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disruptions. It is with this threat in mind 
that HR.com partnered with Pandexio 
to create survey research intended 
to investigate how prepared today’s 
workforce is to meet the challenges 
of the near future. The research report 
not only contains the findings from the 
survey but also the implications of those 
findings along with valuable takeaways.

Articles on hot leadership topics are 
also included in this edition. John 
Baldoni’s 5 Things Leaders Need To Do 
In 2018 is a great article for all leaders 
who aim for personal and professional 
success. Audrey Epstein’s article, Great 
Leaders Make Time To Lead, talks 
about why it is important for leaders 
to break the habit of being ‘too busy.’ 
Eileen McDargh’s article, The Alphabet 
Gives Clues For Tomorrow’s Leaders, 
points out how titles influence and give 
direction. Ken Cooper’s article, Lessons 
From The Sexual Harassment Scandals, 
provides valuable insights on how 
sexual harassment training goes wrong 
when leaders view it as nothing more 
than a compliance issue.

Also included in this edition are a 
variety of other informative articles on 
leadership. The winners of the LEAD 
Awards will be featured throughout 
future editions of Leadership Excellence.

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 email us your feedback.

Happy Reading!

When you are inspired, you have 
the ability to be an inspiration.

With inspiration, you have the power 
to change yourself and the world. 
LEAD2018 was one such platform to 
inspire and be inspired.

This unique two-day leadership 
event in Salt Lake City, organized by 
HR.com,  came together to create 
#AWorldInspired. LEAD conferences 
bring together SVPs, VPs and CLOs 
at the most exciting and rewarding 
leadership event of the year. Every 
aspect of this event raises the bar 
in leadership.

Day One of LEAD, our globally 
broadcasted day, featured world class 
speakers who shared their personal 
stories about overcoming hurdles, 
facing hardships and persevering 
through adversity, leaving us 
overwhelmed and empowered. Day Two 
was a series of intimate roundtables 
and best practice workshops that 
set the stage for new learning and 
engaging with other thought leaders 
and skilled professionals in the industry. 
In the evening, the LEAD Awards, also 
known as the Oscars of HR, celebrated 
excellence in both HR and Leadership 
Development across the globe. The 
LEAD Awards, showcasing the world’s 
most effective, leading-edge, and 
esteemed leadership and training and 
development programs and individuals, 
were announced at the event. The 
winners’ list is included in this issue of 
the magazine.

We are also excited to include featured 
research on Workforce 2020 in this 
issue. Workforces today have had a 
hard time keeping pace with the digital 
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Millennials [the largest 
generation in today’s 

workforce] are powerful, and they 
are hungry! Your organization 
and your career as a leader 
(or prospective leader) literally 
depends on your ability to satisfy 
this hunger. 

So what’s the cause of the 
insatiable millennial tummy 
rumble? According to Whitney 
Dailey, Director of Marketing 
and Research at Cone 
Communications, millennials “see 
where they work as an extension 
of who they are,” citing a recent 
millennial-engagement survey by 
Cone Communications. This need 
to self-identify with their employer 
explains the millennials’ hunger: 
To connect to their organization’s 
purpose or cause. 

This powerful millennial-driven 
trend demands that effective 
leaders in 2018 answer the 

Millennials Drive A 
Key Leadership Trend 
In 2018

question “what leadership 
behaviors attract people to your 
organization’s purpose and how 
are those behaviors different from 
those that drive people away from 
your organization?” Answering 
this question will allow leaders to 
put meals on the table and begin 
to satisfy that millennial hunger to 
connect to their organization.

Explaining why the employees of 
Horizon Airlines banded together, 
being recognized with the coveted 
Regional Airline of The Year 
Award (from Air Transport World 
magazine), Jeff Pinneo, CEO at 
the time, explains that “everything 
you do is visible, and I can 
certainly affirm that people pay 
attention to everything,” he said. “I 
have this rule of thumb that, from 
the time you walk out of the men’s 
room stall, you’re on the stage, he 
added with a chuckle. You need 
to be aware—not to put on an act 
or anything—but just be aware 

By  Dudley Slater

What’s the cause of the insatiable 
millennial tummy rumble?

FEATURE

that everything’s messaging 
when you’re CEO.”

This explains why Pinneo, 
whenever he’d fly on Horizon, after 
the plane landed, waited for all 
the passengers to deplane so he 
could help the flight crew clean 
out the seat pockets, pick garbage 
up off the floor, and make sure the 
baggage bins were empty. “So it 
didn’t matter how busy I was or 
what meeting I was trying to get 
to—I helped prepare the plane 
for its next flight. Culturally, that 
was something you could not 
miss. At Horizon everybody did 
everything. For example, we had 
a very good pilot, one of our best, 
who wouldn’t think twice about 
coming out on his days off to 
paint ground equipment, if that’s 
what needed to be done. We had 
an entrepreneurial, we’re-all-in-
this-together understanding.”

Pinneo understood that the way 
to attract employees to your 
organization’s purpose (to be 
the best regional airline in the 
United States, for example) is to 
constantly evidence your own 
personal commitment to that 
purpose; importantly, placing your 

http://web.hr.com/7hcy
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organization’s purpose above 
(or at least equal) to your own        
ego-driven needs. Pinneo and 
eight other iconic national leaders 
share real world stories about 
how to evidence your passionate 
commitment to your organization’s 
purpose, thereby “fusing” their 
teams together in service of that 
shared purpose. 

These stories are shared in Fusion 
Leadership Unleashing The 
Movement of Monday Morning 
Enthusiasts, September 2017.

Pinneo and the other Fusion 
Leadership executives explain 
how they navigate the constant 
onslaught of tricky questions that 
tempt every leader to manage 
from the wrong side of the line 
between what evidences your 

levels, how much do you pay 
yourself compared to how much 
you pay others? As leaders, the 
decisions we make in answering 
these and many similar questions 
communicate volumes to your 
team as to whether you are truly 
committed to your organization’s 
purpose. Answer correctly and 
you earn the following of those in 
your charge. Answer incorrectly 
and you drive your team away 
from your organization.

By thinking through their actions 
in response to these daily 
behavioral questions, successful 
leaders fixate on connecting 
those in their charge to their 
organization’s purpose. The 
Brookings Institute predicts that 
millennials will represent 75% 
of the U.S. workforce by 2025, 
adding urgency to stay ahead 
of this trend. According to the 
61 million millennials who will 
determine which organizations 
succeed and which organizations 
fail in 2018, this may be the 
most important leadership trend 
for leaders to think about in 
the fresh year. LE

Millennials are powerful, 
and they are hungry!

Millennials Drive A Key Leadership Trend In 2018

commitment to the organization’s 
purpose and what leadership 
behaviors drive employees away 
from that purpose. For example, 
Pinneo chose to sacrifice his 
precious CEO time in order to 
plan an extra 20 minutes after 
every Horizon flight to clean out 
seatback pockets and pick up 
trash off the floor. By taking this 

time to evidence his commitment 
to Horizon’s purpose, Pinneo 
was answering the question - as 
CEO what level of priority do you 
assign to working side by side 
with your front line workers? Other 
examples include questions like - 
when you conduct a meeting, who 
becomes the smartest person 
in the room? Or, whose job is it 
to take ownership of the crisis? 
Or, when you set compensation 

Dudley Slater, co-author, with Steve 
Taylor, of Fusion Leadership Unleashing 
The Movement of Monday Morning 
Enthusiasts, co-founded and served as the 
15 year CEO of Integra Telecom.         

Would you like to comment?

http://web.hr.com/7hcy
https://fusionleadership.org
https://web.hr.com/w3kmi
https://www.linkedin.com/in/dudley-slater-a3997030/
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I recently conducted a workshop 
for a group of managers on 

what I call the “Priority-Boundary 
Dance.” I know you’ve experienced 
it: You set your goals, prioritize 
them, and start down the path 
to achieve your objectives—
only to begin to tango with 
outside influences and others’ 
expectations, which then overtake 
your boundaries.

If you don’t balance these 
two partners—priorities and 
boundaries—then priorities 
will typically take the lead 
and eventually trample over 
boundaries.  

A leader prioritizes and 
reprioritizes continually. When 
you focus on completing priorities 

Perfecting The 
Priority-Boundary 
Dance In 2018

at the expense of boundaries, 
then your boundaries can be 
annihilated. You need a realistic 
plan that takes into account 
managing and balancing both.

First, forget about trying to be in 
control. You’re only in control of 
what you personally influence. 
If your company is experiencing 
rapid growth, going through 
a merger, recovering from an 
economic hardship, or even 
entering a new market—any one 
of these initiatives can result in 
new and demanding priorities. 
Suddenly, these eclipse your 
goals, and both priorities and 
boundaries can go into turmoil. 

We’ve all been in situations 
where an overwhelming sea of 

priorities needed to be completed 
in a fraction of any realistic time 
frame. No matter how wishful 
your thinking is, it’s simply not 
possible to stay productive 24/7 
to get it all done. 

You need flexibility—and some 
easy to implement steps—to 
manage the variables that can 
disrupt the balance of your 
ongoing priority-boundary dance, 
and to manage the expectations 
that can change the tempo or 
the music.

How to Set and Keep 
Priorities
If you think you can work with a 
multitude of priorities, guess what 
happens? It’s nearly impossible to 
juggle many competing initiatives, 

By  Lisa Aldisert

Tips to manage the variables that 
can disrupt your balance

http://web.hr.com/7hcy
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so don’t even try. Instead, ideally 
you want to set 3-5 key priorities, 
and you can create subtasks 
within those.

Define. Leaders need to know 
what needs to happen, why it’s 
important, who is accountable, 
when it needs to be completed, 
and how to stay on a realistic 
timeline. Once you lay all of these 
aspects out, you will have clearer 
definition of your priorities.  

Break it down. Determine a 
schedule to accomplish the 
priorities. What do you need to 
do first and what activities will 
follow? Unpack each one so you 
know the practical subtasks that 
need to be done. But don’t obsess; 
if you spend much time analyzing 

the ingredients, you’ll get buried in 
the weeds.

Create visual reminders. I list my 
top priorities on a white board 
in my office, and they represent 
specific reminders to bring my 
focus back to center. Visual 
reminders act as an anchor for 
your daily emphasis.

Take a daily spot check. At the 
end of every day ask yourself, 
“What did I do that moved me 
closer to my goals? What took 
me away from my focus?” Even 
if you don’t necessarily take 
direct action from your answers, 
you will become increasingly 
more conscious about staying 
focused and correcting course 
as necessary.

Stay consistent. Priorities should 
be evaluated and adjusted weekly, 
and depending on mitigating 
factors, you might need to do this 
daily. When you shift a priority, you 
have to accommodate elsewhere. 
This is where the best-laid plans 
fall apart, without consistent 
recalibration and adjustment.  

How to Protect Boundaries
Repeat after me: “I can’t do it all!” 
Your desire to do a great job and 
to not let down anyone can be 
your Achilles’ heel. You need to 
learn how to say No. Moreover, 
perfectionism and fear can cause 
your boundaries to evaporate 
without you even noticing. 
Certainly, we all go through busy 
periods where we work long hours 
for days at a time. But this should 
be the exception, not the rule. 

Perfecting The Priority-Boundary Dance In 2018

Managing your own expectations 
is as important as managing 
others’ expectations.

http://web.hr.com/7hcy
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Set a time limit on work. If you 
have flexibility in your hours, work 
when you’re most productive and 
do less important things when 
you’re dragging. Set your daily 
schedule with both a beginning 
appointment time and an end 
time. Too often people go way 
beyond the allotted times for 
meetings. When this accumulates 
over the course of a day, it eats 
away at your boundaries. 

Make time for yourself. During 
busy days, this can be as 
simple as closing your door for 
five minutes to do some deep 
breathing. If you neglect yourself, 
you won’t keep up the pace. This 
is essential, so please make sure 
you do this consistently.

Have an accountability partner. 
This can be as simple as having 
lunch or dinner plans (that you 
don’t reschedule) with a friend. 
Obviously, this is harder to do 
during those crunch times, but 
even a 10-minute phone call with 
a friend can help you protect 
your boundaries.

Handling Outside 
Influences and Managing 
Expectations
Take a strategic approach to 
this. Who or what could possibly 
disrupt your priority-boundary 
balance? If you give this careful 
thought in advance, you’ll foresee 
the disruptions that may appear. 
One thing you know for sure is 
that something or someone will 
intervene. The more you can 
anticipate, the more you can plan 
around it.

Expectations come from many 
sources—your boss, your board 
of directors, your staff, your 
family, or any stakeholders with 
whom you intersect directly or 
indirectly. Think about who might 
be expecting what, and then 
it is up to you to manage that 
stakeholder’s expectations. Again, 
some strategic thought will go a 
long way.

One final point is that you probably 
have enormous expectations 
of yourself. Managing your own 
expectations is as important as 
managing others’ expectations. 
And this is where the priority-
boundary dance comes full circle. 
When you have the discipline to 
reprioritize and stay focused on 
your top 3-5 initiatives (instead of 
adding to your previous priorities), 
you have a fighting chance to keep 
your boundaries in check. Manage 
your own expectations and 
handling the external ones will 
become remarkably easier. LE

Perfecting The Priority-Boundary Dance In 2018

A leader 
prioritizes and 
reprioritizes 
continually. 
When you 
focus on 
completing 
priorities at 
the expense 
of boundaries, 
then your 
boundaries 
can be 
annihilated. 

Lisa M. Aldisert is a NYC-based 
business advisor, trend expert, 
speaker and author. She is president 
of Pharos Alliance Inc., an executive 
advisory firm specializing in strategic 
planning, organizational and 
leadership development. Dr. Aldisert’s 
most recent book is Leadership 
Reflections. 

         

Would you like to comment?

http://web.hr.com/7hcy
http://www.lisaaldisert.com/
https://web.hr.com/dekx
https://www.linkedin.com/in/drlisaaldisert/
https://twitter.com/LisaAldisert
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Lessons From The 
Sexual Harassment 
Scandals

It’s been almost impossible to go on a web-based 
news site, every day, and not find something about 

sexual harassment. If it’s not the entertainment 
industry, it’s government. It’s the public sector. It’s 
big business. It seems like it’s everywhere. And it 
is everywhere.

Pundits are calling it an epidemic. But that’s not 
what’s happening. It’s not an epidemic. Sexual 
harassment never went away in the first place. It’s 
always been there.

But wait a minute. Laws against this type of 
discrimination have been in place for decades. The 
first EEOC Guidelines were written in 1981. There’s a 
rich history of case law covering it, with some giant 
payouts for violations. Nearly every organization, 
large or small, has some sort of formal policy in place 
regarding sexual harassment. And training on sexual 
harassment is a regular part of employee education.

So there’s clearly some sort of disconnect. Everything 
to prevent sexual harassment appears to be in 
place. But it’s still happening, and at all levels of 
the organization.

The message? It’s just not working, especially the 
training. Those mandatory annual seminars on sexual 
harassment aren’t changing behaviors.

