% 27%

relationship between employer and employee commitment to development

Leadership  excellence essentials presented by hr.com | 07.2017



response. Employees agreed that this was the number one area where 
they could use help.

 
Conclusion: Bad Management Costs Big Bucks

Again and again, the research responses indicated employers that 
were not developing and otherwise caring for employees were much 
more likely to suffer from higher turnover rates. Some experts estimate 
that it costs anywhere from half to three-quarters of an employee’s 
salary in order to replace and train their replacement. Therefore, 
organizations that fail to properly develop and recognize employees 
may pay a very steep price. 

To learn much more about the survey results and to get the key 
strategic takeaways from the research, read the complete whitepaper.

Would you like to comment?

taking care: how to develop and support today’s 
employees

reAd the report

TAkiNg cAre: how To reTAiN TodAy’s emPloyees
Survey conducted by HR.com in partnership with LifeWorks
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Meaningful work is different for everybody. For some, it 
might mean showing customers the benefits of organic hair products. 
For others, it comes from roasting coffee and educating people on 
proper brewing methods. Regardless, when you want to know how 
to retain employees, creating work that speaks to your staff is vital.

So, we teamed up with HR.com to better understand how to 
support and develop employees. Our research found that more than 
two-thirds of employees who don’t find meaning in their work are 
looking for or are open to new job opportunities. 

Furthermore, our report linked meaningful work to three C’s -- 
culture, communication, and collaboration. 

Let’s examine what you need to know about these three C’s so you 
understand how to retain employees:

Culture
Our research found that 59 percent of employers say building 

and maintaining a positive workplace culture could lend meaning to 
employees’ work. Of those companies that put this into practice, 83 
percent say their employees find meaning in their work.

How can you connect employees to your workplace culture? Align 
your company’s values, traditions, beliefs, and attitudes with your 
policies and procedures.  

Start by encouraging ‘mindful management’ practices. Teach leaders 
how to focus on one person at a time with undivided attention. Also, 
facilitate productive conversations, and focus on solutions, not prob-
lems. Replace the blame game with forward-thinking discussions.

To help employees retain and reflect on what they learn, provide 
them with weekly ‘What I Learned’ cards to encourage them to be 
solutions-oriented. They can use missteps and mistakes as growth 
opportunities by reflecting on what they did right and what actions 
they can take next time. 

One of the best examples of a positive workplace culture is seen at 
Recreational Equipment, Inc. (REI). In fact, in March, they made 
the Fortune 100 Best Companies to Work For list for the 20th 
consecutive year. 

As the largest consumer co-op, they continue to grow their talent 
by hiring employees who align with their core values and love the 
outdoors. Their Glassdoor reviews show they integrate their great 
workplace culture throughout their retail locations.

REI’s continued recognition for their culture shows they know how 
to retain employees and build an environment where their staff can 
find meaning in their daily work responsibilities. 

Communication
A great workplace culture thrives when it’s supported by open com-

munication and transparency. In fact, our report found that 55 percent 
of employers say embracing transparency and open communication 
could lend meaning to employees’ work. Of those companies that 
practice open communication, 82 percent say their employees find 
meaning in their work. 

When you build a culture that makes it easy to share ideas and give 
employees a voice, they feel appreciated and are more likely to stay. 

Bring your employees together with an internal social network. This 
way, employees from all levels can communicate with one another 
instantly. 

To break down silos and connect higher-ups with the staff, start 
assigning one-on-one workdays where executives and managers team 
up with lower level employees to work together on projects. This shows 
employees how they contribute to the big picture and demonstrates 
that, no matter their title or level, they are essential to the team. 

Tangerine, named one of Canada’s 10 Most Admired Corporate 
Cultures, puts their values into action by maintaining transparency 
among all levels -- leadership works alongside their staff. In fact, former 
CEO Peter Aceto took customer calls in their call center and made it 
a point to speak directly will all levels of employees on a daily basis. 

Collaboration
When employees work together, they grow together. Collaboration 

plays an important role in your workplace culture, and it can be espe-
cially valuable for those who want to know how to retain employees. 

Our report found that 54 percent of employers say that creating 
an environment that encourages collaboration could lend meaning 
to employees’ work. In fact, eight out of 10 employers who practice 
collaboration say their employees find meaning in their work.

The best way to get employees working together is by creating 
policies to encourage cross-training. Conduct ‘dream job discussions’ 
with each of your employees, where they define their ideal role in the 
company and highlight what aspects of the role they want to learn 
more about. Then, develop a plan to educate them.  

Start ‘mentor Mondays’ where employees teach others about a spe-
cific skill they want to learn. For example, if a sales rep wants to learn 
about product development, let them shadow a product development 
associate and focus on a specific skill, like design. 

Buffer, for example, encourages collaboration for their team of 
remote employees, and they leave it up to their staff to collaborate in 
ways that best suit them. 

WhAt CreAtes MeAnInGfuL 
Work?  
The Three C’s You Need to Know
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As Life Saver/Operations employee Stephanie shares in the com-
pany’s blog, she structures her days around ongoing projects to opti-
mize her focus time and collaborative hours by working around times 
when she feels like she can make the most out of working with others. 

There is no simple fix to helping employees find meaning in their 
work, which is why it’s hard to understand how to retain employees. 
By making these three C’s your priority, you are showing your staff 
why their contribution matters and reaffirming that their role is es-
sential to the company’s growth. 

How are you helping employees find meaning in their work?
 

Graham Shaw is the Head of Sales at LifeWorks, a company that deliv-
ers holistic and comprehensive wellbeing - physical, emotional, financial, 
professional & mental - through meaningful and purposeful technology 
and services. 
Follow LifeWorks on LinkedIn, Twitter and Facebook
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Solution
Since the early 1990s Marriott has partnered  
with LifeWorks to provide its employees with  
access to an EAP and worklife solution providing 
multi-lingual call center counseling services and  
support, and when needed, on-site critical 
incident counseling. Kiss has several examples 
of how LifeWorks’ comprehensive spectrum of 
EAP services has helped Marriott cultivate a more 
engaged workforce. 

Tailored support for Marriott employees 

In late August 2012, when Hurricane Isaac struck 
the gulf coast, several Marriott facilities and their 
employees were affected. Marriott’s LifeWorks 
account executive was ahead of the storm,  
providing Marriott’s workforce with both 
English and Spanish information and support 
that helped them weather the winds, rains, 
and flooding. In one particular incident an 
employee’s house and family were completely 
flooded. LifeWorks’ counseling and EAP services 
helped the employee understand his options  
and address his family’s needs, enabling him to 
return to work much sooner than he would have 
without having access to services like these. 
Two key features that distinguish LifeWorks 
from other EAP providers include its proactive, 
multi-lingual approach to providing detailed 
information and support in anticipation of events 
like Hurricane Isaac.

“ We promote LifeWorks valuable 
services to all our employees. 
And we promote them because 
LifeWorks supports one of 
Marriott’s key company values of 
taking care of our associates.”

www.lifeworks.com
LifeWorks  |  201 17th St NW  |  Atlanta, GA  |  30363   |  ©2017 LifeWorks US Inc.

Introduction 
Marriott International, Inc. (Marriott) is a leading 
lodging company with more than 3,700 properties in 
74 countries and territories. The company operates 
and franchises hotels, and licenses vacation ownership 
resorts under 18 brands, including Marriott Hotels 
& Resorts, The Ritz-Carlton, and more. Marriott has 
approximately 300,000 employees worldwide. The 
company is consistently recognized as a top employer 
for its superior business operations, which it conducts 
based on five core values: put people first, pursue 
excellence, embrace change, act with integrity, and 
serve our world. In fiscal year 2011, Marriott reported 
revenues of more than $12 billion.

