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Also included are exclusive 
interviews with top winners 
of LEAD 2018 Awards. The 
winners share details of their 
award winning programs and 
plans ahead.

This is just a sneak peek into 
what we have in this edition of 
Leadership Excellence. We hope 
you enjoy reading all articles.

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

Happy Reading!

Think leadership is an easy 
business? Think again! It takes 

courage and a strong willpower 
to be a successful leader. When 
it comes to leadership, people 
are always curious about what 
to do, what not to do and how to 
do things. However, there is no 
perfect answer to that. There are 
hundreds of leadership models 
and all you can do is to go with 
one or find out one.

Jeffrey W. Foley’s article, based 
on leadership lessons from the 
US Army, Want To Grow As A 
Business Leader? explains why 
leadership is a tough business. He 
suggests a model that can allay 
your fears as a leader, and put 
you on the path to running a more 
stable and profitable organization. 
Check out if this leadership model 
works best for you.

There is nothing more rewarding 
than seeing your team crush 
their goals, grow their skills and 
knowledge, and the sense of 
accomplishment they feel at 
passing that milestone. Read 
Sean Dampier’s article, Keys To 

Leadership, for more insights 
on how to let your team be 
your inspiration.

What do you do as a team 
member, if, after all the discussion 
and debate, the hours the team 
talked about a new direction, plan, 
or policy, you still disagree? Are 
you a bad team player if you don’t 
agree? Read Audrey Epstein’s 
article, How I Use Disagreements 
To Build Stronger Teams, to know 
more on this topic.

Even as pop culture and mass 
media feature more and more 
transgender representation, the 
workplace remains a hotbed of 
discrimination. To know more 
on this timely piece, read Lily 
Zheng and Alison Ash Fogarty’s 
article, Want To Create A Trans-
Inclusive Company?

Babitha Balakrishnan
Editor, Leadership Excellence 

debbie Mcgrath
Publisher, HR.com

Write to the Editor at 
ePubEditors@hr.com

http://www.hr.com/
http://web.hr.com/nhl6i
http://web.hr.com/p9jt
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William had never felt 
fear before. He had just 

been promoted to President of 
the company that had grown 
dramatically over the past three 
years and they were not ready 
for this rapid expansion. While 
he felt confident that he was the 
best qualified for this position, 
he lost sleep thinking of all the 
leadership challenges his people 
were expecting him to fix. He saw 
himself in the image of the Greek 
Titan Atlas holding up the globe. 
He was going to need help. 

The good news is William was not 
afraid to ask for help, and had a 
mentor he could turn to for that 
assistance. His mentor happened 
to be a career army officer who 
had developed a simple, powerful, 
proven model for developing 
leaders in the business world. He 
titled it BRAVE—fitting for an army 
guy. 

What keeps you up at night? What 
is causing you to feel pain?

Want to Grow as a 
Business Leader? 

Some of the most significant 
leadership pains business 
leaders suffer from include: the 
shortfall in achieving desired 
results, the inability to attract and 
retain quality talent, the lack of 
leadership skills in managers, lack 
of a values-based culture that 
enables bad business decisions 
and unethical behaviors, the lack 
of an engaged workforce, and the 
lack of an inspired high-perform-
ing executive team.

The BRAVE model helped William 
tackle his challenges, as his 

By Jeffrey W. Foley

employ the BraVe model

company is on track for a record 
setting year.  The model can 
also assuage your fears as a 
leader, and put you on the path to 
running a more stable, profitable 
organization. 

Be a Leader of Character
Character is at the heart of being 
an effective leader. It represents 
who you are and what you stand 
for. No amount of leadership 
or technical competency can 
overcome a lack of character. 
It begins with a comprehensive 
understanding of yourself—a 
necessary condition before 
you can effectively lead others. 
Character is ultimately defined 
by those values or deep beliefs 
that guide behavior. For leaders 
to be followed, they must 
secure the trust and confidence 
of their followers. The best 
leaders of character define and 
communicate those values, then 
bring them to life through living 
them, and reward others who 
live them.

CoVer artiCLe

http://web.hr.com/7hcy
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reinforce Leader 
Competencies
Clearly-documented leadership 
competencies–and their 
associated behaviors—make it 
abundantly apparent what is most 
important to an organization. 
Core competencies highlight the 
fundamentals of solid leadership 
for everyone throughout the 
organization. There are additional 
competencies commensurate with 
a leader’s level of responsibility. 
As one progresses up in the 
organization, responsibilities 
and authorities change. At the 
executive level, the environment 
is characterized by increased 
complexity, higher risk, greater 
uncertainty, and less direct control 
over subordinate echelons. There 
is risk to any organization if 
expectations of competencies are 
left up to chance. Identification 
of them and gaining proficiency 
in them requires training, tireless 
practice, and feedback. 

attack with a Leader 
development Program
Over the past 243 years, the army 
recognized the value in investing 
heavily in the development 
of leaders at all ranks. Good 
development programs help 
prepare the current and future 
leaders to be prepared to lead 
teams and set the conditions 
for the organization’s future 
success. Once developed, 
rigorous execution of the program 
is paramount. The best leaders 
recognize the importance of 
sustained investment in the 
development of their people. 
Success stems from a culture 
where leaders are equipped with 
the mindset and passion for 

leaders have these qualities. 
Trusted relationships remain 
in place for life. Soldiers will 
follow their leaders into the most 
dangerous places, under the most 
extraordinary conditions if they 
trust their leaders. Earning that 
trust is a critical task and must 
be mastered to be a leader in the 
army. 

Why BRAVE?  Francis Scott Key 
is the author of the famous 
words “The land of the free 
and the home of the brave.” He 
wrote those words in 1814, and, 
ever since 1931, they have been 
sung as the national anthem of 
the United States. The words 
have powerful meaning. Being a 
great leader is tough business. It 
takes courage. It takes bravery. 
There are powerful lessons to be 
learned from the US Army. This 
model helped William achieve the 
success he was seeking, and can 
help you.

 

Want To Grow As A Business Leader?

developing others. Leaders own 
the task of developing their people 
and cannot ignore it.

Value Coaching 
excellence
One-on-one coaching is arguably 
the most important skill a leader 
must possess to be effective 
in developing others. The best 
leaders are great communicators 
who set the example for what 
right looks like. Great coaching 
skills do not come naturally to 
many leaders; they must be 
learned and practiced. When 
leaders ignore or short-change 
this critical task, their people 
fail to grow and reach their full 
potential. The consequences 
continue to expose themselves 
as their people will also fail 
to learn how to coach their 
own subordinates. The entire 
organization suffers. The keys 
to coaching success include 
creating a positive and open 
communication environment, 
agreeing of clear goals, and 
engaging in consistent dialog 
focused on assessment of 
performance and inspiring actions 
for the future. 

embrace trusted 
relationships
Trusted relationships between 
leaders and their people trump 
everything when it comes to 
effective leadership. A leader’s 
influence over others will not 
occur if their mutual trust 
is absent. For leaders to be 
trusted, they need to be leaders 
of character, competent in 
technical and leadership skills, 
genuinely care for their people, 
and exercise humility. The best 

Jeffrey W. Foley is a recognized speaker, 
executive leadership coach, and author of 
Rules and Tools for Leaders. He is a West 
Point graduate and retired as a Brigadier 
General having served thirty-two years in 
the Army. Drawing on his unique military 
experience, Jeff uses his singular insight 
to build better leaders. 

Would you like to comment?

http://web.hr.com/7hcy
http://www.loralmountain.com/
https://web.hr.com/ytqqk
http://www.loralmountain.com/
https://twitter.com/GENJFoley
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Because I facilitate team 
sessions for a living, I’ve seen 

lots of team interactions. All kinds 
of drama, some shouting and 
tears, but also lots of laughter, 
joy, and bold action. Much about 
teamwork has been researched, 
dissected, and discussed. Yet 
lately, I’ve been thinking a lot 
about an unexplored topic: how to 
get team members to disagree.

What do you do as a team 
member, if, after all the discussion 
and debate, the hours the team 
talked about a new direction, plan, 
or policy, you still disagree? What 
I see happen on most teams is 
acquiescence - giving in or just 
going along. It’s hard to know 
the line between sticking to your 

How i use 
disagreements to 
Build stronger teams

views and aligning with the team. 
Are you a bad team player if you 
don’t agree?

For a long time, I have facilitated 
team problem-solving sessions in 
the same way:

1. First explore the issue from 
all sides, uncovering a 
comprehensive view of the 
current state and root causes.

2. Next, brainstorm options and 
agree on a broad path forward.

3. And finally develop recom-
mendations and specific 
action plans.

During the first two steps, team 
members share their views, 
voice concerns, ask probing 

questions, debate, and discuss. 
I ensure people know it’s a safe 
environment to dissent and 
challenge. And then, at a certain 
point, when we have brainstormed 
and kicked around options, we 
agree on a future state. Then 
we move into action planning.  
Once plans and next steps are 
identified, well, I deem the team 
session a home run. We have 
moved from chaos into order, 
from theory into action. It always 
feels like a triumph of team 
process and alignment.

Until it suddenly didn’t. At a 
recent team session, I didn’t 
like the feeling in the room at 
the end of step 3. Everyone had 
dutifully done their breakout work, 

By Audrey Epstein

are you a bad team player 
if you don’t agree?

Feature

http://web.hr.com/7hcy
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devising strong, meaty action 
plans. Yet, the energy was all off. 
Team members seemed deflated 
instead of enthused. So I decided 
to do a check in.

I asked everyone to show, using 
hand signals from fist to five, how 
they felt about bringing this plan 
forward to the organization.  Here’ 
the fist to five criteria I used:

Fist = over my dead body

1 – 2 = serious concerns and not 
really on board

3 = I can live with it but….

4= feeling pretty darn good

5 = can’t wait to get started

Based on the quality of the work 
they had done to develop strong 
plans and recommendations, I 
expected all 4s and 5s. What I saw 
around the room astounded me.  
Responses ranged from 2.5 – 5. 
I couldn’t believe there were still 
3 team members with serious – 
stop the presses – concerns. As 
we started talking about it, here’s 
some of what I heard:

“I still don’t believe this project 
should take precedence over our 
other priorities. And I don’t think 
we can get those and this done.”

“I don’t feel we have proven the 
ROI. I’m not convinced it will really 
impact our goals.”

I was panicked. All eyes were 
looking at me with a “Now what?” 
stare, especially the team leader. 

Instead of trying to fix things, I 
decided to ask some questions. 
I asked:

“Why did you do the action 
planning if you still didn’t agree 
with the solution?”

“What made you feel that you 
couldn’t say this earlier in the day? 
What held you back?”

I learned that team members felt 
swept along by the process, guilty 
about not going along with what 
the team leader so obviously 
wanted, and eager to demonstrate 
alignment and teamwork. We 
ended the day in a completely 
different place than I expected. 
We decided to delay any further 
action on this project until it 
could be evaluated in the context 
of the larger portfolio. It was 
disconcerting to me. If I hadn’t 
checked in when I had, we would 
have ended the day with timelines 
and actions that 1/3 of the team 
didn’t believe in, and I (and the 
team leader) would have left with 
a false sense of unity.

I wonder how often this unspoken 
disagreement happens on teams. 
Maybe all the time? So what can 
you do to ensure team members 
don’t just give up too early? Here 
are 3 ideas you can try.

1. Create real space for 
disagreement. Ask good 
questions to promote speaking up 
such as:

 ● What’s a contrary view?
 ● What have we not considered?
 ● Why would this fail?

 ● What’s the one thing holding 
you back from full support?

 ● What has not been said that 
we should discuss before we 
move on?

2. Check in on how people 
are feeling. We are focused in 
business on facts and data. And 
while we shouldn’t make our 
decisions solely using “gut feel,” 
we shouldn’t ignore our intuition 
and our inner voice which usually 
expresses our fears and concerns.

3. If you are the team leader, 
make sure you are not skewing 
the direction based on your 
personal views. If you have 
already decided, then tell the 
team. But if you really want 
to hear unbiased views, share 
yours last.

Don’t get me wrong. I love building 
team alignment and collaboration. 
But I also think we need to work 
just as hard to promote divergent 
thinking and unpopular views. 
Build a stronger team by getting 
good at disagreeing!

How I Use Disagreements To Build Stronger Teams

Audrey Epstein is a partner at The 
Trispective Group and the co-author 
of The Loyalist Team: How Trust, 
Candor, and Authenticity Create Great 
Organizations. 

Would you like to comment?

http://web.hr.com/7hcy
https://web.hr.com/9av2q
https://twitter.com/audreyepstein
http://www.trispectivegroup.com/
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Jenny Loney

I Focus on the            
Bigger Picture

Our editorial team interviewed Jenny Loney from 
Blackhawk Specialty Tools, LLC at the LEAD2018 
Awards this past February. Here are some excerpts 
from the exclusive interview.

What is your strongest 
characteristic you think has 

made you a great leader?