So as trainers and leaders, where did we go wrong?

The Organization Doesn’t Really Mean It
There’s an old joke, “How many psychologists does it 
take to change a light bulb?”

Answer: “Only one, but the light bulb has to really want 
to change.”

Have you been teaching something that the 
organization, deep down inside, doesn’t believe in? 
Often, the culture doesn’t support it.

Maybe there’s a “frat bro” mentality, where all kinds 
of borderline behavior are openly tolerated. You see 
it at meetings, where the employer happily approves 
massive bar tabs on expense reports, and everyone’s 
running around in an altered state of consciousness. 
Lots of hijinks ensue, but nobody cares.

As trainers and leaders, where did 
we go wrong?

By Ken Cooper

FEATURE

http://web.hr.com/7hcy
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Or there’s a generally low regard for professionalism, 
like nobody blinking when people are dropping 
F-bombs or using other foul language. This doesn’t 
cause sexual harassment. But it sure is a symptom 
of it.

And finally, when an incident is reported, all the i’s are 
dotted, and the t’s crossed, but the punishment isn’t 
commensurate with the crime. Offenders get off, and 
targets are put through the wringer.

Bottom line, your training is nothing more than a 
facade. Employees know that what you’re teaching 
isn’t how things work in the real world.

It’s Only a Risk Management Issue
This is when leaders view sexual harassment training 
as nothing more than a compliance issue. The primary 
purpose of your training is simply to prove that 
it happened.

You’re told to, “Just teach them something, anything, 
and have everyone sign-in to document their 
attendance.” It’s solely about maintaining an active 
defense that offending employees knew better, and 
therefore acted on their own.

Who cares what people actually learn, or actually do. 
Just present something on the topic, to make sure the 
organization is covered. So that’s what employees get.

The Training Itself Is Terrible
Sexual harassment is one of two topics where 
research shows that poorly conceived training can 
actually make the problem worse. (“Diversity” is the 
other one. That’s a discussion for another day.)

The seminar examples are cringe-worthy and 
demeaning—almost worse than anything that’s 
actually been reported at the organization. It’s almost 
like they’re giving people ideas. Or the situations 
are simplistic, not reflecting how people actually 
interact today, or how sophisticated some of the 
harassment is.

As a result, all you’re doing is destroying employee 
engagement and teamwork. You drive a giant wedge 
between the sexes, with anger on one side for how 
women are portrayed as victims, and resentment on 
the other side which sees the whole discussion as 
supporting an anti-male bias.

Or worse, everyone views the training as a joke. You 
know it when some knucklehead asks, “Is this a 
how-to session? Yuk, yuk.”

This type of training is viewed as two hours that are 
a total waste of time—two hours that employees will 
never get back again. And they hate it.

The Training Doesn’t Provide Any 
Actual Tools
Mostly, sexual harassment training is a simple 
presentation. You talk, and they listen. 

Internally, you recite the organizational policy on 
sexual harassment. You talk about employees’ 
responsibility to report harassment, and where to 
report it.

Legally, you go over the EEOC Guidelines for what 
is and isn’t sexual harassment. Maybe you give 
some examples. Perhaps attendees discuss some 

Lessons From The Sexual Harassment Scandals

Great sexual 
harassment training 
ends up building the 
team, rather than 
tearing it down.

http://web.hr.com/7hcy
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embarrassing examples in small groups, but 
hopefully not.

Sign the attendance log, and you’re done. It’s no 
wonder people are sneaking out the bathroom window 
to avoid your training. Or bailing out after they sign in.

Most importantly, you’ve only covered the basics. 
And those basics won’t change behavior. What 
you’re missing are the psychological concepts and 
behavior tools to help people understand where the 
line is, and how not to go over it. And to learn how to 
communicate when someone does go over the line.

We’re talking about topics such as:

 ● Conditions fostering sexual harassment
 ● Four quick questions to ask yourself if something 

is OK to do
 ● Early warning signs of harassment
 ● The 6 Levels of Harassment
 ● Target and offender profiles
 ● Target signals

 ● The 8 Offender Stereotypes
 ● The “Male/Female Perception Gap”
 ● The body language of harassment

… and much more.

The entire goal of training is to prevent sexual 
harassment. How do you keep it from happening? 
Not… How do you minimize the risk after it already 
happened? It’s a basic premise of Six Sigma. You don’t 
build processes to handle defects. You prevent them 
by engineering them out.

The only way to accomplish this is to teach people 
how to behave. Give them the concepts to evaluate 
their actions, and keep themselves out of trouble. Give 
them communication tools to convey what they’ve 
seen, and what’s happened to them. Then you’ll 
make progress.

Make It Great
Sexual harassment training doesn’t have to be a 
detested, mind-numbing experience. Organizations 
have found that, when this training is done right, these 
sessions are jammed. Word gets around. People 
look forward to attending the training, getting their 
questions answered, and joining in on discussions.

Great sexual harassment training ends up building the 
team, rather than tearing it down. That’s the lesson 
for trainers and leaders from the sexual harassment 
scandals. LE

Lessons From The Sexual Harassment Scandals

Ken Cooper is a trainer and consultant 
specializing in sexual harassment and 
communication. He has conducted 
over 2,500 seminars, and created 
over 1,000 video-based online training 
programs. Ken is the author of Stop It 
Now: How targets and managers can 
end sexual harassment, BodyBusiness: 
The sender’s and receiver’s guide to 
nonverbal communication, and the co-
author of Taming the Terrible Too’s of 
Training. 

         

The entire goal of 
training is to prevent 
sexual harassment. 
How do you keep it 
from happening? Not… 
How do you minimize 
the risk after it already 
happened? It’s a 
basic premise of Six 
Sigma. You don’t build 
processes to handle 
defects. You prevent 
them by engineering 
them out.
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you hold yourself to a higher standard when you are in 
their presence. 

Attention is curative. The gift of having someone 
pay attention to us has this healing effect—probably 
because we associate attention with interest and 
caring. True leaders put the rest of the world on hold 
when you are with them. You can be in a room with 
thirty people, and when they talk with you, you get 
their undivided attention. They aren’t in a rush to 
be anywhere else or with anyone else. Four or five 
minutes of devoted attention from them leaves you 
feeling included and appreciated. 

Meetings are leverage. Respected leaders view 
meeting skills as a core competency and are always 
working on making their meetings better. They honor 
the time and talent in the room with thoughtful agenda 
preparation and facilitation that creates safety and 
broad participation. They treat each person in the 
meeting and every comment as though they matter. 
They don’t multitask, check their technology, or 
engage in side conversations. They also acknowledge 
and build on each person’s comments and questions. 
You look forward to attending their meetings because 

For Leaders, 
Conversation Is At 
The Heart Of 
Being Impactful

Here are 9 reasons why

By Paul Axtell 

There are many ways to look at leadership. One 
of my favorite perspectives is to consider that 

leaders speak and listen differently than others. 
Whether you are in a one-on-one conversation, small 
meeting, or large group presentation, leaders speak 
with impact and listen with empathy. These leaders 
realize that while actions are important, so are 
words—their speaking and listening are at the heart of 
their impact as leaders.

If you reflect back on people who influenced you in the 
past or people you have high regard for now, I think 
you will conclude that the quality of conversation they 
create is remarkable. I expect you will also observe 
that they value and honor the following ideas:

Trust and respect are fragile. These qualities must 
be earned, cherished, and protected. Before we value 
what others have to say, we must respect who they 
are as people. We must feel safe in their presence 
and admire how they deal with the rest of the world. 
In particular, they do not gossip, engage in trivial 
conversations, or speak in a negative way about 
anyone who is not present. You probably notice that 

http://web.hr.com/7hcy
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they always are well-run and move important goals 
and projects forward.

Actions do not speak louder than words—both matter. 
For leaders especially, their actions must align with 
their speaking. If they say something is important, 
they must spend time on making it a reality. They 
don’t make idle promises. They give their word and 
they keep it almost every time. When they don’t, they 
communicate about what has happened. 

The payout for development can be ridiculous. 
Leaders put individual and group learning ahead of 
always choosing the comfortable way. They provide 
in-the-moment feedback in a caring way. Yet they have 
also mastered difficult conversations, so confronting 
problems is always done directly and effectively.

Loyal people complain. An excellent leader handles 
questions and complaints in a way that addresses the 
issues and leaves people feeling good about speaking 
up. They continually set aside time in meetings to 
surface problems, questions, and complaints. They 
realize that they need to be safe and comfortable to 
talk to—and that handling confidential comments are 
at the heart of people being self-expressed.

Culture is malleable. Conversational leaders keep 
talking about what is missing in the culture. If broad 
participation is missing, they repeatedly ask for 
it. If the culture needs to be better at completing 
the actions agreed upon, they follow up closely. 
They realize that repetition is necessary because 
new conversations don’t persist without being 
repeated. Leaders are also good at storytelling and 
demonstrating learning by sharing about mistakes 
they have made. They realize that a powerful story will 
be retold and add a new dimension to the culture.

Sincerity trumps polish. While leaders have often 
honed their presentation and speaking skills, that’s 
not what you take away from being with them. What 
you take is how believable and real they are. You 
don’t wonder what they are thinking or what they care 
about. You just know. It’s obvious that they care a 
great deal about what matters and how they spend 
their time. Clarity and candor are more important to 
these leaders than a slick presentation.  

Mistakes hurt. These leaders don’t make many 
mistakes in what they say or how they say it, but when 
they do, they apologize. They know that a throw-away 
comment from them can land hard on someone and 
last for a long time. They also continually ask people to let 
them know when something they say offends someone.  

The point is that you and I work inside of a swirl of 
conversations—some trivial, some magical. And we 
are dramatically impacted when someone who values 
conversation speaks with or listens to us.

Take a moment to consider these questions: What have 
you been saying? How have your words been taken by 
others? Do people love to be around you? Do you add 
value and energy to the conversations in which you 
participate? Language creates, and leadership is, at least 
in part, a conversational phenomenon. 

The place to begin is to reflect back on your 
conversations at the end of each day and notice 
the times when you might have chosen not to say 
something or to say it differently and in doing so 
enriched the day for someone. Then think ahead 
about upcoming meetings and events and decide to 
be attentive to each person. I expect you’ll see people 
lighten up and become more alive right in front of you! LE

For Leaders, Conversation Is At The Heart Of Being Impactful

Paul Axtell is an author, speaker, and 
corporate trainer. He is the author of 
two award-winning books: Ten Powerful 
Things to Say to Your Kids and Meetings 
Matter. He has developed a training 
series, Being Remarkable, which is 
designed to be led by managers or HR 
specialists.
         

True leaders put the 
rest of the world on 
hold when you are 
with them.
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The Rights And 
Responsibilities Of 
Corporate Leadership

By John R. Childress

Thoughts 
for 2018
and beyond

Our privileges can be no 
greater than our obligations. 

The protection of our rights 
can endure no longer than the 
performance of our responsibilities.   
  - John F. Kennedy

I recently read what to me 
was a very disturbing article 
titled “Who is Responsible for 
Corporate Misconduct?” by two 
prominent business academics, 
one from Wharton and the other 
from INSEAD. The gist of the 
article centred on the academic 
debate as to whether or not 
the corporation, or its leaders 
and other individuals should 
be held accountable for fraud 
and misconduct. 

The article began by exploring 
the growing fines and now legal 

moral and ethical misdeeds first, 
then attempt to seek out those 
more directly responsible.

Finally, at the end of the article, 
comes their studied (and in my 
mind rather weak) summary.

Most scholars of business ethics 
agree that corporations should 
be doing more to create a culture 
where bad behaviour is neither 
condoned nor ignored, and where 
misdeeds are not covered up but 
are attributable to both individuals 
and organisational factors. 
Better appreciation of moral 
responsibility in firms will allow 
managers to structure internal 
incentives, rules and policies to 
achieve the economic objectives 
of firms in an ethical manner. 
It will also help in providing 
an appropriate external legal 
framework to encourage good 
business conduct.

The difficulty for me in all this 
business philosophy posturing 
has to do with the facts. Between 
2009 and 2015, major global 

proceedings against Volkswagen 
as a result of its emissions 
cheating scandal. The article 
acknowledged that a scandal 
of such proportions over a long 
period of time could not be the 
work of just a few rogue engineers 
and that senior management must 
have somehow been complicit 
and created a corporate culture of 
performance pressure to “make 
the numbers look good.”

But then the article focused on what 
to me was a naive and meaningless 
issue: Whether or not a corporation, 
as an entity, is morally responsible 
for its actions. The article took up 
both sides of this philosophical 
question: “Whether firms should 
assume responsibility and be held 
accountable for individuals’ actions.”

One side of the debate argues 
that it is the individuals inside 
the corporation, not the 
corporation itself, who should take 
responsibility for actions taken in 
the name of a firm. The other side 
of the argument proclaims that it 
is best to fine the corporation for 

FEATURE
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banks have been fined a total of 
over $300 billion for fraudulent 
activities as governments’ 
solution to punish and therefore 
eliminate such actions. But even 
with stiff monetary penalties in 
the billions plus added regulation 
and more frequent audits, 
fraudulent behaviour continues. 
Consider the recent massive fines 
levied against Wells Fargo for 
opening millions of fraudulent 
credit card applications and 
accounts in order to meet sales 
quotas. Obviously, treating the 
corporation as the perpetrator is 
not the solution. And large fines 
aren’t a deterrent.

Rights and Responsibilities 
of Leadership
When the rights outweigh 
the responsibility, leadership 
is lacking.

When it comes to the rights and 
responsibilities of leadership, 
I’d say the Navy is the authority 
on the matter and corporate 
executives and regulators should 
take note of where the real 
responsibility for the conduct of 
the crew and the actions of the 
ship really lay.

“On the sea there is a tradition 
that with responsibility goes 
authority and accountability. 
Men will not long trust leaders 
who feel themselves 
beyond accountability for what 
they do. And when men lose 
confidence and trust in those 
who lead, order disintegrates into 
chaos and purposeful ships into 
uncontrollable derelicts” - Wall 
Street Journal – Editorial 14 
May 1952

The Navy holds the captain 
ultimately responsible. Period. A 
captain whose ship or crew is 
deemed unfit will never captain 
another vessel and is often 
reduced in rank, if not court-mar-
tialled. Yet not one CEO of a major 
bank cited for fraudulent activities 
has been convicted or jailed. 
Some have resigned, but it’s hard 
to say in disgrace when they walk 
away with a severance package 
of millions.

When those in leadership 
positions are held directly 
responsible for the actions of the 
people they lead and the cultures 
they create, senior leadership 
roles will begin to take their 
responsibilities more seriously 
than their rights and perks.

The quality of an individual’s 
leadership is not determined by 
the size of their paycheck, but by 
the value they create and the lives 
they improve along the way.