Challenge
Marriott has a North American workforce of more 
than 100,000 employees, many of whom come from 
diverse backgrounds and whose language of origin 
is not English. When founder J. W. Marriott began 
creating his lodging empire, he was committed to 
providing the company’s employees with benefits 
that supported his perspective of putting people first. 
J. W. Marriott believed a highly engaged, productive 
workforce was one of the cornerstones of business 
success. Since Marriott’s start 85 years ago, the 
company has experienced exponential growth. In an 
effort to promote and build a workforce that could 
help the company grow, Marriott has sought to provide 
its employees with benefits that did more than help 
them manage traditional medical and retirement 
support. The company realized that if it could provide 
its employees with access to telephonic, in-person 
and online employee assistance program (EAP) and 
work-life services, the result would be a happier, more 
engaged workforce that would have a direct impact  
on the company’s customers, and ultimately its 
bottom line.

“ We care about our employees and 
recognize that they have priorities 
outside of work. We want to do what 
we can to help them manage those 
priorities and in turn help them be as 
productive as they can be at work.”

    Betsy Kiss, Senior Director of Global Engagement and 
Workforce Diversity 

CASE 
STUDY

Learn How 
Employers Just Like 
You Are Transforming 
Their Workforce
GET MORE INFORMATION  
BY EMAILING US AT: 
inquiries@lifeworks.com

Investing in LifeWorks to support its core value of putting people first. 
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lifeWorks Atlanta, 
Georgia www.lifeworks.com www.hr.com/lifeworks

Achievers San Francisco, 
California www.achievers.com www.hr.com/achievers

Benefit One USA, 
inc.

Sunnyvale, 
California

www.benefitoneusa.
com www.hr.com/benefitone

Bright Horizons Watertown, 
Massachusetts

www.brighthorizons.
com www.hr.com/brighthorizons

Castlight Health San Francisco, 
California

www.castlighthealth.
com www.hr.com/castlight

ComPsych Chicago, 
illinois www.compsych.com www.hr.com/compsych

Glint Redwood City, 
California www.glintinc.com www.hr.com/glint

Globoforce Southborough, 
Massachusetts www.globoforce.com www.hr.com/globoforce

limeaid Bellevue, 
Washington www.limeade.com www.hr.com/limeade

emPloyee wellNess ANd recogNiTioN veNdors lisT

Looking for Employee Wellness and Recognition solution providers? Here is a list of companies to choose from. 
For more information, click on their link to the listings in HR.com’s Buyer’s Guide
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Logo Company Name HQ Website URL Link to Buyer’s Guide 
Listing on HR.com

Mad!son New York, 
New York www.madisonpg.com www.hr.com/madisonpg

MHN Point Richmond, 
California www.mhn.com www.hr.com/mhn

Morneau Shepell 
ltd.

toronto, 
Ontario

www.morneaushepell.
com www.hr.com/morneau

Motivosity Orem, 
Utah www.motivosity.com www.hr.com/motivosity

OC tanner Salt lake City, 
Utah www.octanner.com www.hr.com/octanner

Optum Eden Prairie, 
Mississippi www.optum.com www.hr.com/optum

terryberry Grand Rapids, 
Michigan www.terryberry.com www.hr.com/terryberry

Virgin Pulse Framingham, 
Massachusetts www.virginpulse.com www.hr.com/virginpulse

Would you like to comment?
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For more information, 
Phone: 1.877.472.6648  

Email: sales@hr.com 
www.HR.com/epubs 
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Making Success Democratic
Why is it important?

By Dorriah L. Rogers

democracy is based on the premise that everyone should have the 
right and ability to participate in decision-making.  Yet, the political 
framework within most businesses is more autocratic than democratic 
in nature, with those at the top making the majority of important 
decisions. While this may appear to serve as the most efficient path 
to profitability, in truth it is not. In fact, in order for companies to 
maximize their financial potential, it is essential that leaders promote, 
encourage and implement innovative ideas from their workforce.  At 
the same time, employees must ensure that those ideas for improve-
ments must make sound financial sense and ultimately improve the 
company’s bottom-line. It is only when these two concepts merge 
that organizational productivity is improved and success becomes 
democratic.

I was first asked the question about how to tie employee decision-
making to sound financial choices about seven years ago.  A senior 
executive at a multi-billion-dollar company asked me why I thought 
employees didn’t seem to understand, or care, that their daily deci-
sions impacted the company’s bottom-line.  He said it felt as though 
they were entirely disconnected from the organizational factors that 
impacted profitability and went on to share an example of an equip-
ment purchase by a mid-level employee that was both expensive and 
hindered productivity.  I distinctly remember thinking to myself that 
it was neither ignorance nor apathy on the part of the employee, but 
rather that he or she simply did not have the right tools to make a 
sound financial decision.  It was my experience that many employees 
were so utterly removed in their daily decisions from the strategic 
planning, operational goals and ongoing management decisions that 
they were left in somewhat of a vacuum. 

From company to company, I have experienced this disconnect, 
especially as both organizations and projects grow larger.  So what 
happens within organizations as they push for change and growth?  
For one, behaviors change. Where once a handful of individuals 
made key decisions, these decisions are now spread across numerous 
departments and individuals at all levels of the organization. Agility 
and flexibility are replaced by process and a mind-numbing discon-
nect from business goals. Innovation and creativity are supplanted 
by overhead creep, loss of productivity, and poor business decisions.

The thousands of employees I have worked with over the years, 
experience this same frustration, but from a different vantage point. 
They see their ability to affect change as pointless or hopeless, as they 
are but a small voice in a sea of voices. Many have the desire to be in-
novative, or to contribute, but often feel their own internal processes 
and people make change virtually impossible, and many give up trying. 
They intrinsically understand that the same few people in charge will 
come up with both the problems and the solutions.  I knew most of 
the employees I had worked with over the years were capable, but in 
reality they simply did not have the tools, the management buy-in 
or the voice to be successful.

So I set about helping to reconnect management and employees 

with a comprehensive step-by-step process that encompasses all of 
the tools I have used over the years to improve both employee and 
management productivity.  In my book, Decide to Profit: 9 Steps to a 
Better Bottom Line, each step links all ideas and decisions that affect 
change to the financial goals of any company.  Each steps focus on 
making decisions that are always tied to the financial goals of the 
company and by doing so, eliminate fear or disconnect on the part of 
the employee, while the interactive process between management and 
employees allows senior executives the confidence that their workforce 
is productive, engaged and interested in the success of the business.

When employees have a clear system that links decisions to the 
financial performance of their organization and managers have a ready 
tool to shape their organizational culture and business outcomes, 
profitability improves dramatically. With a democratic, internal 
process such as this system, both leaders and employees can adapt 
and change through external transformations in the marketplace and 
increasingly tough competition, and ultimately, maintain net profit.

It is this truly democratic process that will enable companies to 
extract the best of ALL of their employees rather than relying on the 
few.  The best ideas can rise to the top through a concentrated and 
rigorous vetting process, employees can feel heard and vested in the 
success of their company, and managers can improve their individual, 
organizational and financial success. LE

Would you like to comment?

dorriah L. rogers, Ph.D. began her career in the engineering and advanced 
technology industry in the late 1990s. She founded her consulting firm in 2003, 
and brings almost 20 years of unique experience providing guidance to numerous 
Fortune 100 and 500 organizations throughout North America. She specializes in 
identifying and solving issues affecting efficiency, productivity, and profitability. 
Her client base includes a who’s who of Fortune 100 organizations, as well as the 
Department of Defense, U.S. Navy, U.S. Army Corps of Engineers, and other 
large government entities. As CEO of Paradyne Consulting Works, LLC, she 

has led her team in the areas of productivity and process improvement, strategic 
business planning, operational streamlining, profitability, and organizational 
change management.
Connect dorriah rogers

FEAtURE

“in order for companies to maximize their financial 
potential, it is essential that leaders promote, encourage 
and implement innovative ideas from their workforce. At 
the same time, employees must ensure that those ideas 
for improvements must make sound financial sense and 
ultimately improve the company’s bottom-line”
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Joe Arner

Organization: Saint Leo University
Program: Leadership Saint Leo
Program Director: Joe Arner
Call: (352)588-7548
Email: joseph.arner@saintleo.edu
Visit: www.saintleo.edu 

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
a. To develop the leadership talents of 

university managers.
b. To thematically incorporate and 

connect the six core values of the university 
to the effective leader behaviors being taught.

c. To thematically incorporate and 
connect the behaviors of a humanistic-en-
couraging and achievement culture to the 
effective leader behaviors being taught.

d. To infuse elements and behaviors of 
effective teamwork and team leadership into 
the university’s management ranks.

e. To develop a cadre of peers across the 
university who will serve as collaborators, 
confidants, and mentors for one another.

f. To prepare university managers for 
increased authority, accountability and re-
sponsibility for execution and results.

