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The US presidential election is finally 
over and Americans are all set to watch all the 
new promises unfold with their new choice of 
leader, Donald Trump. Well-known for his 
eccentricity and unusual business practices (and 
tactics), he has an unconventional leadership 
style. However, at the same time, he is quite 
popular for his wisest business decisions and 
risk-taking nature. One thing that stands out 
about him is that he is passionate about what 
he does and he motivates others around him 
with that passion. Will these leadership traits 
of his be an advantage to the US and other 
nations? We will have to wait and watch and 
hope for the best! Though the news of Trump’s 
victory has not been an easy pill to swallow for 
almost half of the country, things will soon fall 
in place. In the meantime, let’s focus on other 
interesting aspects of leadership in this issue of 
Leadership Excellence. 

How many of us fully realize our childhood 
dreams? Most of us never. The challenge is that 
we don’t approach our current career with the 
passion and engagement we once thought we 
might when we were young. How to stir our 
passion by getting a little closer to what we 
want to be when we grow up? To learn more 
about how leaders get unstuck by revisiting 
childhood dreams, read Jim Ruel’s article When 
I Grow Up.

Taking a close look at your leadership 
strengths and weaknesses might not be fun, 
but it sure can help you with your own pro-

ductivity and your team’s. A little self-awareness 
can go a long way! Check out a ridiculous list 
of some extreme management traits written by 
Carletta Clyatt.

One of the most effective methods you can 
employ to navigate in this unstable business 
climate is to take a B.O.L.D. Approach. Jill 
Johnson in her article Succeed In An Unpre-
dictable Business World provides a four-point 
framework that will focus your strategic mindset 
on gaining the insight and critical skills you 
need to thrive. 

Being that the culture you construct at work is 
one of the most pivotal cogs driving the success 
of your business, why, then, do so many compa-
nies fail at building one that wins? It’s because, 
frankly, many business owners, managers and 
CEOs are unaware as to how big of an impact 
culture really makes. So how do you build 
a culture that wins? It begins with you, as a 
leader—you must become the M.O.R.T.A.R. 
that holds it all together. To know more, read 
Magi Graziano’s article Building A Winning 
Workplace Culture.

Apart from the articles, we also have exclusive 
interviews of the 2016 Leadership Excellence 
Award winners in this issue. The winners share 
details of their award winning programs and 
their plans ahead. Their success stories will defi-
nitely motivate you. To know more about the 
LEAD2017 event, check here.

In brief, this edition is loaded with leader-
ship stories that will help you get inspired and 
move forward. So, keep reading and do send 
us your feedback! 

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials
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i often ask executives what they wanted to be when they were kids. 
I have never had one report that they had dreams about working for 
a large corporation, spending much of their day in conference rooms 
and managing email. Me? I wanted to be an astronaut, professional 
golfer, and rock star (in that order). I’ve never been to space, but I 
have taken a few flying lessons. I can’t match skills with the pros on 
the PGA golf tour, but I do maintain a single digit handicap.

My greatest disappointment is that I never became a rock star, but 
I did spend a year on the road with a rock band and continue to write 
and record music today.

The truth is, most of us never fully realize our childhood dreams. 
Now, this is where you probably think that I will encourage you to sit 
down with your wife and tell her, “it’s been great babe, but I’ve talked 
to my old buddies…we’re getting the band back together”! In most 
cases, I would not suggest that - but I’ve had it happen with some 
clients. In reality, most of us are doing that somewhat align with the 
interests and talents we developed as children. The challenge is that we 
don’t approach our current career with the passion and engagement 
we once thought we might when we were young.

That is not to say that there are not some folks that do exactly what 

When I Grow Up
How leaders get unstuck by revisiting childhood dreams

By Jim Ruel
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they were designed to do.
My wife gets up every morning and toils over wet clay 16 hours a 

day to create incredible works of art. That is passion! I have friends 
who are policemen, firemen, musicians, and writers who can’t wait 
to spring from bed each day to rescue a baby from a burning VW or 
take to the stage to play music in front of 13 drunken pool players. 
That is not most of us.