Leadership for the 
Long Game
As we enter 2018 and many 
businesses become even 
more challenged by the rapid 
and disruptive deployment 
of technology and the use of 
algorithms to improve all aspects 
of modern business, the tendency 
of many business leaders 
and boards is to dance to the 
“Quarterly Earnings” drumbeat of 
Wall Street and the “market.” In 
my studied opinion, this will only 
serve to increase the pressure 
on “making the numbers at all 
costs.” With external pressure 
to post higher quarterly results, 
the investments in people, R&D, 

culture building, training and 
leadership development required 
to build a sustainable and ethical 
business are the first to be 
eliminated. After all, the easy way 
to improve profits and productivity 
is to reduce “unnecessary” 
expenses. It was this drive for 
continued earnings that led to the 
taking of shortcuts and safety 
risks and the loss of life disaster 
on the Deepwater Horizon oil rig.  

Excellence and business 
sustainability is a long game and 
building an ethically sound culture 
takes time and attention, as well 
as investment in people. Again, 
the Navy is an excellent example, 
where continuous training and 
constant drills are seen as a 
necessity, and not as “overhead.”

I hated every minute of training, 
but I said, ‘Don’t quit. Suffer now 
and live the rest of your life as a 
champion.’     - Muhammad Ali
   LE

John R. Childress is a pioneer in 
the field of strategy execution, 
culture change, and organization 
effectiveness. John co-founded The 
Senn-Delaney Leadership Consulting 
Group, the first international firm to 
focus exclusively on these topics, and 
has coached and supported CEOs, 
senior teams and Boards throughout the 
world. John is the author of numerous 
articles and four books, the latest book 
titled…CULTURE RULES!

The Rights And Responsibilities Of Corporate Leadership
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If you spend any time scrolling through your Quora 
digest, scanning news feeds, reading Tweets, 

posting on LinkedIn or Facebook, or catching up on 
“what’s trending” on Pinterest, then you know that 
artificial intelligence and automation are already 
having enormous impact on your business pro-
cesses, products, services, and workforce. Smart 
systems are automating the transactional, mundane 
parts of work leaving the challenging aspects to 
humans. Thus, higher levels of cognition are required 
among tomorrow’s workers than what may have been 
the norm in the past.

Based on trending and recent research from Deloitte, 
the Department of US Labor, EY, Harvard, IBM, McK-
insey, MIT and PwC among others, higher-progress 
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Figure 1. Productive & Relevant Workers Will 
Curate Insights, Not Just Content At least five 
new workforce megatrends are shaping today’s 
expertise era of insights experts:
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organizations are shifting workers from content 
curators and information users to insights experts 
creating and sharing curated insights with employee 
teams and across the enterprise network.

Curated insights™ are meaningful bits of wisdom 
derived from all the 24x7 content consumed and 
shared across the employee network for the sole 
purposes of accelerating individual relevancy and 
productivity and outperforming the competition 
with quick access to rapidly growing organizational 
intellectual capital.

Pandexio’s insight curation platform makes it all 
possible – for the first time – delivering more 
than information and content but rather enabling 

intelligence and expertise for better decisions, faster.  
We are not a Learning Management System; we 
are not a learning experience platform; we are not 
a social collaboration tool; we are just the platform 
your employees need to be experts. That’s the future. 
Will your workforce make it there?

At least five new workforce megatrends are shaping 
today’s expertise era of insights experts

• New capabilities: Workers are using new technol-
ogy systems to augment human intelligence in the 
pursuit of expertise.

• New structure: Workforces are shifting from hier-
archies to a complex network of teams, teams of 
teams, and an enterprise network and using new 

tools to enable the perpetual spread of intelligence 
for use just when needed.

• New expectations: Workers seek and stay with 
organizations making the leap from content cura-
tion tools to insights curation platforms where 
experts are grown and empowered to make 
smarter decisions, faster.

• New speed: In today’s “always on” digital environ-
ment, workers find themselves with less time to 
sift through the incoming and expect new tools to 
augment their thinking.

• New metrics: Experts pluck wisdom and know-
how from peers to make relevant business 
contributions and expect their expertise to be 
recognized and rewarded.

Like yesterday’s knowledge workers who required 
content curation tools to sort and filter and cat-
egorize information, today’s insights experts are 
most productive and stay relevant when they, too, 
are enabled with technology. However, learning and 
talent management systems and knowledge man-
agement tools and learning experience platforms 
are no longer enough. Insights experts operate in a 
digitally-driven 24x7 environment.  Actionable infor-
mation lies at the core of enhanced productivity.  

To cut through the overload and access the expertise 
they need to execute, they require insights curation 
platforms, which enable them and their colleagues to 
distill insights from content with a two-second 

Figure 2. From Knowledge Workers to Insights Experts in Today’s Digital Workplace



Figure 3. Example of a Smartsnip – including the expert’s curated insight, associated 
tagging, linked snip and source document – all in one view and associated to 
the expert.
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mouse swipe. Insights curation platforms are not just 
the next generation HR technology solution; they are 
a giant leap forward – the workforce of the future 
breakthrough technology – supporting and sustain-
ing Workforce 2020 and beyond. 

How Pandexio’s Smartsnips® Respond
Pandexio® (www.pandexio.com), the pioneer and 
expert on curated insights, offers a one-of-a-kind 
insights curation platform -- a SaaS solution that 
makes it easy for today’s digital employees to curate 
insights from content they consume and think about. 
Curated insights are 50X smaller and more relevant 
than whole pieces of curated content which are too 
much information to filter, manage, and synthesize.

Pandexio provides relief from 24x7 information 
overload and memorization, empowering employees 
to become experts and enabling them to share their 
bits of wisdom with each other, their teams, and the 
entire employee network for better, faster business 
decisions.  As a platform, the Pandexio solution can 
work within and across the existing HR technology 

and applications employees already use to consume 
content and get their work done.  It also allows the 
enterprise to offer its employees just in time learning, 
performance support and knowledge management in 
one easy-to-use solution.  

Pandexio ensures today’s overwhelming world of 
unfiltered information powers the workforce, not 
paralyzes it. With IBM Watson baked in to support 
swift and consistent tagging, the Pandexio solution 
is a “rapid-learn” smart system, productivity tool, and 
on-demand knowledge solution all rolled-up into one 
user-centric platform. Pandexio’s patented curated 
insights functionality enables crowd-filtering of the 
actionable two percent, producing shared wisdom 
among all so employees can work smarter and 
execute better. Pandexio’s insight curation platform 
is called Smartsnips®.

Why Smartsnips®
Every day in every organization, employees consume 
voluminous quantities of documents, unfiltered web 
content, and unsorted intranet posts. They read 
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opinions, discover facts, get exposed to new infor-
mation, and study new data. Smartsnips enable 
employees to transform the daily bombardment of 
unfiltered and mostly irrelevant content into portable 
and permanent knowledge.  Smartsnips are contextu-
alized, curated, actionable knowledge bits that can be 
shared with peers and re-used across the organiza-
tion using existing platforms and without interrupting 
existing work streams. By exposing only information 
that matters, Smartsnips addresses top leadership 
priorities: it enhances employee expertise and work-
force productivity and amplifies worker engagement 
and retention.

How Smartsnips Works
It’s simple. Pandexio integrates the Smartsnips 
platform with those systems that employees access 
daily – browsers, local and shared file systems, 
social applications and learning systems. As employ-
ees read, with a single mouse swipe they snip the 
actionable two percent creating micro-sized bits of 
knowledge.  They add their insight and tags, and it 
all goes into the cloud where it is accessible across 

the organization on any browser and device. Smart-
snips are like shareable, digital brain cells. They can 
be grouped into collections, searched and filtered, 
and easily re-accessed on-demand from a mobile 
phone. Rather than exchanging random and static 
content, with Smartsnips, employees exchange 
knowledge comprised of facts, insights, interpreta-
tions, and conclusions enabling them to focus just on 
what matters.

Smartsnips Use Case Examples
Early users of Smartsnips recount stories of how it 
has enabled workforce productivity. Here are just 
three examples of the successes they have shared 
regarding the business value: (1) to enable today’s 
social learning expectations of the Millennials and 
their peers, (2) to empower the Sales Team to close 
deals, and (3) to support the Customers with timely 
and accurate information they request:

•  Social Learning
The pain points: Employees forget training as fast as 
they experience it. Courseware in the Learning 

Article 27



Management System generally stays static and 
is costly to develop. Key talent retires and takes 
relevant knowledge out the door. New hires aren’t 
plugged in to a support network. And with the influx 
of Millennials comprising our workforce of the future, 
the demand for social learning outpaces any learning 
management system or traditional learning strategy 
of training courses.

The Smartsnips solution: Use the combined brain-
power of your company’s subject matter experts to 
“swipe out” nuggets of critical knowledge (Smart-
snips) from voluminous documents, workspaces, 
internal blogs, communities of practice, discussion 
forums, and activity streams. Smartsnips turns 
“just talking” into knowledge collecting, sharing, and 
collaborating. 

•  Sales Enablement
The pain points: Today’s Sales Reps have difficulty 
staying current with new products and services. Gov-
ernment regulations change or are imposed regularly 
and new product research is being released often. 
With the rise of the Web, customers are becoming 
product savvy. Put it altogether, and the knowledge 
bar of all Sales Reps is on a perpetual rise. Existing 
sales enablement solutions are static, multi-page 
documents and collateral often extremely text heavy 
bearing way too much content to recall at the time of 
need. The value proposition gets buried and the deal 
doesn’t close.

The Smartsnips solution:  Synthesize the most impor-
tant sales knowledge (customer pain points, product 
features, competitor weaknesses, etc.) and make it 
instantly available on an iPhone. As a result, Sales 
has available in a click that which the Marketing, 
Product, Support, and the Contracting Teams have 
so they are truly a product expert and can quickly 
and knowledgeably answer customer questions, 
provide flexible solutions, and add the value the cus-
tomer seeks.

•  Customer Support
The pain points: Support information is invariably 
buried in some technical document that sits on a 
shelf somewhere or at best stored in an online repos-
itory with questionable search capability. The Web 
is sprouting in support content. Existing, specialized 
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knowledge-base solutions can’t keep pace in provid-
ing answers to customer questions.  Yet, we know 
all the answers exist within the four walls of the 
company – they are all just buried in documents and 
brain cells.  

The Smartsnips solution:  Take advantage of all the 
daily content consumption across the company, and 
all the experts that are already employed. Crowd-
source the most important two percent by making it 
easy to curate everyone’s insights and share it all with 
the Customer Service Agents so they can answer 
questions on demand. Like the Sales Rep using 
Smartsnips, this turns the individual who answers 
the ringing phone in the CSR Center into the expert 
product support agent that customers expect.

Summing Up
In today’s insights economy, knowledge is founda-
tional and insights are the business differentiator. 
Curated insights are the means for powering up 
performance. Today’s high-performance organiza-
tions and workers rely on the ability to harvest critical 
knowledge and share vital insights.

Smartsnips empowers each person – regardless of 
level or function – to share their expertise across 
the entire enterprise.  They free everyone from the 
limitations of their individual knowledge and personal 
content stores, and enable every employee to tap into 
the expertise of the smartest employee – so col-
lectively, everyone can make better, faster business 
decisions and outperform the competition.

What To Do Next
If you haven’t had an opportunity to check out  
Pandexio (www.pandexio.com), then you might want 
to do so. Pandexio’s Smartsnips transform content 
from a sea of disparate information to a treasure 
trove of actionable knowledge. 

As one Smartsnips user recently said: “In today’s 
world, access to content is not a differentiator. It 
(Smartsnips) is not about curating content; it is about 
distillation of wisdom. It allows an expert to teach 
another in three minutes. Every company should 
invest its time and money here.” – Sr Director  
Strategy, a large technology company     
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Workforce 2020: Building Today’s 
Talent to Meet Tomorrow’s Needs
Survey conducted by HR.com in partnership with Pandexio

The way we work has changed profoundly in 
the last few decades. It’s tough for businesses 

to keep up with the speed of today’s ever chang-
ing digital world. Workforces have had a hard time 
keeping pace with the digital disruptions. It is with 
this threat in mind that HR.com partnered with Pan-
dexio to create a survey intended to investigate how 
prepared today’s workforce is to meet the challenges 
of the near future.

The investigation covered the following topics:
• Level of preparation of workforces to meet future 

business goals
• Significant barriers to achievement in building a 

2020 workforce
• New organizational structures required for the 

future of work
• How structural changes are creating the need for 

greater employee expertise
• A glimpse into the competencies required for 

success as experts
• The role smart technologies will play in enhancing 

workforces in the near future
• And, finally, the organizational and HR systems 

that must be in place to accelerate preparation of 
the 2020 workforce

 

There is definitely no shortage of information as 
today’s employees have access to volumes of data 
and information in all forms. The key challenge of our 
current workforces is not just being able to access 
the information, according to David Ulrich, a pro-
fessor at the University of Michigan and author of 
multiple books on HR. “The challenge,” wrote Ulrich, 
commenting on the data in this study, “will be distill-
ing the data into decisions.”

Few Organizations Are Prepared for the  
Near Future
The near-term future of work will depend on experts 
wielding smart technologies. When we asked par-
ticipants to select up to three items that will most 
significantly change the 2020 workplace, about 78 
percent voted for smart technologies followed by 62 
pointing to employee expertise requirements.

But, are organizations truly prepared for this future? 
Not really. Only 11 percent of our respondents said 
they are making significant progress in building a 
workforce capable of meeting their 2020 business 
goals. Nearly half (48 percent) report having made 
either slight or, worse yet, no progress. Given how 
quickly 2020 will be upon us, this represents an 
urgent matter for many companies.
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Constrained resources

Misalignment of workforce 
strategy with business goals

Insufficient understanding of 
disruptive changes

Insufficient prioritization by 
senior leadership

Insufficient prioritization by 
line managers

Survey Statement: From the following items, select the three that 
will be the most significant barriers to essential changes to the 2020 
workforce: (select up to three)

The future 
requires a 
solid alignment 
of workforce 
strategy with 
business goals

Barriers to Progress
To find out what is inhibiting organizations, we asked 
about the most critical barriers to change. About 
64 percent said “constrained resources,” followed 
by a 60 percent voting for “misalignment of work-
force strategy with business goals.” These top two 
challenges play off of one another. The best way to 
address these issues is to align workforce strategies 
with business goals from the start.

The Rising Importance of Networks
While the traditional hierarchy is far from dead in 
most organizations, it is giving way to a more col-
laborative and networked way of working. Forty-two 
percent of the high-progress companies—that is, 
organizations that have made significant progress 
toward building a workforce capable of meeting 2020 
goals—indicated that the adoption of networked 
structures will be very important by 2020, whereas 
only 30 percent of the lower-progress organizations 
said so.

Because of networked structures, individual employ-
ees and teams at all levels will be increasingly 
accountable for making good decisions quickly as 
business issues arise. In this environment, missing 
expertise could mean the difference between 

success or failure, be it a new product launch or man-
aging a key marketing campaign.

The Growing Need for Experts Who Share Key 
Insights
Forty-two percent of high-progress organizations 
say that employees will need to become subject 
matter experts “to a much greater extent,” while 
the same is true for only 17 percent of lower-prog-
ress organizations.