My ability to see the bigger picture 
for the organization is what 
makes me a great leader. With an 
understanding of the business, I can 
recognize where in the organization 
we may have additional needs 

from a new strategy or a change in 
one department that may have an 
unrealized effect on another area 
of the business. I take cues from 
various situations and information I 
receive to understand areas where 
we may need to devote attention 
to coaching and mentoring our 
leaders or reminding employees 
and leaders of our culture and how 

LE
A

D Award Rank1

CORPORATE
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they contribute to our mission. 
I have developed these traits to 
view the organizational needs by 
learning about our business and our 
employees. Recognizing how each 
position contributes to the overall 
products and services we deliver help 
me to better grow our leaders and 
our employees. Understanding the 
strategies of our continued growth 
for the company has assisted me in 
knowing what the needs are for our 
leaders. You can’t lead unless you 
know who you are leading and what 
you are leading them toward.

Tell us a story of something you have 
done as a leader that had impacted 
or inspired others.

As an HR professional in the oil & 
gas industry, it is understood that 
the industry can be very cyclical 
with more extreme upturns and 
downturns than many other 
industries. Our industry has been in a 
downturn since 2015 causing many 
businesses in this industry to cut 
costs in a variety of ways to sustain 
the business. As part of these cost 
cutting exercises I have conducted 
with our leaders, I have experienced 
the most unexpected impact in my 
professional career. In a time when 
we were expecting to have difficulty 
developing our leaders, I have been 
able to teach my managers and 
leaders more about having difficult 
conversations, building better 
teams, and managing morale than 
I ever could have anticipated. I am 
proud to have continued to grow 
my leaders during a time when 
we couldn’t spend extra money 
on training programs and had to 
learn to do more with less. I led by 
example walking through the steps, 
the emotions, and the ways to be 

a positive leader in a difficult time. 
Several managers talked with me 
about notes they made when having 
difficult conversations by observing 
me having those conversations 
with employees. They began to 
understand that even the simple 
things like tone of voice and body 
language can completely set the 
tone and change the tone of the 
conversation. These observations 
and learning experiences have 
changed the way these leaders 
confront and manage difficult 
conversations and situations. 

The lessons you’ve learned this year 
from your leadership experiences.

My leadership experiences this year 
have taught me that I must focus 
my leadership on leading with the 
business. Acting as a partner for the 
organization and focusing leadership 
on areas that are in line with the 
strategies of the organization are 
the best ways to realize success 
for myself and the other leaders 
of the company. My company has 
experienced a lot of change over the 
last year, changing the strategy and 
focus for the company as a whole.  
To continue to have an engaged 
workforce in times of change, each 
employee needs to fully understand 
how they are contributing to the 
organization’s strategies even as 
those are continuously changing. 
Employees and leaders want to 
be part of the conversations and 
have information on the future of 
their company. Information and 
communication are at the heart of all 
aspects of leadership, and we must 
use both to properly lead.

One tip or word of wisdom you can 
share on what made you a great 
leader and can help others.

Lead with passion and 
understanding. People will listen 
if you have a passion and believe 
in what you are doing. People will 
follow if they truly understand how 
they can contribute to the goal. 

In your personal view, what has 
been your greatest leadership 
accomplishment. 

My greatest leadership 
accomplishment is building a 
company with a leadership focus. 
As an organization, we devote a 
great deal of time to growing our 
leaders. We have developed a 
culture of promoting from within and 
developing our future leaders. I have 
championed several initiatives in our 
organization to promote continued 
development of our leaders and 
managers, and we as an organization 
put effort into New Manager Training 
programs and Leadership Programs 
each year. With these development 
programs, our leaders have learned 
to appreciate the importance of 
coaching and mentoring to advance 
the knowledge and expertise of 
their employees. These leaders 
understand that the successes 
of their employees are their own 
successes as well. The programs and 
initiatives provide opportunities for 
employees to learn and grow, which 
for me, is a continued focus for the 
current and future leaders within our 
company  

Would you like to comment?

https://web.hr.com/xawr
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Carmen Murrell Randall

Leading by Example
Our editorial team interviewed Carmen Murrell 
Randall from G4S Secure Solutions at the 
LEAD2018 Awards this past February. Here are 
some excerpts from the exclusive interview.

What is your strongest 
characteristic that has made 

you a great leader?

I would have to say Leading by 
Example. I work hard to honor my 
commitments and promises and I 
would never expect my team to do 
something that I’m not willing to 
do.  I have no problem rolling up my 

sleeves and showing how it’s done or 
explaining why we’re doing it.

Tell us a story of something you 
have done as a leader that has 
impacted or inspired others.

I was spending quality time with my 
eight year old grandson during spring 
break last month and he googled 

LE
A
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my name and showed me a copy of 
my interview from last year’s Top 
Corporate Leader over 35 Leadership 
Excellence write-up.  He went on to 
tell me that he’d been sharing it with 
his friends and it would be really cool 
if I participate in their next career day 
event. This was a Kodak moment 
for me because he’s already thinking 
about how he can impact and inspire 
others.    

What are the lessons you’ve 
learned this year from your 
leadership experiences?

There’s no such thing as individual 
success – collaboration and 
team work is key and critical to 
mission success – whatever your 
organization’s mission may be.

One tip or word of wisdom you can 
share on what made you a great 
leader and can help others

Ditch the idea of what you think 
success should look like, and 
ask yourself what it looks like for 
you and your team. How can you 
make a difference where you are 
right now?  You may not be great 
at everything, but you are good a 
something, find that something!  

In your personal view what 
has been your greatest 
leadership accomplishment?

I believe my greatest leadership 
accomplishment is simply having 
a platform and opportunity to be a 
leader. I work for a great organization 

and with an even greater team.  It’s 
very rewarding to watch our team 
continue to grow and excel day 
after day. We celebrate each other’s 
successes and our setbacks as 
they are equally important learning 
opportunities!   

Would you like to give a testimonial 
about LEAD2018?

Lead 2018 was another great 
HR.com Lead event. The venue was 
amazing and the opportunity to 
network and learn from peers in other 
industries is absolutely priceless. I 
look forward to Lead2019! 

Would you like to comment?

https://web.hr.com/bl6j
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Want to Create a 
trans-inclusive 
Company?

Even as pop culture and mass media feature 
more and more transgender representation, the 

workplace remains a hotbed of discrimination. In a 
2015 study, 30% of trans people reported being fired, 
denied a promotion, or otherwise mistreated in the 
workplace due to their trans identity and 77% reported 
hiding their trans identity or quitting jobs in response.

 In our journey to uncover the explanations behind 
trans discrimination, we explored dozens of 
industries and talked to trans people spanning 
race, age, gender identity, and work experience. 
The stories we heard made it clear to us that 
addressing trans discrimination requires two 
things: culture and leadership.

the unhireable executive
Alex (she/her) had been looking for employment 
for the entirety of the two years she had lived in 
the Bay Area. A former executive of a multinational 
corporation, the trans woman we met described to 
us how her subtle experiments with a more feminine 
appearance went south when her manager responded 
with confusion and concern. When a co-worker came 
out in her workplace as transgender, Alex watched as 
that co-worker’s career dead-ended due to constant 
discrimination. Alex quit her job and moved to 

San Francisco. Months later, when she began 
her new job hunt, Alex learned that her executive-
level experience could not have prepared her for 
interviewing while trans. As the months passed with 
no offers, her frustration with what had to be trans 
discrimination grew. A meeting with an old colleague 
confirmed her fears: “Don’t bother going through any 
recruiters because they’re not going to touch you,” 
he said. “If they present a candidate that has any 
deficiencies, it reflects on them as a recruiter.” When 
we last spoke with Alex, she was still job-hunting.

the ex-Journalist
Jessie (no pronouns), a nonbinary trans Latinx 
person (“Latinx” is a gender-neutral complement 
to Latina/Latino), didn’t become a freelancer 
by choice. As an out trans person writing for a 
Spanish newspaper, Jessie faced probing stares, 
misgendering with he/him pronouns, and other brief 
but exhausting encounters in the workplace. Jessie 
went, as many employees seeking help at work do, 
to HR. It wouldn’t be the last time. Over the next 
few months, Jessie would speak to HR again and 
again, while the uncomfortable interactions and 
misgendering continued. Finally, Jessie decided to act 
independently, and began insisting to coworkers, “I 
want she/her pronouns.”

 invest in these two things 

By Lily Zheng and Alison Ash Fogarty

http://web.hr.com/7hcy
https://transequality.org/sites/default/files/docs/usts/USTS-Executive-Summary-Dec17.pdf
https://transequality.org/sites/default/files/docs/usts/USTS-Executive-Summary-Dec17.pdf
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The retaliation was swift and harsh: increased 
scrutiny, micromanaging and a heavier workload. 
“They were obviously just looking for any excuse they 
could think of [to get rid of me],” Jessie explained, 
and it worked. Jessie quit the job and, after a long 
stint of unemployment, began working as a freelance 
writer. After hearing this story, we wondered out loud 
if Jessie had considered filing a complaint. “I was 
concerned about possible consequences elsewhere...
sometimes if you file a complaint with one employer, 
all the people in the same field or the same industry 
can hear about it.” The answer was no.

doing it right
When the client looked at Robin (she/her) and said, 
“What is its problem today?” before walking away, 
Robin felt a sense of exhaustion. As the first and only 
out trans woman in her union, Robin bore the brunt of 
ignorant and prejudiced comments from co-workers 
and clients like this one every day. In her work as an 
audio technician, transitioning on the job had led to 
pay cuts and decreased opportunities, but Robin had 
persevered despite the financial challenges. This 
client would be ignored.

“Hey!” came a voice. It was Robin’s supervisor for 
the assignment. As Robin would later learn, this 
supervisor called out the client for his treatment of 
Robin and made it clear that his behavior would not 
be tolerated. He would not be a return client. “That 
makes me feel really good, when [bosses] support you 
like that,” Robin said afterwards. And that wasn’t all. 
As Robin shared, “[At this workplace] I don’t get called 
by my old name, I very rarely get misgendered, and if I 
do, it’s not by anybody on the staff.” Robin felt doubly 
supported by a manager willing to fight for her and a 
workplace environment that included her. Inclusion 
left a strong impression on her.  

Culture and Leadership
Your workplace can empower people of all genders 
to bring their authentic selves to work by harnessing 
the power of culture and leadership. How? Start with 
these three steps:

Create a timeline for improvement. Survey the current 
state of inclusion in the workplace and take note 
of strengths and areas for growth. Work with trans 
employees to set ambitious but achievable milestones 
toward a more inclusive workplace.

Invest in and train trans-inclusive executives and 
managers. Make inclusion a priority among your 
hiring and leadership development criteria and train 
leadership to set a positive example.

Work together with your colleagues to create an 
inclusive company culture. Develop, implement and 
normalize inclusive behaviors; build an environment 
where employees trust in each other; and make it safe 
to make mistakes in good faith. Trans inclusivity is a 
value, not an endpoint.  

Whether you’re a leader or an entry-level employee, 
we all have a part to play in creating trans inclusion in 
the workplace. When we work together, we can create 
organizations that reflect our inclusive values and 
improve the experience of work for all of us.

***

Adapted from Gender Ambiguity in the Workplace: Transgender and 

Gender-Diverse Discrimination (Praeger, May 2018).

Want To Create A Trans-Inclusive Company?

Would you like to comment?

Alison Ash Fogarty, PhD, is a sociologist, 
sex and intimacy coach, and sexual 
empowerment educator. She is the 
founder of TurnON.love. Her work has 
been published in the American Journal 
of Sociology and Gender & Society. 
She earned her doctorate at Stanford 
University.

Lily Zheng is an organizational 
consultant, executive coach, and design 
researcher who works with people and 
organizations to transform positive 
intentions into positive impacts.

http://web.hr.com/7hcy
http://lilyzheng.co/book/
http://lilyzheng.co/book/
https://web.hr.com/osiv
https://www.linkedin.com/in/alisonashphd/
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https://twitter.com/lilyzheng308
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circumstances were troubling, to say the least. Four 
hundred stores that bore the Flooring America name 
had going-out-of-business sales. The brand was 
seriously tarnished. 

The owners of those franchises were angry, frustrated, 
and fearful. They also had to deal with the fact 
that the company that had just acquired them (my 
company, CCA) had been their main competitor up 
to that point. Many of those franchisees were in no 
mood to even speak with people like me who worked 
at CCA. They thought we only wanted to shutter 
their businesses, which was never our plan. To build 
trust, we went around the country and held town 
hall meetings with the Flooring America owners. We 
addressed their most basic questions. Did they want 
to retain the Flooring America name, for example, or 
did they think that the brand had suffered too much 
damage after the bankruptcy? The owners ultimately 
decided to keep the name. We created a number of 
advisory councils and did our best to encourage the 
owners and their staff to participate. We also created 
an umbrella advisory council. By building Ingagement 
in those settings, we identified and created leaders 
within the organization.

What is ingaged 
Leadership?

organizations that move toward ingagement 
enjoy better employee retention

Ingaged Leadership is a new way of leading 
organizations that is based on a simple idea . . . 

When you align people and create an 
organization where everyone works together 
in partnership, that organization becomes 
vastly more successful

The more you work toward becoming an Ingaged 
organization, the more people contribute not just 
their ideas, but their commitment. The result is 
an organization where people love to work. And 
ultimately, a very successful one. 

How did I discover Ingaged Leadership? It emerged 
organically from real-world experiences like this one . . . 

