
Finding Your 
Authentic Voice 

As A LeAder
6 ways to put your audience 
(and you) in touch with your 

true self

-Judith Humphrey

1307 18 23
Moving the needle For 

Leadership development 
in 2018

- Amit Gautam

LiftYour Leadership
 - Elizabeth McCormick

From Worry to Winning
- Danita Bye

think Like An Athlete to 
Be A Better Leader 

- Stanislav Shekshnia

MAR 2018 • Vol. 35 • No. 03



LEADERSHIP PRODUCTS
HR.COM LEADERSHIP PRODUCTS AND SERVICES TO HELP YOU AND 
YOUR ORGANIZATION WITH YOUR LEADERSHIP DEVELOPMENT

Did you know that HR.com has a large leadership community?
Join the community of  HR.com members with a similar interest and focus on leadership and specific leadership development 

topics. Share content and download white papers, blogs, and articles, network, and “follow” peers and have them “follow” 

you in a social network platform to communicate regularly and stay on top of the latest updates. The well-established leader-

ship community is an invaluable resource for any HR professional, leadership coach or executive.

Leadership Excellence
Read this monthly interactive learning journal as it captures key metrics, actionable items and keeps you focused on develop-

ing yourself and your corporation as top leaders.

For more than 30 years, Leadership Excellence has provided real solutions to the challenges that leaders face every day. 

HR.com and Leadership Excellence joined forces in 2013 to continue providing world-class leadership development resourc-

es and tools – now to a combined audience and reach of over 1.1 million individuals and organizations throughout the world. 

In each issue, you will find the latest and greatest leadership solutions from the world’s top leaders, consultants, and trainers – 

plus development guides, plans, and additional tools designed to turn those solutions into an action plan that works for you.

Leadership Excellence and Development Forum, LEAD2019
LEAD is a forum that is changing the world by creating innovative, high potential and passionate workforces. Next year’s 

LEAD2019 will once again feature award-winning leadership and development programs in roundtable discussions, interac-

tive workshops, and world class keynote speakers that will be broadcasted to thousands of people in remote sites around the 

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

LEAD Awards 

The esteemed LEAD Awards, to be presented at the Awards Gala next year at the LEAD2019 event, will recognize and honor 

corporations, educational institutions, and individuals that excel in offering top leadership initiatives and programs on a local to 

global scale.

Leadership Webcasts and Virtual Events
Thought Leadership – Lead Generation – Educational Content

Showcase your Leadership expertise through HR.com’s highly-attended and well-respected one-hour Webcasts and/or one-

day Virtual Events. HR.com Webcasts and Virtual Events deliver the latest industry news, research trends, best practices and 

case studies to our large community of HR professionals. Each Webcast and/or Event provides a truly interactive experience 

for attendees and sponsors alike.

HR Genius
HR Genius is an intellectual eLearning adventure that expands your HR knowledge and heightens your skills with short, how-

to lessons. Learn from top industry experts teaching the latest trends, compliance updates, and current best practices in the 

space. Thousands of mobile friendly lessons let you train your brain anywhere, anytime. With new content and topics added 

daily, you’ll never run out of content to help you develop your leadership skills and build the best HR team possible.

For more information phone: 1.877.472.6648  |  email: sales@hr.com | www.HR.com

http://hr.com/
https://web.hr.com/m2nep
web.hr.com/3ndln
http://web.hr.com/s2kq
http://web.hr.com/26vdn
http://web.hr.com/eldqs
http://www.hrgenius.io/


11   The Neuroscientific Evidence Of A 
Left-Brain Bias

 What has this got to do with 
management and leadership? 
- Alistair Schofield

16 How Elearning Benefits Corporate 
Leadership Training and 
Development

 Bridging the gap 
- Andrew Hughes

21   The Resurgence Of Emotional 
Intelligence

 Six reasons why EQ matters more 
than ever 

 - Bill Benjamin

26   Are You An Effective Leader?
 Top three qualities for effective 

leadership in the modern 
workplace 
- Gary Douglas

29   6 Trends Driving Cutting-Edge 
Corporate Women’s Networks

 It’s time to reimagine women’s 
Employee Resource Groups 
- Selena Rezvani and Jo Miller

34   Why Leadership Development Is 
Failing 

 How to fix it  
- Jim Clemmer

37   Reaching A Younger Workforce
 3 leadership techniques to follow 

- Skip Prichard

40   2018: Year Of The Employee?
 Why companies are stepping up 

their HR game  
- Charlie Gray

Moving The Needle For Leadership 
Development In 2018
Top 7 trends - Amit Gautam 07
Lift Your Leadership
Top 10 tips? -  Elizabeth McCormick 13
From Worry To Winning 
Prioritize millennial leadership development - Danita Bye 18
Think Like An Athlete To Be A Better
Leader
How athletic CEOs have the same mindset as top 
competitors - Stanislav Shekshnia

23

Leadership Excellence
MAR 2018    Vol.35    No.03

Articles

Features

indeX
05 Finding Your Authentic Voice As A Leader 
 6 ways to put your audience (and you) in touch with your true self -  Judith 

Humphrey 

on the cover



editor’s note

Write to the Editor at 
ePubEditors@hr.com

Editorial Purpose: Our mission is to promote personal and professional development based 
on constructive values, sound ethics, and timeless principles.  
 
Leadership Excellence (ISSN 8756-2308) is published monthly by
HR.com Limited, 56 Malone Road, Jacksons Point, Ontario L0E 1L0 
Internet Address: www.hr.com  
 
Submissions & Correspondence: Please send any correspondence, articles, letters to the 
editor, and requests to reprint, republish, or excerpt articles to ePubEditors@hr.com. 
For customer service, or information on products and services, call 1-877-472-6648 
For Advertising Opportunities, email: sales@hr.com

Leadership Excellence Publishing: Debbie McGrath, CEO, HR.com - Publisher
Shelley Marsland-Beard - VP of Sales
Babitha Balakrishnan - Editor 
Savitha Malar - Design and Layout

Copyright © 2018 HR.com. No part of this publication may be reproduced or transmitted in 
any form without written permission from the publisher. Quotations must be credited.

And get this magazine delivered  
to your inbox every month

OR Become a Member Today to get it FREE!

Subscribe now
for $99 / year

SIGN UP

thrive in competition, push 
themselves and their 
organizations to the edge, 
and stay focused on the goal 
regardless of the external 
distractions. Athletic leaders 
demonstrate high levels of 
flexibility in goal setting, 
strategizing and organizing 
execution. To know how athletic 
CEOs have the same mindset as 
top competitors, read Stanislav 
Shekshnia’s article, Think Like An 
Athlete To Be A Better Leader.

This is just a sneak peek into what 
we have for you in this edition of 
the magazine. We hope you enjoy 
reading all articles and expect 
your feedback! Happy Reading!

Authenticity is about 
staying true to oneself, being 

genuine and real. So, what does it 
mean to be an authentic leader?

People today are hungry for this 
authentic leadership. Today, 
people are looking for role models, 
for lessons to ponder, for truth as 
we see it within ourselves. And 
your everyday conversations give 
you the opportunity to find and 
project your own authentic self 
and turn others into followers. 
Judith Humphrey’s article, Finding 
Your Authentic Voice As A Leader, 
talks about 6 ways to put your 
audience (and you) in touch with 
your true self.

Good leaders are hard to find, 
and great leaders are even more 
elusive. Whether there’s a team 
reporting to you or not, you have 
the ability to lift your level of 
respect with your peers while 
also improving your capacity for 
greater leadership opportunities. 
Read Elizabeth McCormick’s 
article, Lift Your Leadership, for 
top ten tips to enhance your own 
abilities as a leader.

The modern workplace is a rapidly 
changing environment and it 
doesn’t look like slowing down 
anytime soon. With advances 
in technology and many jobs 
being replaced by algorithmic 
computers and advances in 
robotics, effective leadership 
has never been more important. 
Effective leadership is choosing 
what will work best for everyone 
and everything involved. If the 
leaders in your workplace are 
just looking for how they can 
get the biggest piece of the 
pie in the shortest amount of 
time, what does this create for 
the future of your workplace? 
Read Gary Douglas’ article, Are 
You An Effective Leader? for 
more insights.

Connecting with the new 
workforce requires, as it always 
does, the ability to understand, 
empathize, and build a bridge. To 
know three leadership techniques 
to reach the younger workforce, 
read Skip Prichard’s article.

Heard about athletic leadership? 
Like top athletes, athletic leaders 

Babitha Balakrishnan
Editor, Leadership Excellence 

http://www.hr.com/
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http://web.hr.com/p9jt
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“Authenticity” is a much-touted 
term today. As Adam Grant 

writes in the New York Times, 
‘We are in the Age of Authenticity, 
where ‘be yourself’’ is the defining 
advice in life, love and career… 
We want to live authentic lives, 
marry authentic partners, work 
for an authentic boss, vote for 
an authentic president.” And, of 
course, be authentic ourselves.

But what does it mean to be 
authentic? The Greek root of 
‘authenticity’ is authentikos 
meaning ‘original’ or ‘genuine.’ We 
express our authenticity when 
we share what’s inside us, what’s 
genuine to us, what’s original in 
us. Authenticity is not a state; it’s 
an act of self-expression… What, 
then, is authentic leadership? 
It involves sharing the genuine 
qualities that define us. But it is 
more than that. It also requires 
embracing the values and deep 
beliefs that represent leadership 
at its best.

Finding Your 
Authentic Voice As 
A Leader

People today are hungry for 
this authentic leadership. 
That’s because in today’s flatter 
organizations, in the absence of 
traditional hierarchies and rules, 
people are looking for role models, 
for lessons to ponder, for truth as 
we see it within ourselves. And 
your everyday conversations give 
you the opportunity to find and 
project your own authentic self 
and turn others into followers.

strategies for showing 
Authenticity
There are many ways to bring 
your authentic self forward. 
The following six will put your 
audience (and you) in touch with 
your true self.

First, share your presence. 
The starting point of projecting 
authenticity is to be present—
really, really there. This is far 
more than simply making yourself 
available for a meeting—or 

By Judith Humphrey

6 ways to put your audience (and 
you) in touch with your true self

standing in front of the person 
you’re talking to, or glancing 
up from your smartphone as 
someone asks, ‘Do you have 
a minute?’ It is about being ‘in 
the moment,’ being open to the 
conversation and aligned with the 
person or people you’re talking to.