Expertise, however, is not enough. Experts must be 
able to efficiently communicate their knowledge 
and insights. While today’s employees have access 
to information, it is often difficult to store, organize, 
recall, and share it. In this study, we hypothesized 
that organizations would place greater value on “key 
insights” as opposed to just overwhelming amounts 
of information. Four-fifths of respondents said 
employees will need to share and curate insights to a 
greater extent.

The Competencies Required in the Near Future
As organizations begin to develop tomorrow’s expert 
workforce, they’ll need to take a close look at their 
current competency models to ensure they reflect 



changing skills and job requirements. All compe-
tencies were considered important to the 2020 
workforce by at least half of the participants. Analyti-
cal thinking was selected by the largest proportion 
of respondents, followed by systems thinking, sense 
making and managing data.

The employee of the near future will not only need 
to apply information and data in order to solve 
problems, they will also need to see the bigger 
picture—understanding how their particular problems 
relate to other organization issues—and turn all the 
information into actionable insights.

Developing Smart People Who Use 
SmartTechnologies
We asked participants to evaluate talent practices 
in terms of their potential impact on optimizing 
employee productivity in 2020. Promoting con-
tinuous learning topped the list with 97 percent 
agreeing. Developing workers as experts was ranked 
the second highest, with 88 percent agreeing or 
strongly agreeing.

Future expert employees will increasingly rely on 
smart technologies to make them even smarter. 
Predictive analytics tools are the most widely cited. 

These tools are helping managers make more accu-
rate decisions, ranging from the selection of new 
leaders to the introduction of new products. Learning 
Management Systems rank second, a finding strongly 
supported by the critical role of continuous learning.

In brief, our businesses will face massive disruptions 
in the near future. We will face changes every day, 
including in the ways we work and compete. Are our 
workforces ready?  The research indicates that the 
answer for most organizations is “No.” To learn more 
on how organizations should accelerate the pace at 
which they prepare their workforces to succeed, we 
invite you to read this informative whitepaper and 
apply the top key takeaways to prepare your work-
force for tomorrow.

0 10 20 30 40 50 60 70 80

Analytical thinking: 
applying information to 

solve problems

Systems thinking: 
understanding of linkages 

between components

Sense making: finding 
meaning in information

Managing data: filtering 
information for relevance

Networking: interacting 
with others
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Survey Question: Compared to today, by 2020 what worker capabilities 
will be most vital for getting work done? (select all that apply)

Employees in 
2020 must not 
only be able to 
apply information 
to solve problems 
but be able to 
understand how 
that information 
fits into the larger 
organizational 
picture
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Workforce 2020: Building Today’s 
Talent to Meet Tomorrow’s Needs

READ WHITEPAPER

https://web.hr.com/2seih


For more information 
Phone: 1.877.472.6648  

Email: sales@hr.com 
www.HR.com/epubs

Workforce 2020: Building today’s 
talent to meet tomorrow’s needs
Leadership Excellence Featured Research. February 2018.
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5 Things Leaders 
Need To Do In 2018

need to do to succeed for 
themselves and their organizations.

One, Think big. A leader’s duty is to 
look over the horizon to see what 
is possible. Leaders must operate 
with a sense of possibility. A leader 
by nature must be an optimist; he/
she must look at the proverbial glass 
as half-full, not half-empty. Why? 
Because he/she must provide the 
inspiration and the hope of achieving 
a vision or a goal.

Bill Gates in his foundation, the Bill 
and Melinda Gates Foundation, 
is providing a vibrant example of 
how to think big. The foundation 

My working definition at the 
moment is that leaders do what 
the organization needs them to 
do. Pure and simple. Leaders 
must make the tough choices if 
their organization is to survive. In 
good times, it’s easy to have your 
hand on the tiller with the wind 
at your back. When tough times 
hit, the hand on the tiller needs to 
be firm as well as flexible to help 
navigate into the wind and over 
choppy water.

Recently, I gave an interview in 
which I defined five things leaders 

When it comes to leadership, 
people are always looking 

for something simple to help them 
learn to lead more effectively. And 
while skeptics might be tempted 
to dismiss such simplicity, I 
disagree. Bravo!

Leadership by nature is simple 
to describe. Barbara Kellerman, 
a professor at Harvard Kennedy 
School of Government and 
best-selling author of The End 
of Leadership, noted that there 
were thousands of definitions for 
leadership… including perhaps a 
half-dozen or so I have postulated 
over the years. 

By John Baldoni

FEATURE

Leadership 
is a journey 
but it’s 
also one 
that can be 
shaped by 
what we 
learn from 
others
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5 Things Leaders Need To Do In 2018

focuses its billions on solving 
specific problems in global 
health care, education and 
advocacy. As its mission 
states results are vital and so 
it focuses on “collaboration, 
risk-taking, and innovation” to find 
workable solutions.

Two, Understand it’s your job to 
make others better. No leader 
accomplishes much by him or 
herself. Consider explorers; they 
work in teams of people who are 
united in purpose. 

A good example is how Vineet 
Nayar, CEO of HCL Technologies, 
leads his organization. In his 
book, Employees First, Customers 
Second, Vineet inverts the 
hierarchical pyramid putting 
the workforce on top and the 
leaders at the bottom. It’s the 
responsibility of leaders to engage 
and empower their employees 
to do the work. They do it by 
providing resources, training 
and support for them to do their 
jobs better.

Three, Look for opportunity in 
failure. Mistakes happen. It’s a 
leader’s responsibility to turn them 
into occasions from which we 
can learn. At the U.S. Army War 
College in Carlisle, Pennsylvania 
there is a department with its own 
building devoted to after action 
reports of military engagements. 
Reading them provides insights into 
what went right as well as wrong. 

Failure can teach us if we pay 
attention. Sports teams use 
mistakes to correct flaws in 
execution. Businesses can 
use mistakes to find better 

ways to serve their customers. 
Researchers can turn mistakes 
into lessons that may one day 
help them or a fellow scientist 
with a breakthrough.

Four, Demonstrate resilience. 
There is no shame in being 
knocked down. It is what you do 
next that matters the most.

Think of Franklin Roosevelt. When 
he was in the prime of his life, he 
was stricken with polio that left 
him crippled. He overcame great 
physical hardship but he remained 
focused on his goal of returning 
to politics. And thankfully he did 
in time to help rescue our nation 
from the Great Depression and 
help mobilize the nation for the 
Second World War.

Five, Keep learning. Leaders 
are by nature curious. They 
want to know the why of things 
as in why things work the way 
they do, or why people behave 
the way they do. Their curiosity 
is fueled by a commitment to 
continuous learning. Such leaders 
ask questions in order to find 
out how things are working, or 
not working. They use questions 
as a means of discovery not 
as a means of finding blame. 
Questions become instruments 
for continuous learning.

Good leaders learn as they go. 
Some have role models from 
childhood. Parents often point 
us in the right direction. Others 
learn from teachers, coaches 
or pastors. And yes you can 
learn from books as in history, 
biography, sports and popular 
culture. There are wonderful 

lessons contained in movies and 
TV dramas. We see characters 
either larger (or smaller) than life 
act out stories that illuminate the 
human condition.

Of course these are starting 
points. They are not meant to be 
exclusive, but rather inclusive. 
That is, add to them what you 
feel is necessary to lead. Omitted 
from this list is the importance 
of character and conviction. 
Courage is essential in order to 
face adversity. And humility. That’s 
crucial when dealing with failure.

And it is in our human condition 
that makes leaders who they are. 
Few if any are saints; all make 
mistakes. But in the long run, a 
leader’s legacy is one in which 
the pluses outweigh the minuses. 
Leadership is a journey but it’s 
also one that can be shaped by 
what we learn from others… even 
simple actions and steps like 
those contained in this essay. LE

John Baldoni is an internationally 
recognized leadership educator, 
executive coach and the author of 
many books, including MOXIE, Lead 
With Purpose, Lead Your Boss, and 
The Leader’s Pocket Guide. In 2017, 
Trust Across America named John to 
its 2017 list of Trust experts. Also in 
2017, Global Gurus listed John as a 
top 30 leadership expert. 
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Great Leaders Make 
Time To Lead

How many times do you say “I’m so busy right now,” 
or “I don’t have time for that” when you’re around 

your team? Many leaders say it quite often because 
they really are that busy. But here’s a secret – the 
best leaders don’t let their busy-ness get in the way of 
inspiring their employees.

Here’s an example of this type of behavior from my 
own career:

At a job I had years ago, my boss scheduled a full day 
training and development offsite at the zoo. Everyone 
who attended either reported to me or my boss (who 
was a VP). The day after the offsite, I was heading 
out of the country and had to make sure everything 
was ready for a very important client meeting in Hong 
Kong. 

When I showed up at the offsite to bond with my 
employees, I ended up acting like the typical “busy 
leader.” I was irritable, made comments about 
how I thought the offsite was a waste of time, and 
negatively affected everyone’s mood at an event that 
was supposed to bring us all together. My boss (who 
rarely got angry), bluntly told me to leave because I 
was making everyone around me miserable. When a 
kind, caring boss hits you with reality, you listen. 

I realized in that moment that as a leader, your mood 
is infectious, no matter how busy you are. It’s your job 
to be there for others, regardless of your schedule. 
Self-pity and leadership cannot go together at all.

How Many Times Have You Been “Too 
Busy” to Lead?
This is a bad habit that leaders share, and it can be 
hard to break. Here are a few ways to make sure that 
being busy doesn’t get in the way of being a good 
leader: 

Don’t Overbook Yourself
Leaders have a million things on their plate at any 
given time. Checking in with employees, product 
launches, meetings with the executive team, etc.

Time is finite, so ensure you don’t overextend yourself. 
Team building events and outings are important for 
morale, so don’t promise to go to something (or even 
worse, show up and act miserable) if you can’t. 

When people complain about being double booked, 
it often transpires that they are the ones who have 
accepted more than one commitment for one time 
slot. It seems obvious to have to say this, but stop 

Breaking the habit of being ‘too busy’

By Audrey Epstein
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doing that! You’re doing everyone including yourself a 
grave disservice.

Truly Commit to The Things You Do 
If you decide to attend something that’s time intensive 
– like an all-day team offsite – actually commit to it. If 
you attend but are constantly checking emails, looking 
at your phone, or ducking out to do other things, you 
aren’t really there. People will notice your behavior, 
and as the leader, you’re setting the tone for the team. 

Make the most of the time you have with your team – 
be positive, connect with employees, and inspire them 
to work better together.

The key to making this a reality is by prioritizing your 
time in the days and weeks leading up to an event. If 
you know there’s a day in the future where you need 
to be present, set a goal and prepare so you can get 
through the entire day with minimal distractions.

Avoid Using “I’m Busy” as an Excuse for 
Everything
Many leaders have been conditioned to say “I’m so 
busy!” or “I just have so many things going on right 
now” as an excuse for avoiding anything that we don’t 
see as mission critical. Stop doing that. 

As the leader, you’re setting the tone. And 
communicating with your employees this way sets the 
tone that you can’t make time for them. This behavior 
is infectious, and you’ll soon hear employees start 
using the “too busy” excuse too.

Instead, make time (even if it’s 15 minutes) to hear 
employee concerns and ideas. If it’s important to 
them, it should be important to you. And if you’re 
always too busy, they’ll stop coming to you.

Of course, this doesn’t mean that every project or 
idea deserves your time. But at least make time to 
hear your team out on issues or ideas they bring up. 
You can then tell them that something isn’t a priority 
instead of just using the dreaded B word as an excuse 
for everything.

Being There for Employees Matters a Lot
We often think of leadership “soft skills” as less 
valuable than making deadlines and launching 
products, but these soft skills go hand in hand with 
business innovation and success. 

Invest the time in breaking the habit of being “too 
busy.” If employees know you make time for them 
and have their back, your team will flourish – and your 
company will reap the benefits. LE

Great Leaders Make Time To Lead

Audrey Epstein is a partner at The 
Trispective Group and the co-author with 
Linda Adams, Abby Curnow-Chavez and 
Rebecca Teasdale of The Loyalist Team: 
How Trust, Candor, and Authenticity 
Create Great Organizations. 
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Navigate Your Team 
Through Conflict

Even in a team that typically works well together, 
conflict is inevitable. Therefore, it is critical that 

leaders keep that conflict from getting out of control.  
Only then can you keep debate healthy, allowing 
strong buy in and commitment from your team. 

In our work with hundreds of organizations, it has 
become clear that team members must experience 
true and authentic connections with one another in 
order for the team’s full potential to be unleashed. If 
there is something holding team members back, it will 
impede performance. 

Ask your team: Is there something that is holding 
you back from being here, right now, with everything 
you’ve got? When a team member is holding back a 
concern or issue with another team member or with 
the team, that issue needs to be cleared. 

How do you know when you have an issue that needs 
to be cleared? You will likely be emotionally stirred up 
as you attempt to reconnect with the individuals on 
your team. You may notice that your internal dialogue 
wants you to shut down or withhold how much you 
share. Sometimes you may feel an emotional trigger 
at someplace in your body—perhaps your belly, 
neck, head, or shoulders. Triggers are blocks to the 
openness you are looking for. It’s a physical message 
that you’re not yet ready to fully engage until you clear 
it out. Each of your emotional triggers will prevent you 

from being able to have an authentic connection with 
the person or group that you are feeling triggered by. 

The only way to create the trust necessary to get 
back into a deeper conversation is to clear the trigger. 
We recommend this five-step clearing process. It 
may take some getting used to, but it won’t take long 
for the clumsiness to give way to a more natural 
clearing conversation.

1. What Are the Facts?
A small part of your issue is grounded in facts, so it 
helps to parse those bits of provable, objective data 
first. Facts reflect actions or omissions, statements 
made, and potentially your reactions to the data. 
Examples of factual statements include: 

You committed to have the manager reviews 
completed by Friday and they are not yet done. 

You have worked late every night this week preparing 
for this morning’s client meeting. 

The reason we start with the facts is to keep the other 
person(s) engaged and curious, rather than showing 
up critical or in an emotion that might make the 
person(s) go on the defensive.

2. What Are Your Perspectives? 
These are your opinions and beliefs that come from 
your point of view. Your point of view may not match 

By Barry Kaplan and Jeff Manchester

5 steps to follow
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that of the person with whom you’re clearing, but it’s 
still your truth—with a small “t.” 

3. What Are You Feeling? 
Do you remember any physical sensation you have 
experienced about the issue? That physical feeling 
was associated with an emotion. You may have 
multiple feelings triggered, or one may be pronounced. 
By identifying and speaking about the identified emotion, 
you are liberating or clearing yourself from them. 

4. What Was Your Role in Attracting the 
Issue to You? 
Stuff doesn’t just happen to people. Rather, they have 
a role or responsibility in why they attracted whatever 
situation they were a part of. In this critical step, you 
share what your part may have been in creating the 
issue. By exploring and describing this, you invite 
the person you’re clearing with to better see and 
understand why you may be sensitive to their behavior 
and what it is about you that elicits your reaction or 
response. It also allows you to claim responsibility for 

your part of the issue, making it easier—and safer—for 
the other party to also claim what may be his or her part. 