In the year 2000 the company I worked for, CCA 
Global Partners, acquired its number-one competitor, 
Flooring America. Prior to our acquisition, Flooring 
America had 700 locations. About 400 of them 
were company-owned, and the rest were owned by 
franchisees. But then the Flooring America parent 
company/franchisor went out of business. The 

Feature

By Evan Hackel

http://web.hr.com/7hcy
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Through this process a very disgruntled, upset group 
of individuals bonded, came together and became 
very passionate. When we took over Flooring America, 
there were 270 Flooring America locations doing $700 
million worth of business. Four years later, there were 
nearly 600 locations doing $2 billion in business a 
year. That is Ingagement at work. 

How do You start using it?
Ingagement is not something you do just once. It is an 
evolving, ongoing process to engage in every day . . . 

 ● Listen in a higher way to people . . . by actively 
striving to hear what they are saying that is right, 
not looking for things that are wrong.

 ● Let people identify the tasks they are wildly 
enthusiastic about . . . and give them the 
autonomy and resources to tackle them.

 ● Relish the fact that you are sometimes wrong . . . 
and invite people from all ranks to improve on your 
ideas, suggest better alternatives, and come up 
with ideas that are entirely new.

 ● Be tireless in recruiting and retaining people with 
positive attitudes . . . and intolerant of people who 
breed negativity. 

 ● Accept that the best ideas in most organizations 
come from employees at all levels . . . not only 
from executives at the top. 

 ● Ask for help and input . . . because doing so 
empowers people and leads to superior results.

 ● Build a team of independent thinkers . . . not “yes 
people” who rubber-stamp everything you say 
and do.

 ● Create individual career plans for all employees 
who could be with your company for the long term 
. . . and have them discuss those plans in regular, 
ongoing touch-base meetings with their managers. 

 ● Create steering committees and advisory councils 
within your organization . . . and give them the 
leeway to suggest and make real change.

 ● Encourage an atmosphere where learning is 
valued . . . and become a tireless learner yourself.  

 ● Encourage people to take risks . . . and support 
them and learn from what happens.

 ● Invite and encourage people at all ranks to define 
and refine your company’s mission . . . and make 
sure their vision gets put into practice. 

Organizations that move toward Ingagement enjoy 
better employee retention, improved processes, and 
dramatically larger profits. It all starts with a simple 
willingness to entertain the possibility that everyone 
in your organization can actually love their jobs . . . not 
just do them. 

People in your organization are eager to become fully 
involved and enthusiastic about partnering with you to 
build your success. Are you letting them do just that? I 
encourage you to let it happen by tapping Ingagement. 

 

What Is Ingaged Leadership?

Evan Hackel is CEO of Tortal Training, 
a leading training development 
company in Charlotte, North Carolina, 
and Principal and Founder of Ingage 
Consulting, a consulting firm in Woburn, 
Massachusetts. To learn more about 
Ingage Consulting and Evan’s book 
Ingaging Leadership, 

Would you like to comment?
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Quinn Leoni

Name: Quinn Leoni, Ph.D.

Title: Director Leadership and 
Organization Development

Company: Cox Communications

Number people you lead: 13 plus 2 contractors

A Collaborative Approach      
is What Helped Me          

as a Leader
Our editorial team interviewed Quinn Leoni from 
Cox Communications at the LEAD2018 Awards this 
past February. Here are some excerpts from the 
exclusive interview.

What is your strongest 
characteristic that has made 

you a great leader?

I feel my ability to engage and 
align team members through a 

collaborative approach is something 
that has helped me be successful 
as a leader. I feel it’s important to 
engage my team at the beginning (of 
projects/interventions/initiatives) 

LE
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and have them contribute while 
helping them discover how they 
matter to success, both of our team 
and the organization. It’s tapping 
into their desire to contribute, to 
be valued and respected. I feel 
that everyone has valuable gifts to 
offer and as their leader I need to 
get them in a position where they 
can use those gifts and sometimes 
help them discover their gifts. We 
dedicate an inordinate amount of 
time to our jobs and when I can help 

them use their gifts and tap into their 
passion they are more personally 
fulfilled and engaged. My aim with a 
collaborative approach is that they 
develop ownership where it’s not the 
company’s plan or my plan, it’s their 
plan. This creates alignment around 
purpose while also generating buy-in, 
commitment and enthusiasm for 
delivering on those commitments 
and the resiliency needed when 
obstacles do arise, which in life, they 
always do.  

Tell us a story of something you have 
done as a leader that has impacted 
or inspired others.

It’s been showing vulnerability as 
a leader. I’ve done this in several 
ways. With my team members, I’ve 
been open and honest regarding my 
personal development needs, how 
I am working to address them, and 
errors I’ve made. I’ve apologized 
directly to those involved, including 
my team members when my errors 
involved them. I’ve made it a practice 
to ask for feedback directly from 
them as well. The approach I’ve 
found most effective is my regular 
1:1 meetings which I have on a 
recurring basis. I’ve used this avenue 
to solicit feedback on how I can 
better support them, the team, and 
their goals. I’ve also made sure that 
I’ve closed the loop with respect to 
acting on the feedback I’ve received—
demonstrating I’ve not just heard 
their feedback, I’ve acted on it. I feel 
that by demonstrating openness and 
vulnerability it creates a safe space 
for them to do the same. This has 
been a powerful practice that has 
inspired my team members to be 
vulnerable with me and each other. 
This has enabled more effective 
coaching, guidance and feedback 
from me while strengthening 
relationships across the team.  

What are the lessons you’ve 
learned this year from your 
leadership experiences?

As I think about this year, the lesson 
resonating with me is about servant 
leadership—the leader needs to serve 
the team and enable their success. 
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The work of the team was significant 
this year.  We had multiple stretch 
goals and several projects that 
were entire enterprise impacting. 
The volume was extremely high 
and the pressure to deliver was 
reinforced as our enterprise goals 
were raised to the senior level for 
regular reporting. To deliver on our 
commitments, everyone needed to 
be engaged, work collaboratively, 
support each other and be innovative 
in approaches.   This was a great 
opportunity for me to develop the 
team and support their growth 
through serving them.  Serving them 
included listening and soliciting 
their ideas, providing feedback and 
encouragement, letting them take 
ownership, and showing I cared 
through actions. I would support 
them in owning the decision and 
back them once made, championing 
their ideas to others, and ensure 
they received the credit. Without 
unleashing their talent through 
serving and supporting them, we 
wouldn’t have been able to attain the 
results and accomplishments we did.  

One tip or word of wisdom you can 
share on what made you a great 
leader and can help others.

For me, it’s about how as a leader 
you are always leading, you are 
always influencing. There isn’t a 
time as a leader where you are not 
influencing and leading your team or 
others in the organization. Everyone 
is watching what you are saying/
doing, what you are not saying/doing.  
You may not notice, but others 
are always noticing you! Through 
your actions, you are role modeling 

what’s acceptable, what’s expected 
from them and how to do things 
and get things done. You need to be 
aware of this and conscious of the 
messages you are sending of what 
is/is not acceptable. As a leader, you 
are always on stage, you are always 
leading and influencing whether 
you intend to or not.  You must be 
intentional about the messages 
you are communicating and the 
behaviors you are role modeling. For 
me, this has been a critical realization 
aiding me in becoming a more 
effective leader for my direct team 
members and others who I interact 
with and those watching across the 
organization.  

In your personal view what 
has been your greatest 
leadership accomplishment?

For me, it’s those former direct 
reports who’ve been promoted into 
leadership positions across the 
organization and are contributing 
to our success day in and day out. 
I’ve been privileged to work with 
some incredibly passionate, skilled 
and driven individuals. I get to 
partner with them across functional 
boundaries often in my current role. 
It’s thrilling to see them achieving 
success and effectively leading 
their teams. Additionally, there’s 
nothing more humbling than having 
them share how I’ve impacted them, 
recalling specific coaching advice 
and support I provided and how it led 
them to where they are today. As they 
cite the examples, they share how 
they are applying the lessons they 
learned in working with me that’s 
helping them build their own team’s 

effectiveness and success. But going 
beyond that, as these team members 
are now successful leaders across 
our organization, as they share 
how I’ve impacted them personally, 
being a better partner, father and 
mother that is the most rewarding 
accomplishment. I take great pride 
in developing strong leaders, at the 
same time, I take even greater pride 
in helping them grow as a person 

Would you like to comment?
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transformational 
Leadership synergy

By Mostafa Sayyadi Ghasabeh

How transformational leaders 
transform change management 

Today’s globalized nature of 
competitiveness is placing 

more pressure on organizations to 
employ effective leaders who are 
capable to implement effective 
organizational changes. There 
are many academic studies that 
focus on the organizational and 
managerial factors that drive 
organizational change. Leadership 
is one such area that plays a 
critical role and is a strategic 
prerequisite for business success 
in today’s knowledge-based 
economy. 

Reading all the books on 
leadership today will cover 
the gamut of Shakespeare to 
Geronimo. Not to say that these 
authors, leaders, and thinkers do 
not have anything good to say 

timely as they operate and 
compete in global markets. 

Following the evolution of 
leadership insights, the early 
1980’s has been earmarked by 
dissatisfactions from previous 
leadership insights, which have 
mostly manifested themselves 
in a dichotomy of people-
oriented versus task-oriented 
manner. Subsequently, a new 
shift occurred in the leadership 
studies whereby the paradigm of 
leadership was placed in the path 
of emerging theory of transfor-
mational leadership. It can be 
seen that leadership at highest 
level of its evolution (transforma-
tional leadership) has actually 
come back to the concept of 
great man associated with trait 

about leadership. It is just that the 
plethora of leadership literature 
has sent mixed signals to 
corporate leaders. Mills highlights 
the vital importance of leadership 
in business, and argues that in the 
absence of effective leadership, 
organizations are not capable 
of effectively implementing 
changes at the competitive 
level. In this article, I place a new 
emphasis on transformational 
leadership, not only because 
of the transformative nature of 
the model, but also, because 
of its ease of implementation 
by managers at all levels of the 
organizations. Transformational 
leadership is an ideal leadership 
form in enabling organizations to 
build effective companies that can 
create and implement innovations 

http://web.hr.com/7hcy
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theory. There is a substantial 
difference between this concept 
in transformational leadership 
and trait theory. The researchers 
associated with trait theory 
believed that a great man has 
been “born, not made”. In contrast, 
transformational leadership 
has been formulated to be a 
great man at the topmost levels 
of organizations.

Transformational leaders 
display charismatic behaviors 
and inspire followers to achieve 
better outcomes. These leaders 
inspire followers to generate 
new solutions and a better 
environment. The primary concern 
of transformational leadership 
is, therefore, to effectively 
manage major changes at the 
organizational level. So, transfor-
mational leadership emphasizes 
the critical role of employees’ 
values and attitudes in achieving 
business objectives, and sheds 
light on the strategic role of 

human assets in contributing 
to effectively implement 
organizational changes. Transfor-
mational leaders, therefore, create 
an alignment between individual 
interests and business objectives 
to implement effective changes 
at the organizational level in order 
to develop relationships with 
employees. In this way, transfor-
mational leaders firstly foster 
subordinate and then moves them 
beyond self-interests by linking 
the individual-interests to the 
collective-interests in the firm. 

In conclusion, this article 
suggests that transforma-
tional leadership constitutes 
the foundation of a supportive 
workplace to implement effective 
organizational changes and 
reduce operational risk. Also, how 
these great men (transformational 
leaders) can create an effective 
change at firm level constructs, 
through linking the individual-inter-
ests to the collective-interests. 
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Transformational Leadership Synergy

Mostafa Sayyadi Ghasabeh, CAHRI, 
AFAIM, CPMgr is a senior corporate 
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(AFAIM), “Certified Professional 
Manager” (CPMgr) and “Certified 
Professional in Human Resources” 
(CAHRI). 
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Michael M. Reuter

Certificate Program with Emphasis on Leadership 
and Organizational Development

Organization: The Gerald P. Buccino ‘63 
Center for Leadership Development, Seton 
Hall University

Program: The Gerald P. Buccino ‘63 Center for 
Leadership Development

Program Director: Michael M. Reuter

Email: Michael.Reuter@shu.edu

Visit: www.shu.edu/academics/business/
leadership-development/

Developing        
Extraordinary Leaders

Our editorial team interviewed Michael M. Reuter 
from Seton Hall University  at the LEAD2018 
Awards this past February. Here are some excerpts 
from the exclusive interview.

2018

C E R T I F I C A T E  P R O G R A M
W I T H  E M P H A S I S  O N

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

D E V E L O P M E N T

What is the overall objective of 
your program?

Our program, inspired and driven by 
its purpose and mission, develops 
extraordinary leaders who are 
recognized for several attributes. 

These are the values and principles 
by which they live, their vision and 
purpose in life, the outstanding 
results they achieve and their service 
to their communities.

LE
A

D Award Rank1

Video

mailto:Michael.Reuter@shu.edu
https://youtu.be/BC8MNDAvrdE


2018 LEAD AWARD WINNERS

27
#AWorldInspired

The Leadership Development 
Honors Program (LDHP) is a highly 
competitive and selective program 
that affords unique experiential 
learnings and opportunities to its 
highly motivated and well-rounded 
students. Further, the Program 
focuses on honing and enhancing the 
skill sets of its students to develop 
business professionals and leaders 
who take initiative, network, and 
continuously stretch and challenge 
themselves. The curriculum begins 
during the students’ first year, 
continuing throughout their collegiate 
career and beyond with numerous 
advanced, tailored leadership 
courses, such as Leadership 101, the 
Junior Mentoring Program, Ideas & 
Trends, and Crisis Management.