Second, share your ideas. 
Authenticity also means having 
the courage to share your 
thinking. There are many reasons 
people may not do so. Some find 
it easy to parrot the words and 
ideas of others—thinking that 
if they echo others, nobody will 
challenge or disagree with them. 
Others may hold back because 
they feel ‘corporate speak’ is safer 
than coming out with their own 
views. Authentic ideas, in contrast, 
are original, bold ideas that come 
from within you. Leaders need to 
delve deep to find them.

Third, share your beliefs and 
values. Authentic leaders inspire 
others with their beliefs and 
values. To unearth your most 
deeply held beliefs, follow 
Rosabeth Moss Kanter’s guidance 
in her book, Evolve! She advises 
that you ask yourself, ‘Do I feel 

coVer ArticLe
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strongly about the need for this? 
Am I convinced that this can be 
accomplished? Can I convey 
excitement when I talk about it? 
Am I willing to put my credibility 
on the line to promise action on 
it? Am I committed to seeing this 
through, over the long haul? Am I 
willing to make sacrifices to see 
that this gets done?’

Fourth, share your feelings. 
Authentic leaders share their 
feelings—and do so with 
sensitivity toward their audience. 
Sharing your feelings also involves 
showing your passion—for your 
work, for the accomplishments of 
your team, for great new ideas, for 
your vision, and for your people. 
Passion expressed with the right 
words is always inspiring. As 
one client told me, ‘I get a lot 
of feedback from people who 
appreciate how deeply passionate 
I am about my work.’

Fifth, share your vulnerabilities. 
Authentic leaders are forthcoming 
about their strengths and 
weaknesses. Patrick Lencioni in 
The Advantage writes: “The kind 
of trust that is necessary to build 

Stories that teach business 
lessons are also excellent. Senior 
Vice President Ian Gordon, who 
oversees all product lines in 
Canadian supermarket-chain 
Loblaws, often tells stories at 
‘Let’s Talk’ events for groups of 
eight to ten employees. ‘They love 
stories,’ Gordon said.

Being an authentic leader takes 
discipline. Dig deep and find that 
authentic leader within you. Share 
your presence, ideas, values, 
beliefs, feelings, vulnerabilities, 
and stories with your colleagues, 
teammates, and friends. Inspire 
them by being true to yourself. 
And find joy in knowing that this 
new world of leadership invites 
us to be warmer, more sharing 
individuals. LE

An excerpt from Impromptu: Leading in 

the Moment (John Wiley and Sons, 2018)

Finding Your Authentic Voice As A Leader

a great team is what I call vulner-
ability-based trust. This is what 
happens when [team] members 
get to a point where they are 
completely comfortable being 
transparent, honest, and naked 
with one another, where they say 
and genuinely mean things like 
‘I screwed up,’ ‘I need help,’ ‘Your 
idea is better than mine,’ ‘I wish I 
could learn to do that as well as 
you do,’ and even, ‘I’m sorry.’

Sharing your vulnerabilities will 
do three things. First, it will make 
others feel closer to you, because 
we all have hits and misses, and 
everybody can relate when they 
hear yours. Second, sharing your 
‘warts-and-all’ self will make you 
feel good, because you’ll see that 
people still respect you and trust 
you. Third, by being forthcoming 
in this way, you’ll be able to build 
a better team, because you’ll see 
that you can’t do it all alone.

Sixth, share your stories. Nothing 
will endear you more to an 
employer, boss, team, colleague, 
customer, or friend than an 
inspiring story about yourself.

Career stories about how you’ve 
dealt with challenges are good 
to have if you’re going for a job 
interview. Tobi Lutke, CEO of 
e-commerce software maker 
Shopify, says, ‘Our hiring is almost 
completely built around just 
going through someone’s life 
story, and we look for moments 
when they had to make important 
decisions, and we go deep on 
those.’ So if you’re applying for a 
job, be prepared to tell your best 
career stories.

Judith Humphrey is the founder 
of The Humphrey Group, a premier 
leadership communications firm. She 
is a communications expert whose 
business teaches global clients how to 
communicate as confident, compelling 
leaders. Judith is the author of three 
books (Speaking as a Leader, Taking the 
Stage, and Impromptu: Leading in the 
Moment), an acclaimed speaker, and a 
columnist for Fast Company. She was 
awarded the 2012 YWCA’S prestigious 
Woman of Distinction award for 
Entrepreneurship.

Would you like to comment?
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In a speech that he was to 
deliver on the fateful day of 

his assassination, US President, 
John F Kennedy was to have 
said, “Leadership and Learning 
are Indispensable to each other”. 
The public never got to hear the 
speech, but the quote has stayed 
on. 

As companies wrestle to set their 
business goals for 2018, it’s fitting 
more than ever now to look at the 
upcoming trends in leadership 
development (L&D). After all, 
organizations have to ensure 
that their business leaders are 
well-equipped to take decisions 
and think on their feet when 
unplanned situations arise. 

In 2018, leadership development 
is likely to see some emerging 
trends that will stick around even 
beyond this year and go a long 
way, continuing to impact L&D. 
Here are the top 7 trends that will 

Moving the needle 
For Leadership 
development in 2018

move the needle for leadership 
development in 2018.

1. Women Leaders 
Let’s face it. Leadership and 
development still experiences 
a leadership gender gap which 
needs to be addressed. Fast! Let’s 
look at some stats. 

In U.S. alone, while women make 
up 50.8 percent of the country’s 
population, only 4 percent 
of the overall S&P 500 labor 
force and 36 percent of first- or 
mid-level officials and managers 
in those companies, they are 
only 25 percent of executive- 
and senior-level officials and 
managers, hold only 20 percent 
of board seats, and are only 6 
percent of CEOs.[1]

The numbers have become even 
more dire for women of color, 
with very few moving into these 
top-level opportunities and a 

number of very high-impact 
departures in recent years.[2]

This leaves room for gender 
diversity in management and 
executive roles in the realm 
than there is now. It is up to the 
organizations to create a culture 
that helps women leaders thrive, 
and make their growth an innate 
and continuous aspect within the 
company. 2018 will be the year 
in which this movement will gain 
momentum.  

2. Leaders & Learning
Employees are and will always 
remain an asset for a company, 
which makes their upskilling 
imperative to the company’s 
development and success. But 
Learning and Development 
objectives can actually percolate 
into an organization when 
members in senior leadership 
positions look at them as 
central to their function. As we 

By Amit Gautam

top 7 trends

FeAture

http://web.hr.com/7hcy
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are in 2018, the era of digital 
transformation, there will be a 
need to align learning priorities 
to business outcomes. To 
do this, organizations need 
to enable business leaders 
to take ownership in learning 
interventions. 

3. Millennials
By 2025, Millennials will comprise 
three-quarters of the global 
workforce.[3] As the contribution 
of younger workers in workforces 
across the world continues to 
increase, Millennials are starting 
to have a bigger influence on the 
organizations employing them. 
This is especially true as they 
move into leadership roles. In 

fact, currently in most companies, 
Millennials are not just a part of 
the workforce, they are already in 
senior and influential positions. 
It is for organizations to leverage 
their expertise and help them 
develop their skills to the full 
extent so that they benefit the 
organization in turn. Millennials 
have a big role to play not just in 
the future, but even in the ‘present’ 
of the company with most people 
from this generation being not 
satisfied with a fat paycheck 
alone, but also craving work with 
a purpose or meaning. 2018 
will serve as the testing ground 
for companies to focus upon 
engaging this lot and accelerating 
its professional development. 

4. starting from the start 
The success of most 
organizations depends entirely on 
how strong their leadership is. But 
it’s a struggle if they start looking 
for the right kind of leaders only 
when the need arises. Plus, the 
average cost per new hire is at an 
all time high of $4,000. [4] That is 
why leaders have to be developed 
right from the beginning, 
maintaining a steady pipeline of 
leaders. How can this be done? 
Simple: By hiring the right kind 
of people who have leadership 
capabilities and who can exercise 
them when needed. A good way to 
tackle this in the coming months 
of 2018 (and beyond too) will 
be to identify values, skills, and 

Moving The Needle For Leadership Development In 2018
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attributes that are a key part of the 
role and use them for screening 
employees during the hiring 
process. The latter part of the 
incumbent’s journey can then be 
planned accordingly to hone these 
skills for leadership roles.    

5. right tools and systems
While hiring right and hiring smart 
will set the tone of the times to 
come, developing leaders from 
existing employees is easier said 
than done. This requires proper 
strategic planning on the part of 
the organization. The whole idea 
has to be imbibed right from the 
very beginning and has to become 
an integral part of the way people 
are evaluated. This requires 
investing in the right ways and 
means (read ‘tools’) to create a 
strong pipeline of leaders as a 
proper ecosystem helps bring out 
leadership talent in its own unique 
way. 2018 will see companies 
investing in learning platforms 
that extend into performance 
support and talent management, 
through new-age learning tools 
like mobile learning, social 
(informal learning), etc. 

6. Leadership skills
According to LinkedIn’s  ‘2017 
Workplace Learning Report’ 
garnering insights from 500 L&D 
professionals across the U.S. 
and Canada and industry leaders, 
‘Leadership/People Management’ 
formed the top-most skill to 
train for with 52% stating it as 
important.[5] 

Additionally, for winning 
organizations, a leader cannot 
focus only on his or her own 

expertise area. Instead, what is 
needed are leaders with a more 
collaborative approach, who are 
well-networked and bear cross-
functional knowledge. 

The leaders of 2018 thus are 
those that possess the dexterity 
to cope with complex situations 
and inspire their people to achieve 
results. 

7. transformative 
Learning culture
2018 will give way to 
organizations that have 
transformative cultures. According 
to Josh Bersin, the single biggest 
driver of business impact is the 
strength of an organization’s 
learning culture. Such a culture is 
where managers assess growth, 
not just performance. It is also 
where managers know how to 
coach effectively so as to help 
employees build their competence 
and confidence. This is also an 
environment that supports growth 
and improvement by making 
learning easily accessible.