5. What Do You Want Specifically? 
Now you have the opportunity to ask for what you 
want. You may not necessarily get it. Though if you 
don’t ask, you’ll never know. This request is also 
the platform for what resolution may follow the 
discussion. The more specific and clear you are about 
what you want, the more likely you will get what you 
really need. 

After you have gone through the five steps, one of 
the people involved in the issue or someone from the 
group should mirror back what they heard the other 
person say. The idea behind this is that it shows 
whoever has been trying to clear an issue that they 
have truly been heard and seen. 

When you are mirroring what another person has 
said, it is not the time to debate what was expressed, 
explain your side of the situation, or make any inter-
pretations of what was said. You simply, but genuinely, 
repeat back what you heard. 

One key predicate for the success of the clearing 
process is to know that it isn’t about changing the 
other person or group. It is literally about clearing your 
emotional charge that would otherwise prevent you 
from authentic connection. LE

Navigate Your Team Through Conflict

Barry Kaplan and Jeff Manchester are the authors 
of The Power of Vulnerability:  How To Create A 
Team Of Leaders By Shifting INward (Greenleaf 
Book Group Press).  As partners at Shift 180, they 
coach business leaders and their teams to unlock 
their full potential. 

Would you like to comment?
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Consider, for a moment, an 
empty chair.

In the leadership conversation, 
the empty chair is always an 
available seat at the table. It’s a 
metaphorical seat, for someone 
who’s going to be dramatically 
and personally impacted by the 
change that you propose. 

By the way, all leadership 
conversations are about change, 
in some form or fashion. 

Leaders always see who sits 
in the empty chair. These two 
examples will explain why:

1. The empty chair is a seat at the 
table for the third grade student 
in McAllen, Texas. She’s not in 
the room when the teachers 
and school administrators are 
deciding which history textbook 
to use. In fact, if she were there, 
she couldn’t really advocate for 
her own interests. She couldn’t 
say which textbook would be 
best. But she will be directly and 
dramatically impacted by the 
change that the district leaders 
propose. That history book will 

The Empty Chair

help her to come to understand 
the world around her, and explore 
ideas from beyond the Rio 
Grande Valley.

2. The empty chair is a seat at 
the table for the patient who 
is going to go through the MRI 
machine.  He’s not in the room 
when the doctors and hospital 
administrators are making that 
seven-figure investment decision. 
And yet: directly, personally and 
powerfully impacted, when that 
machine provides a diagnosis that 
could save his life.

The empty chair points to an 
important aspect of human 
nature: We are all wired in the 
exact same way. In fact, we are all 
thinking of the exact same thing, 
right now:

We are all thinking 
about ourselves.

That’s not to say that you are 
selfish, or I am selfish. No. What 
I’m saying is that we are all 
wired to think and act in our own 
self-interests. 

Our focus on ourselves is part of 
our lizard brain, or limbic brain – 
the survival instinct inside all of us.

But, beyond thinking like a lizard, 
we all share another common 
characteristic. Right now, as I 
write these words, I have people 
who are here with me… but they 
are not literally “here with me.” 
I’m talking about my leadership 
clients, and how I can create 
impact for the people I serve. 

Do you have anyone who’s “here 
with you,” in your mind, even if 
they are not physically with you 
right now?

That’s who sits in your 
empty chair.

The empty chair is a seat that’s 
reserved for the person (or 
people) you care about most. 

If I have someone who sits 
in the empty chair, and you 
have someone who sits in the 
empty chair, then maybe we are 
looking at a universal aspect of 
leadership. Maybe we are taking a 
peak into the way we all work. 

By Chris Westfall

How leaders create a real impact
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At a fundamental level, leadership 
is about influence.  Not titles. Not 
salaries. 

Consider those who you wish 
to influence and persuade.  The 
people you wish to influence are 
people of great importance. 

The person who sits in the 
empty chair is someone of great 
importance as well. 

Why? Because your customer’s 
customer sits in the empty chair.

Think about it: Your customers 
are the ones you care about the 
most. Leaders understand that 
customers are both internal and 
external. Customers provide your 
results. Customers are who you 
serve. Who do they care about?

All leadership conversations are 
about change, in some form or 
fashion.

The Empty Chair

Your VP of Operations is an 
internal customer. That Millennial 
who just came in for an interview 
is, for now, your customer. The 
person in charge of shipping, your 
accountant, your largest client: 
they are all your customers. And 
they all have someone on their 
minds – someone who sits in 
the empty chair. Maybe it’s a 
family member. Maybe it’s a team 
member who’s struggling with 
certain objectives. Maybe it’s a 
client you haven’t met yet.

For leaders, there’s always an 
extra seat at the table. A simple 
empty chair can help leaders to 
see – and serve – the people that 
matter most. LE

An excerpt from Leadership Language, the 

newest book from Chris Westfall, coming 

out in Spring 2018 from Marie Street Press. 

Chris Westfall is a consultant to 
HR executives on four continents 
and a former keynote speaker at 
SOURCECON. 

Would you like to comment?
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Excellent Leadership 
Relies On Ethical 
Business Practices

Good leaders treat all their stakeholders with respect

By Donald Lee Sheppard

With businessman Donald Trump now serving the 
role of President of the United States, a spotlight 

is being put on business ethics in our country. 
Although Mr. Trump’s catchphrase used to be “You’re 
Fired,” most businesses must take a more nuanced 
approach when dealing with employees, customers, 
and other partners, who can help a business’s 
bottom line if managed correctly and dealt with in an 
ethical manner. Today, our world’s future business 
leaders are being prepared to meet a higher ethical 
standard than ever before and successful businesses 
know that ethics cannot take a backseat to mere 
profits. Leadership excellence demands ethical 
business practices.

When it comes to determining who deserves 
acceptable ethical responsibilities from a business, 
how do we determine the involved groups that most 
deserve it? Here’s my measure: Ethical responsibility 
is owed to the individuals and groups most 
responsible for the company’s success. 

While shareholders contribute to a company’s 
existence, their contributions to its success may 
well be minimal compared to the others (employees, 
customers, vendors, and communities).

This flies in the face of statements by company 
leaders who defend their firm’s questionable actions 

by claiming to be acting “in the best interests of the 
shareholders.” If so, they have disparaged their own 
management ability and, perhaps, revealed a lack 
of concern for their own employees, customers and 
partners as well as the community in which they 
operate. Remarks like this also hint at a complete 
disregard for corporate and personal ethics. 

Employees enable a company to exist. At its core, 
every business consists of a group of individuals 
working toward a common purpose within a defined 
infrastructure and with access to a source of capital. 
Employees who are contributing to a company’s 
success in one way or another qualify for ethical 
treatment more than all others. 

Everywhere you look in business, the demand for 
ethics and the expectations of profits cross paths 
here and there. A generation or so ago, the act of 
maximizing profits was expected to win out over 
adhering to corporate values. Suppliers who sold on 
the basis of price and delivery were rarely questioned 
about their ability to do so, especially if the process 
involved semi-skilled labor and a foreign locale. That 
situation has changed in recent years, not as a result 
of a heightened sense of personal responsibility—
everyone loves to buy an $8 T-shirt without being 
concerned about the welfare of the people who 

http://web.hr.com/7hcy
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Excellent Leadership Relies On Ethical Business Practices

Donald Lee Sheppard emerged from 
humble beginnings to become a leader 
in employee benefits consulting and 
communications. During his career 
he rapidly rose through the ranks of 
companies such as Manulife, William 
M. Mercer, and Johnson & Higgins. 
Later, Sheppard built and sold his own 
employee communications consulting 
firm, Sheppard Associates, which was 
sold to Omnicom in 1999. Currently 
the CEO of Sheppard Properties, 
LLC, he is also the author of The 
Dividends of Decency: How Values-
Based Leadership Will Help Business 
Flourish in Trump’s America [April 
2018]. 

created it—but in reaction to the availability and 
impact of graphic news reports. 

In April 2013, an eight-story garment factory in Dhaka, 
Bangladesh, collapsed, crushing 1,130 people in the 
rubble. Hundreds more were severely crippled, many 
losing arms and legs that had to be amputated on 
the spot to save their lives. All had worked 12-hour 
days and had been poorly paid. Workers in the section 
of the building that remained intact were ordered to 
ignore the screams of workers trapped under tons 
of stone and concrete and to remain at their job, 
producing inexpensive cotton clothing destined for 
North American retailers. The same workers had 
been frightened earlier by the constant shaking of the 
building and the deep visible cracks that appeared in the 
walls. Leaving their workstations, they had been warned, 
meant the loss of their jobs. To many, this meant no 
income for their families, and so they remained. 

When details of the disaster emerged, including the 
fact that the building had been illegally constructed 
using sub-standard materials, and that the wages 
earned by the workers varied between 24 and 33 cents 
per hour, the consumers who were the ultimate buyers 
of the clothing grew outraged. Manufacturing those 
$8 T-shirts, they realized, involved working conditions 
that affronted them. It took a horrific disaster to 
awaken them to the harsh reality behind their bargain 
purchases. 

When media reports detailed the horror of the 
disaster, and that the decision to choose suppliers 
working in those conditions had been based on saving 
a few pennies in cost per garment, boycotts ensued. 
In response, one of the companies whose low-priced 
clothing brand was produced in the factory divorced 
itself from the off shore supplier and introduced a 
new set of ethical standards. These demanded that 
suppliers guarantee minimum standards in pay and 
working conditions, hoping to avoid a repeat of such 

an event. The clothing brand’s sales began to recover 
and, within a year, were at or near the market share 
they had enjoyed earlier. 

Among the most remarkable side effects of the 
company’s decision to demand ethical standards of 
its suppliers was the financial impact of implementing 
those higher standards. In most cases, the increase 
in prices proved negligible, and the publicity of the 
parent company’s much-heralded ethics was worth 
millions. While the impact of the Bangladesh tragedy 
sadly remains measured in missing limbs and broken 
families, the negative effect on the garment brand’s 
image among its buyers has all but vanished, thanks 
to their attention to better business principles in the 
face of a crisis. 

Assessing good ethical standards, and how and 
where to apply them, may appear difficult. For most 
people, however, the simple solution is to assume a 
blanket policy—one that assumes everyone engaged 
in, or affected by, a business operation deserves to be 
treated in an equally ethically manner. 

We must heed the 2,000-year-old wisdom of Marcus 
Aurelius, who advised people to stop debating 
goodness and simply be good. The inference is that 
we all know how to do it. Here’s another thought from 
Aurelius to ponder. This one relates to maintaining 
standards and ethics when it comes to dealing with 
all stakeholders in a business: “That which is not good 
for the beehive cannot be good for the bees.” LE

Would you like to comment?

Ethical responsibility 
is owed to the 
individuals and 
groups most 
responsible for the 
company’s success.

http://web.hr.com/7hcy
http://www.donsheppard.com
http://www.nytimes.com/2013/05/23/world/asia/report-on-bangladesh-building-collapse-finds-widespread-blame.html
http://www.nytimes.com/2013/05/23/world/asia/report-on-bangladesh-building-collapse-finds-widespread-blame.html
https://web.hr.com/q5gv


Leadership Excellence presented by HR.com          FEB 2018           47 Submit Your Articles

Traditional titles in organizations offer little insight 
into what research says today’s workers and the 

incoming generation are seeking. A salary and good 
health care benefits are givens. But here is what else 
a 2016 Deloitte Millennial survey reported: Workers 
want purposeful work, the ability to blend work and 
life, and an opportunity for growth and advancement.  
My data also says they want a place where laughter 
and fun are not forbidden.

Furthermore, the term “leader” doesn’t just belong in a 
C-suite. Rather, a resilient organization that will attract 
and retain talent works diligently to make sure that a 
culture is created where everyone has a title. After all, 
engagement is a two-way street.  Just as a marriage 
doesn’t work if only one partner is doing the heavy 
lifting, so too in business. 

Go beyond the titles of CEO, COO, CIO and CTO. In fact, 
these titles only use three of the available vowels. 
Look what happens if an organization gives everyone 
a few other titles. 

The Alphabet Gives 
Clues For 

Tomorrow’s Leaders
How titles 
influence and give 
direction

By Eileen McDargh 
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The CAO is the Chief Accountability Officer. The 
questions that all would be asked to consider are these:  

 ● What are you holding yourself accountable for? 
 ● At the end of the day, what did you achieve? 
 ● What are you doing to develop your personal and 

professional skills? 
 ● How have you leveraged your network?
 ● Have you asked for feedback to assess your 

performance?  
 ● How are you integrating your work with your life 

and controlling what you can?
 ● How could you benefit from 360 feedback? Note 

that these questions also apply to the CEO, COO, 
CIO and CTO.

The CUO is the Chief Understanding Officer. The 
softest skills are also the hardest skills to master. 
Without understanding the needs and values of 
others, it is difficult to effectively communicate and 
solve challenges as well as look for opportunities 
— all hallmarks of a resilient organization. This is 
why I always start every management offsite with a 
segment that allows participants to understand each 
other better. Consider these questions:  

 ● How well do you understand the customer or 
client? What does he or she really need from you? 
What value can you add?

 ● How well do you understand your colleagues? 
Remember the platinum rule: Treat others as they 
wish to be treated - not as you wish to be treated.  

 ● Are you listening to yourself with understanding?  
What will help you feel a sense of purpose and 
pleasure? 

Without understanding which is a function of deep 
listening, it is hard to move forward. The book of 

Proverbs was right: Seek first to understand rather 
than to be understood.

Lastly, to varying degrees – even for the sternest is 
the CYO: Chief Yippee Officer. No one wants to work 
with or buy from people whose faces are carved in 
stone or people who can barely grunt a greeting much 
less smile with genuine delight. To be sure, some will 
grab this title with gusto, making themselves in charge 
of merriment, fun, and finding the humor that creates 
a spark for creativity. For others, a “yippee” might 
be couched in feeling the joy of accomplishment.  
When you laugh at “it”, you can live with it. If everyone 
held this title of CYO, there would be no room for 
the person who casts a black cloud over others, 
who complains constantly, who moans about every 
assignment. Some people develop eye strain just 
looking for trouble. A CYO does NOT seek trouble. 

Consider adopting these three additional vowels in the 
Romance languages: A, U, and Y when crafting and 
keeping a resilient organization. Best of all, there is 
no cost, no board approval, or statute of limitations. 
Begin today with accountability, understanding, and 
laughter. Tomorrow is too late. The future for leaders 
starts now. LE

© 2017, The Resiliency Group. 

The CUO is the Chief Understanding Officer. The 
softest skills are also the hardest skills to master. 

The Alphabet Gives Clues For Tomorrow’s Leaders

Resiliency expert, speaker, consultant 
and author Eileen McDargh has 
helped organizations and individuals 
transform the life of their business 
and the business of their life through 
conversations that matter and 
connections that count. 