Developing 
Leadership Talent
Our editorial team interviewed Joe 
Arner from Saint Leo University at the 
LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Third-Party Channel Partner/Customer Training 

LEAD Award Rank

1

 Best Use of Executive Coaching Programs

LEAD Award Rank

2

Best Use of Team Building

LEAD Award Rank

4

Best Mentoring Program

LEAD Award Rank

5

Best Experienced/Senior Leaders Program

LEAD Award Rank

6
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P R O G R A M
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B E S T
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S E N I O R  L E A D E R S
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Video
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Who do you impact with your program?
Mid-level directors and managers

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

For our class of 2017, we have opened up the selection process to 
self-nominations, and it has proven to be very effective in identify-
ing those employees who are enthusiastic about leading here at the 
university. Even if those employees are not selected for the program 
in the end, the executive team sees their interest and can take more 
notice of their development as an employee. 

Using a third-party vendor is an outstanding way to conduct a lead-
ership program, but the vendor must have a healthy relationship with 
the university, which is exactly what we have with CODA Partners. 
Their design and engagement is crucial to the success of this program. 
They know the university’s needs, and utilize its executives to deliver 
crucial lessons specific to the organization. The third party vendor 
model allows for more open dialogue because there is the image that 
this program is for the university but conducted by folks who are not 
employed by the organization. Their only stake is the well-being and 
growth of the participants, and not their own employment.

 We have found that the program works best if it comes out of the 
president’s office and that the participants are ultimately selected by the 
president’s cabinet. It contributes to its prestige among our employees.

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

We measure the ROI by following the careers of our graduates. I 
am happy to say that most of our graduates from the program have 
moved up within our organization or have moved on to leadership 
positions at other companies. 

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

Though the program has become a staple of development for the 
university, we are always looking to make it better by conducting focus 
groups and analyzing the evaluations. We have found that though the 
content itself receives high marks, the most important aspects of the 
program are: 1) the network it creates each year between employees 
from different areas of the university; and 2) the mentor relationship 
that is established between the participant and their assigned coach. 
In future years we look to develop these two aspects as the central 
focus of the program. We are also examining the ways in which the 
group can become a working team that addresses a key result area 
for the university. 

http://web.hr.com/mwqf


 Dawn Kirk

Organization: West Corporation
Program: Mentor Training
Program Director: Dawn Kirk
Email: dkirk@west.com        
Call: 720-378-2405

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
The goal of this training is to learn how to establish a trusting relationship with 

accountability from all parties. During this session, we will review the characteristics 
of a good mentor, challenges of training new employees, the Insights tool kit, and 
how to manage expectations of this role.

Who do you impact with your program?
Supervisors, managers, and leaders in our organization who are actively career 

pathing into management in the next two years.

What are the lessons you’ve learned this year from facilitating your program?
Originally this was a 2-day program that curated from 8 different trainings that 

are also available separately. It was action packed, busy, and participants were over-
whelmed by the end of the first day. Additionally, many people wanted to participate 
but they couldn’t schedule two days away from their job. When we redesigned the 
program we trimmed it down to 4 hours and increased the amount of interactivity 
through feedback scenarios.

How do you measure the return on investment and success of the program?
We don’t measure return on investment, we have a team working on what that 

will look like for our corporate training. Success has been measured by the feedback 
from participants in our surveys, feedback from program participant’s management, 
and from the feedback of our executives. Oh yea, and the LEAD award!

What lies ahead for the program and how it will continue to succeed?
This program is now part of a yearlong Learning Track program for our high 

performers in the company. They are nominated by executive leadership to be part 
of a cohort from across our global business to build strong relationships, improve 
their leadership skills, mentor, and apply the learning in an application project that 
supports the entire company

Creating a Trusting Relationship

Our editorial team interviewed  Dawn 
Kirk from West Corporation at the 
LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Mentoring Program

LEAD Award Rank

8
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M E N T O R I N G

P R O G R A M

Video
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GET STARTED AT:
www.hr.com/prepcourse  

HRCI + SHRM
CERTIFICATION
TRAINING 2017

CertRecert_GENERIC_051916.indd

Make HR Certification a Part of Your Continuing Education
Our HR Certification Courses average a 93% pass rate among participants

Course Scheduling:  

Two Different Ways to Study 
1 • 16-Week Comprehensive Program 

• Classes starting Feb/Mar/Apr  
• 2 classes per week (live, online)
• Evening Hours (8PM, 9PM, or 10PM)

2 • Self-Paced eLearning Course
• Accessible anytime, and anywhere with  
 internet access
• User friendly learning platform, featuring  
 20 + hours of instruction

www.hr.com/prepcourse

 
•	30	hours	of	live,	instructor-led	online	sessions
•	Our	instructors	serve	a	mentorship	role
•	Instructors	keep	you	studying on a carefully   
 scheduled timeline
•	Maximum	class	size	of	30	students will ensure   
 that you get the attention that you need to be   
 successful

16-WEEK COMPREHENSIVE COURSE

•	User-friendly	learning	platform	tailored  
 specifically for HR Certification Exams
•	20+	hours	of	interactive	instruction	and	 
	 tutorials
•	Includes	complete	learning	package 
 (Study Manuals, 800 Practice Questions)

SELF PACED ELEARNING COURSE

 
•	 Our	programs	includes	the	entire	set	of	materials	from	HRCP 
 (Human Resources Certification Preparation) 

•	 Materials	include:	6	Study	Guides, 100s	of	Flashcards, and over  
 800	online	practice	exam	questions 

•	 Designed	for:	PHR,	SPHR,	SHRM-CP,	and	SHRM	SCP

HR.com 2016 Study Program Materials:

What separates Institute	for	Human	Resources from other study methods?

$800$950

+

http://www.hr.com/
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Sheri Michalec

Organization: Mood Media
Program: Mood Lunchtime Learning: Express 
MBA Program 
Contact: Melissa Thompson
Email: human.resources@moodmedia.com 
Call: 800.331.3340
Visit: http://us.moodmedia.com/

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
The Mood Lunchtime Learning: Express MBA Program offers employees an op-

portunity to learn more about all aspects of the business as a means to further their 
career development at Mood. As the global leader in elevating customer experiences, 
Mood translated its creative prowess in the marketplace toward developing this 
26-week training program led by executive staff for employees looking to increase 
their understanding of general business principles and practices (Finance, Marketing, 
Operations, Licensing, etc.) as well as to gain a broader understanding of our business 
and why we operate the way we do. The courses not only give students a chance to 
connect with Mood leadership, but also enable them to learn more about specialized 
areas and functions of the company. 

The curriculum includes 15 virtual classroom sessions with department executives 
and leaders. At the end of the classroom sessions, teams are tasked with putting their 
newfound knowledge to use by preparing final projects that propose a solution to 
improve a product or process within the company, which are presented to Executive 
Staff and classmates. In this regard, the program also serves to empower employees 
and give them a direct voice to Company leadership on ways to improve business 
operations.  