A top executive recruiter recently reported that 41% of senior 
executives are dissatisfied with their current job*. The reason I ask 
executives about early childhood dreams is to begin a conversation 
in the coaching partnership about how well their current role at 
work fits their talents, interests, and potential. It is typically the gap 
between my client’s core desires and the current reality that drives 
job dissatisfaction. This conversation usually culminates in one of the 
following four scenarios:

The wakeup call! The executive has an epiphany and realizes he 
or she really should be selling real estate or editing books. They are 
miscast - in the wrong role and probably fulfilling an expectation 
set by others and not doing what aligns with his or her interests and 
talents. My advice? We are done here - get the band back together! 
This outcome is usually the exception, but it happens.

right church, wrong pew. A few years ago, the HR VP was es-
corted from the building clinging to a toilet seat singing “God Save 
the Queen” (The Sex Pistols version). A brilliant executive thought 
it would be a good idea to stick Maude in HR because she “is super 
with people.”

Maude was very happy as the Call Center VP but was a good 
soldier and complied. Now there is this nagging voice asking, “where 
am I going”? Maude is working in the right company but in the 
wrong department or function. Taking on new responsibilities can 
be refreshing and enlightening but sometimes may not fit our most 
productive needs long term.

right pew, singing the wrong song. Many times when execu-
tives rise within a company they continue to operate the same way 
as when they were a supervisor. You know, they like to make out the 
work schedule for the team and lead the committee on the cubicle 
Holiday Decorations

Theme. Now that they are in a Director or VP role, they are stressed 
because there is just not enough time to manage the demands of 
the job AND their fantasy football team. They are stressed and not 
well equipped or aware of what is important - they feel like they are 
drowning.

right pew, right song…just freekin’ tired of this song! This 
executive has been “pickin’ ‘em up and putting ‘em down” for too 
long. She is tired of singing “Climb Every Mountain” and now drones 
“The Thrill is Gone”. She seeks a new challenge, a fresh perspective, 
and a better way to express her talents at work. More importantly, 
she may not be keeping up with organizational change and could be 
a danger to herself or the company. (Play a minor chord on a cheap 
organ here)

If your situation sounds like one of the four mentioned I’d like to 
share a few techniques I use with clients to help provide clarity and 
direction on improving job satisfaction, getting you unstuck, and 
closer to what you are intended to be doing.

Wake up call! We’re done, pay me, you are welcome! Let me know 
when your album drops.

right Church, wrong pew. Begin conversations with your peers 
about your situation. Ask them where they see you being most suc-
cessful. Sometimes I ask clients to send an email to trusted friends at 
work and ask them to complete this statement. “Jane is best designed to

__________”. You will be astonished at the responses you will get 
- many will be insightful and can help expose your true self.

If it’s safe, have a conversation with your boss about your desires 
to change functional lanes and how that might occur. If it is not safe, 
you probably need a new boss. Also, be open to taking a step back. I 
have coached many clients who took a functional “demotion” from 
Director to Manager only to become Vice President years later in a 
role that better fit their talents.

right pew, singing the wrong song. Many clients think they are 
stressed due to time management issues. Rarely is time the issue. Poor 
choices about how executives spend their time is typically the reason 
pressure is high. Begin by defining what it is you WANT to do in your 
role. Write that down. Then inventory all the things you ACTUALLY 
do in the course of the week and see where the alignment and gaps are. 
A trusted peer or coach can be a great asset to help you define a work 
purpose and call you out when you lie to yourself or behave badly.

right pew, right song, just tired of this song! Time for serious 
reflection. Begin by scheduling 1 hour in your work week for “Think 
Time.” Spend this uninterrupted time for your personal enjoyment 
and focus only. Turn off the phone and computer and close your 
office door.

Read a magazine that you enjoy, read a chapter in a book you find 
interesting, or just look out the window and daydream. (Tell your boss 
I said it’s OK, she will understand) These odd activities at work will 
begin to help you get unstuck. Eventually, new ideas and perspectives 
come into view and provide the spark needed to make the changes 
to instill fresh energy. Again, a support system is critical, so engage a 
trusted peer, friend, or coach. Someone to share your new ideas with 
as a result of your weekly strategic thinking sessions.