Would you like to comment?

http://web.hr.com/7hcy
http://www.eileenmcdargh.com
https://web.hr.com/rylc
https://www.linkedin.com/in/eileenmcdargh/


HR.com always provide current and important subject matters in their webinars; with top notch and highly experienced speakers.
They are always an excellent learning experience. Thank you HR.com and keep up the good work!!

 Mercedes Chism

A perfect fit for your everyday HR journey. Our variety of webcast formats 
give you the opportunity to ask questions, hear stories and share your 
own expertise with an entire community of HR professionals. Staying 
connected, current and compliant is key in the evolving world of HR.

WEBCASTS & VIRTUAL EVENTS
HR CONTENT YOU CAN TRUST

Top industry experts deliver the latest news, trends, best practices and case studies
Cost-effective, HR accredited, 60 minute educational presentations
Easy and convenient - access from your home, office, or anywhere
Earn HRCI and SHRM credits towards your recertification
5 FREE Webcasts and 1 FREE Virtual Event per month with HR.com membership

Key benefits include:

email: webcasts@hr.com | phone: 1.877.472.6648

REGISTER FOR AN UPCOMING WEBCAST TODAY!
hr.com/hrwebcasts

Certification Communities Webcasts & Events ePubs JobStop Buyer’s Guide LEADStore Free Stuff

WEBCASTS

Webcasts

https://web.hr.com/o39bq
http://hr.com/


Leadership Excellence presented by HR.com          FEB 2018           50 Submit Your Articles

Strategy - Check. 
Execution - Needs 
Practice!

By Randy Sabourin

I had a wonderful conversation 
with several executives at 

a conference on Leadership 
Development recently. We 
discussed at length the frustration 
of delivering meaningful change 
in their organizations which 

Is practicing the missing 
ingredient to change?
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seemed to be a common 
challenge, from Diversity & 
Inclusion to Performance 
Management, to Learning & 
Development. Unfortunately, the 
executive leadership to whom 
they report believes that change 
initiatives are a simple formula: 
Conceive a perfect strategy 
then identify and overcome the 
right obstacles. We discussed 
how this is a misdirected, or at 
least incomplete premise, and 
that change is not always that 
simple. I’ve changed some of the 
details of our conversation to 
preserve anonymity.

“A lot of thought and consultant 
dollars were spent to create a 
new set of seventeen leadership 
competencies. Those seventeen 
competencies should be 
manifested through our four core 
values. This strategy will drive 

a culture change throughout 
our organization starting with 
our Leadership team. The 
competencies and values should 
be evident in the behavior of 
our people throughout the 
organization. Due to the lack of 
integration over the last two years, 
we have simplified the number of 
competencies to nine. The CEO 
believes that if our Leadership 
adapts and displays these values 
and competencies, it will effect 
the change in our organization we 
require to be successful.” 

This opening statement led to a 
robust discussion that explored 
the common challenges of 
bringing a strategy to fruition. 

Organizational change, Leadership 
Development, or any learning 
initiative, requires three very 
fundamental components in 

order to be successful. The first 
is strategy which has spawned 
a multi-billion-dollar consultancy 
industry. There is no end to 
resources to help any organization 
figure out where they are, what 
they are doing wrong, and what 
they should be doing to get where 
they want to be. 

An overwhelming amount of 
complexity gets built into the 
process disguised as value, due 
mostly to the amount of budget 
being allocated. It gives us a clue 
to why the above statement of a 
leadership-driven culture change 
failed and will continue to fail. It’s 
far too complex. Years of research 
shows that changing one or two 
behaviors is very difficult. 

The complexity of remembering 
thirty-six behaviors let alone 
applying them to real situations is 
doomed to failure. Complexity is 
not the only reason this initiative 
will continue to flounder. 

The second component of the 
initiative is knowledge transfer, 
which is often handed off to the 
HR or L&D organization as a 
training project. This step focuses 
on organizing the strategy into a 
format that can be communicated 
and taught. It manifests itself 
as awareness videos, speeches 
at conferences and town halls, 
workshops, and eLearning 
modules. This step is designed 
to let everyone know what the 
new vision is and what part each 
individual is expected to play in 
its realization. Most organizations 
invest heavily in this knowledge 
transfer step in the process. All 

Strategy - Check. Execution - Needs Practice!
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the effort and investment of the 
first two stages are usually and 
unfortunately wasted because 
more often than not, the process 
ends here and does not include 
the final step. 

As time passes, leadership 
wonders why they do not see the 
expected results of the change 
initiative, why new behaviors 
are not being witnessed. The 
fault, in their mind, is one of 
two things: The strategy was 
not good enough, or they didn’t 
communicate it successfully. The 
real fault is that they missed the 
third step, the skill development 
of strategy execution. The 
statistics on successful leadership 
development programs are not 
encouraging. I submit that neglecting 
this last step is the reason. 

According to LinkedIn’s 2017 
Workplace Learning Report, 
94% of CEOs are looking to 
their L&D teams to drive results, 
but only 8% are satisfied with 
the results.  The Wall Street 
Journal article titled “So Much 
Training, So Little to Show for It.” 
McKinsey Quarterly reports that 
U.S. companies spend $14 billion 
per year on programs to nurture 
their leaders while seeing little in 
return. The most egregious form 
of ill-fated leadership change is 
the CEO who becomes enamored 
with a new business book, and 
sends a copy to the whole team, 
and is then frustrated with the 
lack of change. 

The third component in change is 
skill development. Knowing and 
understanding is not skill. Why 

would learning new leadership 
behaviors be any different than 
learning to play golf, or write 
code, or draw? There are years of 
research that prove that knowing 
something does not mean being 
able to do it. The transition 
between knowing and doing is 
practice. Ask any professional 
artist, musician, or athlete how 
much they needed to practice, 
and likely how much they still 
practice, to master any of the 
skills they possess. For research 
and reference look to the work of 
Geoff Colvin (Talent is Overrated, 
2008), and Andres Ericsson (Peak, 
Secrets from the New Science 
of Expertise, 2016) to see how 
deliberate practice is the key to 
new skill development.

Applying deliberate practice as 
the skill development component 
in support of the change process 
is critical to the success of the 
initiative. At the moment, there 
is next to no investment made 
by organizations to develop 
deliberate practice solutions 
although the payoff seems 
self-evident. Applying deliberate 
practice to change initiatives 
comes with a simple truth. 

The most important things 
that happen in business are 
conversations. Conversations are 
hard to control and can be messy 
and unpredictable, which is why 
important business conversations 
should be practiced. The use of 
deliberate practice in this context 
would mean practicing four of five 
scenario-based conversations 
that are designed to incorporate 
the skills that reflect the targeted 
behavioral changes. Furthermore, 

having these practice 
conversations with a professional 
allows you to measure specific 
skills and receive feedback 
and coaching to enhance your 
abilities further; the design and 
feedback elements are what 
make the practice “deliberate” 
instead of aimless repetition.  
The objective is to be challenged, 
make mistakes, and fail without 
consequences in order to start to 
show true improvement. 

Adding deliberate practice as 
the third component can save 
the investment made in the first 
two steps of the process, but 
more importantly, you will see the 
change in your Leadership team 
that is critical to your success. 
Most of the professionals in the 
initial conversation were aware 
of deliberate practice, but none of 
them had developed or deployed  
a solution yet. All agreed that 
having the ability to practice 
critical change conversations 
would increase the likelihood of 
success. LE

Strategy - Check. Execution - Needs Practice!

Randy Sabourin is the Co-President 
of Practica Learning (formerly 
e-roleplay Inc) and Co-founder of 
Anderson Sabourin Consulting Inc 
(ASCI). He assists organizations to 
sustain learning and development 
investments using a combination 
of deliberate practice programs and 
business improvisation. 

Would you like to comment?
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1. Let Go of Your Past 
Not “the” past – your past. 
Understand that what has made 
your business successful so far 
will no longer continue to do so. 
If significant disruption hasn’t 
happened to your industry yet, just 
wait. It’s only a matter of time. 
Better yet, don’t wait – be the 
one who disrupts and watches 
everyone else play catchup.

T hese are heady times for business leaders. 
 

The economy is growing faster than in many years. Corporate tax 
rates are about to get slashed. New market opportunities are popping 
up everywhere.

Even so, opportunity always walks hand in hand with risk. And in today’s 
“change in the blink of an eye” markets, all it takes is one serious 
miscalculation to put a company so far behind that it spends years playing 
catch-up – or goes out of business altogether. 

Today’s market leaders increasingly tend to be those who take the biggest 
risks. The biggest winners strive to disrupt rather than mildly disturb or 
evolve their industries. When sudden upheavals in your market require 
new ways of thinking and working, the following strategies can put your 
organization in a position to win.

5 Leadership Strategies 
For Managing Risks

Balancing risk
and reward

By Holly G. Green
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2. Be Prepared to Bet the Farm 
I used to caution against this 
strategy except when it became 
an obvious matter of survival. 
In the past, the more prudent 
approach involved taking 
measured risks where the 
potential upsides outweighed 
the possible downsides should 
the initiative fail. These days, it 
could be a matter of survival, but 
often a hidden one. Your greatest 
competitive threat is likely to 
come from someone who knows 
very little about the way your 
sector ‘should’ operate, does 
operate or has operated. Taking 
big risks may be your only way 
to survive.

3. Take Risks Based on Data, 
Not Outdated Assumption 
Here’s where many business 
leaders get in trouble. They’re 
willing to take risks, but they do 
so based on long-held beliefs 
and assumptions rather than 
current hard data. If you’re not 
checking in with your customers 
on a regular basis, what they 
want and need can change 
before you know it. Look at other 
industries, data-based trends 
and sources outside your sector. 
At least once a quarter, gather 
your senior leadership team and 
ask, “What has changed about 
our customers and market(s) in 
the past three to six months, and 
how do we respond to it?” Never 
take a risk that’s not supported by 
verifiable data.

4. Hire New Perspectives 
Leaders who have enjoyed 
long-term success with “the 
way we’ve always done it” often 
find it hard, if not impossible, to 
embrace new ways of thinking 
about the business. Bringing in 
talented people from outside 
your industry, who aren’t locked 
into your prevailing attitudes and 
assumptions, can provide a real 
jumpstart to the change initiative. 
Make sure you listen to them.

5. Get Very Clear on What 
Winning Will Look Like 
When launching an initiative 
of this magnitude, employees 
need clear, firm direction more 
than ever. Explain what needs 
to change and why. Create a 
picture of the organization’s new 
destination and what it will take to 
get there. Highlight the benefits to 
everyone when your organization 
wins. Constantly communicate 
these strategic messages until 
you think you’re doing it too much. 
Then communicate some more.

These days, effective leaders 
must adapt to circumstances their 
forbearers rarely encountered. 
Too much data rather than not 
enough. A relentless rate of 
change. The need to obsolete 
your own products before the 
competition does. Competitors 
who can come from outside your 
industry, anywhere around the 
globe. And of course, higher levels 
of risk. LE

5 Leadership Strategies For Managing Risks

Holly G. Green is the CEO of THE 
HUMAN FACTOR, Inc., and helps 
companies achieve excellence by 
creating clarity on what winning looks 
like and determining how to get there. 
An experienced business leader, 
behavioral scientist, and keynote 
speaker, Holly has a rare combination 
of extensive academic training and 
in-the-trenches experience working 
in and leading organizations. She 
was previously President of The Ken 
Blanchard Company and a biotech 
start up. Her newest book, Using Your 
Brain to Win, provides tools and tips 
to thrive in today’s hyper paced world.

The biggest 
winners 
strive to 
disrupt 
rather than 
mildly 
disturb or 
evolve their 
industries. 

Would you like to comment?

http://web.hr.com/7hcy
http://www.TheHumanFactor.biz
https://web.hr.com/a7x7
https://www.linkedin.com/in/hollygreen/
https://twitter.com/HollyGGreen
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Certificate Program With Emphasis on HR - Top 10

Certificate Program with Emphasis on Leadership / Organizational Development - Top 10

1 UCLA Extension Human Resources Management Certificate

2 University of North Georgia 2017Human Resources Management Certificate Program

3 Dickinson State University Human Resource Management Certificate

4 Eastern Michigan University Graduate Certificate in Human Resources Management

5 University of Phoenix Graduate Human Resource Management Certificate

6 New York Institute Of Technology Human Resource Management Certificate

7 Royal Roads University Graduate Certificate in Strategic Human Resources Management

8 The University Of Alabama Certificate in Human Resource Management

9 Southern New Hampshire University Human Resource Management Certificate

10 University of Washington Certificate in Human Resource Management

1 Seton Hall University Leadership Development Honors Program, The Gerald P. Buccino ‘63 
Center for Leadership Development

2 Rider University Leadership Development Program

3 Montclair State University The Center for Leadership Development

4 Kent State University Institute for Excellence

5 University of North Georgia 2017 Leadership & Supervision Master Certificate

6 Institute of Organization Development Leadership Development Certification Program (LDCP)

7 Utah Valley University The LEAD Program

8 Eastern Michigan University Graduate Certificate in Organizational Development

9 East Carolina University Leadership and Professional Development Program

10 Dalhousie University Leadership Development Certificate Program
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Custom Content Programming with Emphasis on HR - Top 10

Custom Content Programming with Emphasis on Leadership / Organizational  
Development - Top 10

1 Baldrige Performance Excellence Program Baldrige Performance Excellence Program

2 University of Phoenix Graduate Human Resource Management Certificate

3 Michigan State University HR Executive Education

4 McGill University Continuing Education - Certificate in Human Resources Management

5 University of California Berkeley Innovative HR Leadership for Aspiring CHROs

6 Ryerson University Certificate in Human Resources Management

7 Tennessee Tech University Instructional Leadership

8 University Of Calgary Continuing Education - Human Resource Management Certificate

9 University Of South Carolina Higher Education Leadership, Certificate

10 Holland College Human Resource Management Program

1 Florida International University Center for 
Leadership Educational Leadership Development Program

2 Northwest Arkansas Community College Leadership NWACC

3 Utah Valley University The LEAD Program

4 Baldrige Performance Excellence Program Baldrige Performance Excellence Program

5 Telfer Centre for Executive Leadership 
University of Ottawa Justice Canada Executive Leadership Program

6 University Of Iowa Executive Leadership Development

7 Tennessee Tech University Instructional Leadership

8 University of South Carolina    Higher Education Leadership Certificate

9 College of the Canyons LEAP 1 and LEAP 2

10 University of British Columbia Managing@UBC
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Degree Program with Emphasis on HR - Top 15

Degree Program with Emphasis on Leadership Development / Organizational 
Development - Top 10