Who do you impact with 
your program?

The target audience of the 
Leadership Program at Seton Hall 
includes the Leadership Family: 
(1) students, (2) alumni, and (3) 
executive advisory board members. 
Our students are immersed 
in leadership coursework and 
internships, learning everyday 
throughout their four years at Seton 
Hall’s Stillman School of Business. 
Our Alumni are recognized and highly 
successful leaders in their disciplines 
and industries throughout the nation. 
Our Council consists of prominent 
executives associated with 
prestigious firms and businesses 
in the New York area, representing 
multiple disciplines, e.g., accounting, 
finance, marketing, law, management, 
non-profit, entrepreneurship and 
information technology. Our Program 

also serves our extended family 
... the businesses of our council 
members, our community, local 
nonprofits, and more. 

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

“Vision is the art of seeing what is 
invisible to others.” –Jonathan Swift

As the program continues to grow, 
I am reminded daily that having 
an expanding vision is necessary 
to enable growth and opportunity. 
The most common piece of advice 
I offer is to “be more than you ever 
dreamed,” reaching beyond your 
know limits allowing you to see 
greater possibilities in your life, and 
to take action to achieve them. 

The Program evolves every day, 
week, month, and year…so, when you 
evaluate its growth year-over-year 
the results are excitedly evident and 
impressive. Having a continuously 
expanding vision has enabled LDHP 
to grow beyond our wildest dreams. 
For example, our advisory council 
has grown to over 90 extraordinary 
members who mentor, teach, and 
coach our students. Our alumni carry 
with them the desire to grow and 
expand their visions by continuing 
to achieve positions of prominence 
and recognition in their respective 
businesses and fields. Our students 
continue to enlarge their vision by 
raising the bar in their academic 
excellence and constantly breaking 
new ground through gaining 
prestigious internships and positions 
at Fortune 500 companies. The 

greatest lesson for our leadership 
family is to never stop expanding 
your vision; thus, our LDHP is 
comprised of young entrepreneurs, 
change-makers, and innovative 
thinkers who will bring value, growth 
and change to the organizations and 
people whom they touch and serve. 

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

The Program measures its return 
on investment through the people 
it touches. The success of our 
Program is not measured quarterly 
or annually, but every day.  For 
example, this Fall two of our students 
organized a fundraising event that 
raised over $13,000 for the American 
Heart Association. To see the entire 
Program involved and engaging 
the entire Seton Hall Community 
in this effort was exciting. That is 
great success!

I recently received a call from a 
leading global financial firm who 
informed me that it wanted to 
discuss creating a potential pipeline 
for hiring the Program’s students 
because they are the ‘best-of-the-
best.’ That is success. Moreover, 
since 2011, all LDHP graduates 
have secured full-time employment 
or began graduate studies within 
six-months of graduation. In fact, 
that particular outcome has seen 
even greater success the last three 
years. From 2013 to present, one 
hundred percent of our graduates 
secured full-time employment or 
began graduate studies BEFORE 
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COMMENCEMENT! That is 
remarkable evidence of success. 

Our students are not only focused 
on traditional business and trends, 
but also innovating by gaining 
internships and experiences outside 
of the standard realm. For example, 
one student was accepted into 
Google’s Building Opportunities 
for Leadership and Development 
(“BOLD”) Program last summer. That 
is remarkable evidence of success.

One of our alumni was recently 
recognized as one of Cablefax’s 
Overachievers Under 30.That is 
remarkable evidence of success.

Moreover, four of our alumni will 
graduate from law school this May 
and have received employment 
offers in the field. That is remarkable 
evidence of success.

Our LDHP family continues to 
show that the return on investment 
continues throughout their careers 
and long after graduation. That is 
remarkable evidence of success.

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

The LDHP is always reaching for the 
stars–dreaming dreams undreamed. 
I always say that good is never good 
enough and great is never great 
enough. There is always something 
more to be achieved, something that 
will take the Program and students 
to the next level of excellence. We 
continue to nurture and create 
connections with high-level 

executives to create symbiotic 
relationships between our students 
and those executives. One of our 
exciting program expansions for 
2017 is to announce that The Gerald 
P. Buccino ’63 Center for Leadership 
Development plans to have Exec-
utives-In-Residence who will be 

available on campus to our students 
for mentoring and coaching. And, 
there will be more ... so much more. 
The best is yet to come!   

Would you like to comment?

https://web.hr.com/roit
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Continuously updated forms, posters and guides created and 
edited by attorneys and HR professionals, with over 30 years 
combined experience in the industry.  $900 value included
Interactive Guides
These guides will walk you through hiring, disciplining and
terminating employees, as well as OSHA compliance and more.
$900 value included
Be Inspired
Ambassadors can inspire their workforces with our live 
broadcast on Feb 7, 2018. Our 13 speakers will help you create 
an innovative, high potential, and inspired workforce.
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5 Live Webcasts per month
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Just some of what HR Ambassadors receive

GET COMPLIANT FOR ONLY $189!

HR Ambassadors make superior employees

How so? They have access to time saving educational and compliance 
resources, money saving offers from leading HR companies, and 
our LEAD conference will inspire and refresh the mind.
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A Sample of what 
HR Ambassadors receive:
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Want to 
Wow at Work?

And to continue astonishing people, 
a magician can’t stick with the same 
tactics. Their tricks must constantly 
evolve, but - here’s the key - their 
approach to developing new material 
stays the same: Magicians start 
the creative process by acting as if 
anything is possible. They don’t limit 
themselves. 

To be creative and innovative, you 
have to be able to see existing 
resources as more than they are, 
you have to seek methods and 
technologies unknown to you (and 
maybe to others). You can’t do any 
of those things when you decide 
preemptively that any end goal - a 
new product, service, client or 
corporate structure - is outside the 
range of what’s possible. 

Magicians start the creative process 
by expanding that range to include 
anything and everything. That 
mindset is the takeaway that you can 
apply in the workplace, whether you 
directly manage 30 people or write 
code for a living.

apply to any organization and any 
industry, but they also apply to 
individuals. You can make magic 
work for you, at work.

To prove it, I’m going to share a 
few magicians’ secrets that can 
help you improve your career in 
the following areas:

 ● Innovation and lateral thinking
 ● Perception management
 ● Social intelligence 

innovation and Lateral 
thinking
Magicians have always had to 
work backwards: They come up 
with a surprising effect and then 
devise a means to accomplish it. 
They must consider all mental, 
visual and physical tools available. 
That’s why magicians were the 
first to employ mirrors, magnets, 
and electromagnets, and why 
they are often a decade or two 
ahead of the mainstream in using 
new technologies or scientific 
principles to surprise their 
audiences. 

Have you ever done something 
difficult at work, but made it look 
easy? Solved a problem, helped a 
client or negotiated a deal in a way 
that astounded your colleagues? 
Felt amazing, right? Inspiring 
delight and wonder is powerful, 
even addicting. It’s what drives 
magicians to do what they do and 
why people love them for it.

What most people don’t realize 
about magic shows, though, 
is that it’s not all props and 
performance. To truly surprise and 
delight, a seasoned magician uses 
his or her mind. And you don’t 
have to run away with the circus, 
or even learn a single magic trick, 
to apply magical thinking to your 
business or career.

I’ve been a magician for over 20 
years, specializing in teaching 
businesses the secrets of magic 
and how those insights can 
improve communication, sales 
and client relationships. As a 
speaker, trainer and facilitator, I 
teach that magic is a rich source 
of thinking tools. Those tools 

By Kostya Kimlat

Feature

3 secrets from 
the business magician

http://web.hr.com/7hcy
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Want To Wow At Work?

Perception Management
However creative, no magician’s 
trick is complete with only 
physical tools and technologies. 
To fool someone, a magician 
has to do something the other 
person doesn’t know, recognize or 
perceive. Knowing and managing 
an audience’s perceptions are 
what make the trick.  

Similarly, to be the most magical 
person in your office, it’s not 
enough to just be creative. You 
must also accurately understand 
what people around you perceive - 
what they believe and expect. 

If you’re going to communicate 
better, produce better, manage 
better or sell better, you need to 
know what others see. How? The 
Fortune 500 companies I consult 
with might perform surveys of 
thousands, but you can collect 
this information easily (and much 
more quickly) if you’re OK with 
informal feedback. 

Before an important meeting with 
a client, your boss or employees, 
perform your own survey. Do 
some digging on what your 
investors believe about your 
company before you present. 
Find out what delighted or 
disappointed at the last board 
meeting - and why. 

Simply taking the time to do 
this will put you ahead. Do the 
work beforehand to more deeply 
understand what others believe 
they know, how they see you 
and what they are looking for, 
and you’ll be able to deliver 
and even dazzle by going 
beyond expectations.

social intelligence
Really successful magicians aren’t 
just good at tricks. They’re great 
entertainers. They pull people in. 
They enchant. Why? They read 
people in a way others don’t. They 
take our second secret a step 
further. Perception management 
- the ability to understand how 
people perceive you and what you 
do - is a skill that can be learned, 
developed and refined. Practice 
taking others’ perspective long 
enough and you’ll develop a 
powerful tool: social intelligence. 

Magicians influence imaginations 
and suspend reality, but 
influencers of all types practice 
the kind of empathy that rises to 
the level of social intelligence. 
Being a great thinker doesn’t just 
mean having great thoughts; it’s 
understanding and anticipating 
the thoughts of others. It’s 
knowing how they think and feel 
and making informed guesses 
on how they will react. It’s about 
being ready instead of reacting in 
panic. And you can do the same 
thing at the office. 

Constantly assess what those 
above, below and beside you are 
perceiving, what they expect and 
how they feel. Do this not just 
during crucial moments, but at 
every point of interaction. Do it 
well enough and it will be what 
sets you apart. It will become your 
magic, your own wow factor.

What Being Magical at 
Work really Means
Now, I realize magicians are 
known for fooling people. That’s 
part of the performance and the 
fascination. A magician is, as 

Carl Germain wrote, the only one 
honest about his lying. But magic 
is not just a matter of technical, 
mechanical or visual trickery. 
Magicians see people differently. 
That’s my core message: Learning 
to Think Like a Magician™ can 
help you avoid misperceptions 
and miscommunication by more 
deeply considering others. 

Being more magical at work isn’t 
about deception or manipulation; 
it’s about being better at 
how you communicate and 
collaborate. And you don’t need 
any cards or wands to create 
magical experiences.

With these three magician’s 
secrets, you can amaze your 
co-workers by bringing innovation 
and lateral thinking to your job, 
wow them by anticipating what 
they’re going to think or say at 
the next meeting and astonish 
them with your masterful ability 
to connect and communicate with 
anyone you meet.  

Kostya Kimlat is a keynote speaker 
and corporate magician who 
fooled Penn & Teller on their hit TV 
show, “Fool Us”. Kostya speaks to 
businesses about how to Think Like 
A Magician™ to improve sales and 
customer service. 

Would you like to comment?

http://web.hr.com/7hcy
http://www.kostyakimlat.com/
https://web.hr.com/y7s8
https://www.linkedin.com/in/kostyakimlat/
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Webcasts
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Lynne Iati

Organization: CA Technologies

Program: Leadership Development Program at 
CA Technologies

Program Director: Jennifer Budveit, Principal, 
Talent Development

Email: jennifer.budveit@ca.com

Visit: www.ca.com

Video

Helping Employees   
to Develop  
Themselves as Leaders
Our editorial team interviewed Lynne Iati, Senior 
Director, Talent Development from CA Technologies 
at the LEAD2018 Awards this past February. Here 
are some excerpts from the exclusive interview.

CORPORATE
AWARD

2018

B E S T  G L O B A L /
I N T E R N A T I O N A L

L E A D E R S H I P
P R O G R A M

2018

B E S T  U S E
O F

S I M U L A T I O N S

What is the overall objective of 
your program?

Our Leadership Development 
Program (LDP) is designed to enable 

employees to develop themselves as 
leaders, ensuring a pipeline of highly 
capable Leaders at all Levels across 
the organization. As such, the goals 
for this year’s program are to:

LE
A

D Award Rank2 Best Use of Simulations

LE
A

D Award Rank3 Best Global/ International Leadership

mailto:jennifer.budveit@ca.com
http://www.ca.com
https://youtu.be/9OPoGNSqdFA
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 ● Develop and strengthen 
leadership capability and 
build bench strength in a way 
that enables a superior CA 
customer experience to move the 
organization forward.

 ● Better align our leaders’ individual 
work to our organizational goals.

 ● Enable future leaders to 
influence others in a positive 
way by demonstrating our 
DNA Principles.

 ● Drive increased 
employee engagement.

 ● Empower LDP alumni to 
demonstrate enterprise leadership 
through network learning, career 
engagement, and giving back to 
the program and the organization.

Who do you impact with 
your program?

The LDP is designed for mid-level 
employees with one-year tenure 
who are aspiring leaders in the 
organization and may someday 
assume a leadership position. This 
target audience includes 
both individual contributors 
and managers.