At the beginning of 2018, these 
aforesaid trends reflect the 
challenge and opportunity for 
leadership development to create 
learning experiences that enable 
learners to reach great proficiency. 
While many of these have been 
rising trends for some time, most 
are becoming more and more 
critical to organizational success. 
On that note, here’s hoping these 
trends will provide some insight 
and direction when planning 
training strategies for the year. 
Happy Leadership Development!  
                LE

Moving The Needle For Leadership Development In 2018

Amit Gautam is Founder & Director of 
Technology Solutions – UpsideLMS. 
Amit co-founded Upside Learning 
in 2004 with an aim to provide 
effective eLearning solutions to the 
global community. An aspiration 
that has won the company many 
awards and recognition as the 
number of clients. Amit has played 
a key role in bringing an innovative 
approach to the traditional Learning 
Management System (LMS) and 
has been instrumental in putting 
UpsideLMS on the global map. He 
leads the Technology Solutions 
team, orchestrates the Sales & 
Marketing operations while acting as 
a consultant to clients, enabling them 
to make the LMS initiative a grand 
success.

Would you like to comment?
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The Neuroscientific 
evidence of A 
Left-Brain Bias

As long ago as the time of Hippocrates in the 
first century BC, it was known that the brain was 

divided into two halves with each half performing 
different functions and being responsible for different 
types of thinking. At that time, it was known that 
the left hemisphere was responsible for rational, 
analytical and logical thought and was considered 
to be the essential part of the brain. The right 
hemisphere was thought to be the lesser half - at best 
passive, at worst a remnant of an earlier stage of 
human development. 
 
This view of the brain persisted until the 1960’s, when 
the physician Roger Sperry discovered that the right 
half of the brain was responsible for different types of 
thinking. As a result of Sperry’s Nobel Prize-winning 
work we learned that the left hemisphere reasoned 
sequentially, excelled at analysis and handled 
words and speech. The right hemisphere reasoned 
relationally, recognised patterns and interpreted 
emotions and non-verbal expressions. Since then we 
have learned how these hemispheres are themselves 
divided into different regions, but for the purposes of 
this article it is sufficient to consider only the left and 
right halves. 

So what has all this got to do with management and 
leadership? 
 
In Daniel Pink’s thought provoking book ‘A Whole 
New Mind’, he describes how left-brained thinking 
has dominated the growth of organisations since 
the Industrial Revolution. During most of that period, 
organisations have been wrestling with the logistics 
of achieving consistent production processes, 
developing economies of scale and implementing 
sophisticated control mechanisms. More recently, 
they have been automating processes using computer 
systems, itself an intrinsically logical technology.

Pink argues that by making everything so logical, 
liner and process driven, we run the risk of becoming 
victims of our own success, in that many people are 
employed to perform tasks that are readily automated. 
However, computers are not very good at performing 
the relational, spontaneous and more instinctive 
processes associated with right-brained thinking, 
which is where people can add value over computers 
and machines. 

What has this got to do with 
management and leadership?

By Alistair Schofield
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Parallels can easily be seen between the types of 
thinking described above and the types of thinking 
employed in management and leadership tasks. As 
John Kotter, Emeritus Professor of Leadership at 
Harvard Business School says, “leadership is about 
knowing what to do, management is about knowing 
how to do it”.  In other words, management is a 
largely left-brained discipline associated with tasks 
such as planning, controlling, and putting appropriate 
structures and systems in place.  On the other hand, 
leadership has more to do with anticipating change, 
coping with change, and aligning people behind a 
common vision – tasks more commonly associated 
with right-brain thinking.

At MyBrain we use a specialised questionnaire to 
measure people’s preferences for different styles 
of thinking. The results provide an indication as to 
which parts of their brain are more dominant than 
the others, and therefore which thinking styles the 
person concerned prefers to use. When the results are 
aggregated for large groups of people in commercial 
organisations, they tend to be relatively balanced with 
a slight left-brain dominance; 52% left and 48% right. 
However, when we profile senior management teams, 
the results tend to be more extreme, with a typical 

team profile showing a much stronger preference for 
left-brain thinking.

Moreover, we find that this is not a one-off 
bias affecting senior teams; it is a trend within 
businesses that sees left-brained thinking becoming 
increasingly dominant at successively higher levels 
in the organisational hierarchy.  The only possible 
explanations for this statistical bias are; either that 
organisations place a greater value on left-brain 
thinking than right-brain thinking, and are therefore 
more likely to promote people displaying that bias, 
or alternatively, that the nature of the roles of more 
senior people requires a greater emphasis of left-brain 
thinking for those people to succeed.  A left brain 
bias at the helm of the organisation also sets the 
tone, resulting in a more left brained culture, approach 
and style.

The irony is, that although most organisations 
would claim that they place a greater importance on 
leadership skills at more senior levels, the research 
results of MyBrain International suggests that in 
practice they do the opposite.

This dichotomy occurs because most of the personnel 
evaluation and assessment tools and instruments 
deployed by organisations are biased towards 
left-brained criteria, unsurprisingly this therefore 
forms the basis of most promotional or succession 
based decisions.

Neuroscience can therefore play an important role 
in redressing the balance by providing organisations 
with both the knowledge and understanding to enable 
them to develop better assessments of leadership 
skills. LE

The Neuroscientific Evidence Of A Left-Brain Bias

Alistair Schofield is a founding Director 
of MyBrain International, the developers 
of the world’s first neurometric profiling 
instrument. 
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3. delegate to team Members
There are many leaders who diminish their potential 
by hoarding tasks and duties because they’re afraid 
of what others will think if they ‘can’t do it all.’  This is 
a misconception that can lead to burnout, and even 
worse, cause your peers and teammates to lose their 
trust, respect, and loyalty to you as a leader.

Great leaders are also great delegators. If you are not 
sure what you can delegate, here’s a general process 
for you to consider: 

 ● Make a list of your specific tasks and duties
 ● Put your name next to the ones that you absolutely 

must do yourself. For example: Signing checks, 
attending executive meetings, and certain 
high-level approvals are not tasks and duties you 
can delegate.

 ● For the tasks that are left, think of people on your 
team and their specific skillsets. If they are capable 
of doing a task at least 80% as well as you – then 
delegate that task.

 ● Empower your team with delegated tasks and 
duties while also allowing them autonomy needed 
(meaning – don’t micro-manage them). Be sure 
to also give them the authority necessary to ask 
questions and get help if needed. People will 
surprise you with their skills and abilities when 
given the trust in an opportunity.

4. Admit When You’re Wrong
Everyone makes mistakes and leaders are no 
different. When you make a mistake, be up front with 
your team. Your honesty and vulnerability will help 
open a pathway to better trust and communication. 

When you show your willingness to trust them with 
your mistakes, they in turn will feel more valued 

Lift Your Leadership
top 10 tips
By Elizabeth McCormick

Good leaders are hard to find, and great leaders 
are even more elusive. Whether there’s a team 

reporting to you or not, you have the ability to lift your 
level of respect with your peers while also improving 
your capacity for greater leadership opportunities. 

To enhance your own abilities as a leader, begin with 
an intentional mindset of beingopento new ways of 
thinking and new ways of interacting with your peers, 
your team, and your organization as a whole. 

To lift your leadership, start with this list of “Top 
Ten Tips:”

1. Listen to Your team
It’s not necessary for leaders to know everything, but 
you need to know the individual skillsets, so that you 
know who to approach to get the answer you need.

It is also important to ask your team for inputs, and 
listen to what they have to say. They will appreciate 
being included in any decision made – especially if it 
affects their workload, their department, their budget, 
or the amount of time they have allocated. When your 
team feels like a valued part of the process, it helps 
improve both their personal connection and overall 
commitment to the desired results.

2. Make tough decisions
Your team may not like every decision you make, 
but don’t let that scare you into not making the right 
decisions, or worse, no decisions at all. For any 
decision you make, do your research and get feedback 
from your team. If you are able, explain your decisions 
diplomatically and address the concerns.

At the very least, your team will feel informed, and be 
thankful the decision wasn’t theirs to make.

FeAture
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as a team member and work with you to help 
correct mistakes, and ensure a lesson is learned for 
everyone involved.

5. show Appreciation
When your team members do good work, make sure 
you let them know you noticed. Write a hand-written 
thank you note, give them a special gift card, and 
take time to recognize them publically. To make 
an even bigger impression – send their spouse a 
hand-written note sharing how important they were to 
the team’s success.

Appreciation goes a long way, and as you incorporate 
a culture of gratitude, your staff will reciprocate that 
appreciation through loyalty and a job well done. 

6. Be Willing to get Your hands dirty
The most successful leaders won’t ever ask a team 
member to do something that they aren’t willing to 
do themselves. People in general acquire much more 
respect for leaders who aren’t afraid to jump into to 
accomplish any task needed.

This doesn’t mean you’re doing the work for them, but 
at those critical moments when help is needed, your 
assistance could help motivate your team to reach – 
or even exceed – the goals set.

7. Mentor Your team Members
If you can help your members to become more 
successful, the whole team will benefit.The more you 
invest into your team members, the more they will be 
willing to give in return.

As you lead by example in a mentorship role for 
those in your organization, others with similar skills 
and capabilities will follow your lead. This creates a 
culture where current and upcoming leaders develop a 
mindset of helping others succeed. 

8. Bond through a social cause
To lead a team effectively, you need to be a part of 
the team. Start a new social cause as a team-building 
activity and make sure you lead the way.

To add even more lift to your leadership, adopt a 
charity to support within your local community and 

get away from the office where you can get to know 
your team members on a more personal level.

9. Let Your team see You Learn
Leaders are learners. Let your team observe you 
reading a book or a trade publication in the break 
room, and encourage them to do the same.

You could also start an optional book club focused 
on self-improvement and leadership books where you 
can discuss how those books have made an impact 
on you, and how they helped change the way you lead.

10. Keep Meetings as short as Possible
Everyone generally has a list of tasks and duties 
that take up their entire workday. Although 
necessary, meetings can be seen as disruptive 
and non-productive, especially if nothing was 
essentially accomplished.

Meetings should have a specific purpose and agenda 
that involves everyone in the room. The more you 
respect the time of your team, the more they will 
respect you as a leader. 