My hope is these tips help stir your passion by getting you a little 
closer to what you want to be when you grow up. LE

*Blue Steps Recruiting (2010). 41% of Execs Report Job Dissatisfaction. Retrieved October 
26, 2016, from https://www.bluesteps.com/blog/senior-executive-job-satisfaction-survey.aspx

When I Grow Up

Would like to Comment? Please Click Here.

Jim ruel is President of Little Street Executive Coaching and a Certified 
Executive Coach with over 25 years of executive leadership with Fortune 
500 companies. His unique sense of humor and view of Corporate America 
provide readers and clients with real-world perspectives and advice on how 
to succeed in leadership and life at work. Jim has assisted numerous leaders 
by helping them unlock capabilities, find real meaning and joy in their 
current work, and launch new careers.
Visit www.littlestreetcoaching.com
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By Jay Greaves 

Start with a leadership selfie

Leadership Lessons

One of the foundational principles of Organization Development 
(my graduate degree) – the discipline of helping organizations, and 
the people in them, reach their potential – is “self as instrument.” In 
essence, to help others you must first understand yourself. Lacking this 
understanding of your own strengths and challenges may mean that 
instead of helping others, you in reality project your own “baggage” 
onto others and can actually do more harm than good.

A good place to begin is to ask yourself: would you follow you? Are 
you behaving in a way that would inspire you? If not, there is a good 
chance that before you try to be a leader, you might need to focus 
first on yourself. To paraphrase something that I heard long ago and 
that has stuck with me: “would the child I once was be proud of the 
adult I’ve become?”

If you travel on airplanes, you’ve heard this put in perspective in the 
safety briefing — “In the event of an emergency where cabin pressure 
is lost, masks will drop from panels above. Pull the masks to the full 
extent of the tubing and oxygen will begin to flow. If traveling with 
children or others that need assistance, place the mask on yourself 
first, then help others.”

Before someone can competently and confidently lead others, they 
must first understand themselves and their strengths and weaknesses 
in leading. This is the only way you can develop your leadership skills 
and really lead authentically.

If you want to do a self-assessment on leadership, ask yourself the 
following questions:
•	 When working with others, what am I doing well?
•	 When I’m working with others where do I struggle?
•	 Am I being honest about my leadership experience and ability?
•	 Where am I unsure and need help about leadership?
•	 If I can’t help others, who do I know that can?
These are all great questions to ask. Looking for something more 

formal or structured? It’s likely your organization has assessments and 
resources that you can access. Ceridian, for example, offers Manager’s 
Essentials Training to all employees within a manager role. This course 
offers case-based training in a great learning environment. Reach out 
to your HR team to find out if they offer something similar! Or if you 
have an Employee Assistance Program, such as Lifeworks, you might 
have leadership assessments and resources available. Or perhaps ask your 
HR team if your organization has preferred assessments and resources.

I want to end with another quote, one that has inspired me and 
I’ve used to help others.

“Your past is not your potential. In any hour you can choose to 
liberate the future.” – Marilyn Ferguson. LE

Jay Greaves is a Strategic HR & OD/OE consultant, Vice President at 
Ceridian HCM, community volunteer. He lives in Long Beach, California 
and is passionate about working to make our world a better place.
Connect Jay Greaves

Would like to Comment? Please Click Here.
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Taking a close look at your leadership strengths and weaknesses 
might not be fun, but it sure can help you with your own productivity 
and your team’s. A little self-awareness can go a long way!

I know, you are an awesome manager – everything you touch 
turns to gold and your people revere you. That said, there’s always 
room for improvement! Acknowledging what you struggle with can 
be just as useful as being aware of what you do well.

Below is a ridiculous list of some extreme management traits. Be 
honest though, can you spot hints of yourself in any of these?
Hulk smash!

There is NO doubt you are the boss. You make the rules and every-
one falls in line. But hey… is it possible you are a bit too ...assertive?

strengths: Aside from your bulging muscles, luminous green skin 
and ability to open any jar in existence, you get things done. There 
is no goal you can’t achieve and you command results from others.