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

Applying year-over-year 
enhancements based on our 
measurement data, the LDP at CA 
Technologies is positively driving 
impact and insights. Our overall 
return on investment and net 
promoter score are well above the 
industry averages. 

As a result of the LDP experience, 
participants are able to 
demonstrate increased:

 ● Skills and awareness associated 
with our DNA principles: Self-
awareness, results-oriented, 
authentic, resilient, customer-
centric, uncompromising integrity, 
agile, creative, socially aware, 
and collaborative.

 ● Self-awareness about how they 
are perceived by others.

 ● Business and finance acumen; 
explaining how their role can 
have a positive impact on the 
company’s financials.

 ● Ability to apply adaptive 
leadership and act as an 
enterprise leader.

 ● Ability to identify personal 
strengths, challenges, and 
development opportunities.

 ● Decision-making skills using data 
analysis, inclusive leadership 
behaviors, and unconscious bias.

 ● Coaching effectiveness.
 ● Ability to articulate the corporate 

strategy and how their role 
supports that strategy.

 ● Networking with other program 
participants to obtain diverse 
perspectives and learn 
from others.

 ● Engagement and reinforcement 
of skill application through with 
their manager.

 ● Investment in their personal 
growth and development through 
career engagement and pay it 
forward LDP Alumni opportunities 
to lead, coach, mentor, 
and network.

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

We carefully measure overall reaction 
and knowledge transfer with our 
main focus on ensuring our leaders 
can apply what they have learned 
on the job, and share their learning 
with others.

Our measurement strategy is based 
upon Kirkpatrick’s Four Levels of 
Evaluation theory. 

Level 1: Reaction: evaluating 
participant expectations.

Level 2: Learning: evaluating 
participant’s perception of being able 
to directly apply what was learned on 
the job.

Level 3: Application (Behavior 
Change): evaluating Return on 
Investment of participant time, 
energy, and resources.

Level 4: Business Impact: evaluating 
Net Promoter Score to see how likely 
a participant is to recommend the 
program to a friend or colleague, 
voluntary attrition rates, and 
employee engagement scores.

Gathering and analyzing feedback 
for each of these levels is not 
enough. Stakeholders, executive 
leaders, managers, and potential 
future participants want to know 
if this program is a worthwhile 
career development investment, 
and if it is positively impacting the 
business. Therefore, we groom 
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the measurement strategy based 
on these audience groups to help 
determine our data mining and how 
we will share the story.

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

Our continued focus is on positively 
affecting behavior change 
and business impact.  Some 
enhancements and new content for 
this year’s program include:

Mindfulness: Mindfulness is a topic 
that is showing up more and more in 
the context of business. Introduction 
to the practice of mindfulness is 
incorporated into our first in-person 
session to increase engagement 
and help participants to be present, 
and to be aware of what is going 
on around them. This content is 
based on our partnership with Cory 
Muscara, the founder of the Long 
Island Center for Mindfulness. 
Cory serves as faculty at Columbia 
Teachers College where he teaches 
mindfulness to school leaders 

and principals, and is an assistant 
instructor for the Masters of Applied 
Positive Psychology (MAPP) at the 
University of Pennsylvania, where he 
completed his graduate work. 

Mindset: When it comes to 
leadership in today’s ever-changing 
work environment, mindset can play 
a critical role in a leader’s ability to 
be successful. A leader who displays 
a fixed mindset can set themselves, 
their team, or the company up for 
failure. The world is divided between 
people who are open to learning 
and those who are closed to it. This 
trait then affects everything from 
your worldview to your interpersonal 
relationships. Mindset has significant 
implications, although most people 
are very inaccurate at estimating 
their own capabilities. Through the 
work of Dr. Carol Dweck, author 
of Mindset; The New Psychology 
of Success, the model of fixed 
vs. growth mindset shows how 
cognitive, affective, and behavioral 
features are linked back to their 
belief about the malleability of their 
intelligence. Each mindset leads to 
different patterns of behavior. 

Sales Strategy Senior Leader 
Virtual Session: Growth is key to the 
continued success of any company.  
To help employees move our 
company forward it is important that 
every leader understand and support 
our Sales Strategy, regardless of 
role. Our, President of Global Field 
Operations engages with the LDP 
participants and Alumni during a 
one-hour virtual session to share 
our holistic sales strategy, how it is 
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executed, the challenges we face, 
and the perception of CA with our 
customers. 

ETeam Video: It is important to 
inspire participants to apply what 
they learned back on the job. To 
achieve this goal, during the first 
in-person session, which is the 
mid-point of the program experience, 
a montage video including messages 
from each ETeam member, and the 
VP of Talent Development, reinforces 
the program themes through 
inspirational messages that connect 
to program content experienced over 
the three-day session.   

Reading Assignments: Reading 
business books has always been an 
integral part of the LDP. More than 
ever, leaders face the challenge of 
staying abreast of current business-
related information. We partner with 
getAbstract; a leading online media 
company that provides participants 
with access to compressed, 
relevant knowledge to drive 
innovation and help solve everyday 
business problems with accuracy 
and efficiency. The getAbstract 
platform offers a time-saving and 
highly intuitive solution that helps 
keep participants ahead of the 
competition. This will be used for 
various assignments throughout the 
nine-month program we expanded 
our licenses to include LDP Alumni.

New Books: Two new books were 
added to the reading assignments 
that reflect our internal organizational 
challenges as indicated in the 
leadership capability audit findings. 

One of the challenges identified 
is Change Leadership. Therefore, 
reading Leading Through Continuous 
Change: Navigating Churn in the 
Real World by Bill Passmore is an 
assignment for all participants. 
Making Conflict Work: Harnessing 
the Power of Disagreement by 
Peter T. Coleman offers content 
and techniques that aligns with 
higher level roles in an organization.
Exposing the participants to this 
content will generate engaging 
discussions and ultimately help to 
create a positive ripple effect in the 
organization to be better positioned 
to address the challenges at CA. 

Customer Experience: Every point 
in a customer journey is critical 
to driving a positive customer 
experience which means every single 
employee must deliver incredible 
customer experience, every time. 
Whether employees are internal 
facing or customer facing, customer 
experience is everyone’s business. 
According to the Temkin Group 
report, Employee Engagement 
Benchmark Study 2015, companies 
who lead in customer experience 
have 50% more engaged employees. 

CX resources integrated in 
the Leadership Development 
Program include:

 ● Business Simulation materials 
to include business initiatives, 
leadership challenges, and KPIs 
aligned to making customer 
experience a competitive 
advantage; specifically, with focus 
on product quality and driving the 

MTTR (Mean Time to Resolution) 
down.

 ● Customer Always Education 
eLearning program. 

 ● Recording of Customer Success 
General Manager talking to the 
LDP audience.

 ● Content focused on What is 
Customer Experience?

 ● Success – Degree to which 
customers can accomplish 
their goals.

 ● Effort – The difficulty or ease in 
accomplishing their goals.

 ● Emotion – How the interaction 
makes customers feel.

 ● Internal CX Resources, 
Suggestion Box, Net Promoter 
System, etc.

Philanthropic Activities: Being 
socially-aware is part of the DNA 
of CA Technologies.  We know 
that making a difference in our 
communities, matters. The large 
LDP audience of 650 coupled with 
local Alumni will have an opportunity 
to contribute their time during a 
coordinated philanthropic activity 
at each in-person session location. 
Participants and Alumni will partner 
together to assemble backpacks with 
school supplies for STEM students  

Would you like to comment?
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Mark Monaghan

Organization: iQor

Program: iQor’s Lean Portal

Department Director: Gabor Virag, Senior 
Manager Lean 

Undergraduate Program Director: Lucy Ford, PhD

Email: Gabor.Virag@iqor.com

Visit: www.iqor.com

A Proprietary and 
Custom-built Lean 

Program 
Our editorial team interviewed Mark Monaghan 
from iQor at the LEAD2018 Awards this past 
February. Here are some excerpts from the 
exclusive interview.

2018

B E S T  G L O B A L /
I N T E R N A T I O N A L

L E A D E R S H I P
P R O G R A M

What is the overall objective of 
your program?

The Lean Portal is a proprietary and 
custom-built leadership program on 
a SharePoint platform with multiple 
security levels that introduces and 

guides employees through iQor’s 
Lean World. The portal provides 
an inside view of iQor’s philosophy 
of continuous improvement 
and provides assistance for all 
company-based Lean activities. 

LE
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The Lean Portal offers a wide range 
information from the latest company 
news to a training calendar. Besides 
offering Lean strategy insights and 
knowledge, it also offers a wide 
range of related subjects such as 
deployment approaches, educational 
and certification opportunities, 
a review of current metrics and 
important KPIs that can impact 
performance and reporting. The site 

also identifies key Lean management 
personnel and their organizational 
structure. The portal also contains 
a support library with all of the 
materials and information needed to 
support iQor Lean initiatives.

Who do you impact with 
your program?

iQor has developed its own Lean 
Certification educational processes 

and programs that cover the key 
principles of Lean that distinguish it 
from all other quality improvement 
techniques.  Building on knowledge, 
learners will explore the sources of 
waste that can be the prime targets 
for meaningful quality improvement 
initiatives. 

iQor’s Lean Certification training 
program introduces learners to Value 
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Stream Transformation and Mapping, 
how and when to use the X-Matrix 
Tool, what is the Kaizen Event 
Approach, the Lean Council, OPC 
Systems, what is and how to apply 
the Lean Maturity Assessment, LMI 
Levels and 5S principles. 

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

Lean Portal visitors are divided into 
three based groups:

 ● Lean Department consists of 
Lean Engineers, Lean Managers 
and Lean Coaches

 ● Leaders such as Floor Managers, 
Directors, Vice Presidents and up 
(company-wide)

 ● All employees have access and 
are free to visit the Lean Portal 
through QNet, iQor’s proprietary 
intranet portal.

The Lean Portal is an integral part 
of the Lean Department as the 
Portal makes it easy to follow up on 
Lean activities, events, standards, 
procedures and create opportunity to 
share best practices. The Lean Portal 
is also important to iQor Leaders 
because of transparency. Leaders 
are able to check where and what 
is happening from a Lean point of 
view and are able to share iQor Lean 
activities with clients. If employees 
need more information about Lean, 
they are able to locate and view it 
quickly. iQor has a Lean Education 
Program for all levels of employees 
from shop floor to management. The 
Portal also contains needed training 
materials and additional information. 

If employees want to participate in 
some development activities such 
as Kaizen for example, they can 
research program details, history, 
and who they can contact for further 
information.  

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

Lean Portal has a 1.5 years history 
now. We have an average of 450 
visitors and 4,000 hits per month. 
Lean Portal has an important role in 
Product Support Services. Allowing 
for business reviews at all levels 
based on Lean Portal’s Metrics page. 
Also, Program and Lean Managers 
are uploading their reports to make 
activities transparent. The level of 
continuous standardization has 
significantly increased this year. 

Thanks to all standards available 
at Lean Portal, our customers 
meet unified outlooks at all sites, 
like unified Lean Posters in all 
languages and a Lean Wall with all 
Key Performance Indicators and 
Operation Performance Control 
Corners. Additionally, quality levels 
of projects (Kaizen Events) are 
higher and the Lean Maturity level 
has increased.

We achieved our goal to provide 
custom online Lean training and 
exams to our colleagues. Twenty-one 
interactive narrated Lean training 
modules and Lean exams in two 
levels are available to all staff 
members. In the first four months, 
already 90 candidates chose to take 
the Lean exam online.

iQor believes that our Lean 
program powered by our Portal 
will help improve product quality 
exponentially allowing us to eliminate 
waste materials and scrap thereby 
improving our earnings and ROI.

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

Our Lean initiatives first phase was 
to make our portal available to all 
Product Support colleagues. Second 
phase just started with sharing the 
same strategies with our Customer 
Service (BPO) colleagues. The Lean 
Portal is located and accessible at 
QNet, our company intranet, which 
is available to all employees. Future 
steps will include online Lean training 
and exam opportunities extend to an 
advanced level. iQor is committed 
making its production and repair 
sites as efficient as possible. We 
are driven to exceed our clients’ 
expectations and requirements. Our 
stellar reputation in the marketplace 
continues to drive new brands our 
way making it imperative that we 
have systems in place that allow us 
to share knowledge, embrace new 
technologies, and refine processes   

Would you like to comment?

https://web.hr.com/ejds
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Creating People-
Centric Leadership 
and organizations

During the summer of 2015, Pierre Nanterme, the CEO 
of Accenture, scrapped the global consulting firm’s 
entire performance management system. He realized 
that after thirty good years, it no longer fulfilled its 
purpose. Accenture found that its global workforce 
had changed. Their people—and your people—are not 
motivated by being a number on a performance rating 
scale. Rather, today’s workforce is increasingly looking 
for meaning, human connectedness, true happiness, 
and a desire to contribute positively to the world. 
Nanterme and his leadership team realized Accenture 
needed a better way to lead for these foundational 
human desires and better engage their 425,000-plus 
employees—to speak to their intrinsic motivation. 

Accenture is no outlier. A global movement is taking 
place in the C-suites of thousands of progressive 
organizations like Marriott, Starbucks, and LinkedIn. 
The question the leaders of these organizations ask 
themselves is, “How can we create more human 
leadership and people-centered cultures where 
employees and leaders are more fulfilled and more 
fully engaged?”