Improving your capacity to lead is something that will 
take intentional effort, and these tips will help you 
focus in on what matters the most. Your attention to 
detail is sure to be rewarded in the form of enhanced 
loyalty, higher respect, and increase thesuccess of 
you, your team, and the overall organization. LE

Lift Your Leadership

Elizabeth McCormick is a Keynote 
Speaker specializing in Leadership, 
Sales and Safety presentations. She 
was recently named #4 on the list of 
Leadership Experts to Follow Online.  A 
former US Army Black Hawk Pilot, and 
author of “The P.I.L.O.T. Method; the 5 
Elemental Truths to Leading Yourself 
in Life;” Elizabeth teaches instantly 
applicable strategies to boost your 
employees’ confidence in their own 
leadership abilities. 
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how elearning 
Benefits Corporate 
Leadership training

By Andrew Hughes

Bridging the 
gap

Effective corporate leadership 
is vital to the success of a 

company, but leadership isn’t 
something that people are born 
with. Individuals must learn how 
to be good leaders through the 
use of practice and dedication 
to becoming a strong leader. In 
fact, quality leadership consists 
of numerous skills that those who 
lead have learned, ones that can 
also be taught to others. With the 
right leadership training program, 
you can ensure that the best 
leaders run your company. You 
must have individuals who want to 
learn, or the key leadership skills 
needed cannot be obtained.

the Best Way to Learn 
To be a successful leader, 
individuals need to be good at 
communicating with others, able 
to resolve conflicts, delegate 
effectively, and stay organized. 
They’ll also do well guiding others 
if they know how to assess risk 

content can become undesired 
with minimal engagement being 
utilized for training. If learners 
have no interest in the material 
they are receiving, this can 
create rushed work and limited 
retention since they were only 
trying to complete the training, 
not learn the content delivered 
during it. Custom eLearning 
courses help eliminate this 
problem. One of the best ways 
of approaching leadership 
training is by experiential 
learning and scenario-based 
situations that may have 
occurred in past experiences 
within the organization or other 
organizations. By increasing the 
level of interaction within the 
training experience, learners are 
motivated to complete the training 
and higher retention rates are 
seen. 

On its own, knowledge is a 
wonderful thing, but you can’t be a 
good leader with just knowledge. 
Consider air travel and what 
operating a plane requires. 
Would you get onto an airplane 
if the person flying the plane 
understood how to do it but had 
never actually flown an airplane? 

and exhibit empowerment as 
well as share their vision for the 
company and their team. 

Every element of leadership 
mentioned above is able to 
be taught to desired learners. 
However, studies show 
that leadership training and 
development that takes place in 
a traditional classroom setting 
doesn’t work as well as other 
forms. In most cases, people learn 
by doing, known as experiential 
learning. Because of this, the best 
way to teach is in small pieces 
that interact with the learner 
through use of scenario-based 
approaches. 

Making sure Leadership 
training and development 
is geared toward Your 
organization 
There are many theories about 
leadership, so while concepts 
and insights are intriguing, doing 
the actual work is a different 
thing. When training involves 
only classrooms, lectures or 
textbooks, practical leadership 
training is harder to achieve. This 
method typically produces less 
motivated learners, seeing as the 
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Physicists know how air flight is 
possible, but without the proper 
training, a physicist wouldn’t be 
able to fly a plane. This is the 
same situation with leadership. 
Leaders must learn and practice 
what has been provided to them 
on a daily basis to ensure a strong 
aptitude for being an effective 
leader. 

The Benefits of eLearning 
for Leadership training 
Knowing the principles behind 
good leadership and actually 
leading are two different things. 
Acquiring vast leadership 
knowledge does not make 
someone a good leader. For 
your people to become good 
leaders, they must practice. A 
person must be able to apply his 
or her knowledge of leadership 
in real life to be a good leader. 
This is where scenario-based 
online learning comes in. It 
takes would-be leaders out of 
the classroom and puts them in 
real-life leadership situations. 

Developing custom 
scenario-based eLearning courses 
enable your future leaders learn 
firsthand what it takes to direct 
others effectively. During the 
education process, leaders face 
real situations, the kind that they’ll 
be dealing with every day at work. 
This makes the instruction real 
and applicable. 

The outcome of the online 
learning improves corporate 
leadership training because it 
gives those who are learning how 
to be leaders, the confidence to 
apply what they are learning. This 
type of training mimics real-life 

experiences that would be seen, 
which better prepares them for 
the interactions that they’ll have 
with clients, customers and 
employees. Elearning training also 
allows room for error, with no risk 
of injuries or damages, so the 
trainee is able to learn from the 
mistakes that were made.

Making room for 
innovation and creativity 
One of the best things about 
online training is that it makes it 
easy for current and future leaders 
to use “what if” scenarios. If you’re 
still using traditional methods, 
then these teaching techniques 
usually have a set curriculum, one 
that rarely allows for innovation or 
creativity. Because online learning 
is a low-risk environment, your 
future leaders can play around 
with what works for them when it 
comes to inspiring and managing 
others. 

Millennials are Making 
companies change 
The millennial generation is 
forcing companies to change how 
they approach leadership training 
and development. Younger 
workers prefer custom online 
training because they are more 
comfortable learning at their own 
pace. With eLearning, your future 
leaders will become better leaders 
because they’ll be able to share 
content with one another and 
interact by discussing their own 
personal experiences. Basically, 
this kind of learning establishes 
a community of people who are 
in the same situation. It allows 
them to improve by contributing 
different ideas and working 
together. 

When it comes to corporate 
leadership training, balance is 
needed. You can obtain balance 
with a human element. By 
combining online learning with 
hands-on teaching, or blended 
learning, you’ll likely enjoy higher 
retention rates. You’ll also be 
in the position of reinforcing 
learned knowledge, increasing 
the confidence of your leadership 
team. 

Bridging the gap 
There are plenty of theories and 
advice about leadership and how 
to build the best leaders, but 
theories and advice won’t get 
the job done. Custom eLearning 
can improve your company’s 
leadership training, making it 
cost-effective. It also creates 
quality leaders since it bridges the 
gap between what people know 
about leadership and how to be an 
actual leader. LE

Andrew Hughes, who founded 
Designing Digitally, Inc. in 2001, has 
extensive experience in the development 
of enterprise immersive learning 
solutions for Government and Fortune 
1000 clients. He teaches as a professor 
at the University of Cincinnati and has 
been a consultant for the Ohio Board 
of Regents and the U.S. Department of 
Education for the Office of Innovation, 
where he helped to develop ground-
breaking learning spaces for the K-12 
sector. Andrew was also named 2016 
Learning! Champion from eLearning! 
Magazine. 

How Elearning Benefits Corporate Leadership Training
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From Worry to 
Winning 

and professionally. In business, 
character indeed counts! Leaders 
who operate with a balance of both 
high character and high courage 
have a positive influence and are 
constructive change agents. They 
take responsible risks and 
communicate with honesty and 
transparency with their teams. We 
want to build our teams with people 
of strong character. 

A positive character trait is the ability 
to take personal responsibility. 
In our sales force development 

profitable business growth. Here 
are some recommendations on 
where to focus your mentoring 
and coaching efforts. 

Prioritize Your Mentorship 
role to Build Your 
Millennial Leader’s 
character 
Every newspaper, news station 
and social media outlet is filled 
with fresh stories of leaders 
with a character failure who are 
negatively impacting themselves 
and every stakeholder, personally 

Are you worried about your 
millennial leader’s abilities to 

accomplish their business and 
sales objectives?  

If yes, you’re in sync with the 
more than 270 business leaders 
who participated in our Millennial 
Survey. Around 60% admitted 
they had numerous concerns in 
working with millennial leaders, 
including a lack of determination 
and resilience, low accountability 
and, a know-it-all attitude. 
These leaders are worried in 
particular about these three 
areas: Character, confidence, and 
collaboration. 

In the midst of this angst, 
10,000 baby boomers are retiring 
each day. Plus, rapid global 
technological advances are 
touching every industry. Artificial 
intelligence, genetic sleuthing, 
quantum software, agricultural 
robots – talk about disruptive 
changes! In the throes of this 
vortex, we need to be proactive 
in developing and implementing 
real-world, rubber-meets-the-
road leadership development 
strategies. We need to tap these 
up-and-coming leaders to fuel 

By Danita Bye

FeAture

Prioritize millennial leadership
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5 Things Leaders Need To Do In 2018

work, we find that 60% of sales 
professionals will often play the 
blame game, adamantly informing 
management that the reason 
they aren’t hitting their numbers 
is because of the economy, the 
competition, or the weaknesses 
of the company they work for. 
As we know, this externalized 
perspective is futile, robbing the 
complainer of their potential. 
We as leaders must recognize 
when our up-and-coming leaders 
are playing this game and 
challenge them to have more 
constructive thinking that focuses 
on leveraging their internal skills, 
strengths and resources to turn 
the obstacle into an opportunity. 

When it comes to mentoring your 
emerging leader on character-
based issues such as taking 
personal responsibility, developing 
determination, knowing how to 
do what is right over what is easy, 
being trustworthy in all areas of 
life, and being accountable for 
one’s choices, your wisdom and 
experience is vital.

Provide clarity and regular 
feedback to boost your millennial 
leader’s confidence

The know-it-all attitude of 
millennial leaders often stems 
from their ability to find the 
answer to just about any question 
on Google or YouTube. This 
phenomenon is validated by 
research. 

Yale doctoral candidate, Matt 
Fisher and his colleagues Mariel 
Goddu and Frank Keil, conducted 
fascinating research on this 
topic. They asked people a series 

of questions that appeared to 
be general knowledge but were 
actually difficult to answer. Some 
of the participants had access to 
the Internet and others not. Some 
of their conclusions are published 
in an article, “The Internet Makes 
You Think You’re Smarter Than 
You Are.” They came to the 
conclusion that head knowledge 
lacks the deep roots of real-life 
experience that provides the 
confidence to stand in any storm 
and press through any obstacle. 

The Internet can’t always predict 
the obstacles and roadblocks. 
That’s why your mentoring and 
coaching is indispensable, as you 
help them turn perceived failures 
into stepping stones to move 
forward. 

Prioritize core Purpose to 
create a culture of 
collaboration
Millennials are motivated, 
highly dedicated, and incredibly 
focused when presented with 
opportunities to pursue an 
alignment of personal and 
professional goals, which includes 
making a positive contribution in 
their community and the world.