1 Florida International University Landon Undergraduate School: BBA, Human Resource Management

2 Saint Joseph's University Bachelor of Science in Managing Human Capital

3 University of Wisconsin, Whitewater Bachelor of Business Administration with Human Resource 
Management Major

4 Ashford University Bachelor of Arts in Human Resources Management (BAHRM)

5 Dickinson State University BS in Human Resource Management

6 University of Arkansas-Little Rock HR Management

7 Saint Francis University Master of Human Resource Management

8 Marygrove College Master of Arts in Human Resource Management

9 Brigham Young University Human Resource Management Major

10 Clemson University B.S. in Management

11 Madison Area Technical College Human Resource Management

12 University Of Phoenix Bachelor of Science in Business with a Concentration in Human 
Resource Management

13 Rowan University Bachelor of Science in Human Resources Management

14 Camosun College BBA, Human Resource Management

15 Northern Kentucky University BS in Human Resource Management

1 Saint Joseph's University Leadership, Ethics, & Organizational Sustainability

2 North Carolina State University Community College Education - Executive Leadership Doctorate

3 Dickinson State University Bachelor of Business Administration with Major in Administration

4 University Of Denver MS in Leadership and Organizations

5 Carroll University Bachelor of Science in Management & Leadership
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Degree Program with Emphasis on Leadership Development / Organizational 
Development - Top 10

Diploma Program with Emphasis on HR - Top 10

1 Eastern Michigan University BBA-HR Eastern Michigan University

2 British Columbia Institute Of Technology Human Resource Management Diploma Program

3 Camosun College Human Resource Management Diploma

4 Durham College Human Resources Business Administration Diploma

5 Georgia Piedmont Technical College Human Resource Management Diploma Program

6 Northern Alberta Institute Of Technology Business Administration - Human Resource Management Diploma

7 Nova Southeastern University M.B.A. In Human Resource Management

8 University Of Winnipeg Human Resource Management Diploma

9 Western Iowa Tech Community College Human Resource Management Associate of Applied Science Degree

10 Concordia University Diploma in Human Resource Management

6 Miami University Human Capital Management & Leadership

7 University Of Bridgeport Degree in Organizational Leadership & Change

8 University Of Delaware Bachelor of Science in Organizational & Community Leadership

9 University Of Memphis Degree In Leadership Policy Studies

10 Vanderbilt University HOD Undergraduate Major
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Diploma Program with Emphasis on Leadership / Organizational Development - Top 10

1 University Of Denver Bachelor of Arts in Leadership and Organization studies

2 Brighton School of Business & Management CMI Level 7 Diploma in Strategic Management and Leadership (QCF)

3 Capilano University Capilano University's Community Leadership and Social Change 
Diploma

4 Open Colleges Diploma of Leadership and Management

5 Royal Roads University Graduate Diploma in Educational Leadership and Management

6 Athabasca University Diploma in Leadership and Management

7 University of California Berkeley Management and Leadership Program

8 York University Advanced Management Graduate Diploma

9 St. Francis Xavier University Diploma in Leadership Development

10 Ottawa University Graduate Diploma in Leadership and Management

Master’s Program with Emphasis on HR - Top 15

1 Florida International University Chapman Graduate School of Business: Master of Science in Human 
Resource Management

2 Saint Joseph's University Master of Science in Strategic Human Resource Management

3 Clayton State University's College of Business MBA in Human Resource Leadership

4 Pepperdine University Master of Science in Human Resources

5 North Carolina State University Master's of Education in Training and Development

6 New England College of Business Master of Human Resources Management

7 La Salle University Master of Science in Human Capital Development

8 Long Island University Masters in Human Resources

9 Marygrove College Master of Arts in Human Resource Management



2018 LEAD AWARD WINNERS

For more information email sales@hr.com | www.LEAD2018.com 61

1 Rollins College, Crummer Graduate School of 
Business Center For Leadership Development

2 Eastern Michigan University Masters of Science in Human Resources and Organizational 
Development

3 Edgewood College Master of Science in Organization Development

4 Georgetown University Executive Master's in Leadership

5 Arizona State University Master of Nonprofit Leadership and Management

6 Colorado State University Master of Arts Leadership and Administration (M.A.L.A.)

7 Lewis University Online Master of Arts in Organizational Leadership

8 Schulich School of Business Master of Management Program

9 University Of Illinois Master of Education (M. Ed.) in Education Policy, Organization and 
Leadership

10 Saint Louis University Masters in Management and Organizational Leadership

Master’s Program with Emphasis on HR - Top 15

Master’s Program with Emphasis on Leadership / Organizational Development - Top 10

10 University Of Denver MS In Strategic Human Resources

11 University of Phoenix - Online MBA with a concentration in Human Resource Management (Certificate 
Track)

12 Ashford University Master of Human Resource Management (MHRM)

13 Brigham Young University MBA--Strategic Human Resources Major

14 Walden University MS in Human Resource Management

15 Ohio State University Master of Human Resource Management
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Open Enrollment - Continuing Education Program with Emphasis on HR - Top 10

Open Enrollment - Continuing Education Program with Emphasis on Leadership /  
Organizational Development - Top 10

1 Eastern Michigan University EMU SHRM Learning System Certification Prep Class

2 Tarrant County College SHRM-CP/SHRM-SCP Certification Prep.

3 The University of British Columbia Managing@UBC

4 University of Phoenix SHRM-CP/SCP Certification Prep Course

5 Black Hawk College Human Resource Certification Preparation Program

6 University of Toronto Rotman's Strategic Human Resource Management Program

7 The University of Akron SHRM Essentials in Human Resources

8 University Of Michigan Ross School of Business: Advanced Human Resource Executive 
Program

9 Cleveland State University HRCI Prep Course

10 Humber College Continuing Education HR Management

1 Florida International University Center for 
Leadership Executive Leadership Development Program

2 Tarrant County College Tarrant County College Management & Leadership Series

3 University of North Georgia Leadership & Supervision Master Certificate

4 Carnegie Mellon University Leadership and Negotiation Academy for Women

5 Stanford Graduate School of Business Executive Program in Leadership: The Effective Use of Power

6 The Wharton School of the University of 
Pennsylvania The Leadership Edge: Strategies for the New Leader

7 Vanderbilt University Executive Leadership

8 The University of Chicago Booth Leading Organizational Change

9 Stanford Continuing Studies Leadership by Design

10 Harvard University Influence and Persuasion in Leadership
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PhD Program with Emphasis on HR - Top 10

PhD Program with Emphasis on Leadership / Organizational Development - Top 10

1 Cornell University PhD Program in Human Resources

2 Northcentral University PhD Business Administration in Human Resource Management

3 University of Toronto PhD Program in Organizational Behaviour and Human Resource 
Management

4 Rutgers, The State University of New Jersey PhD Industrial Relations and Human Resources

5 Sauder School of Business PhD Program in Organizational Behaviour and Human Resources 
(OBHR)

6 University Of Alberta PhD in Human Resource Management

7 University Of Maryland PhD in Human Resource Management

8 Walden University PhD in Human Resource Management

9 University Of Washington PhD Business Administration in Management

10 Wisconsin University PhD in Human Resource Management

1 Benedictine University Ph.D./D.B.A. Program in Values-Driven Leadership

2 Pepperdine University Doctorate Program in Organizational Leadership

3 Alliant International University PhD Leadership

4 Brandman University Doctor of Education in Organizational Leadership

5 Cardinal Stritch University PhD in Leadership for the Advancement of Learning and Services

6 Bethel University Doctor of Education in Leadership

7 Fielding Graduate University PhD in Organizational Development and Change

8 Fordham University Urban Leadership (Doctoral Program)

9 The Chicago School Of Professional 
Psychology Ph.D. in Organizational Leadership

10 Northcentral University PhD in Organizaational Leadership
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Best Corporate University - Top 15

1 G4S North America G4S North America Training Institute (NATI) Corporate University & 
G4Su

2 iQor iQor University

3 Sitel in Collaboration with Learning Tribes My Academy - Sitel University

4 PVH Corp. PVH University

5 Monarch Beverage, Inc. in Collaboration with 
BizLibrary Monarch University

6 McGriff, Seibels & Williams, Inc. McGriff University

7 Children's Home Association of Illinois CHAIL University

8 Northwest Georgia Public Health STEP Leadership: Supervisor Training and Education Program

9 Jive Communications, Inc. Jive University

10 Aptargroup, Inc. Aptar Corporate University

11 QS/1 Data Systems in Collaboration with 
BizLibrary QU (QS/1 University)

12 ENMAX Corporation Learning Centre Certificate Program

13 Panda Restaurant Group, Inc. University of Panda

14 First Bank Nigeria Limited Leadership Pathway Programme (LPP)

15 MarksNelson, LLC. in Collaboration with 
BizLibrary MarksNelson University

Best Customer Service Leadership Training Program - Top 10

1 Synchrony Financial Business Leadership Program

2 Regional Steel Products, Inc. Quality Control Program

3 Acticall-Sitel group in Collaboration with 
Learning Tribes CX101 - Customer experience MOOC

4 Rogers Communications, Inc. in Collaboration 
with Axonify Customer Service Leadership Training

5 Colorado Springs Utilities Creating CEOs (Customer Experience Owners)

6 AJ Management in Collaboration with Smart 
Games Club "Know How-Show How!' - Business Game-Training
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Best Executive Coaching Program - Top 15

1 Nationwide Mutual Insurance Company Executive Coaching

2 Fidelity National Title Group FNTG Elite Sales and Escrow Coaching

3 PVH Corp. PVH Executive Coaching Program

4 Toromont CAT Toromont CAT Management Trainee Program

5 ADP, LLC. Multicultural Leadership Development

6 Mood Media Corporation Mood Lunchtime Learning: Express MBA Program

7 iQor PeaQ Performance Coaching (PPQ)

8 Life's WORC Senior Leadership Team

9 Stepan Company in Collaboration with Valarie 
Willis Consulting Emerging Leaders Program

10 Rogers Communications, Inc. The Manager Program

11 Asurion, LLC. Masters

12 NALEO Educational Fund in Collaboration 
with Tiana Sanchez International, LLC. Milestones: Executive Coaching for Leaders

13 Colorado Springs Utilities Leader Connections: Executive Leader Enhancement

14 ENMAX Corporation in Collaboration with 
Breakthrough Consulting Leadership Foundations Program

15 Havas Worldwide Havas Lofts

Best Customer Service Leadership Training Program - Top 10

7 Wetzel's Pretzels, LLC. in Collaboration with 
The Write People Design Company Twisted Training for Franchisees

8 National Drug Screening, Inc. NDS Training

9 Choptank Transport, Inc. Choptank Transport Training & Development Success Plan

10 Academy of General Dentistry The Academy@theAcademy
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Best Experience / Senior Leader - Top 15

1 Zenefits ZeneCoach Leadership Development Program

2 G4S North America G4S North America Regional Leadership Program (RLP)

3 CSAA Insurance Group, a AAA Insurer Leadership Institute - Leaders Development Program

4 Ceridian HCM Sales Master Classes for Sales Leaders

5 Micron Technology Micron Leadership in Action

6 Gables Residential Services, Inc. Gables Leadership Institute

7 Aetna, Inc. in Collaboration with Acumen 
Learning Commercial Acumen

8 LifeWorks Leading in an Experience Economy

9 St. Lucie County Board of County 
Commissioners IGNITE Leadership Program

10 Nationwide Mutual Insurance Company Executive Coaching

11 Dentons Global Leadership Development Program

12 Sage Hospitality Resources Talk Talent

13 Sanofi Bangladesh Limited Prometheus

14 Hunt, Guillot & Associates, LLC. (HGA) in 
Collaboration with BizLibrary HGA Lead

15 Opportunity Partners, Inc. Leadership Development Day

Best First Time Manager - Top 20

1 Cisco Systems, Inc. Cisco HR Leadership Program

2 Watco Companies, LLC. in Collaboration with 
BizLibrary Watco U 101

3 Toromont CAT Toromont CAT Management Trainee Program

4 Synchrony Financial Business Leadership Program

5 Verizon in Collaboration with Acumen 
Learning Building Business Acumen®
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Best Global / International Program - Top 20

Best First Time Manager - Top 20

6 Gables Residential Services, Inc. LEADER

7 Godiva Chocolatier, Inc. Godiva Essentials Program for Chocolatiers and Boutique Managers

8 Kotak Life Insurance, Ltd. Tied Agency-Center of Excellence (COE)

9 Personnel Board Of Jefferson County Leading People Certificate Program

10 Mood Media Corporation Mood: LEAD - Learn.Evolve.Advance.Develop

11 Teel Plastics, Inc. in Collaboration with 
BizLibrary Teel Leadership Development

12 Universal Service Administrative Company 
(USAC) First Time Manager Training

13 Lake Tahoe Resort Hotel My Tahoe Leadership Development Program

14 Medtronic Leadership Excellence

15 TSYS New Leader Program

16 NB Power Management Development Program

17 The CCS Companies LEAD (Leadership Exploration and Development)

18 Cedars Sinai Medical Center Emerging Leaders

19 Jobs2careers Management Training

20 Loeb Consulting Group, LLC. The Management Development Program for Legal Managers

1 Dell, Inc. Marketing Rotation Program (MRP)

2 IBM Corporation HR Leadership Development Program (HRLDP)

3 CA Technologies The CA Leadership Development Program

4 Acumen Learning Building Business Acumen®

5 PVH Corp. PVH Global Leadership Program

6 Relief International Local Leadership Development Program
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Best Global / International Program - Top 20

7 iQor iQor's Lean Portal

8 NatureSweet Tomatoes, Ltd. Unleashing the Power of People (U PoP) Program

9 Dentons Global Leadership Development Program

10 Webster University Webster University Global Leadership Academy

11 Medtronic Leadership Excellence

12 Relief International RI Academy

13 Aptargroup, Inc. CASA - Executive Leadership Journey

14 Capgemini U.S. LLC. OWL - Outstanding Women in Leadership

15 Brown-Forman Corporation People Leader Program

16 Sanofi in Collaboration with DDI Management Essentials

17
Mountain America Credit Union in 
Collaboration with Becoming Your Best 
Global Leadership

The Becoming Your Best Leadership Program

18 Sabre, Inc. Leadership Evolution

19 Magic Memories Group (UK), Ltd. People Maker Program

20 MasterCard International, Inc. Prepaid Global Leadership Program

Best Mentoring Program - Top 20

1 Fidelity National Title Group FNTG Elite Sales and Escrow Coaching

2 Cigna Corporation Technology Early Career Development Program (TECDP)

3 Ceridian HCM Developing Leaders Program

4 Acticall-Sitel group in Collaboration with 
Learning Tribes CX101 - Customer experience MOOC

5 Gallagher Benefits, Inc. Growing Gallagher Greats - G3

6 BAYADA Home Health Care Mentoring and Partnership Program (MaPP)

7 United Technologies Corporation Operations Leadership Program

8 Northwest Arkansas Community College Leadership NWACC Program

9 ADP, LLC. Multicultural Leadership Development
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Best Mentoring Program - Top 20