Challenges: Fear only works as a motivator for so long. If you are 
tearing through a few outfits a day, Hulking out on your people, you 
are pretty much inviting any sane employee to look for another job. 
Even if they don’t leave, having such a fiercely aggressive personality 
will inhibit others, instead of inspiring them. Some of those folks 
you hired may have pretty good ideas that are worth expressing, but 
they’re way too scared!
soft Kitty, Warm Kitty… Little Ball of Fur

You are kind, friendly, nice to everyone. Your management style 
is so precious, people put its picture on the internet with cute little, 
badly spelled captions. Your people love you! … And walk over you 
like a doormat.

strengths: You keep staff happy; they know you care about them. 
You create a fun work environment and foster a sense of team.

Challenges: As much as it pains me to say this, people will take 
advantage of a nice guy. Someone is always going to test boundar-
ies, and the worst even need an occasional slap on the wrist from 
their manager to begin to respect him/her. If you aren’t ready to 
hold everyone accountable, you will have some people working their 
bottoms off and others coasting along collecting paychecks. Resent-
ment builds quickly this way.
Big Brother is watching you... And you’re doing it wrong

You don’t miss a trick; you have your eye on everyone and have an 
almost psychic ability to detect when someone has made a mistake...
or maybe it’s the video monitors all over the place. 

strengths: Your staff follows the rules and rarely makes mistakes. 
If they do, you are right on hand to correct it and them. You have a 
great idea of people’s strengths and weaknesses. 

Challenges: Apart from the expense of the surveillance equipment 
and the stress to yourself from keeping track of every little detail, 
people tend to be demoralized by micromanagement. If they know 
what they are doing, they need to be trusted to do it. And again, you 
might want to give employees the chance to try their own methods 
and express ideas. It’s possible they have some pretty good ones. 

Then there’s Speedy Gonzales who wants everything yesterday and 
changes deadlines, plans and procedures so often and so quickly he 
leaves people’s heads spinning; Spock, who considers every factor 
in the management equation, except the human one; and Chatty 
Kathy who wants to have a “quick” meeting, phone call, one-on-
one or chat about every situation resulting in very little time spent 
actually working. 

Honestly, these are just caricatures of traits most of us have to some 
extent, but seeing them in ourselves and acknowledging them is the 
first step to exploiting the strengths, working around the weaknesses 
and maximizing the potential of employees.  

To quote Sir Richard Branson, “Businesses are nothing more 
than a group of people, and they are by far and away your biggest 
assets.” Are you doing everything you can to bring out the best in 
your group of people? LE

Manager, Know Thyself
Check out some extreme management traits

By Carletta Clyatt

FEAtURE

Would like to Comment? Please Click Here.

Carletta Clyatt, a popular seminar speaker, is the SVP at The Omnia 
Group.  She offers clients advice on how to manage more effectively and 
gain insight into employee strengths, weaknesses and behaviors. 
Visit www.omniaGroup.com
Connect Carletta Clyatt
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in 2001 only 20% of the employees felt their workplace was 

inclusive (Ludwig & Talluri, 2001).  Fast forward 13 years and 31% 
of HR employees in 2014 believe there is improvement needed in 
creating a culture for diversity and inclusiveness in organizations 
(Bourke & Wakefield, 2014). Remember, sometimes you would 
hear from a leader, “your best is good for today, but there is always 
room for improvement.”

You just left an organization meeting discussing diversity, diverse 
teams, and inclusivity. Will it make a significant difference and how 
would your organization make this a reality? Diversity discussions 
and practice has expanded to include age groups and abilities. If 
your organization treats diversity as a check box to stay within the 
legal letter of the law this could be considered a defensive posture. 
Proactively as a leader if you embrace diversity, recognize differences, 
amplify strengths, and increase engagement you and your organization 
will reap many benefits.
How does inclusivity and engagement benefit my organization?

Diversity and engagement provides positive effects on the bottom 
line and improving financial performance according to a Gallup study 
(Badal, 2014).  Gender diverse organizations realized 14% higher 
revenue than their non-gender diverse peers (Badal, 2014).  Retail 
benefits with a 46% higher increase in revenue (Badal, 2014). 

Increased revenue may be attributed to several factors as a result 
of diversity and engagement such as reduced risk and legal liability, 
attraction and retention of top notch talent, broader organization 
customer base, improved advertising and marketing, and increased 
performance (Badal, 2014; Lieber, 2012). Badal (2011) believes 
increased performance can be attributed to better problem solving 
methods, dissimilar viewpoints and ideas, market insights, thought, 
behaviors, skills, and knowledge which may spark innovation. Pro-
cedural justice is an important part of the recipe to help increase 
diversity and inclusivity within an organization.    
 How do we build diversity, trust and engagement into our culture?