In Millennials Matter, I highlighted 
a process called Life’s Core 
Purpose. This process is a 
powerful mentoring tool to help 
your millennial leader align their 
core competence and core 
passion: Is there something I 
am personally great at all the 
time at a core level? And, is 
there something I care deeply 
about all the time at a core level? 
When I applied what I did well to 
what I cared about deeply, my 

performance in life and work 
grew exponentially.

Your millennial leader understands 
that profit matters, but he or she 
wants to empower companies to 
achieve bigger, better, world-size 
goals that help other people. 
Recognize this millennial passion 
and how powerful it might be 
for your business. By guiding 
your emerging leader to figure 
out which aspects of his job 
energize him, you’ll enable 
him to find purpose at work. 
The result? A more productive, 
engaged employee.

Stop worrying and start winning 
in your work with the millennial 
leaders in your sphere of influence 
and responsibility. Then you can 
harness their unique skills and 
talents, so that your business will 
thrive. LE

Copyright, Danita Bye, 2018

Danita Bye, member of Forbes 
Coaches Council, is a leadership and 
sales development expert and author 
of the new book, Millennials Matter: 
Proven Strategies for Building Your 
Next-Gen Leader.

Would you like to comment?

http://web.hr.com/7hcy
https://www.amazon.com/Millennials-Matter-Strategies-Building-Next-Gen/dp/1424555582/ref=tmm_hrd_swatch_0?_encoding=UTF8&qid=1508263555&sr=8-1&dpID=41cpmlWf3YL&preST=_SY291_BO1,204,203,200_QL40_&dpSrc=detail
https://www.amazon.com/Millennials-Matter-Strategies-Building-Next-Gen/dp/1424555582/ref=tmm_hrd_swatch_0?_encoding=UTF8&qid=1508263555&sr=8-1&dpID=41cpmlWf3YL&preST=_SY291_BO1,204,203,200_QL40_&dpSrc=detail
https://www.amazon.com/Millennials-Matter-Strategies-Building-Next-Gen/dp/1424555582/ref=tmm_hrd_swatch_0?_encoding=UTF8&qid=1508263555&sr=8-1&dpID=41cpmlWf3YL&preST=_SY291_BO1,204,203,200_QL40_&dpSrc=detail
https://danitabye.com/
https://web.hr.com/n1va1
https://www.linkedin.com/in/danitabye/
https://twitter.com/DanitaBye


Read and download this report at 
hr.com/takingcarereport 

How to Develop and Support 
Today’s Employees

Making Development of Women  
Leaders a Priority

Few HR professionals believe 
that gender diversity is a high 
priority for their CEOs. Despite 
the public focus on gender 
diversity in the workplace, only 
27% of HR professionals see 
commitment to gender initia-
tives from their CEOs. 

Intention Is 
Good—But 
Action Is Even 
Better!

www.hr.com | 877-472-6648

JU
N

E
 2

01
7

Sponsored by

Making development  
of women leaders  
a priority

Companies that do not meet 
their workforce development 
requirements are in danger of 
losing today’s pitched battle to 
attract and retain good employees. 
Learn what HR professionals 
believe are the employee issues 
that need the most attention. www.hr.com | 877-472-6648

JU
N

E
 2

01
7

Sponsored by

Taking Care
How to Develop 
and Support Today’s 
Employees

Interested in sponsoring your own custom research? Contact sales@hr.com | 1.877.472.6648

HR.com is the first choice for HR professionals as a resource for staying informed and educated on the 
latest HR best practices, insights, and research. Download these free research reports by HR.com 

Coaching As a 
Management Must

Leader-led coaching is gaining 
momentum and will be increasingly 
critical in the near future. There 
are multiple factors driving the 
coaching movement, including an 
influx of younger workers and the 
desire to revamp ineffective  
performance management systems. 

The State of Artificial  
Intelligence in HR

HR professionals will see  
explosive growth in their use  
of artificial intelligence (AI) 
over the next five years. What 
steps should organizations take 
to be ready? Read 8 key takeaways 
from our state of the industry 
AI research. www.hr.com | 877-472-6648

N
O

V
E

M
B

E
R

 2
01

7
The State
of Artificial 
Intelligence 
in HR
Getting up to speed 
on AI in order to gain
maximum advantage 
for the HR function

Sponsored by

www.hr.com | 877-472-6648

N
O

VE
M

BE
R

 2
01

7

Sponsored by

Coaching As a 
Management 
Must
What’s at stake when 
managers don’t coach 
their teams well—and 
how to turn the tide

Check out additional featured research whitepapers at hr.com/featuredresearch

We excel at making HR professionals smarter. 
We’re pretty good at research too!

Read and download this report at  
hr.com/coachingreport 

Read and download this report at 
hr.com/AIreport

Read and download this report at  
hr.com/womenleadersreport

Complimentary research reports highlighting HR trends in Leadership

http://hr.com/
https://web.hr.com/pl2u
https://web.hr.com/mlpl
https://web.hr.com/70im
https://web.hr.com/0q265
https://web.hr.com/hghr


Leadership Excellence presented by HR.com    MAR 2018    21 Submit Your Articles

the resurgence of 
emotional intelligence

In the world of Human Resources and Learning and 
Development, the concept of Emotional Intelligence 

(EI/EQ) is nothing new. Dan Goleman wrote the book 
Emotional Intelligence in 1996 and at The Institute for 
Health and Human Potential, we’ve been delivering 
our Science of Emotional training programs to 
organizations for more than 20 years.

Recently, there has been a resurgence in the popularity 
of Emotional Intelligence as evidenced in magazines 
articles – including Time, Inc. Magazine(the Inc. 
Magazine article was posted 6 hours prior to my 
writing this article!), Forbes, the Harvard Business 
Review and many more. In addition, the number 
of times the term Emotional Intelligence is being 
searched on Google has increased steadily over the 
past 3 years. 

A World Economic Forum report recently ranked 
Emotional Intelligence as the 6th most important skill 
needed in 2020 in order to manage the coming 4th 
industrial revolution. EI wasn’t even on the list in 2015. 
For those who know the brain science of emotions, 
you will know that EI also underpins the other nine 
skills, including creativity, people management and 
even complex problem solving.

So why the sudden resurgence of interest in Emotional 
Intelligence?  We work with hundreds of companies 
and thousands of leaders in almost every industry and 
the six factors causing this increase are:

The amount of disruption and change people are 
facing. In large part this is driven by new technologies, 
but we also see an increase in the number of 
corporate restructurings, new product launches, 
government regulations, increase competition, etc. 
that are increasing how much change people are 
facing. As we wrote in our All Change is Personal 
white paper, effectively managing this amount of 
change and disruption requires high levels of  EQ. 

Technology and the new demands of the workplace. 
People are feeling the need to be on 24/7 and are 
often feeling overwhelmed by the amount of e-mail, 
texts, social media, etc. they are dealing with. In 
addition, many people are feeling that work/life 
balance is a nice idea but not a reality. People are 
feeling more pressure and stress than they ever 
have before.

The need for innovation and creativity. With the rapid 
pace of technology and the ease with which new 
competitors can enter a marketplace (did you know 
Amazon is now one of the largest providers of cloud 
computing services and competes with Microsoft and 
IBM that space?), organizations need people to be 
innovative, which requires collaboration, agile teams 
and a culture that allows for risk-taking and failure, 
which are EQ-based skills.

Service based economy. As we move to an economy 
based on services and not just making products, 

By Bill Benjamin

six reasons why eQ matters more than ever
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people skills are more important than ever. How many 
times have you been on a call with a customer service 
person who you can tell isn’t engaged and doesn’t 
really care about your issue? 

Globalization. This has been happening for many 
years and it continues to be critical for organization 
to be able to understand (i.e. have empathy for) the 
unique needs of each culture in which they sell or 
have employees. 

The millennial generation. The millennial generation 
has been raised with core values that include things 
like having a purpose, serving others and constantly 
improving oneself.  In fact, one recent study showed 
that 80 percent of millennials strongly believe that 
developing and cultivating emotional intelligence is a 
key aspect of their career development.

The World Economic Forum calls this new reality 
the 4th industrial revolution. For organizations and 
individuals to compete in this new world, Emotional 
Intelligence has seen a resurgence in recognition as 
a critical competency that needs to be hired for and 

developed/trained in employees and leaders.  The 
good news in all of this is that Emotional Intelligence 
is a skill that can be taught: There is brain science 
that people can learn and training people can 
participate in where they learn strategies to manage 
their and other’s emotions more effectively.   Without 
it, there will be many more blockbusters to tell your 
grandchildren about. LE

The Resurgence Of Emotional Intelligence

Would you like to comment?

Bill Benjamin is a training and leadership 
expert at the Institute for Health and 
Human Potential.  He is a contributor to 
the New York Times best-selling book 
Performing Under Pressure. Bill is a 
highly sought-after speaker and media 
contributor on the topics of emotional 
intelligence and performing under 
pressure.  Bill trains groups who work in 
high-pressure environments, including 
the U.S. Marines, Intel, NASA, Goldman 
Sachs and Surgeons.
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think Like An Athlete 
to Be A Better Leader

Like top athletes, athletic leaders thrive in 
competition, push themselves and their 

organizations to the edge, and stay focused on 
the goal regardless of the external distractions. 
Mental toughness creates a very stable base for 

athletic leadership, making it focused on winning, 
concentrated on results, robust and stress-proof. At 
the same time, athletic leaders demonstrate high 
levels of flexibility in goal setting, strategizing and 
organizing execution. They exhibit mental adaptability, 

how athletic ceos have the same mindset as 
top competitors

By Stanislav Shekshnia

FeAture
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which is the skill of absorbing 
new information, updating mental models, and 
adjusting goals and ways to achieve them under 
changing circumstances. This tension between 
toughness and adaptability forms the mental 
foundation of athletic leadership. 
 
The mental toughness can be broken down into 
several distinct components: 

super-sized Ambition
Just as Olympic and world champions are confident 
about their abilities to perform and succeed at that 
level, an athletic leader is sure about his capacity 
to bring an organization to the highest level of 
performance regardless of external circumstances.  

Ambition (some scholars use the more politically 
correct term, ‘belief in ability to win’) makes athletic 
leaders consider difficult tasks as challenges to be 
mastered rather than threats to be avoided. They set 
challenging goals and maintain a strong commitment 
to them; they sustain effort in the face of failure; and 
they quickly restore a sense of efficacy after setbacks. 