Who do you impact with your program?
This Mood Media program is targeted toward employees who are looking for oppor-

tunities for personal and professional development. It aims to provide up and comers 
in the organization with additional tools to understand the business, gain valuable 
access and exposure to company leaders, and make connections across departments.  

What are the lessons you’ve learned this year from facilitating your program?
The executive facilitators of the Mood program are diligent and dedicated to gar-

nering feedback, suggestions and critiques in order to proactively make the program 
as successful and impactful as possible. Feedback surveys are distributed following 
each class in order to gauge how they resonated and uncover potential areas for 
improvements, which can be submitted anonymously so as to encourage true and 
honest opinions, even if critical. 2015 was the first year for this program. Based on 

Boosting Career Development

Our editorial team interviewed Sheri 
Michalec from Mood Media at the 
LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Use of Executive Coaching Programs

LEAD Award Rank

5
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E X E C U T I V E
C O A C H I N G
P R O G R A M

Video
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feedback we received from students, we made some adjustments to 
our program guidelines for our 2016 class, including expanding the 
amount of time given to the teams for developing their project submis-
sions. Additionally, tweaks were made to individual presentations for 
the 2016 class based on feedback received – adding more business/
industry foundational information into the decks.  

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

Student feedback received in the end-of-program survey was over-
whelmingly positive, as many appreciated the chance to learn more 
about areas of the company that they wouldn’t have learned about 
had they not participated. Students expressed that their general un-
derstanding of different business disciplines has definitely increased. 
Specifically, participants gained a deeper grasp on how things work at 
Mood and why we employ some business practices over others. From 
an interpersonal standpoint, the students also built lasting relation-
ships with other members of the class – many in different departments 
that they never would have encountered otherwise – and are more 
comfortable approaching Leaders for insight and feedback. They are 
now encouraging co-workers to join upcoming classes as well as going 
directly to each other to collaborate and resolve issues. 

This program reinforces that Mood leadership is invested in our staff. 
Additionally, the team project component has already led to uncovering 
some strong, purpose-driven proposals for improving the company. 
As a result of the 2015 program, the Service Warranty program was 
overhauled to help better provide clients with clarity on their services 
and devices. The team projects will no doubt continue to foster and 
generate ideas that are solution-oriented and challenge status quos. 

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

We are now in the second class year of the Lunchtime Learning: 
Express MBA Program, and will continue to survey students and look 
to that feedback to drive initiatives and make program refinements 
based on the ideas and suggestions of participants from current and 
future classes.  

Since launching this program in 2015, we have also developed a 
couple of additional training programs under the same umbrella to 
continue the learning and cross-functional success that we’ve seen. 
These have been made open to all employees of the company. HR 
leadership is also considering running a parallel program that would 
be part of our international division.  

#AWorldInspired          LEAD2017 
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Virtual Career Coaching
Is it the secret to job placement success?

By Kimberly Schneiderman

A RiseSmart study of 7,400 jobseekers found that within one 
year of being laid off, only 28% of these job seekers landed a new 
role without career coaching. According to this study, career coaches 
are the key to success for many job seekers. It makes sense that while 
employed, most people spend their time perfecting the skills associated 
with their current roles and becoming experts in their fields -- not 
necessarily staying current with job search trends and best practices. 
Career coaches, on the other hand, are the experts on job search best 

practices. Their professional advice helps even the most accomplished 
and respected executives develop their interviewing skills and make 
informed job search and career decisions. Career coaches do more 
than simply review resumes, they are agents of behavioral change and 
experts at providing strategic guidance and support. 

A career coach begins by understanding the job seeker’s search and 
ultimate career goals. In this way, the coach becomes a partner and 
guide to help the job seeker make decisions throughout the job search 
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process. Using their expertise, coaches help build a strong resume 
based on the job seeker’s personal experiences and help to identify 
appropriate people for networking opportunities. Most importantly, 
career coaches are there to support job seekers by answering the myriad 
of questions that arise throughout the process and to offer expertise 
on topics ranging from evaluating a job offer and salary, to building 
an individual portfolio or online brand. 

Job seekers that don’t have coaches, are less likely to take action. 
Think of a baseball player working on batting skills. When the player 
has a coach overlooking daily progress and making suggestions for 
improvement, the player is more likely to take action and improve. 
Just like a sports coach, career coaches are able to spot weaknesses and 
provide expert advice to help job seekers overcome the challenges that 
exist between applying for a job and receiving an offer.

When looking for a career coach, job seekers may be offered as-
sistance from people with a range of expertise and experience. One 
way to ensure that you’re getting the best the business has to offer is 
to seek out career coaches who have been through training programs 
like those that follow the principles of the International Coach Federa-
tion (ICF). This organization accredits coaching programs, like the 
professional development and training programs developed internally 
by RiseSmart for its career coaches. In today’s virtual environment, 
career coaching is conducted via applications such as Skype or Facetime 
for accessibility and convenience of job seekers who have active, busy 
lives and don’t have time to travel to a physical office to get advice. 

The improved success rate of job seekers using a virtual career coach 
can be explained by these four important advantages:

Virtual career coaches keep the job seeker accountable. Having 
an accountability partner is one of the greatest benefits of working with 
a career coach. Job seekers feel as though they’ve made a promise to 
someone else or set an intention and repeated it out loud. For business 
people who are used to being held accountable, stating their intention 
is more likely to result in action, and results are only amplified when 
job seekers have the ability to check in more frequently with a virtual 
coach. One study about goal setting and achievement conducted by 
Dominican University’s psychology professor Dr. Gail Matthews 
found that people who wrote down their goals, shared this information 
with a friend, and checked in weekly with updates were, on average, 
33% more successful in accomplishing their goals than those who just 
formulated them internally. When using a career coach, job seekers 
are more likely to see a job placement goal through to completion. 

Virtual career coaches are national experts, not just local experts. 
If you want to work with a career coach that has extensive expertise in 
your field, in person meetings might not be feasible. Virtual coaching 
allows job seekers to access the top coaches with global expertise, no 
matter where they are located. If you are trying to move from Georgia 
to New York City, for example, you’re going to need an expert on 
the NYC market even though you’re searching while in Georgia. 

Virtual career coaches help the job seeker spot areas for growth. 
Just like a baseball player needs a coach to point out areas for im-
provement, job seekers need an outsider’s perspective to point out 
areas where growth is needed. When the job seeker is in the midst 
of distributing resumes, and searching online for new jobs, they are 
not focused on improving and growing. Virtual career coaches are 
there to help job seekers identify areas of weakness and find ways to 
improve and grow. While career coaches add a personal element to 

the job search process, job seekers are often more open with a virtual 
coach – sharing information they wouldn’t be comfortable telling 
someone in a face-to-face meeting. In this model, full honesty and 
transparency lead to real behavioral change.

Virtual career coaches have the job seeker’s best interests in 
mind. While many job seekers turn to mentors or friends for support, 
a career coach has the knowledge and expertise to effectively shorten 
the time it takes to search, apply, and land a new job. When the job 
seeker has a supportive coach, who understands the entire process and 
has the knowledge and experience to lead the job seeker’s efforts, the 
time it takes to reach career goals is shortened and the job seeker’s 
satisfaction with the result is greater. 

Working through screen sharing technologies, coaches use video 
conferencing to share screens and work in real time to change and 
improve LinkedIn profiles and conduct online research and discuss 
search findings live. In this way, coaches are not just sitting on the 
sidelines cheering on the job seeker, they are interacting with them 
and training them to use technology in ways that have benefits beyond 
just the knowledge necessary to conduct a modern job search. 