Fairness during promoting and hiring individuals based on merit 
preserves procedural justice, increases trust, and engagement.  Emo-
tions play a powerful role on motivation and whether a person is 
engaged towards a decision, task, and long term or complex goals 
(Latham, 2007).  Latham (2007) shares lack of procedural justice 
produces emotions of fear, anger, hopelessness, sadness, excitement, 
decrease in emotionality, rage, irritation, shame, embarrassment, 
guilt, dread, and cynicism. Fairness and understanding the effects of 
procedural justice or lack of is something that is learned (Skarlicki & 
Latham,1996).  Learning what types of individual and team dynamic 
decisions and procedures increase trust, open inclusive and supportive 
relationships, and increasing employee engagement is are great lead-
ership training topics.  Team members with a high level of trust for 
their leadership team have increased integrity, take greater productive 
risks, increase task performance, organizational citizenship behaviors, 

and decrease counterproductive behaviors (Colquitt, Scott & LePine, 
2007). Engaged employees exhibit 27% less absenteeism, 12% higher 
customer advocacy, 12% higher profitability, and are 18% higher 
producers (Hasenoehrl, 2009). Can groups help with expand valuing 
diversity and inclusion within an organization?

Developing Diversity And 
Inclusion Within Organizations
Best practices to follow

By J. C. DeMartine, Todd Maffe and Aroua Saddam
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Communities of Practice (CoP) Elevating and Educating
Communities of Practice (CoP) regularly and periodically interact 

out of passion, concern, address problems, or to increase knowledge 
and expertise in an area (Baker & Beames, 2016; Wenger, McDer-
mott & Snyder, 2002, p. 4).  The CoP differs from a team because 
the membership is completely volunteer.  Additionally, the CoP 
will create its own cultural dynamics via shared stories, inside jokes, 
shared discourse and engaging, accelerated framing of problems, 
communication shortcuts, and styles demonstrated of membership 
(Wenger, 1998, p. 125).

Roles within a CoP include facilitators, Subject-Matter Experts,  and 
Core Members.  The Facilitators network and spark engagement; on the 
other hand, the Subject-Matter Experts maintain the CoP knowledge 
realm and assist members.  Meanwhile, Core Members demonstrate 
leadership and passion, contribute strongly and actively participate 
in meetings (Baker & Beames, 2016; McDermott, 2001; Wenger 
& Snyder, 2000).  CoPs may have brown bag meetings, webinars, 
and various external and internal organization activities.  Probst and 
Borzillo (2008) add for CoPs to be successful, requires adherence to 
objectives, strengthened access to internal and external networks, and 
a strong driven leader.  CoPs are grass root and are not meant to be 
created and outlined, yet having an inclusive supportive environment 
with degrees of freedom will enable CoPs to spark (Harvey, Cohendet, 
Simon & Dubois, 2013).
Employee resource Groups (ErGs) Promoting diversity and 
inclusivity

Organizations can deliberately create ERGs.  Some popular ERGs 
within organizations are Women, LGBT, Multicultural, Individuals 
with Disabilities, Generational Groups, Working Parents, Religious 
Groups, and Single Parents (Lieber, 2012).  ERGs are organization 
sanctioned, highly organized, and can consist of board members, 
recruiters, and ambassadors to coordinate activities over numerous 
facilities.  Individuals within an organization can join one or several 
to learn and collaborate with other groups.  Each group has a focus 
on the success of its members within the organization.  There may 
be leadership seminars, how to manage money, and team diversity 
training. Challenges experienced by ERGs are attendance to meetings, 
technology roadblocks, and keeping web materials up to date.  Most of 
these challenges can be traced to primary duties of individuals taking 
precedence which can be understood.   