Passion
The leaders we’ve studied are passionate about their 
business, the organizations they head and people they 
lead.  They speak about them with enthusiasm, devote 
most of their time to them, and willingly accept minor 
and major suffering for them. Passion gives them 
motivation, energy and focus.

Focus
A focus on performance and total concentration are 
the cornerstones of daily life, training and competition 
for top athletes. A number of recent studies show 
that they have powerful strategies for getting back 
on track fast when their level of performance drops 
or external distractions get in the way. Athletic 
leaders demonstrate the same exceptional level of 
concentration and focus. Bombarded with myriad 
ideas, requests and demands on their time, they stay 
centred on a limited number of priorities, which they 
pursue with unparalleled passion. A focused mindset 
allows leaders to work with issues they cannot 
control, block out distractions, minimize stress when 

things are not perfect and, most importantly, keep 
their organizations concentrated on a few key issues. 

cool-headedness
Passion fires up athletic leaders, but just like athletic 
champions, they master their emotions when the 
time comes to make important decisions or negotiate 
significant deals. Keeping a ‘cool head’ means that 
a leader has a strong ability to stay calm and think 
clearly under very stressful conditions. A leader with 
a cool head applies logic to the situation, analyses 
available data, seeks expert advice, considers 
different options and synthesizes a solution.

Studies show that top athletes are ready to subject 
their bodies and brains to strenuous exercise, despite 
knowing that this may result in injuries, illnesses 
and loss of some important functions.  As well as 
being merciless to themselves, champions do not 
spare their support teams – not to mention their 
competitors. LE 
 

Think Like An Athlete To Be A Better Leader

Stanislav Shekshnia is a professor at 
INSEAD and senior partner at Ward 
Howell International. His research 
concentrates on leadership and 
governance in emerging markets and 
organizations. He is the author of 
Athletic CEOs: Leadership in Turbulent 
Times

Would you like to comment?

An athletic leader is 
sure about his capacity 
to bring an organization 
to the highest level 
of performance 
regardless of external 
circumstances.  
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The modern workplace is a 
rapidly changing environment 

and it doesn’t look like slowing 
down anytime soon. With 
advances in technology and many 
jobs being replaced by algorithmic 
computers and advances in 
robotics, effective leadership has 
never been more important. The 
ability to change, choose what 
has never been chosen before, 
and go beyond what everyone 
else thinks is possible will be the 
most effective qualities of leaders 
moving into the future.   

A true leader does not require 
followers, they are willing to go 
where no one else has gone 
before whether anyone else is 
coming along for the ride or not. 
Effective leadership is choosing 
what will work best for everyone 
and everything involved. If the 
leaders in your workplace are just 
looking for how they can get the 
biggest piece of the pie in the 
shortest amount of time, what 
does this create for the future of 
your workplace?

Are You An effective 
Leader?

Here are my top three qualities 
for effective leadership in the 
modern workplace:

1. Question everything
Questions empower, and answers 
disempower. Ask questions 
and you will empower people 
to know what they know. Most 
leaders think they have the right 
point of view, so everyone should 
follow them. We have some great 
examples of this in the leaders 
you see around the world today. 

As a leader you can create 
a culture where people start 
asking questions to gain 
awareness rather than looking 
for an answer. People have 
been looking for answers for 
a long time so it might take a 
while but your whole business 
becomes more productive and 
more effective when people 
are asking questions. You will 
notice less micromanaging, more 
collaboration, new ideas, faster 
effective decision making, and 

you will see people thriving where 
before they were surviving. 

A true leader is interested not 
interesting. Interested is about 
asking people questions that 
allow them to express their views 
and opinions, listening and looking 
for the valuable ideas in their 
insights. Interesting is about how 
everyone would listen to them and 
do what they say. Leaders who 
function from interesting often 
miss out on vital information from 
colleagues. 

2. Always empower
An effective leader always 
empowers. Empowerment often 
looks like the opposite of what it 
appears to be. A true leader looks 
to how they can facilitate people 
in becoming more aware, even if it 
means losing money. If the people 
who work with you get to make 
their own choices and then get to 
see what those choices create, 
then they get more awareness 
from those choices. Even if you 
know it’s going to fail, you have 

By Gary Douglas

top three qualities for effective leadership in the 
modern workplace
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to be willing to let them choose, 
and if they do fail by the choices 
they make, they will never want to 
make that mistake again. People 
don’t like to fail.

As an effective leader you have 
to be willing to hire people who 
know more about what you are 
hiring them for than you do. If 
you always hire people who know 
less than you, you will have to 
micro manage people all the time 
and the business will not grow. 
A successful workplace is one 
where everyone’s talents and 
abilities are being used to their full 
potential and people are willing to 
adapt and change. 

When you are hiring people write 
a list of what you would like done 
and then ask people “what are 
you good at? What would you like 

Are You An Effective Leader?

to do?” And then let them create 
their job around that, they will 
be more motivated, happy and 
effective if they are creating their 
job. 

3. Be Willing to change
Most companies die because 
they are unwilling to change. The 
world changes all the time, people 
change, businesses change, 
governments change, economies 
change, and technology changes. 
If your workplace is not one where 
people are willing to change you 
are working with a limited future 
to the limit of what people will not 
choose to change. An effective 
modern workplace is one where 
there is a constant state of 
change and people are willing to 
adapt to and institute change with 
ease. 

As a leader you can be the 
inspiration for change by being 
willing to go outside the box of 
what everyone else is choosing. 
When you choose something that 
no one else has chosen, you open 
the doors to others being able to 
choose more as well. You have 
to be willing to get it all wrong 
because the choices that create 
change are often choices that you 
can’t predict the outcome, as no 
one has chosen them before. 

All the successful businesses you 
see today derive from someone at 
sometimes choosing something 
that did not exist before. The 
willingness to change is the most 
effective quality of a true leader in 
the modern workplace. LE

 

  

Gary Douglas is an internationally 
recognized thought leader, bestselling 
author, business innovator and 
founder of Access Consciousness®, a 
set of pragmatic tools and teachings 
transforming lives around the world. 
He has authored or co-authored 
numerous books including the novel, 
The Place, which became a Barnes 
and Noble #1 bestseller. He is a vocal 
advocate of Benevolent Capitalism 
and conscious leadership, believing 
that business can be a force for good, 
contribute more to the planet and a 
create a sustainable future. Access 
Consciousness® is available in 
more than 170 countries and has 
contributed to changing the lives of 
tens of thousands of people around 
the world for the past 30 years. 
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A new study by researcher 
Shawn Achor shows that 

women’s forums that strike a 
healthy mix of social connection, 
support, and motivation create 
lasting intellectual, professional, 
and financial results for female 
participants. In addition, a 2017 
study showed 86% of female 
respondents believe participating 
in their corporate women’s 
employee resource groups (ERGs) 
specifically benefitted them and 
their career. And a whopping 
70% of those respondents said 
their women’s ERGs had actually 
helped to create policy changes 
at work.

So why aren’t more leaders 
turning to corporate women’s 
networks—or ERGs—for their 
ability to help break down barriers, 
turn up engagement, and provide 
new insights?

Too often, these networks are 
underestimated. Also, in plenty of 
cases, they’re averse to change. 
Yet, one observation from the 

6 trends driving 
cutting-edge corporate 
Women’s networks

most successful companies we’ve 
consulted with and trained is that 
they continuously improve these 
groups just like they would evolve 
a critical product or service.

The best practices below 
show how successful women’s 
networks can reinvigorate their 
initiatives to be more inclusive 
and impactful:

1. Become an intelligence 
engine
Surveying women’s networks 
on their preferences about 
professional development 
activities is commonplace 
enough. But undertaking a study 
of the female experience for 
your organization is a strong 
demonstration that you want 
women to feel a sense of 
belonging. Ann Finkner, SVP & 
Chief Administrative Officer at 
Farm Credit Services of America 
(FCSA) recounts: “Instead of 
assuming we knew what we 
should address, we engaged a 
third party to facilitate a study 

that included a survey of female 
employees, interviews with current 
and former female employees, 
focus groups, and a review of 
our policies and practices.”The 
insights gained from the study 
were many, starting with the fact 
that women had more interest 
in advancement and leadership 
than was evident from leader-
completed talent assessments, 
yet were concerned about their 
prospects to advance. Finkner 
concludes: “Our flat structure 
limited the advancement 
opportunities for women.”

Conducting such a comprehensive 
study does more than simply 
inform leaders about the 
experience of women. It can also 
further credentialize the work and 
membership of the network. “The 
research showed that leaders 
are thinking more about what the 
pipeline should look like in terms 
of gender and they are more 
proactively encouraging qualified 
individuals to apply for leadership 
roles,” says Mary Anne Mullen, VP 

By  Selena Rezvani and Jo Miller

it’s time to reimagine women’s employee resource 
groups

FeAture
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Credit & Leader of FCSA’s Team 
Catalyst, the company’s women’s 
ERG. “The research reinforced the 
idea that women want to advance, 
and providing opportunities for 
development, networking, and 
mentoring is imperative to achieve 
a gender-balanced leadership 
group that reflects our employee 
population.” It also raised 
awareness among their leadership 
and gave them a platform to 
take action.

2. Bolster executive 
sponsorship by Looking 
outside and inside the 
erg
By now, we’ve all heard that 
executive sponsorship is 
important to the success of an 
ERG. But what about having 
an influential, connected chair 
running the group?

Sneh Virdi, VP of Finance at 
Legrand and President of Elle @ 
Legrand NA is a case in point. 
“The success of our women’s 
network–Elle @ Legrand NA–was 
difficult to imagine a few years 
ago,” says Virdi. She continues: 
“As the VP of Finance, I was in a 
fortuitous position organization-
ally to be able to set up a process 
at the beginning of year where I 
simply bill business units a set 
amount for Elle’s budget. Luckily, 
I already had relationships in 
place which helped to create a 
sustainable financial model.” 
Virdi explains that other women’s 
networks may fumble when 
there’s either no money and 
no bridges in place across the 
business. “For us, having a 
chair who already had strong 

relationships – rather than having 
to start from scratch – has made 
things so smooth,” she says.