As human beings, we are all driven by basic needs for 
meaning, happiness, human connectedness, and a 
desire to contribute positively to society. That’s true 

whether we’re at home, out in the world, or at work. 
But it’s one thing to realize this and another to act 
on it. Speaking to our people’s intrinsic motivation 
calls for leadership and organizations that cater to 
these desires. It is something that forward-thinking 
organizations and leaders are increasingly realizing 
and addressing. As Javier Pladevall, CEO of Audi 
Volkswagen, Spain, reflected in a conversation I 
had with him: “Leadership today is about unlearning 
management and relearning being human.”

In my new book, The Mind of the Leader, co-authored 
with Jacqueline Carter, we provide a way to do this. 
It outlines how leaders can lead themselves, their 
people, and their organizations to unlock intrinsic 
motivation, create real people-centered cultures, and 
ultimately deliver extraordinary results. 

How important is this message? Consider this: In 
a 2016 McKinsey & Company study of more than 
fifty-two thousand managers, 86 percent rated 
themselves as inspiring and good role models. But 
this stands in stark contrast to how employees 
perceive their leaders. A 2016 Gallup engagement 
survey found that 82 percent of employees see 
their leaders as fundamentally uninspiring. In fact, 
the same survey found that only 13 percent of the 

By Rasmus Hougaard and Jacqueline Carter

Applying mindfulness, selflessness 
and compassion

http://web.hr.com/7hcy
https://www.forbes.com/sites/matthunckler/2017/02/20/emotional-intelligence-in-business-and-life/#1a054a557f6c
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global workforce is engaged, while 24 percent are 
actively disengaged.

This seeming lack of good leadership is not because 
of a lack of effort. According to a recent report, 
organizations around the globe invest approximately 
$46 billion annually on leadership development 
programs. That’s a lot of money for seemingly little 
return. What is going wrong?

In part, the system is broken: According to research by 
Dacher Keltner, professor of psychology at University 
of California, Berkeley, when many leaders start to 
feel powerful, their more benevolent qualities start to 
decline. Corporate leaders are three times more likely 
than lower-level employees to interrupt coworkers, 
multitask during meetings, raise their voices, and say 
insulting things. He also found that leaders are more 
likely than other people to engage in rude, selfish, and 
unethical behavior. None of this is going to speak to 
the intrinsic motivation that we all share. 

While the $46 billion spent on leadership training 
might improve leaders’ effectiveness—at least in a 
strictly business sense of focusing on the bottom 
line—something more is needed: Leadership that truly 
engages employees, leadership that is truly human 
and speaks to the basic human needs any employee 
has. 

And it starts in the mind of the leader.

Leadership pioneer Peter Drucker said, “You cannot 
manage other people unless you manage yourself 
first.” If this is true, the majority of leadership 
education and training programs have it backward. 
Most leadership education starts with skills like 
strategy, people management, and finance. But from 
Drucker’s point of view, this approach starts at the end 
and misses the beginning: it’s like building a house by 
starting with the roof.

Creating People-Centric Leadership And Organizations

http://web.hr.com/7hcy
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Like Drucker, we argue that leadership starts with 
yourself. More specifically, it starts in your mind. By 
understanding how your mind works, you can lead 
yourself effectively. By understanding and leading 
yourself effectively, you can understand others 
and be able to lead them more effectively. And by 
understanding and leading others more effectively, 
you can understand and lead your organization more 
effectively—and by “more effectively,” we mean in 
a way that’s going to tap into your own and your 
people’s intrinsic motivations and sense of purpose. 
If you’re able to do that—and we have witnessed that 
with practice and persistence, anyone can—you’ll 
have a more engaged and productive workforce. And 
perhaps more importantly, you’ll be part of creating 
more happiness, stronger human connectedness, 
and better social cohesion within and beyond your 
organization. 

For over a decade, we and our colleagues at Potential 
Project have trained tens of thousands of leaders in 
hundreds of companies like Microsoft, LEGO, Danone, 
and Accenture, utilizing the practice of mindfulness. 
The outcomes have been thoroughly researched and 
proven to deliver remarkable results. But with the 
emerging movement of employees looking for more 
meaning, happiness, and connectedness, we have 
asked ourselves what else leaders need for leading 

themselves, their people, and their organizations for 
extraordinary results.

As part of this research, we and our research team 
have surveyed and assessed more than thirty 
thousand leaders from thousands of companies in 
more than a hundred countries. We have conducted 
in-depth interviews with hundreds of C-suite 
executives. And we have reviewed thousands of 
studies on leadership in the fields of neuroscience, 
leadership, organizational development, and 
psychology. 

Based on this research, we have conclusively found 
that three mental qualities stand out as being 
foundational for leaders today: mindfulness (M), 
selflessness (S), and compassion (C). Together, we 
call these foundational skills MSC leadership.

So how do you as a leader achieve MSC leadership, to 
better engage your people at their intrinsic level and 
unleash better performance? By applying mindfulness, 
selflessness, and compassion first to yourself, then to 
your people and then to your organization. 

Creating People-Centric Leadership And Organizations

Would you like to comment?

Rasmus Hougaard is the founder and 
managing director of Potential Project, 
a global leadership and organizational 
development firm serving Microsoft, 
Accenture, Cisco and hundreds of other 
organizations. He is publishing his 
second book The Mind of the Leader 
– How to Lead Yourself, Your People 
and Your Organization for Extraordinary 
Results with HBR Press in March 2018.

Jacqueline Carter is a partner and the 
North American Director of Potential 
Project. She is co-author of The Mind 
of the Leader – How to Lead Yourself, 
Your People and Your Organization 
for Extraordinary Results (HBR Press, 
2018) as well as co-author with Rasmus 
Hougaard on their first book One Second 
Ahead: Enhancing Performance at Work 
with Mindfulness. 

according to a recent report, organizations around the 
globe invest approximately $46 billion annually on 
leadership development programs. 

http://web.hr.com/7hcy
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http://www.potentialproject.com/
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https://www.amazon.com/Mind-Leader-Yourself-Organization-Extraordinary/dp/1633693422/ref=sr_1_1?s=books&ie=UTF8&qid=1509696300&sr=1-1&keywords=the+mind+of+the+leader
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Holly Hubenschmidt

Organization: Webster University

Program: Webster University Global 
Leadership Academy (GLA)

Program Director: Jennifer Broeder, Director of 
the Global Leadership Academy

Holly Hubenschmidt, Co-director of the Global 
Leadership Academy 

Visit: www.webster.edu/
globalleadershipacademy

Developing 
Faculty and Staff

Our editorial team interviewed Holly Hubenschmidt, 
Co-director of the Global Leadership Academy from 
Webster University at the LEAD2018 Awards this 
past February. Here are some excerpts from the 
exclusive interview.

What is the overall objective of 
your program?

The Webster University Global 
Leadership Academy seeks to 

develop faculty and staff to lead 
from where they are within the 
university. We do this through a 
curriculum centered around:
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Best Social Collaboration and                     
Knowledge Sharing 
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 ● Developing and enhancing the 
leadership skills of faculty and 
staff at Webster University

 ● Providing a comprehensive and 
grounded understanding of 
Webster in all its complexity

 ● Creating ambassadors to the 
communities Webster serves

Who do you impact with 
your program?

The faculty and staff of Webster 
University worldwide 

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

We learned that selection is 
incredibly important for the cohort 
to have a successful experience. 
Among the university’s core values 
is diversity and inclusion, and the 
GLA is the perfect example of these 
aspirations in action. We need to 
have as many voices as possible 
in the academy so we balance 
representation from both faculty and 
staff, all genders and races, all ages 
and lengths of tenure at Webster, and 
from different schools and colleges, 
campuses, and departments. 
Pulling in people who have no 
reason to be in a room together 
and sending them on this yearlong 
experience maximizes learning by 
exposing them to diverse voices and 
viewpoints. Sending each cohort 
abroad to spend a week at one of 
our international campuses not 
only provides an immersive cultural 
experience but also provides deep 
bonding for the fellows.

While originally not an intentional 
outcome of the program, this 
diverse network that is created 
among a cohort is powerful. We 
have the fellows complete a network 
assessment before they begin their 
year to see if there are many previous 
connections within the cohort. By 
the end of the year, the fellows’ 
professional networks are much 
more expansive at the university.

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

We heavily assess the program 
from the most basic “were you 
satisfied with this speaker/session?” 
questionnaire to collecting artifacts 
of how the fellows used the 
knowledge they gained in GLA. The 
latter can manifest as anything from 
developing a new short-term study 
abroad program at an international 
campus that the academy visited 
to taking a significant leadership 
role in a professional organization 

to a promotion.  We also explore 
the fellows’ professional networks 
before and after the academy 
experience. Finally, we track the 
fellows individually noting awards, 
promotions, and service to the 
university. 

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

With the in-depth assessment of the 
program, the curriculum is constantly 
evolving. One area we are particularly 
focusing on is the team project 
component. We are working closely 
with the president and provost of the 
University to ensure that this applied 
learning activity is meaningful to the 
fellows and relevant to the institution. 

We have a new director of the 
Academy this year; JenniferBro-
eder is a professor in the School of 
Nursing. She brings an increased 
faculty perspective to our work. 

These are challenging days for higher 
education institutions, but Webster 
realizes that this is when leadership 
is most critical for an organization. 
We see this in the incredible number 
of GLA alumni who are being tapped 
for task forces, assuming interim 
positions in administration after an 
early retirement incentives package 
created a number of vacancies, and 
applying (and often getting) the 
permanent administrative positions 
including deans, associate vice 
presidents, and vice presidents   

Would you like to comment?

https://web.hr.com/k85g
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Adam Grijalba

Organization: Brown-Forman

Program: People Leader Program

Program Director: La Toya McClellan and  
Andy Constable 

Visit: www.brown-forman.com

Strengthening 
Company Values 

and Behaviors
Our editorial team interviewed Adam Grijalba 
from Brown-Forman at the LEAD2018 Awards this 
past February. Here are some excerpts from the 
exclusive interview.
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What is the overall objective of 
your program? 

The program reinforces company 
values and behaviors. The team 

created a 70-20-10 blended learning 
approach that engages participants 
in classroom and online workshops 
to grow themselves, grow others and 
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grow the business. In specific, the 
program equips leaders to:

Define how they see themselves as 
leaders and integrate feedback on 
how others see them as a leader into 
their leadership approach through 
increased emotional intelligence.

Create a plan to achieve sustainable 
high performance.

Demonstrate inclusive leadership 
behaviors that achieve 
business results.

Improve their collaborative work with 
other departments through a deeper 
understanding of business acumen. 

Who do you impact with 
your program?

800 leaders of small teams.

What are the lessons you’ve learned 
this year from facilitating your 
program? 
Our train-the-trainer was a useful 
investment of time for the facilitation 
team because we shared facilitation 
best practices and got to practice 
delivery of the content.

Engaging the leaders of program 
participants was key in reinforcing 
the value of the program and gaining 
the endorsement of leadership.

By deploying the program regionally, 
we saved travel time and cost for 
leaders in each region of the world.

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

We are having participants 
complete a 360 evaluation 
post-program and comparing it to the 
pre-program results.

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

We are reinforcing the elements of 
Grow Self-Grow Others and Grow the 
Business (Grow Me-Grow We-Grow 
B-F) in each of our subsequent 
leader development offerings so 
that there is a common thread 
throughout all company leader 
development offerings.

Regional People Development 
Consultants and HR Business 
Partners support and reinforce 
elements of the program for those 
who have attended the program.

All new leaders of small teams will 
be invited after they have assumed a 
leadership role 

Would you like to comment?

https://web.hr.com/icnug
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Keys to Leadership

The thing that lights me up during the day more 
than anything else is watching the members of my 

team have that ‘Eureka’ moment when the light bulb 
goes off and something they’ve been struggling with 
for some time finally clicks.

Perhaps it’s that javascript code syntax they haven’t 
nailed yet, their umpteenth design comp revision or 
parsing through a terse website ADA report.

When they work through the challenge and the 
solution final settles on them, there is a very real 
electric energy that lights up their face and collective 
cheers abound.

Areas where I can be helpful as a leader are to know 
when to jump in, offer feedback or guidance, but then 
let them work through the problem on their own. This 
provides the best quality of learning. It is tempting 
to want to jump in and solve the issue directly, if it 
is an area where I may have the know-how, but then 
the team never grows and I may become stretched 
too thin.

So it’s more a matter of finding that balance, offering 
praise and encouragement along the way, and 
assessing where I may need to have a more “hands 
on” approach.

There is nothing more rewarding than seeing 
your team crush their goals, grow their skills and 
knowledge, and the sense of accomplishment they 
feel at passing that milestone.

My part is just knowing that I was able to provide 
some fertile ground for this personal growth 

happening around me.  A bit of a teacher’s heart that’s 
in me – part of the joy I have as a father, as a team 
leader and mentor.

Putting the dreams, goals and aspirations of your 
team members not necessarily in front of your own 
but as a main focus of your daily work, will awaken the 
“Servant’s Heart” within you.

When your team knows you have “their back”, care 
about their challenges and that you can help provide 
the tools they need to meet their challenges head-on, 
they will thrive, become more productive, and derive a 
true sense of satisfaction in their work.

This will have a positive effect on the overall culture of 
your organization.