10 Dimension Data Americas Mentoring Program

11 Blue Cross Blue Shield of Tennessee My BluePath

12 Stepan Company in Collaboration with Valarie 
Willis Consulting Emerging Leaders Program

13 West Corporation Mentor Training

14 Colorado Springs Utilities Leader Connections: Emerging Leader

15 Emory University Mentor Emory

16 St. Lucie County Board of County 
Commissioners SPARK Mentoring

17 Ingalls Shipbuilding LegacyBuilders Suite of Mentoring Programs

18 Conductix-Wampfler in Collaboration with 
BizLibrary Mentoring Matters

19 Capgemini US OWL - Outstanding Women in Leadership

20 GL Group, Inc. GL group Mentoring Program

Best Sales Leadership Program (non-store/restaurant) - Top 10

1 Ceridian HCM Sales Master Classes for Sales Leaders

2 PwC Canada The Enhanced Pursuit Program - Creating Future Growth Leaders

3 National Drug Screening, Inc NDS Training

4 Kotak Life Insurance, Ltd. APC Center of Excellence

5 Sitel-Toys”R”Us in Collaboration with 
Learning Tribes Toys”R”Us Sales Manager Training

6 Moen, Inc. Building Essential Skills for Tomorrow (BEST)

7 Schlumberger, Ltd. in Collaboration with 
Acumen Learning Building Business Acumen®

8 Sanofi Bangladesh Limited Litmas

9 Coca-Cola Amatil SEDP (Sales Entreprenuer Development Program

10 The E.W. Scripps Company The Year of the DSM
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Best Social Collaboration and Knowledge Sharing - Top 15

1 PwC Canada Women in Leadership Program

2 Sanford Health Sanford Leading the Way

3 Webster University Webster University Global Leadership Academy

4 Moen, Inc. LEAD - Leadership Experiences for Accelerated Development

5 Deltek, Inc. LEAP - Leadership Engagement with Awesome People

6 Northwest Arkansas Community College STEP-Up

7 Azimuth Corporation Executive Leadership Development

8 Children's Home Association of Illinois CHAIL University

9 Efes Kazakhstan JSC FE EFES CAMPUS

10 Sage Hospitality Resources Talk Talent

11 Children's Hospital Colorado Team Leader Orientation

12 NB Power Change Leadership Program

13 Conductix-Wampfler Foundations for Leadership & Management

14 Daishowa-Marubeni Int. Ltd., Peace River 
Pulp Division The Broken Journey

15 Itv Network Social Collaboration

Best Store / Restaurant Management Program - Top 10

1 Godiva Chocolatier, Inc. Godiva Essentials Program for Chocolatiers and Boutique Managers

2 Wetzel's Pretzels, LLC. in Collaboration with 
The Write People Design Company Twisted Training for Franchisees

3 Iron Hill Brewery & Restaurant Talent Development Learning Path
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Best Store / Restaurant Management Program - Top 10

Best Third-Party Channel Partner / Customer Training Program - Top 10

1 Kotak Life Insurance, Ltd. TOGETHER

2 NAPA in Collaboration with Acumen Learning Building Business Acumen®

3 Crestcom International, LLC. Bullet Proof Manager

4 Choptank Transport, Inc. Choptank Transport Training & Development Success Plan

5 Saint Leo University Leadership Saint Leo

6 KeenAlignment 21st Century Leadership Program

7 Hindustan Petroleum Corporation Limited SADA AAP KE LIYE (SAKL)

8 HR Partner Leadership 21

9 Grovo Grovo Library

10 Maxwell Foundation Vocational Rehabilitation

4 Panda Restaurant Group, Inc. University of Panda

5 Verizon in Collaboration with Acumen 
Learning Building Business Acumen®

6 Express Stores LLC Uncarrier Experience Ready

7 Great Clips Great Clips Online Learning Center

8 TJX Companies Merchandising Development Program

9 Massage Envy 4 Disciplines of Execution

10 Bloomingdale's Executive Development Program
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Best Train the Trainer Program - Top 10

1 Zenefits ZeneCoach Leadership Development Program

2 iQor iQor Trainer Certificate Program

3 NatureSweet Tomatoes, Ltd. Big Bang Innovation Fair

4 Kotak Life Insurance, Ltd. Trainers Competency Enhancement Program

5 NGA Human Resources Certified Training Partner Program

6 Serco, Inc. CMS Returned Calls Management Training Program

7 RK Stratman in Collaboration with BizLibrary RK Stratman Train the Trainer

8 Archdiocese of Chicago in Collaboration with 
My Catholic Faith Delivered FormedCatholicOnline.com

9 U.S. Border Patrol Tucson Sector Leadership Development Program

10 Jobs2careers Management Training

Best Use of a Learning Management System - Top 10

1 Dimension Data Dimension Data University

2 Axonify, Inc. Axonify Learning Management System

3
Mountain America Credit Union in 
Collaboration with Becoming Your Best 
Global Leadership

The Becoming Your Best Leadership Program

4 Saint Leo University Leadership Saint Leo

5 Relief International RI Academy

6 Mood Media Corporation LEAD: Continuous Learning

7 NatureSweet Tomatoes, Ltd. Powerful Brand Immersion

8 Sitel in Collaboration with Learning Tribes My Academy - Sitel University

9 Epworth HealthCare in Collaboration with D2L 
Learning Epworth eLearning program

10 Azimuth Corporation Executive Leadership Development
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Best Use of Classroom and Traditional Training - Top 15

1 Cigna Corporation Technology Early Career Development Program (TECDP)

2 Kotak Life Insurance, Ltd. Converting Opportunities into Results through Excellence (CORE)

3 PVH Corp. PVH Leaders as Teachers Series Featuring Leaders Who Lunch and 
PVH Women Who Lead

4 Biltmore Hotel Fearless

5 Gables Residential Services, Inc. LEADER

6 Mood Media Corporation Mood: LEAD - Learn.Evolve.Advance.Develop

7 City Of Lynchburg Government on the GO!

8 New York Life Insurance Company Having Meaningful Career Conversations

9 Universal Service Administrative Company 
(USAC) First Time Manager Training

10 Academy of General Dentistry The Academy@theAcademy

11 Roche-Genentech in Collaboration with 
Acumen Learning Building Business Acumen®

12 Efes Kazakhstan JSC FE ELP2020 (Efes Leadership Pathway)

13 GL Group, Inc. LuckyU

14 Spire, Inc. Leading Spire Series

15 Blue Cross Blue Shield of Tennessee My BluePath

Best Use of Mobile Technology - Top 10

1 Cisco Systems, Inc. Cisco HR Leadership Program

2 Godiva Chocolatier, Inc. Godiva Global Chocolate Mastery Program

3 Dimension Data Dimension Data University

4 Waters Corporation in Collaboration with DDI The Challenge

5 Archdiocese of Cincinnati in Collaboration 
with My Catholic Faith Delivered Vocare
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Best Use of Mobile Technology - Top 10

Best Use of Team Building - Top 15

6 Praxair, Inc. (MAP) Managers Accelerating Performance

7 St. Baldrick's Foundation in Collaboration with 
Tiana Sanchez International, LLC The Boss Blueprint

8 Pella Windows and Doors in Collaboration with 
CD2 Learning Pella Sales University

9 Laureate Education Laureate Leadership Excellence Academy (LLEA)

10 JDA Software Group Mobile Manager Connect

1 Regional Steel Products, Inc. Quality Control Program

2 Sanford Health Sanford Leading the Way

3 FitCurves Latvia in Collaboration with Smart 
Games Club Team Building - Cooperation

Best Use of Simulations - Top 10

1 CSAA Insurance Group, a AAA Insurer Leadership Institute - Leaders Development Program

2 CA Technologies The CA Leadership Development Program

3 Sitel-ToysRUs ToysR-Us Sales manager training

4 Sabre, Inc. Business Dynamics

5 Micron Technology Micron Leadership in Action

6 Efes Kazakhstan JSC FE Beer Business Simulation

7 Excella Consulting in Collaboration with FMP 
Consulting Excella Leadership Development Program (ELDP) Level II

8 Daishowa-Marubeni Int. Ltd., Peace River 
Pulp Division The Broken Journey

9 Laureate Education Laureate Leadership Excellence Academy (LLEA)

10 American Paint Horse Association in 
Collaboration with CD2 Learning Horse IQ
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Best Use of Team Building - Top 15

Innovation in Deployment of Leadership - Top 25

4 Humana, Inc. The Development Acceleration Program (DAP)

5 GL Group, Inc. GL Group Leadership Program

6 St. Lucie County Board of County 
Commissioners IGNITE Leadership Program

7 Brookfield Residential Properties, Inc. Leader Empowerment and Development (LEAD)

8 NB Power Change Leadership Program

9 NatureSweet Tomatoes, Ltd. U PoP (Unleashing the Power of People) Sessions

10 Spire, Inc. Leading Spire Series

11 Colorado Springs Utilities CSU Team Building

12 Inktel Contact Center Solutions in 
Collaboration with Buenavista Digital Partners Inktel Team Building

13 iQor The SQholar Program

14 ENMAX Corporation Leadership Ambassador Program

15 Medinah Country Club in Collaboration with 
HR Boost Accountable Culture Management

1 Nationwide Mutual Insurance Company INSIGHT Women Alumni

2 PVH Corp. Leadership Foundations Certificate Program

3 Gallagher Benefits, Inc. Growing Gallagher Greats - G3

4 Humana, Inc. Development Acceleration Program (DAP)

5 Paycom Software, Inc. LEAD Program

6 Biltmore Hotel Fearless

7 Verizon in Collaboration with Acumen 
Learning Business Acumen Essentials®

8 iQor iQorian Values 
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9 LifeWorks Leading in an Experience Economy

10 Gables Residential Services, Inc. Gables Leadership Institute

11 Indian Oil Corporation Limited Project Saksham

12 Emory University Aspiring Leaders at Emory

13 Bridgestone Americas, Inc. in Collaboration 
with Franklin Covey "BeBridgestone" Foundations - Speed of Trust

14 Deltek, Inc. LEAP - Leadership Engagement with Awesome People

15 Erie Insurance ERIE Leader Recharge

16 Jefferson Health Kennedy Leadership Development Program

17 Colorado Springs Utilities Leader Connections: Leader Essentials

18 Iron Hill Brewery & Restaurant Talent Development Learning Path

19 State of Tennessee Department of Human 
Resources LEAD Tennessee

20 Jive Communications, Inc. Jive University

21 PVH Corp. Leadership Academy Program Portals

22 Hindustan Petroleum Corporation Limited DAKSH

23 TSYS New Leader Program

24 The CCS Companies LEAD (Leadership Exploration and Development)

25 Brown-Forman People Leader Program

Innovation in Deployment of Leadership - Top 25

Top Leadership Partner - Top 25

1 The Secretan Center Inc. Higher Ground Leadership® Pathfinder Certification

2 VitalSmarts Crucial Conversations Training

3 Franklin Covey Get Better: Proven Practices to Build Effective Relationships at Work
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Top Leadership Partner - Top 25

4 Verus Global Verus Global Inc.

5 Align4Profit, Inc. CoachQuest

6 LeaderSource SGA Healthy Leader Development; Building Healthy Leaders

7 NCMS - North Carolina Medical Society Leadership College

8 Leadership Management International, Inc. The Total Leader

9 Acumen Learning Building Business Acumen

10 Crestcom Bullet Proof Manager

11 Valarie Willis Consulting The Leadership Challenge

12 Ansrsource Applied Critical Thinking InstituteTM (ACTI)

13 Integral Leadership & Coaching WAVE

14 Symphonia of South Africa Partners for Possibility

15 Insite Strategist Insite Strategist Leadership Deep Dive

16 Exude, Inc. True Colors of Communication

17 FlashPoint Leadership Consulting The Leadership Challenge® - Leading Global Provider

18 Student Shelter In Computers Entrepreneurship & Cyber Security

19 Experience to Lead The Apollo Leadership Experience

20 George Washington's Mount Vernon The George Washington Leadership Institute

21 The L Group Executive Navigation

22 Sterling Talent Solutions The Leader's Path

23 Breakthrough Consulting Breakthrough Consulting- Leadership Foundations Program

24 TalentC - People Services, Inc. International Certification for Mentoring

25 Charisma TDC Middle Management
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Top Corporate Leader (Over 35) - Top 25

1 Lisa Sterling Executive Vice President, Chief People and Culture Officer, Ceridian 
HCM

2 Carmen Murrell Randall Vice President, Training and Development, G4S Secure Solutions USA

3 Parimal Rathod Senior Vice President and Head - L&D and Business Impact Group, 
Kotak Life Insurance, Ltd.

4 Louis Carter Founder & CEO, Best Practice Institute

5 Patricia Holliday Vice President of Human Resources, Child & Family Services

6 Billy Lucente-Baker System Director HR Talent Acquisition Admin, Premier Health

7 Lance Secretan President and CEO, The Secretan Center, Inc.

8 Quinn Leoni, Ph.D. Director, Organizational Development, Talent Management 
Development, Cox Communications

9 Lajune Davis Wiley Head of Human Resources, Academy of General Dentistry

10 Girish Ganesan VP, Enterprise HR Solutions and Enablement, TD Bank Group

11 Chad Hall General Manager, Regional Steel Products, Inc.

12 Lisa Williams SR VP of HR and Operations, PBD Worldwide

13 Kevin Saunders Senior Human Resources Officer, Arrowhead Regional Medical Center

14 Ken Michaud Vice President, Pioneering Evolution, LLC.

15 Liz Davidson CEO, Finanical Finesse, Financial Finesse

16 Magdi Elborki Mentoring and Coaching Program for the Projects Department New 
Staff, Arabian Gulf Oil Company

17 Glen Koster Group Transformation Manager, Idawala Industrial Holdings, Ltd.

18 Amber Armstrong Communications and Public Relations Superintendent, 
Daishowa-Marubeni International Ltd., Peace River Pulp Division

19 David Charles Mcgregor Senior Trainer, Charisma TDC

20 Dr. Marvin Hanna Sr. Partner, Leading Point Management Advisory Services

21 Oly Keshi-Sanni Head, Organizational Development Advisor, JODAN Integrated Services
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Top Corporate Leader (Over 35) - Top 25

Top Future Leader (35 & Under) - Top 10

1 Jenny Loney Director Human Resources, Blackhawk Specialty Tools, LLC.

2 Venkataramana Reddy HR Manager, The Corinthians Resort & Club

3 James Knapp Executive Director of Strategic Partnerships, Florida International 
University

4 Holly Gruhlke Chair, School of Business and Entrepreneurship, Dickinson State 
University

5 Abbas Shahid Baqir Managing Director, Student Shelter In Computers

6 Ranjita Chilkuri Head HR and People Operations, Systel Technology Services Pvt 
Limited

7 Andrew Tsuro Division Director, Toastmasters

8 Jodyann Prendergast Program Manager, White Rose Home Healthcare Agency, LLC

9 Dr. Alvin Mena Cantero Doctor in Nursing Practice/ CEO, Alvin Clinica Familiar, Inc.

10 Arjun Bhogal Director, Institute of Broking

22 Che Prince Elearning Developer / Owner, Che Prince Learning Solutions

23 Dale Oleschko National Director, Human Resources, The Brick. Ltd.

24 Dan Oakland Owner, Human Resource Consultant, Alternative HRD

25 Joe Reilly President, National Drug Screening, Inc.
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