Virdi is quick to credit the 
many volunteers who manage 
local sites and circles and 
various Elle activities. Elle also 
has unequivocal support and 
encouragement from CEO John 
Selldorff. But where other groups 
might have highly engaged 
grassroots volunteers and a single 
executive sponsor, Virdi convenes 
often with a committed group of 
senior women who form the Elle 
executive committee.

3. Promote Men’s 
Belonging
Bolstering men’s participation in 
women’s networks can require 
thinking through everything from 
a long-term vision and strategy to 
the simplest marketing signifiers. 
Case in point, when eBay and 
PayPal were a single corporate 
entity, their women’s ERG was 
called eBay Women in Technology 
or eWIT. Shortly after PayPal 
spun off from eBay in 2016, the 
PayPal women’s ERG relaunched 
with a new identity called Unity. 
“eWIT’s mission had expanded 
beyond women in technology,” 
says Nolwenn Godard, Director of 
Product Management and former 
President of Unity.“After pairing 
that with PayPal’s commitment 
to championing people, it was 
clear we needed to find an identity 
that could be more inclusive and 
more PayPal.”

Julia Borghini, Global Brand 
Strategy & Brand lead for Unity 
continues: “Once we found the 

name [Unity], we needed to 
think about the visual identity. 
Now, the logo that visually 
expresses Unity in such a clear 
and poignant way is a profile 
of a man and a woman. We 
increased participation, including 
that of men who volunteered as 
mentors, leaders that could be 
shadowed, and teachers for our 
Kids in Tech program.”The group 
even increased the number of 
executives joining roundtable 
conversations, women seeking a 
sounding board for the challenges 
they face in the workplace, 
and men wanting to better to 
understand the challenges of their 
female colleagues.

Amy Arora, Senior Director, 
Corporate Development and 
President of Unity, sums it up: 
“Unity is about women and men 
coming together to help create 
more opportunities for women. 
It’s a story about gender balance 
that focuses on the feeling we 
get when we proudly stand next 
to each other and make each 
other stronger.”

4. turn erg Volunteer 
roles into true career 
development 
opportunities
While ERGs can provide 
opportunities to muscle-up on 
hard skills, they also build on the 
subtleties of softer skills.“We 
turned our committee roles 
into a development program 
for our volunteers, matching 
opportunities to their job profiles,” 
says Christina Roberts Kisner, who 
works on Field Service Marketing 
Integration/PCM Integration at 

6 Trends Driving Cutting-Edge Corporate Women’s Networks
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Siemens and was formerly Chair 
of the Women’s Information 
Network @ Siemens (WIN@S) at 
Siemens Energy, Inc. in Orlando. 
“That way, they were able to 
say that they’re not just in event 
planning, but learning project 
management, budgeting and 
finance skills.”

Volunteers were given a risk-free 
environment in which to develop 
new skills that would ultimately 
add value to the business. Adds 
Kisner: “When I was Chair of 
WIN@S, I took the opportunity for 
my own leadership development, 
and advanced my presentation 
skills. I’ve gotten a chance to 
speak in front of 10 to 300 
people, meet executives, and 
become more polished in my 
speaking. I tended to be very 
shy and hide behind the cubicle. 
This has allowed me to stretch, 

gain exposure, and network in a 
different way. And now a lot of 
executives have seen what I am 
able to do.”

Where many ERGs go out of 
their way to appreciate and 
recognize their volunteers, 
Kisner went one step further. 
Volunteers’ contributions to the 
ERG and to their own professional 
development was brought to the 
attention of their managers. “We 
always did an end-of-the-year 
celebration where every volunteer 
got a plaque,” says Kisner.“We 
invited their managers, and said, 
‘Thank you, we appreciate you, 
and want you to know that you are 
adding value to our organization.’”

5. think globally, Act 
Locally
How does an organization 
promote a sense of belonging 

across cultures? Weave, scatter, 
and intermingle leaders and 
members. One such example is 
Women at Expedia Learning and 
Leading (WELL), supported by a 
Corporate Diversity and Inclusion 
team that provides company-wide 
women’s leadership initiatives and 
career development opportunities. 
Now in growth mode, WELL has 
almost 30 chapters globally, many 
of which are creating dynamic 
programming on a local level.

“In Gurgaon, India, WELL hosted 
six events in 2017, and executives 
from all over the globe spoke 
about their career journeys, 
delivering effective presentations 
on thinking strategically and 
thriving in a male-dominated 
workplace,” explains Käri Mack, 
Director of People Inclusion 
and Strategy. In Austin, Texas, 

6 Trends Driving Cutting-Edge Corporate Women’s Networks
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Expedia’s HomeAway division did 
not have any formal programs

in 2017. One year later, they’ve 
established a Women in 
Tech affinity group with more 
than 50 members. They host 
monthly meetings and panel 
discussions on implicit bias, 
perform community outreach 
with local organizations, and 
run a mentoring program. “In 
partnering with the data science 
team, they also instituted a blind 
résumé process, which is showing 
a positive impact on diversity in 
hiring,” says Mack.

6. Build Bridges to top 
Female Leaders
When employers consult with 
us, we explain that when rising 
stars look up and see few leaders 
who are female; those stars may 
dismiss their own interest in a top 
role—seeing it as implausible. Put 
another way, they want to see it 
to be it. Creative companies are 

findings ways to showcase their 
established female leadership and 
connect them to aspiring leaders.

Heather Howell, Global Diversity 
and Inclusion Leader at IBM 
illustrates how this “two-fer” 
can work via the company’s 
Advancing Women at IBM 
research study, which she led. 
IBM wanted to learn about the 
career paths of their executive 
women—their experiences, the 
hurdles they faced, and what the 
company could learn from their 
personal narratives. “Over 600 
women executives volunteered 
to participate,” says Howell. 
“With such a large number of 
participants, we included our 
high-potential women as the 
interviewers, and gave them the 
opportunity to connect with top 
executives one-on-one, expand 
their networks, and document 
their learnings.” Outside of a top 
education, one can imagine that 
this exercise helped interviewers 

personally while underscoring the 
belief that female leaders are real.

By striving to continuously 
improve their women’s networks, 
top employers acknowledge an 
ultimate truth when it comes 
to managing and engaging 
talent: what got you here won’t 
get you there. Many ERGs are 
contributing to the success of 
their organizations by increasing 
the talent pipeline of women, 
fostering relationships and 
belonging, and ensuring alignment 
between their business and 
diversity initiatives. These ERGs 
are not just good for business, 
they are essential.

What is one thing your ERG 
has done that strikes you as 
uniquely relevant, innovative, or 
forward-thinking? Share your best 
practices in the comments section 
below. LE

6 Trends Driving Cutting-Edge Corporate Women’s Networks

Selena Rezvani is a recognized consultant, 
speaker and author on women and 
leadership.  A knowledgeable human 
capital consultant, Selena uses workplace 
culture assessments to help corporate 
clients be more inclusive and welcoming 
to women.  She’s also the author of two 
leadership books targeted at professional 
women - Pushback: How Smart Women 
Ask—and Stand Up—for What They 
Want (Jossey-Bass, 2012) and The Next 
Generation of Women Leaders (Praeger, 
2009). Selena has been featured in the 
LA Times, Oprah.com, Todayshow.com, 
Forbes, and wrote an award-winning 
column on women for The Washington 
Post. Selena is VP of Consulting and 
Research at Be Leaderly.

Jo Miller is dedicated to helping women 
around the world advance into positions 
of leadership and influence—especially 
in male-dominated industries, such as 
technology, finance, and energy. Through 
her keynotes, workshops, and webinars, 
Jo shares the steps women can take 
to succeed. Jo speaks at leadership 
conferences, professional associations, 
and corporate women’s networks at 
companies like Amazon, eBay and 
Microsoft. Each year she delivers more 
than 70 presentations to audiences of 
up to 1,200 women. She has spoken in 
Europe, North America, Asia Pacific, and 
the Middle East. Jo is CEO of Be Leaderly.

Would you like to comment?
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Why Leadership 
development is Failing 

A recent McKinsey & Company study reports 
that the training industry “estimated to be 

more than $50 billion are delivering disappointing 
results. According to a recent Fortune survey, only 
7 percent of CEOs believe their companies are 
building effective global leaders, and just 10 percent 
said their leadership development initiatives have 
a clear business impact. Our latest research has a 
similar message: only 11 percent of more than 500 
executives we polled around the globe strongly agreed 
with the statement that their leadership development 
interventions achieve and sustain the desired results.”

This is a huge waste of time and money. If capital, 
technology, or marketing investments were only 
effective 10% of the time they’d be changed very 
quickly — or the leaders would be changed.

In this study, McKinsey put together systematic data 
on what drives effective leadership development 
programs. They found “four sets of interventions 
appear to matter most: contextualizing the program 
based on the organization’s position and strategy, 
ensuring sufficient reach across the organization, 
designing the program for the transfer of learning, and 
using system reinforcement to lock in change.”

There’s a blizzard of theories, opinions, arcane thesis 
papers, inspirational quotations, training programs, 
books, frameworks, and approaches to leadership and 
organization development. Search for “leadership” 

in books at Amazon and you’ll find nearly 200,000 
available for your reading pleasure. Google “leadership 
development” and you’ll be served up over 21 million 
sites to browse through. What’s sorely lacking is 
an integrated model that combines both “hard” 
management practices, “soft” leadership behaviors, 
sustained and supported by culture development, 
that’s built on a base of solid research.

This simple formula is key to lasting and effective 
leadership and organization development; B = P x C. 
That is, Behavior is a factor of Personal development 
multiplied by the organization’s Culture. This 
generates an interdependent cycle that creates a 
flywheel effect. Like two wings of an airplane, both are 
needed for sustained and soaring performance.

Keys to successful Leadership 
development
Looking back over decades of leadership development 
efforts, we see that when they’ve had a substantial 
and lasting impact on shifting behavior and results, 
senior leaders and development professionals cover 
most of these bases:

 ● Move beyond bolt-on development programs to 
built-in culture change – Too many efforts are 
partial and piecemeal efforts unconnected to the 
organization’s strategy and key objectives.

 ● “Double development impact with manager 
support” – Managers can double the effectiveness 

By Jim Clemmer

How to fix it
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 of development activities by investing some time 
in pre and post coaching sessions.

 ● Avoid common barriers a Harvard professor 
found causes leadership training to fail – Unclear 
strategy and values, executives not working 
as a team, lack of honest conversations about 
problems, lack of organization-wide coordination, 
inadequate time to talent issues, and employee 
fear about telling senior management of obstacles.