Let your team be your inspiration

By Sean Dampier

Feature

Sean Dampier is the Creative Director 
at Vizergy, a leading digital marketing 
company serving the hospitality 
industry with stunning website 
design and fiercely competitive tools . 
Following an unconventional path 
as a working musician in his 20›s, 
he discovered his love for frontend 
development and website design 
through building his band›s websites, 
and gained almost 20 years of 
experience in design, coding, team 
building and delivering exceptional 
results for his clients.

Would you like to comment?

http://web.hr.com/7hcy
https://www.vizergy.com/hotel-website-design.htm?WT.mc_id=press_website-design
https://www.vizergy.com/hotel-website-design.htm?WT.mc_id=press_website-design
https://www.vizergy.com/cms-and-platform.htm?WT.mc_id=press_platform
https://web.hr.com/d9fg
http://www.vizergy.com/
https://www.linkedin.com/in/seandampier/
https://twitter.com/vizergy


2018 LEAD AWARD WINNERS

49
#AWorldInspired

La’Wana Harris

Organization: Sanofi in Collaboration with DDI

Program: Management Essentials

Program Director: La’Wana Harris 

Email: lawana.harris@sanofi.com

Visit: www.sanofi.com

Providing a Clear Path for 
Leadership Excellence

Our editorial team interviewed La’Wana Harris from 
Sanofi in Collaboration with DDI  at the LEAD2018 
Awards this past February. Here are some excerpts 
from the exclusive interview.
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P R O G R A M

What is the overall objective of 
your program?

The overall objective of the 
Management Essential program is 
to provide first line managers with 
a common understanding of what 

leadership at Sanofi means. This 
goal is accomplished by establishing 
a global approach to leadership 
development in order to build a 
common leadership culture. 

LE
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The program supports managers in 
three core areas:

Enhance manager SELF 
AWARENESS and understanding of 
the impact of their personality and 
communication style.

Support managers in developing 
themselves and their direct reports 
through effective goal setting, 
FEEDBACK AND COACHING. 

Maximize TEAM PERFORMANCE by 
helping managers set the direction, 

establish priorities and delegate 
while gaining buy-in and support.

In addition, our core values and our 
lead competencies are interwoven 
in all Sanofi leadership development 
programs. Our core values (Courage, 
Respect, Teamwork and Integrity) 
define our identity, and are core 
principles which guide our decisions. 
Deeply held –and more importantly– 
acted upon values help us to build 
the leadership culture needed for 
sustainable success.

Finally, our Lead Competencies 
define leadership behaviors, describe 
the “how” we act and translate 
our core values into action. The 
Management Essential program 
develops our Sanofi-Leaders in a 
consistent way across the whole 
organization providing a clear path 
for excellence in desired behaviors, 
competencies and attitudes.

Who do you impact with 
your program?

The Management Essentials 
program serves the largest 
leadership segment at Sanofi with 
a target population of 13,200 first 
line managers, in more than 100 
countries worldwide.  

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

Since inception in January 2016, 
more than 3,600 managers have 
completed the Management 
Essentials learning journey.   
Developing such a critical mass of 
leaders has brought a valuable set of 
challenges and rewards.  

We learned firsthand the benefits of 
“Glocalization.” Deploying a program 
globally involves a substantial 
amount of complexities when trying 
to plan for, and support the varying 
needs in diverse geographic regions.  
Our deployment model comprised of 
design and governance at the global 
level, coupled with regional/local 
implementation proved to be ideal for 
a program of this scale.  Reserving 
the design and governance at the 
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global level ensured the consistency 
and quality of the learning journey.  
The regional implementation model 
allowed for accommodation of 
geography based needs that vary 
widely from one country to the next.

Another key lesson learned was the 
importance of cultural agility.  The 
Management Essentials program 
required extensive translation to 
meet the needs of our diverse 
management population.  Translation 
was just one of many program 
elements that required a high level 
of diversity and cultural intelligence 
when designing learning solutions.  
We relied heavily on the input of 
our global core team, comprised of 
representatives from each region 
to provide considerations for each 
geographic area.

Building on the insights gained 
through the deployment of the 
Management Essential program, we 
have incorporated the key findings 
in the development of Management 
Essentials 2.0.  Thus, the learning 
journey continues to develop our 
managers for an increasingly 
complex marketplace.

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

We measure our success by 
assessing our progress in creating 
a common leadership language 
and culture.  We also use our 
employee engagement survey and 
program evaluations.

Our programs are designed to 
supplement our employees on-the 
job experiences and help them 
to keep pace with the needs of 
our business. We will continue to 
contemporize and harmonize our 
leadership development offerings at 
all management levels to promote 
a culture of continuous learning 
and feedback.

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

I am currently working with a global 
team of leadership development 
professionals to build Management 
Essentials 2.0–designed for more 
tenured first line managers. The 
continued success of the program 
is embedded in its design which 
allows for the continuous evolution 
necessary to remain relevant to our 
business reality.  

The evolution of the program will 
engage managers in a few key areas:

 ● Going beyond foundational 
principles to disrupt conventional 
thinking throughout the enterprise 
with an emphasis on managing 
complexity, collective leadership 
and cultural agility.

 ● Focusing on the mindset shifts 
needed for success in addition to 
developing core competencies

 ● Directly aligning programmatic 
elements with business priorities, 
client and regional needs while 
achieving efficiencies and 
economies of scale

The broader view of continued 
success hinges on our commitment 
to become a magnet for diverse 
and exceptional talents. The Global 
Leadership Development team 
helps ensure that every individual 
at Sanofi has a chance to develop 
skills needed for success. This is 
key to building and sustaining the 
growth of our organization. To realize 
this ambition, our HR function has 
adopted the “One Sanofi, One HR” 
concept. We adopted a holistic 
people development model based 
on shared principles and a single 
framework to be applied consistently 
at every level   

 Would you like to comment?

https://web.hr.com/ejnpk
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“Executive coaching focuses on 
developing a top executive’s 

full potential by coaching 
them to think and act beyond 
existing limits and paradigms. 
Transition coaching has three 
overall goals: to accelerate the 
transition process by providing 
just-in-time advice and counsel, to 
prevent mistakes that may harm 
the business and the leader’s 
career, and to assist the leader 
in developing and implementing 
a targeted, actionable transition 
plan that delivers business 
results.”    
             - Prof Sattar Bawany 

(2018a), Development and Coaching of 

NextGen Leaders, Business Expert Press, 

Business Insights

Talent management represents an 
organization’s efforts to attract, 
develop, and retain skilled and 
valuable employees. Its goal is to 
have people with the capabilities 
and commitment needed for 

transition Coaching
of Leaders For First 
90 days

currentand future organizational 
success. An organization’s talent 
pool, particularly its managerial 
talent, is often referred to as the 
leadership pipeline (Charan, et. al., 
2000).

Today’s dramatically changing 
work environments demands 
that organizations have to 
continuously ensure that there 
is a robust leadership pipeline 
ready to be deployed now and in 
the future. Identifying, assessing, 
selecting and developing the next 
generation or potential future 
leaders are, therefore, critical 
strategic objectives for ensuring 
a sustainable, competitive 
organization. The business case 
for doing so is clear as supported 
by extensive published research   
         (Bawany, 2018a).  

Today’s businesses face 
unprecedented challenges 
operating in a global environment 

which is increasingly volatile, 
uncertain, complex and 
ambiguous (VUCA). Leaders are 
also confronted with increased 
competition, globalization, 
demand for growing social 
responsibilities and a stream of 
technological revolution causing 
disruption in the marketplace. 
Hence organizations need to 
strengthen their leadership 
bench strength and also ensure 
the availability of leaders today 
and tomorrow to take on the 
responsibility to ensure the 
sustainability of the organization  
         (Bawany, 2018b).

The high impact and cost of new 
leader derailing within the first 
year are staggering. As Michael 
Watkins states in his book, The 
First 90 Days, “studies have found 
that more than 40 to 50 percent of 
senior outside hires fail to achieve 
results (2003, p. 8). The reason for 
most of these failures is not the 

By Sattar Bawany

New leaders need to reflect and examine their own 

http://web.hr.com/7hcy
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lack of intelligence (IQ), skills or 
experience, but rather the inability 
of these executives to assimilate 
effectively into the new culture or 
new role and make the necessary 
“mindset shift” as they go through 
fundamental changes in roles.

the Potential Pitfalls of 
Leadership transitions
The biggest trap that new leaders 
fall into is to believe that they will 
continue to be successful by doing 
what has made them successful 
in the past. There is an old saying, 
“To a person who has a hammer, 
everything looks like a nail.” So too 
it is for leaders who have become 
successful by relying on certain 
skills and abilities. Too often 

Transition Coaching Of Leaders For First 90 Days

they fail to see that their new 
leadership role demands different 
skills and abilities. And so they fail 
to meet the adaptive challenge. 
This does not, of course, mean 
that new leaders should ignore 
their strengths. It means that 
they should focus first on what it 
will really take to be successful 
in the new role, then discipline 
themselves to do things that don’t 
come naturally if the situation 
demands it.

Another common trap is falling 
prey to the understandable anxiety 
the transition process evokes. 
Some new leaders try to take on 
too much, hoping that if they do 
enough things, something will 
work. Others feel they have to 

be seen “taking charge,” and so 
make changes in order to put 
their own stamp on things. Still, 
others experience the “action 
imperative” - they feel they need to 
be in motion, and so don’t spend 
enough time upfront engaged 
in diagnosis. The result is that 
new leader’s end up enmeshed in 
vicious cycles in which they make 
bad judgments that undermine 
their credibility.

New leaders are expected to “hit 
the ground running.” They must 
produce results quickly while 
simultaneously assimilating into 
the organization. The result is that 
a large number of newly recruited 
or promoted managers fail within 
the first year of starting new jobs. 

http://web.hr.com/7hcy
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success strategies for the 
assimilation of the new 
Leaders
Successful new leaders re-define 
their need for power and control. 
Team members normally value 
a certain amount of freedom 
and autonomy. People want 
to influence the events around 
them and not be controlled by 
an over-bearing leader. When 
the manager is an individual 
contributor, he or she is close 
to the work itself and they are 
the master in control of their 
circumstances; their personal 
performance has a big effect on 
their satisfaction and motivation. 

The situation is different when 
they are promoted and become a 
leader. Their personal contribution 
is less direct; as they often operate 
behind the scenes. Leaders create 
frustration for everyone when 
they try to be involved in every 
project and expect team members 
to check-in before beginning 
every task. World-class leaders 
delegate. They learn to trust. This 
means giving up some control. 
Leaders learn to live with the risks 
and know that someone else 
may do things a little differently. 
Every person is unique, and they 
will individualize certain aspects 
of their work. When leaders 
don’t empower and delegate, 
they can become ineffective 
and overwhelmed. In turn, team 
members feel underutilized and 
therefore less motivated. 
 
Finally, leaders learn to transition 
in other critical ways. They learn 
how to live with occasional 
feelings of separation and 

Transition Coaching Of Leaders For First 90 Days

people don’t always accept 
their decisions when faced 
with gut-wrenching situations. 
Leaders have a view of the big 
picture in mind. But the challenge 
for leaders lies in balancing the 
needs of many stakeholders: 
owners, employees, customers, 
and community. Because of this 
challenge, team members can 
feel alienated when unpopular 
decisions must be made. 
Leadership can be hard. It is 
impossible to please everyone 
all of the time. While the need for 
belonging and connecting with 
the group is important, leaders 
know the mission and vision take 
precedence. Sometimes a leader 
should make waves, champion 
change, and challenge people’s 
comfort zone. Leaders may not 
always relish conflict, but they are 
not afraid of it either. Leaders are 
guided by standards, principles, 
and core values. Leaders focus on 
what is right, not who is right. 

the Business Case for 
transition Coaching
Effective coaching is a major 
key to improving business 
performance. Executive Coaching 
focuses on the qualities of 
effective leadership and improved 
business results. It is comprised 
of a series of structured, 
one-on-one interactions between 
a coach and an executive, aimed 
at enhancing the executive’s 
performance in two areas:

 ● Individual personal 
performance 

 ● Individual organizational 
performance 

What if there was a proven 
process to support new leaders 
in their role while significantly 
increasing return on investment 
and ensuring a positive economic 
impact for the organization?

One such process is Transition 
Coaching; an integrated and 
systematic process, which 
engages and assimilate the new 
leaders into the organization’s 
corporate strategy and culture to 
accelerate productivity. 

Transition coaching encompasses 
the goals of executive coaching 
but focuses on a specific niche, 
the newly appointed leader (either 
being promoted from within or 
being hired externally). Leadership 
transitions are among the most 
challenging and difficult situations 
executives face. Take the case 
of a leader who might enter a 
new position thinking he or she 
already has all of the answers or, 
just the opposite; the leader might 
lack a clear understanding of the 
role’s expectations. The goal of 
transition coaching is to reduce 
the time it takes for new leaders 
to make a net contribution to 
the organization and establish a 
framework for ongoing success.

Those promoted from within will 
have to be mindful that a smooth 
and effective assimilation of 
‘role-to-role’ transition is critical 
to theorganizationor business-
performance. The organization 
depends on leaders to execute 
and meet objectives and has bet 
that internal candidates are better 
valued at less risk. Organizations 
understand that successful 

http://web.hr.com/7hcy
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transitions ensure future 
capability. Transition Coaching is 
the key to achieving this.