Today, many leading organizations are implementing outplacement 
services for laid off employees. As part of those services, outplace-
ment providers that have a strong career coaching model are helping 
employees land new jobs faster while helping organizations protect 
their employer brand and establish positive relationships with tran-
sitioning employees. Providing employees with the flexibility and 
convenience of virtual career coaching is one way employers can live 
out their corporate values and make sure employees have the support 
they need to land their dream job. LE

Virtual Career Coaching

Kimberly schneiderman is a Practice Development Manager with RiseSmart, 
Inc. where she creates and manages RiseSmart’s coach and client-facing programs, 
training, and support materials. Prior to RiseSmart, Kimberly built a specialty 
coaching practice working with senior officers in law enforcement. She has authored 
numerous career-related book chapters, articles, and videos, and has appeared 
on news and radio programs as a subject matter expert. Kimberly is also the 
Certification Committee Chair with the National Resume Writers’ Association.
Connect Kimberly schneiderman
Follow @risesmart
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“
if you want to work with a career coach that has 
extensive expertise in your field, in person meetings 
might not be feasible. Virtual coaching allows job 
seekers to access the top coaches with global 
expertise, no matter where they are located”
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Sharon A. Johnson

Organization: Nationwide Mutual Insurance 
Company
Program: Nationwide’s Executive Coaching 
Program
Program Director: Sharon Johnson
Contact: Sharon Johnson
Email: Sharon.johnson@nationwide.com
Call: 614-677-2677
Visit: www.nationwide.com
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What is the overall objective of your program?
The objective of the program is to provide customized coaching support to our 

high performing executives. Through the coaching program, we equip executives so 
they can enhance their leadership effectiveness or transition into a new executive role.

Because of the high profile of the executives, we have an elite list of preferred coaches.  
Coach candidates must meet our rigorous criteria to be selected as a preferred coach. 
Once selected, they are on boarded to learn about  the Nationwide culture, business 
and coaching methodology.  All new coaches are integrated into Nationwide by coach-
ing an executive participant during our executive high potential program which is a 
reduced engagement.  This will expose them to the Nationwide culture and allows 
us evaluate their coaching capability. Once they receive positive feedback from this 
experience they become a preferred coach.

Who do you impact with your program?
Executives (Associate Vice Presidents and above)

What are the lessons you’ve learned this year from facilitating your program?
Even when an executive has enhanced their leadership capabilities based on their 

development goals, others may not always see the changes.  A key component to the 
change is managing perceptions throughout the coaching process.  If the executive’s 
stakeholders are not invited into the process to offer developmental suggestions and 
provide feedback, they may not see behaviour change.  Success in coaching is when 
both perceptions and behaviour change.

How do you measure the return on investment and success of the program?
1. Coachee survey
2. Yearly executive coaches audit
3. Bi-annual executive coaches summit
4. Engagement scores
5. Promotion rates
6. Attrition
7. Lateral moves
8. Behaviour change

Offering Customized Coaching 
Support
Our editorial team interviewed Sharon 
Johnson from Nationwide Mutual 
Insurance Company at the LEAD2017 
Awards this past February. Here are some 
excerpts from the exclusive interview.

Best Use of Executive Coaching Programs

LEAD Award Rank

6

B E S T
E X E C U T I V E
C O A C H I N G
P R O G R A M

48

mailto:Sharon.johnson@nationwide.com
tel:(614)%20677-2677
http://www.nationwide.com


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

We have made several enhancements to the 2017 Executive Coaching 
program. All executives who are in a coaching engagement will now 
invite several key stakeholders into the coaching process. These stake-
holders will provide monthly feedback throughout development cycle.    

We are also initiating two customized mini 360 feedback surveys 
that align to the executive’s development goal: one midway through 
the process and one at the end.  The mini 360 will measure the 
behaviour and perception change. The executive’s stakeholders will 
complete the mini 360 surveys.

#AWorldInspired          LEAD2017 
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Organization: Tenet Healthcare Corporation
Program: Tenet Finance Academy (TFA)
Program Director: Jeremy Falke
Email: jeremy.falke@tenethealth.com
Visit: www.tenethealth.com 

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
The objective of the Tenet Finance Academy is to build superior CFO bench 

strength across the organization while also creating a collaborative, progressive and 
strategic finance leadership culture and community. To prepare our future finance 
leaders for Operations Finance leadership roles, the program provides them with 1) 
tactical training on Tenet practices, policies and resources, 2) core leadership skills 
for Finance executives, and 3) clear next steps in their professional development to 
attain senior leadership positions.

Who do you impact with your program?
High-potential finance talent (Senior Analysts to Associate Chief Financial Officers). 

What are the lessons you’ve learned this year from facilitating your program?
•	 Engage the Entire Function: One of the program goals is to create a more col-

laborative finance culture. Therefore, the program aims to engage leaders across the 
function, not just the participants. The TFA does this by providing regular newslet-
ter updates, involving multiple individual mentors, using our CFO peer council to 
guide competency development, inviting finance guests to speak/attend sessions and 
selecting finance-specific projects for the class to own.
•	 Mentorship Requires Training:  The CFO mentors of the program are provided 

with frequent training and interaction. Engagement is the highest across the program 
when mentors receive regular communication. Providing mentor training also allows 
us to extend an additional development opportunity to our CFO leaders. 
•	 Cross-Functional Support:  Finance talent excels more quickly when exposed 

to other functions in formal learning, development and project work. Allowing this 
talent to work with other functions enhances their leadership skills significantly 
quicker than just providing leadership education. 

Preparing Future Finance 
Leaders
Our editorial team interviewed  Jeremy 
Falke & Barbara Patchen from Tenet 
Healthcare Inc.  at the LEAD2017 
Awards this past February. Here are some 
excerpts from the exclusive interview.

Best Use of Executive Coaching Programs

LEAD Award Rank
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How do you measure the return on investment and success of the 
program?
•	 Internal Promotion Rates: Organizationally, we have the phi-

losophy of “internal promotions first, always.” Consequently, the 
program participants who move into key executive roles after the 
program are considered a success. Since 2014, we have increased our 
internal promotion rates from 40% to over 70%.
•	 Employee Engagement:  Every program alumni is included in an 

annual employee engagement analysis. Alumni are between 13-21% 
more engaged than the company average.
•	 Balanced Scorecard Correlation:  Our team evaluates the cor-

relation between participation and balanced scorecard results.
•	 Gender and Diversity Goals:  After participation in the program, 

those promoted into key roles include more females and diverse can-
didates than the company average. 

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

Next year we plan to fully integrate the finance program with our 
overall leadership program in order to increase the cross-functional 
learning. Additionally, we will expand our talent planning process 
for this function so that we can expand our view of emerging leaders. 

#AWorldInspired          LEAD2017 
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Debbie Anders

Organization: Dimension Data
Program: Dimension Leadership Development 
Program (LDP)
Program Director: Debbie Anders
Email: debbie.anders@dimensiondata.com
Visit: www.dimensiondata.com

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
The Leadership Development Program (LDP) provides participants with a common 

framework for thinking about the role of leadership and the impact to Dimension 
Data Americas. This two-week immersion program provides a dynamic forum of 
knowledge, discussion and practical application exercises that help bridge the Dimen-
sion Data Americas strategy with the role, tools, and philosophy of an effective leader.  

 
Who do you impact with your program?

LDP is a next step leadership development program designated for High Potential 
employees and for those in a leadership role with direct reports. 

What are the lessons you’ve learned this year from facilitating your program?
One of the most important lessons learned in offering this program is having our 

Leaders invest in their professional development in order to coach, develop and lead 
their teams. We have also learned how valuable it is to have cross-departmental par-
ticipation in small group settings. Not only does the formal program offer a common 
framework for the role of leadership and the impact to Dimension Data Americas, it 
also provides a venue to strengthen our culture and build long lasting relationships 
and community. 