 ● Leader’s coachability – It’s been said that no one 
should ever try to teach a pig to whistle. It wastes 
your time and annoys the pig. Are development 
dollars being wasted on uncoachable leaders?

 ● Cascade and model leadership development 
from the top down – Too often senior leaders 
are “too busy” to participate in leadership 
development exercises. Giving lots of lip service 
to the importance of leadership and organization 
development they approve budgets to develop (or 
“fix”) other leaders.

Thoreau wrote, “It is something to be able to paint a 
particular picture, or to carve a statue… but it is far 
more glorious to carve and paint the very atmosphere 
and medium through which we look…” Successful 
leadership development efforts paint the culture while 
the culture shapes the leader. LE

Why Leadership Development Is Failing

Would you like to comment?

For over three decades, Jim Clemmer’s 
keynote presentations, workshops, 
management team retreats, seven 
bestselling books, articles, and blog 
have helped hundreds of thousands of 
people worldwide. The Clemmer Group 
is the Canadian strategic partner of 
Zenger Folkman, an award-winning firm 
best known for its unique evidence-
driven, strengths-based system for 
developing extraordinary leaders and 
demonstrating the performance impact 
they have on organizations.
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reaching A Younger 
Workforce

 3 leadership techniques to follow

By Skip Prichard

How to reach the next generation is the subject 
of many articles, conferences, and discussions 

in leadership circles. Millennials now make up the 
largest generation and will make up 75% of the 
workforce by 2025. Their purchasing power also 
commands attention.

As the CEO of a large technology organization, I have 
seen, heard, and read about this generation in all 
parts of the world. One conference was particularly 
memorable as the speaker hurled insult after insult 
at the generation: Me first, entitled, lazy, disloyal, 
lacking an attention span, unrealistic expectations, 
disrespectful of authority. He was particularly 
frustrated at his inability to connect and motivate the 
younger members of the company. With that attitude, 
I think all of us can see why connection would be 
impossible. Respect is a two-way street, and his 
insinuations were unfair and unwarranted. I thought to 
myself, why blame the generation? My own thoughts 
often feel like a pinball in an arcade game, careening 
from wall to wall, searching for a winning point.

The younger workforce, I’ve realized, wants what 
everyone wants. They just may be more obvious about 
it. Connecting with the new workforce requires, as it 
always does, the ability to understand, empathize, and 
build a bridge.

In order to reach the younger workforce, I suggest 
three leadership techniques:

1. engage with story
 Long before mobile devices and social media, before 
native advertising and artificial intelligence, we were 
spellbound by stories. Our brains are wired in such 
a way that we remember stories more than facts. 
Richard Branson said it well: “The art of storytelling 
can be used to drive change.”

That’s one reason that my new book, The Book of 
Mistakes: 9 Secrets to Creating a Successful Future, is 
in story form. One reader, who doesn’t particularly 
enjoy business books, said it felt like I was like a tricky 
parent, slipping hidden vegetables into delectable 
dishes. She enjoyed the story so much that she didn’t 
quite realize how many lessons she absorbed.

Stories are a powerful way to engage the next 
generation. The context and color provide rich 
opportunities for debate and discussion. Instead of 
presenting facts, tell the story behind them.

2. engage with Purpose
This is not unique to this generation, but millennials 
are more emphatic about it. Business is more than 
profit and loss. Hitting revenue goals is not enough 

http://web.hr.com/7hcy
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Reaching A Younger Workforce

to achieve job satisfaction. Millennials crave a real 
purpose, the why behind it all.

That means letting them uncover their goals and 
dreams in a creative way. Be clear with the objective, 
but open with the solution.

The “why” behind corporate actions is important. I 
have found that the best “why” doesn’t come down 
from the CEO but is developed by individuals and 
teams. This bottom-up approach allows everyone to 
connect to the larger purpose in a more authentic way.

3. engage with Activity

 Early in my career, one of the biggest errors I would 
make in communication was saying something once. 
Not wanting to insult others’ intelligence, nor make 
them feel like I’m pestering, I would send an email or 
say something in a meeting and then leave it there.

Another leader watched me closely and explained 
where I was going wrong. She said that I needed to 
stick to my message and repeat it often, in various 
methods and settings. It would show consistency and 
emphasize its importance. Then, she took it a step 
beyond. She explained that if something was really 
important, I should develop activities around it. That’s 
why off-site team meetings can be turning points. 
The culture of an organization is not what you say, but 
what you do. If I say that giving to the community is 

important, and leave it there, that isn’t enough. But if 
we engage employees in an event, wrapping presents 
for needy children or cleaning up a neighbourhood 
for a day that sends signals that cannot be replicated 
with a memo from the corporate office. It’s so 
important that I wrote the Leadership Guide to 
The Book of Mistakes to allow leaders to engage 
in activities with their teams. Talking isn’t enough. 
Millennials especially watch actions.

These three steps are important to engage with the 
younger generation. I have found that every technique 
that works with Millennials also works with all 
generations. In fact, I credit the younger generation 
with demanding that leaders step up their game, 
get to the point, and put actions behind their words. 
I continue to learn from them and improve my own 
leadership because of their insight. LE

 

Would you like to comment?

Book

The Book of Mistakes: 9 Secrets 
to Creating a Successful Future

Skip Prichard is the CEO of OCLC, a 
prominent leadership blogger, and 
the author of The Book of Mistakes: 
9 Secrets to Creating a Successful 
Future. 
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in order for companies to retain 
their best employees.  

Salaries have long been one 
of the largest line items in 
companies’ budgets, but many 
employees have not felt like they 
are treated with that same ranking 
of importance. The Year of the 
Employee means that a greater 
share of company attention 
and investment will shift to 
employee rewards of all kinds, 
and more focus on listening to 
employee needs, offering growth 
and development opportunities, 
and supporting employees as a 
whole person.

With the tumultuous events of 
the past year in government 

as well as several leading 
industries, trust in leadership in 
general is trending downward. At 
the same time, the uncertainties 
and risks in the coming year 
create low business confidence 
and seem to be leading many 
companies to plan for cautious 
growth, if not targeted layoffs 
or retrenchment. These larger 
trends, in addition to the current 
generation’s comfort level with 
changing companies regularly, 
mean that investments in critical 
talent will likely need to increase 

2018: Year of the 
employee? 

Why companies 
are stepping up 
their hr game 

By Charlie Gray

investing in People Means 
investing in hr
Those of us that work closely with 
the HR community, especially 
with startups, have noticed that 
HR is gaining influence at earlier 
stages, as Series A companies 
look for Heads of Talent and 
Series B companies look for Chief 
People Officers. Not only are 
they putting experienced people 
into these roles (v. promoting 
inexperienced people from within), 
they are giving them broader 
scope and a real “seat at the 
table” in many cases. The value 
of professional recruiting teams 
and people operations programs 

http://web.hr.com/7hcy
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that focus on career development, 
leadership coaching and creative 
compensation are becoming more 
broadly understood by executives. 
It helps that the continuing 
advancement and awareness of 
“people science” or HR analytics 
is giving new credibility to People 
Leaders who embrace it, and 
helps leaders recognize that 
human resources isn’t just for 
welcoming new hires, planning 
company events, managing 
benefits and writing performance 
plans. When well executed, good 
HR practices have a dramatic 
effect on retention and general 
morale, and this makes HR’s 
benefits as quantifiable as any 
other function. 

Advancements in salaries 
and Benefits 
Salary competitiveness, as well 
as the range of company benefits, 
are essential ingredients in a 
comprehensive retention strategy. 
It’s likely that more companies will 
be subject to unscientific internal 
self-surveys and public releases 
of unfiltered compensation data, 
as happened at Google this 
year. Alongside this, more cities 
and states will follow the lead 
of California and New York and 
pass laws focused on gender 
pay equity. Actions such as 
these, and the efforts of some 
companies to get ahead of these 
issues, will lead to more generous 
(and more fairly administered) 
compensation practices.

Time off policies are also 
evolving. Many companies are 
embracing “Open” vacation 
plans, and Paid Family Leave is 
replacing the traditional “Maternity 

Leave+” policy structures. Gender 
and role-blind parental leave 
is becoming more and more 
common with companies and will 
find its way into more legislation 
as well, as it has very recently 
in NYC. The distinction between 
primary and secondary caregivers 
is becoming less distinct as 
“secondary” parents gain 
recognition, which dramatically 
increases the number of people 
eligible for these benefits.   

And in the modern workplace 
“soft” benefits are just as 
important as traditional ones 
(insurance coverage, vacation 
time.).  To compete, progressive 
companies must make sure 
they have spaces for employees 
to relax/refresh, offer regular 
employee touch points with 
leadership (through company 
meetings, open town halls, 
suggestion boxes, etc.), and 
options to participate in employee 
resource groups or mentorship 
opportunities. All of these perks 
and programs will continue to 
grow and to gain acceptance (or 
expectance) in a broader range 
of industries. And of course there 
is the strategically critical area 
of career development – which 

5 Leadership Strategies For Managing Risks

requires long term structural 
planning, robust L&D programs, 
versatile Business Partners, and 
a sustained commitment from 
management to the mission of 
advancing employees in their 
careers. These are quantifiable 
commitments to employee 
health and loyalty, and will require 
continued investments in HR. 

We expect all of these benefits 
to continue advancing in 2018. 
Whatever the underlying reasons 
are, policies and practices that 
put more emphasis on employee 
growth and rewards and evolve 
workplace cultures are a welcome 
trend. LE

Charlie Gray is President and Co-
Founder of Gray Scalable. He led the 
people operations for technology 
and media companies for more 
than 15 years before founding Gray 
Scalable in 2012. During this time, he 
was instrumental in managing the 
growth of Google’s New York-based 
ad sales team and helped to develop 
the company’s infamous People 
Operations framework. Additionally, 
Charlie provided HR and operations 
leadership at other start-ups including 
RecycleBank and Patch, and has 
now consulted at dozens of industry-
leading companies. At Gray Scalable 
notable clients include Buzzfeed, 
BarkBox, iHeartRadio, Vimeo, wework 
and more.
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When well 
executed, good 
hr practices 
have a dramatic 
effect on 
retention and 
general morale.
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