Many newly placed executives 
fail within their first two years 
in the position for reasons 
ranging from their inability to 
adjust to a new role and develop 
strong relationships to a lack of 
understanding of the business 
imperatives. What new leaders 
do during their first months in a 
new role greatly determines the 
extent of their success for the next 
several years.

An unsuccessful transition can 
negatively impact an organization 
through poor financial results, 
decreased employee morale and 
costly turnovers. So rather than 
risk this sink or swim gamble, 
organizations can improve the 
process of transition coaching.

If organizations use the right 
transition strategies when 
on-boarding a leader, they will 
not only help prevent failure 
but will also create additional 
value by accelerating the new 
leader’s effectiveness. Transition 
coaching engages the new 
leader in the organization’s 
corporate strategy and culture to 
accelerate performance.

Leveraging on transition 
Coaching for onboarding 
of Leaders in First 90 days
Transition coaching has three 
overall goals: to accelerate the 
transition process by providing 
just-in-time advice and counsel, to 
prevent mistakes that may harm 
the business and the leader’s 

Transition Coaching Of Leaders For First 90 Days

career, and to assist the leader 
in developing and implementing 
a targeted, actionable transition 
plan that delivers business results.

While many of the issues covered 
by transition coaching are similar 
to those included in executive 
coaching, such as sorting through 
short and long-term goals and 
managing relationships upwards 
as well as with team members, 
transition coaching is focused 
specifically on the transition 
and designed to educate and 
challenge new leaders. The 
new leader and coach will work 
together to develop a transition 
plan, a roadmap that will define 
critical actions that must take 

place during the first 90 days to 
establish credibility, secure early 
wins and position the leader and 
team for long-term success.

The transition coaching 
relationship also includes regular 
meetings with the new leader 
as well as ongoing feedback. 
Frequently, the coach conducts a 
“pulse check” of the key players, 
including the boss, direct reports, 
peers and other stakeholders, 
after four to six weeks to gather 
early impressions so that the 
new leader can make a course 
correction if needed.

The entire transition coaching 
process (Refer to Figure 1) 

Figure 1: The Transition CoachingApproach

* The Transition Readiness Assessment for the NextGen Leaders includes 
Cognitive Readiness competencies which include Critical Thinking Skills, 
Emotional& Social Intelligence Skills; Developing Others (Managerial 
Coaching); Cross-Cultural Communication; Effective Negotiation and 
Managing Conflict

http://web.hr.com/7hcy
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developed by the Centre for 
Executive Education (CEE) 
provides new leaders with the 
guidance to take charge of 
their new situation, achieve 
alignment with the team, and 
ultimately to move the business 
forward. Organizations make 
a significant investment when 
they recruit and hire new leaders, 
and they have much to lose if 
a new hire does not succeed, 
possibly several times the hire’s 
base compensation.

Conclusion
The new leaders need to reflect 
and examine their own leadership 
attitude and perspective. Develop 
an intentional plan to work on 
areas that need improvement. 
Whether a manager is moving 
into a new position or looking to 
get back on the road to success, 
executive or transition coaching 
work to bring out the best in the 
new leaders through the support 
of a professional relationship. 
Both relationships are built on a 
foundation of trust and confiden-
tiality. The ability of coaches to 
provide leaders with an outside 
resource that can also act as 
a sounding board helps them 

Transition Coaching Of Leaders For First 90 Days

become the successful leaders 
they were meant to be.

Organizations must clearly 
define the purpose of coaching, 
gauge the process, and evaluate 
results. Coaching is not just about 
providing support. Ultimately, 
coaching should deliver what any 
business needs – real results.
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Would you like to comment?

Leaders create frustration for everyone when they try 
to be involved in every project and expect team 
members to check-in before beginning every task. 
World-class leaders delegate. they learn to trust. this 
means giving up some control. Leaders learn to live 
with the risks and know that someone else may do 
things a little differently.
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drucker and 
Principles of success*

About thirty years ago, I 
initiated a study called the 

Combat Leadership Study. This 
grew out of my search to find 
the most challenging leadership 
situation and those leaders who 
were successful in that situation 
as well as in management 
functions in business and other 
organizations. 

There are many challenging 
conditions for leadership of 
course: the hospital room, 
unexpected situations on the 
street, emergencies at sea, 
an emergency in the air or an 
automobile accident, or a heart 
attack. Or, there are police 
confrontations including with 
hostages, or someone with a 
gun. However, for an environment 
of leadership, which might 
encompass any or all of those 
mentioned, it’s hard to beat the 
almost daily leadership challenges 
of combat on the battlefield. 

By William Cohen

Lessons that are still the basis of leadership success

http://web.hr.com/7hcy
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Battlefield Leadership 
Presents the Greatest 
Challenge
As Drucker pointed out to me, 
“In no other type of leadership 
must the leader make decisions 
based on less or less reliable 
information.”  

So, battle probably represents 
a “worst case” condition, the 
one I was seeking to identify. 
No wonder even traditional 
motivators such as high pay, good 
benefits, and job security aren’t 
much good or at least not fully 
effective. There is no “business as 
usual” on the battlefield.

And in leading under terrible 
conditions, successful 
combat leaders build and lead 
organizations which get things 
done ethically, honestly, and 
for the most part under the 
circumstances, humanely.  

Lessons that are still 
the Basis of Leadership 
success
To do this study, I sought subjects 
who had not only led in battle, but 
also had gone on to demonstrate 
successful civilian careers in 
non-military activities as well. 
The foundation of my research 
was a survey sent to more than 
200 former combat leaders and 
conversations with hundreds 
more. All had become successful 
in the corporate world or in other 
non-military organizations after 
leaving the armed forces. 

Among the responses I received 
in the initial phase, 62 were from 

generals and admirals. I asked 
these former combat leaders what 
they had learned from leadership 
in battle. I asked about the tactics 
they used, about the importance 
of their style and the most 
important actions a leader must 
take. I asked about adapting these 
lessons in their civilian careers. 

I discovered that approximately 
ninety-five percent of the 
responses I received boiled down 
to only eight principles. However, 
each of these leaders had seen 
one or more of these eight 
principles help them to achieve 
extraordinary results in their 
careers. More than a few wrote 
special notes or letters to express 
their support for my project. 

In a latter phase of my research, 
I interviewed other successful 
senior business leaders and 
reviewed dozens of corporate 
situations and the actions 
taken by these corporations’ 
senior leaders. Some had also 
combat experience in the armed 
forces. Most did not. Some had 
developed their own lists of 
principles of leadership over the 
years. 

While their lists differed from 
each other, they invariably 
included some version of the 
eight responses I had developed 
from my surveys. I also looked at 
7000 years of recorded history 
to confirm or to disprove these 
concepts in different settings. 
There was an abundance of 
evidence, which supported most 
of the principles which I had 
uncovered from my first research 

with combat leaders, but when I 
found little or no confirmation, I 
dropped it from my list.

General Ronald Fogleman who 
was Chief of Staff of the Air 
Force wrote the forward to my 
first book explaining the eight 
universal laws. Many successful 
leaders wrote testimonials and 
allowed me to use them. These 
included those with military 
experience such as General 
H. Norman Schwarzkopf who 
had then recently led and been 
successful in the Gulf War and 
retired General and later Secretary 
of State Alexander Haig Jr., as 
well as Astronaut Colonel Frank 
Borman and former Marine Robert 
Lutz who was then vice chairman 
of the Chrysler Corporation. 
However, there were also those 
who had no military experience 
such as billionaire Bill Bartmann, 
Barry Gordon, former and longest 
serving of the Screen Actors Guild, 
and others.

Bill Bartmann who made and lost 
several fortunes was once listed 
as the 25th wealthiest man in 
America, and right ahead of Ross 
Poirot who was number 26 in an 
article in Forbes Magazine. 

I had a lengthy discussion about 
each law with Peter Drucker, 
which was published first in my 
book Drucker on Leadership 
(John Wiley and Sons, 2009). We 
had gone to what was his favorite 
Italian Restaurant in Claremont 
near where he taught, and over 
a spaghetti lunch I went over my 
research in some detail. 

Drucker And Principles Of Success*
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1. integrity First
“You are entirely right and 
absolutely correct in listing this 
as your first law. A leader can be 
well-liked and popular and even 
competent and that’s all well and 
good, but if he lacks integrity 
of character he is not fit to be a 
leader.” 

Drucker had written in one 
of his books: “Character is 
not something you can fool 
people about. The people with 
whom a person works, and 
especially subordinates, know 
in a few weeks whether he/

she has integrity or not. They 
may forgive a person for a great 
deal: incompetence, ignorance, 
insecurity or bad manners, 
but they will not forgive a lack 
of integrity.”

2. Know Your stuff
“This seems obvious, but some 
managers do try to cut corners 
rather than mastering the 
knowledge that they must have 
and that is essential to the quality 
of their performance.”

Drucker wrote: “. . . leadership 
rests on being able to do 

something others cannot do at all 
or find difficult to do . . . “

3. declare Your 
expectations
“I’m uncertain what you mean by 
this. If you mean that a leader 
should declare his objectives, his 
mission --- by all means.”

4. show uncommon 
Commitment
“The failure of many is because 
they show no commitment, 
or commitment to the wrong 
goals. This gets back to your 
third law. Commitment comes 
from a worthy mission and then 
strong commitment.”

Drucker wrote (referring to what 
nonprofits could teach business): 
“. . . non-profit directors tend to 
have a personal commitment to 
the organization’s cause. Few 
people sit on a church vestry 
or a school board unless they 
deeply care about the religion or 
education”  

5. expect Positive results
 “There is a cautionary tale. One 
must not be a ‘Pollyanna.’ Still the 
central thought is correct. One 
cannot be negative and succeed 
in anything.”

Drucker wrote: “Whenever you see 
a successful business, someone 
once made a courageous 
decision.” 

6. take Care of Your 
People
“Many managers are failing 
to do this, and it will catch up 
with them.”

Drucker And Principles Of Success*
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Drucker wrote: “A leader has 
responsibility to his subordinates, 
to his associates.”  

7. duty Before self
This point requires some further 
definition. What I meant by this 
is that the leader had a duty to 
accomplish the mission and a 
duty to take care of those to who 
he or she was responsible. The 
leader’s own needs must come 
only after fulfilling of this duty.

“This should be the basis of all 
leadership. The leader cannot 
act in one’s own interests. It 
must be in the interests of the 
customer and the worker. This is 
the great weakness of American 
management today.”

Drucker wrote: “Douglas 
MacArthur . . . built a team second 
to none because he put the task 
first . . . He was also unbelievably 
vain, with a tremendous contempt 
for humanity, because he was 
certain that no one came close to 
him in intelligence. Nevertheless, 
he forced himself in every single 
staff conference to start the 
presentation with the most junior 
officer. He did not allow anybody 
to interrupt.” 

8. Get out in Front
“Very true whereas junior leader 
or the CEO, the leader must 
be where the work is the most 
challenging. During World War I, 
the deaths among higher ranking 
officers was rare compared 
with those they caused by their 
incompetence. Too few generals 
were killed.” 

 ● Drucker on Leadership: New 

Lessons from the Father of Modern 

Management by William A. Cohen 

(Jossey Bass,2010)

 ● Drucker on Marketing: Lessons 

from the World’s Most Influential 

Business Thinker by William A. Cohen 

(McGraw-Hill, 2012)

 ● The Practical Drucker: Applying 

the Wisdom of the World’s Greatest 

Management Thinker by William A. 

Cohen (AMACOM, 2013)

 ● Peter Drucker on Consulting: How 

to Apply Drucker’s Principles for 

Business Success by William A. Cohen 

(LID, 2016)

Drucker And Principles Of Success*

Drucker wrote: “. . . the human 
being himself determines what he 
contributes.” 

the essence of success
I was looking at what Bill 
Bartmann, had written in 
endorsing the first book. 
Bartmann had written: “You 
have discovered the essence of 
success. It will be mandatory 
reading for all of our managers 
because it will not only help them 
to become better leaders, but also 
enjoy a more successful life.” I 
realized that Bill was right. Those 
who I had surveyed had used 
them to become successful as 
leaders, but as Bill had said, they 
were the essence of success and 
clearly Drucker agreed.

* Adapted from the book Peter Drucker’s 

Way to the Top by William A. Cohen to be 

published by LID, 2018, and syndicated.

Sources

 ● A Class with Drucker: The Lost 

Lessons of the World’s Greatest 

Management Teacher by William A. 

Cohen (AMACOM, 2008).

William Cohen was the first graduate 
of the PhD program that Peter Drucker 
co-developed at what is now the 
Masatoshi Ito and Peter F. Drucker 
Graduate School of Management. 
Graduating and becoming Drucker’s 
friend, he applied Drucker’s methods 
and rose to become an Air Force 
general and the author of more than 
50 management books published in 
23 languages. He is the President of 
the Institute of Leader Arts. Cohen’s 
latest book is Peter Drucker on 
Consulting: How to Apply Drucker’s 
Principles for Business Success. 

Would you like to comment?

in no other type 
of leadership 
must the leader 
make decisions 
based on less 
or less reliable 
information 
     Peter drucker

http://web.hr.com/7hcy
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