How do you measure the return on investment and success of the program?
Many employees tell us that our Leadership Development Program changed their 

lives for the better, both personally AND professionally. This feedback is one of the 
measures that we know we’ve made a difference. 

What lies ahead for the program and how will it continue to succeed?
LDP is one of our cornerstone programs in developing strong leadership. We aspire 

to continue investing in the program and evolve knowledge, discussions and practical 
application exercises that help bridge the Dimension Data Americas strategy with the 
role, tools, and philosophy of an effective leader. 

Building Effective Leadership 
Skills
Our editorial team interviewed Debbie 
Anders from Dimension Data at the 
LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Use of Classroom/Traditional Training
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Change is inevitable. Although people sometimes complain about 
their circumstance and clamor for change, they are very resistant to 
actual change. As a leader, you should expect trepidation and resistance 
to any truly transformational change. The magnitude and velocity of 
change—and whether that change is under our terms and conditions 
or we have those terms and conditions thrust upon us—are the only 
real variables. Always keep in mind that those who embrace the idea 
of change are the minority within your organization and you will not 
easily find allies. You will be surrounded by those who wish to see 
you fail so they can continue on as they always have—even if their 
actions are passive. This is not intended to discourage you, but to 
prepare you for the challenge you are about to face.
define strategy and tactics

The very first action a leader must complete is to define the initia-
tive and its purpose for themselves, so they possess a full understand-
ing of what is going to be asked of others. What, precisely, is the 
nature of the initiative? How will we set about working toward these 
goals? What is needed of whom and when in order to achieve these 
goals? And most importantly, why are we doing all of this? They 
should begin the development of the program by engaging as many 
of the stakeholders as is reasonable and appropriate in defining the 
parameters and desired outcomes of the initiative. I would caution 
against making the number of involved stakeholders too large, because 
it will make achieving a consensus elusive and will slow progress. 
However, it cannot be too small a group either, because people grow 
anxious in the face of the unknown. Besides, pride in ownership is a 
very powerful motivator—even more than monetary reward, which 
can be manipulated by management too easily and can actually breed 
distrust. You will have to work to find the right balance.

But remember: Only God is perfect. To quote General George 
Patton, “Perfection is the enemy of good. By this, I mean that a good 
plan executed with great vigor now is better than a perfect plan next 
week. Success is a very simple thing, and the determining character-
istics are confidence, speed, and audacity—none of which can ever 
be perfect, but they can be good.” Once the proper leadership skills 
are instilled, the strategy and tactics have been defined, and value-
chain buy in is achieved: The roll-out of the operational excellence 
program can commence.

To ensure an optimal result, as a leader, you must do the following:
Communicate. All details of the initiative must be communicated 

clearly and concisely so there is no room for misinterpretation. You 
must also communicate the ongoing progress of the initiative. Be sure 
to recognize notable individual achievement. Communicate hon-
estly and openly, and demand the same in return. Leave the political 
correctness, platitudes, and hyperbole for the propagandists—doing 
otherwise just muddies the message. For instance, saying, “This needs 
to be done by . . . Can you do it?” is far clearer than asking, “If you 
are not too busy, can you do this for me when you get the chance?” 

The former is concise and demands a decision and commitment be 
made at the end, whereas the latter is ambiguous and will most likely 
lead to disappointment.

Align. Identify, allocate, and align all relevant resources so the 
mission is properly supported and the objectives are met. Do not ask 
people to do what they are ill prepared to accomplish, because the 
result will most often be failure.

Commit. Commit, and commit unreservedly. The initiative will 
be as great a success as can be achieved if the program has been planned 
well and is supported better: Contingencies have been identified, 
countermeasures are prepared, everyone executes as expected, and the 
job is properly done.

debrief. The team should perform a review of what occurred and 
compare it with the original plan. They should identify exceptions 
and their consequences (negative and positive) and should commu-
nicate this new knowledge and experience to the rest of the business.

Adjust. Make sure to take careful and timely consideration of the 
information generated during the debriefing so you can reflect on the 
experiences in a thoughtful and meaningful manner and contemplate 
recommendations for further improvements—all the while maintain-
ing the momentum.

In the end, the philosophies, approaches, and methods contained 
in Lean Six Sigma, and all the other tools of continuous improvement, 
have proven effective in the pursuit of perfection. However, a tool is 
of lesser value without a motivated and skilled individual who selects 
it wisely and wields it with precision while working as part of an 
orchestrated team. With a culture of leadership, the environment will 
be optimal for true transformational change, which will propel the 
organization forward to realize the potential of operational excellence 
or, for that matter, any initiative. LE

Agents Of Change Are Never Hugged
How to navigate through challenging times

By Joseph Paris

Joseph F. Paris Jr. is a thought leader on the subject of operational excellence, 
a prolific writer, and a sought-after speaker around the world.   In addition, 
Paris serves on the editorial board of The Lean Management Journal, the board 
of the Systems Science and Industrial Engineering Department at the Watson 
School of Engineering at Binghamton University, and the board of the Institute 
of Industrial Engineers’ Process Industries Division.
Connect Joseph Paris
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How to Manage Across Four Generations July 25 2017 11:00 AM - 12:00 PM ET

Future-Ready HR: Essential Data & Reporting Strategies for a Positive 
Workplace Culture
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Lance Sinclair

Company Name: Direct Energy/Success 
Academy
Program Name: Leadership Behaviors 
Program Director: Lance Sinclair, Vice Presi-
dent of Training
Call: 800-771-0107
Email: Lance.sinclair@directenergy.com
Visit: www.directenergy.com

#AWorldInspired          LEAD2017 

What is the overall objective of your program? 
The overall objective of the program is to deliver the Direct Energy leadership be-

haviors of Be One Team, create a safe and positive environment, put our customers 
first, seize responsibility, and see beyond our own goals; the viewpoint includes as a 
Leader of Self and a Leader of People.

Students will:
•	 Discover the Direct Energy Leadership Behaviors,  
•	 Explore the development matrix,
•	 Examine the concept of buddy to boss,
•	 Determine what motivates people,
•	 Learn Leadership Guidelines.

Who do you impact with your program? 
This particular program series is targeted at owners, operators, managers, and 

individuals identified as High Potentials within the branded operations of Direct 
Energy which include One Hour Heating and Air Conditioning®, Benjamin Franklin 
Plumbing® and Mister Sparky® Electric.

What are the lessons you’ve learned this year from facilitating your program?
The primary lesson we have learned is the program is highly dependent on interac-

tion between instructors and students after the Instructor Led Portion is completed. 
The more interaction, the stronger the learning appears to be. The secondary lesson 
we learned is that class size for this particular curriculum is important.  Class size 
appears to be best at 20 or less participants.  We will continue this program in an 
expanded format in 2018.

How do you measure the return on investment and success of the program? 
At this point, we perform a Level one assessment as well as administer a Net 

Performer Score for the program series. While 2017 scores are not available today, 

A Leader of Self and a Leader 
of People

Our editorial team interviewed Lance 
Sinclair from Direct Energy/Success 
Academy at the LEAD2017 Awards this 
past February. Here are some excerpts 
from the exclusive interview.

Best Use of Classroom/Traditional Training
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in 2016 the level one averaged 4.8 on a five-point scale and had an 
overall NPS score of 96.1%. We plan to introduce level two assess-
ments in 2018. Positive student testimonials also provide evidence 
of the success of the program.

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

We have offered this blended program three times since inception in 

2015. It is a four-part series with weekly interaction and assignments 
between instructor led sessions. The program outline is actually a 
12-part series so, most likely, we may introduce the second four-part 
series in 2018. 

57
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Bobbi Kurtz

Organization: Vera Bradley in Collaboration 
with FlashPoint
Program: Leaders by Design
Program Director: Bobbi Kurtz, Learning & 
Development Manager
Contact: Bobbi Kurtz 
Email: bkurtz@verabradley.com 
Call: 260-207-5208
Visit: www.verabradley.com

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
To enhance participants’ level of influence in the organization, build high-performing 

teams, and unify leaders around a common leadership model so that the organization 
would have increased employee engagement, cross-company collaboration, retention 
of key leaders, and deeper bench strength. 

Who do you impact with your program?
High-potential and emerging leaders (12–20 participants each year) from across 

the organization. Each leader had been with Vera Bradley for more than a year and 
held roles in which he or she had the opportunity to impact others and the company.

What are the lessons you’ve learned this year from facilitating your program?
The needs of leaders continually change, and so our programs need to continually 

change to support their needs. These changes need to be made at the program level 
(session details, components, etc.), as well as at the organizational level (using leader-
ship strategy to drive business results) to deliver the strongest impact.

How do you measure the return on investment and success of the program?
Four key ways:
1. 360-degree assessment ratings: 92% of all participants improved their 360-degree 

assessment ratings in all five practice areas.
2. Employee retention rate: More than 75% of the participants are still with the 

company.
3. Internal promotion rate: 78% of participants have been promoted to positions 

with more influence.
4. Engagement scores: The most recent group had a higher engagement score than 

those that had not been through the program.

What lies ahead for the program and how will it continue to succeed?
As the organization moves into its seventh year of this program, the momentum 

continues to grow. Leaders throughout the organization - and their managers - are 

Building High-Performing Teams

Our editorial team interviewed Bobbi 
Kurtz from Vera Bradley at the 
LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Use of Classroom/Traditional Training
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requesting to be part of this development opportunity. Vera Bradley is 
continuing the program and adding additional reinforcement for those 
who have been involved in the program in previous years, including:

i. Mentorship of incoming participants to each new program: Past 
participants serve as advisors to new participants

ii. Communities of Practice/The Challenge Continues for previ-
ous program participants: Reinforcement and skill building to better 
influence the larger organization

iii. Activating the Vera Bradley Leadership Story: Roadmap that 
defines the culture of leadership that the organization is creating and 
shares the formula for great leadership at Vera Bradley
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7 Secrets That Increase Your 
Leadership Impact
An organization is only as strong as its leadership

By Brian Braudis

A major concern for senior executives is “bench strength”—that is, 
the quantity and quality of up-and-coming, potential leaders who are 
in the pipeline. The problem is that too often these would-be leaders 
“hold back, shrink and play small.” One CEO recently said, “The 
potential leaders in our pipeline need to show up, step up, and increase 
their leadership impact.”

True. An organization is only as strong as its leadership. 

In today’s climate of unprecedented change, intense competition 
and more demanding customers, leaders can’t hold back or shrink. 
Team members need leadership to model the way because all they 
see in this modern-day complexity is uncertainty and that leads to 
anxiety. Team members are looking to leadership for certainty, defini-
tive guidance, vision and a solid commitment. This is an opportunity 
for leadership impact. 
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Here Are 7 secrets to Increase Your Leadership Impact:
1. shift the Energy of Your team

With composure, increase and elevate your communications. Share 
your higher perspective and calm the anxiety with your increased 
presence and obvious commitment. Neutralize the teardown effect 
of uncertainty and anxiety. Shift the energy of your team toward 
purpose. You can’t just remove the deconstructive nature of negativ-
ity without replacing it with something. Use purpose to drive the 
conversation. Strategically use each day to keep your organizational 
purpose in front of your team members. Talk about your mission. 
Get them excited about growing and serving your clients, customers 
and stakeholders. Share the growth you see and the future you envi-
sion. When your team has a growth mindset it’s only natural that 
your organization will grow.

There will always be uncertainty but when you demonstrate resolute 
certainty in your commitment to your team, anxiety drops, morale 
increases, team members take note and follow your lead.
2. Collaborate

Bigger results come from bigger efforts. Instill collaboration within 
divisions and across programs. Use your leadership presence to convert 
dissonance to connectedness, silos into solidarity, problems into 
innovations, risk into reward and daily efforts into a dramatically 
improved future. Set the behavioral norm by becoming known as 
the leader interested in organizational success over individual success. 
When you execute on a higher and larger perspective, you instantly 
increase leadership impact. 
3. Cultivate Creativity

Open the floodgates of creativity by asking more questions. The days 
of one leader with all the answers are in the past. In all likelihood your 
team is bursting with new ideas. You don’t have to be Michelangelo, 
just ask powerful questions and be patient.—the innovation will 
come pouring out in the discussions. Team members are intimately 
familiar with problems. They simply need you to provide them the 
space to contemplate how today’s problems can become tomorrow’s 
innovations. 
4. Use Influence Not Power

No one likes a pompous leader. Rather than relying on the short-
sighted and limiting power of position, reap the long-term benefits 
that come from building trust and influence. If you use power, good 
people will leave you and other people will get you. 

When you rely on the external power of your leadership position 
you not only expose weakness in yourself, you build weakness in others 
by forcing them to acquiesce, stifling their growth and the potential 
for their unique contribution. Ultimately, the entire relationship 
is weakened. Defensiveness ensues, low trust follows and potential 
for cooperation is lost—smothered by negative emotion. Fight the 
imprudent impulse to command, and direct and invest in the higher, 
more refined skills of finesse, influence and persuasion.

Patience, finesse, influence and persuasion are the building blocks 
of increased impact.
5. Promote daily Progress

Leaders are only deemed successful if they get results and they get 
those results through working with people. The only way people do 
great things is by focusing on their strengths and possibilities. Leaders 
set the stage for this focus.

On any given day your team’s efforts will be influenced by a mix 

of perceptions, emotions, and motivations that can either pull them 
to higher performance or drag them down. Setbacks can send team 
spirit spiraling downward to the point where frustration and disgust 
take over. 

Leaders have tremendous influence in promoting daily progress 
by ensuring team members have the environment they need to make 
steady progress and maintain momentum. Avoid the toxicity of high 
pressure, punitive and judgmental measures that constrain momentum.    

Rather, set clear goals for meaningful work. Provide autonomy and 
promote ownership of the outcomes. Nourish your team’s efforts 
through affiliation, showing respect, words of encouragement and 
minimizing daily hassles. 
6. Build a Body of Behavior

Be more of a model than a critic. Eschew the all-too-common “Killer 
Cs” that will keep you in the weakness of victim mode. Negativity 
will rob you of energy, initiative and impact.
Avoid These Killer Cs
•	 Criticizing 
•	 Complaining 
•	 Competing  
•	 Comparing
•	 Colluding
•	 Contending
Don’t criticize. Talk about what went well. Show your team what 

is possible. Add energy to the context. Be consistent. Your team is 
faced with being productive in spite of problems and hassles. When 
they know that they can consistently count on you for support and 
direction, momentum skyrockets.  
7. Focus on What is right, Not Who is right

Team members rely on leaders to create an environment that is 
impartial, where everyone has the same opportunities that are based 
on merit. Don’t take sides. Use conflict to demonstrate your com-
mitment to organizational success. Model a higher perspective that 
lifts others from their petty preoccupations and carries them above 
the fray. Be a stronghold trailblazer that guides the upward purpose 
of your team. 

The unique and distinct actions of a leader create ripples that increase 
and spread delivering ever-increasing impact that can be felt within 
and among teams. The greatest impact however, is felt industry-wide 
as a unique and distinct competitive advantage that is difficult, if not 
impossible for others to duplicate. When you employ these seven 
secrets and increase your leadership impact, you set up your entire 
team for success. LE

7 Secrets That Increase Your Leadership Impact

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   
Follow: @brianbraudis
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Steve Erickson

Organization: New York Life Insurance 
Company
Program: Foundations of Executive Leadership 
Program (FEL)
Program Director: Steve Erickson
Email:  steven_erickson@newyorklife.com 
Call: 212-576-8150
Visit: www.newyorklife.com

#AWorldInspired          LEAD2017 

What is the overall objective of your program?
FEL focuses on impacting one’s personal growth as a leader at New York Life. 

Specifically, the goal is:
•	 To develop enterprise-wide leaders accountable to lead the entire organization 

rather than just their own unit
•	 To help senior leaders increase their capacity to lead authentically, to lead others 

with humility, and to lead the company forward with agility

Who do you impact with your program?
300 Executive Officers in New York Life

What are the lessons you’ve learned this year from facilitating your program?
•	 If you relate the learning to the “whole self ”, including the focus on growing 

as human beings, a program like this can be life-changing for participants as well 
as have a real effect on the people impacted by each senior leader.  The “knock-on” 
effect is powerful.
•	 Building energy/excitement about development and coaching early on in the 

executive’s tenure with New York Life leads to greater involvement in relevant learning 
experiences. It becomes the norm for them and their teams.

How do you measure the return on investment and success of the program?
We can confidently say that it has changed the nature of leadership conversations 

at New York Life. They are now more “coach-like” and effective by engaging people 
in solutions and next steps for themselves and for the organization.  In addition, the 
increased self-awareness and time engaging with their colleagues has led to better 
insights and concrete steps for them in leading their business functions.

The program has helped reduce the rate of typical onboarding or “fit” issues at the 
executive level. Increased clarity around expectations and culture, and a heightened 
focus on assimilating senior leaders has reduced derailment.

Finally, participants have reported cultivating a wider and deeper set of relation-
ships.  In turn, this has led to better collaboration across boundaries.

Developing Strong Leaders

Our editorial team interviewed Steve 
Erickson from New York Life Insurance 
Company at the LEAD2017 Awards this 
past February. Here are some excerpts 
from the exclusive interview.

Best Experienced/Senior Leaders Program

LEAD Award Rank
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Would you like to comment? 

In terms of organizational measures, the following engagement 
survey items have significantly increased over the past 2-3 years. FEL 
has been one of many elements in bringing about this improvement.
•	 “If you relate the learning to the “whole self ”, including the 

focus on growing as human beings, a program like this can be life-
changing for participants and the people they lead.  The “knock-on” 
effect is powerful.”
•	 “I think of New York Life as an organization where people are 

encouraged to grow their skills and advance their career” (+9%)
•	 “I think of New York Life as an organization with a strong 

values-driven culture” (+8)
•	 “There is a positive sense of collaboration among the depart-

ments at New York Life” (+8)
•	 “I think of New York Life as an organization that shows it values 

inclusion” (+8)
•	 “I feel I have opportunities for growth within New York Life” (+7)
17 of the 18 psychological and behavioral engagement items scored 

at least 9% higher than (with some being 18% above) benchmark 
companies

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

We will run two cohorts in 2017. We are contemplating adding on 
other pieces to the program, e.g., strategic thinking module, broader 
involvement of our Executive Management Committee members.
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Organization: University of Maryland Faculty 
Physicians, Inc.
Program: Leadership Foundations
Program Director: Angela Wilson, Associate 
Director, Learning and Organizational 
Development
Executive Sponsor: Joyce Phillip, CHRO
Email: awilson@fpi.umaryland.edu
Visit: http://umfpi.org/ 
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What is the overall objective of your program?
The objective is to increase bench strength in order to increase the organization’s 

viability and long term health. Leadership Foundations (LF) is a comprehensive 
curriculum for leaders and emerging leaders that allow them to gain a full picture of 
the business they are in by developing their business acumen and leadership compe-
tencies. Participants are immersed in the environmental and strategic aspects of FPI 
as well as the various functional areas that make up the organization. Additionally, 
leadership competencies are addressed specifically in the areas of strategic thinking 
and innovation.

Who do you impact with your program?
Middle Managers, i.e., manager, associate directors, directors.

What are the lessons you’ve learned this year from facilitating your program?
We have learned that this program provides so many opportunities for people to 

get involved in building the future of our organization. 
•	 It means a lot to our leaders who participate to have this development op-

portunity.  They get so busy with their everyday jobs that they often do not have 
the opportunity to take the time to learn more about the organization, its strategic 
direction, and how that plays into their daily responsibilities.  They are not always 
exposed to reasons why some of the high-level business decisions are made. 
•	 It is very exciting to us to see how the program holds such great value to the 

organization and many who have completed the program stay involved as our alumni 
group.  For example, our Alumni group was really instrumental in helping to make 
enhancements to the current session. They have put on a leadership session for all of 
the alumni based on things they wanted to continue to learn about.  The topic was 
“Expansion” where some of our executives and senior leaders were presenters.  They 
also helped to recruit for the program and develop the group project designed in a way 
that will really have an impact on the organization in achieving the strategic priorities.

Developing Leadership 
Competencies
Our editorial team interviewed  Angela 
Wilson and Joyce Phillip from University 
of Maryland Faculty Physicians, Inc.  at 
the LEAD2017 Awards this past February. 
Here are some excerpts from the exclusive 
interview.

Best Experienced/Senior Leaders Program
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•	 For our facilitators we use our organizational executive leaders 
and they absolutely love presenting this information to the partici-
pants!  It gives them an opportunity to share things that they wish 
were shared with them, and also to help the participants understand 
how the work is interdependent.  It breeds appreciation on both sides!
•	 Another thing we have learned is that we don’t have to stay 

within our walls to learn.  As we are always looking for ways to enhance 
this program, we held “Leadership in Action” day where we invited 
two prominent community leaders to speak about their evolution as 
leaders. This was extremely successful. We invited the President of 
the University of Maryland and the Police Commissioner of our city.  
They were able to give powerful, real life examples of what it meant 
to lead in a complicated environment, including how to create and 
develop a compelling vision, how to align others behind that vision 
and then how to successfully execute the vision.  These highly visible, 
principled leaders were able to share many real-life scenarios with the 
participants in the program and other organizational leaders and spoke 
about the passion they have for the community, the work that they do 
and why they believe they are successful.  Not only did the program 
participants attend but we opened up to all of our management team.  
We had a great response with over 130 managers and above attending. 
Their timely message ultimately added up to serving others.  This is 
something that we will continue to do in the future.
•	 Additionally, we partnered with Anne Arundel Community 

College Center for Workforce Solutions Team who facilitated some 
of competency development courses such as Strategic Thinking and 

Leading Innovations.  They also held focus groups with the participants 
and their supervisors to establish a baseline for learning and what 
outcomes should be achieved. This partnership has worked very well 
for us as they are commitment to the vision of this program.

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

There are so many ways we measure the success of this program in 
both qualitative and quantitative ways.  In three sessions, we will have 
graduated 37 individuals.  There have been several advancements, we 
have people telling us how much better they are at writing proposals 
or business plans, there is a much bigger picture understanding, the 
networking is invaluable to breakdown silos and foster collabora-
tion, and of course we have those who join the alumni group to 
continue their involvement. From a financial perspective, our ROI 
has improved.  We are seeing that for every $1 spent, we are seeing 
a $2.48 return in benefits and a $1.83 return on investment.  Long 
term measurements will include increases in employee engagement 
results and patient satisfaction results.

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

After each session, our alumni group, which will include the new 
class, will come together and offer ideas for program enhancements.  
Many of the changes we implemented this year were based on input 
from the Alumni Group.  This is so valuable because they are “the 
boots on the ground” doing the very important work to ensure we 
provide quality care to our patients.  They also understand personally 
the impact the program is having on their individual ability to succeed 
in their roles.  As HR professionals and developers of the program, 
we understand leadership from our perspective.  It is really exciting to 
see how this program has evolved into a program where many people 
have taken some ownership. It makes the program much more rich 
and multi-dimensional.    

#AWorldInspired          LEAD2017 

Would you like to comment? 
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