According to Todd Maffe, “Employee Resource Groups (ERGs) 
started out at BAE Systems as networking groups to enhance pro-
fessional development. Realizing the benefits of ERG’s as business 
partners, BAE Systems leverages these groups to offer support from 
recruiting and retention, to new product development and market-
ing. ERGs play an important role in integrating a diverse workforce 
and help to keep employees engaged and motivated through inclu-
sion.  Some may argue that ERGs go against the goal of diversity 
and inclusion by segregating segments of the employee population; 
however, ERG’s provide recognition to an individual’s differences 
and a way to celebrate those differences and to allow others to learn 
from these differences.    

ERG members can serve as recruiters for an organization by attend-
ing conferences and job fairs, offering testimonials on the company 
website and hosting networking events.  Members of these groups 
are more likely to associate with people within their affinity group 
outside of work who may be potential employees; additionally, they 

can serve as the voice of the organization.
You do not have to be a member of one of those identity groups 

to join them. ERGs enhance your cultural competence, leadership 
skills and you can network with people who can help you with your 
career goals.”

ERGs are a piece of the puzzle bringing value to promoting the 
message of diversity throughout the entire organization.  Messages 
from other communication channels can assist in amplifying the 
inclusive message.   
Promoting the Message of diversity and inclusivity within the 
organization

The diversity and inclusivity message needs to echo throughout or-
ganization communication.  The external website which is the outside 
doorway of the organization would need to proclaim the message and 
be welcoming of all applicants.  Additionally, the internal website 
would need to mirror the inclusive message. Additionally, CoPs and 
ERGs can assist in propagating the message.  Also, the diversity and 
inclusivity message should ring clearly through mission statements 
and recruiting materials. The diversity mission statement is suggested 
to be separate from the main mission statement to ensure careful 
wording of proposition(s), outline roles and responsibilities, and 
state clearly measures of success (Lieber, 2012). Mission statements 
are dynamic and will change as the organization changes (Lieber, 
2012). How do you hold leaders and individuals accountable for the 
values of inclusiveness?                  
Accountability and Goal setting in an inclusive organization

Holding managers accountable for inclusivity and diversity goals 
requires not only education for leadership but also staff.  Reliance on 
an effective evaluation system, and education on time management, 
clear goal setting, effective incentives, and teamwork are important; 
however, in an inclusive world, education on resolving conflict pro-
actively and productively is needed.

Leader training should include how to coach and set goals for em-
ployees to attain higher levels of performance and growth (Sujansky, 
2004). Training staff to coach and allow team members to coach 
others promotes inclusivity by learning from one another and allows 
for practice and roleplaying before becoming an official leader.    

Types of specific goals set by management can have positive or 
negative effects. Unfortunately, policies cannot do it alone; enforc-
ing hiring quotas can have negative consequences if the person hired 
realizes they were unjustly hired due to a quota and not merit (Badal, 
2014). The situation may produce negative affects with relationships 
with peers and leadership.  Conversely, if leadership set a goal of one 
or two diverse group projects a month this may have a more positive 
outcome on the department or team. Sujansky (2004) is a proponent 
for including all team members with departmental projects and chal-
lenging the group with open ended questions if the team runs into 
a roadblock.  

Resolving conflict in a productive way continues to be a challenge 
among leaders.  Leaders and staff can be mentored or trained in 
resolving conflict by coaching to swiftly confronting disrespectful 
behavior and acting as a facilitator to coach through questions on 
how the conflict may be resolved through understanding (Sujansky, 
2004).  Managers may ask for help from their leadership or turn to a 
coach of their own if they need help with facilitation skills in regards 
to conflict resolution.

Ethical leaders and staff valuing differences as an advantage can 

Developing Diversity And Inclusion Within Organizations
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increase social capital (Ruiz, Martinez, & Rodrigo, 2010).  Social 
capital describes the wealth and benefit of relationships.  The inclusive 
environment can be enhanced by leadership who listen, empathize, 
build awareness, can persuade vice resorting to coercion, exhibit 
stewardship, build community, and have a genuine commitment to 
the growth of their followers (Greenleaf, 1977). Differences should 
be viewed by all in a positive light and as an advantage (Sujansky, 
2004). Valuing differences require support by policies, procedures, 
and leadership behavior to promote positive values, beliefs, percep-
tions, and attitudes (Ruiz, Martinez, & Rodrigo, 2010). Coaching 
leaders to lead by example assists in affirming procedural justice in 
the organization. 

Employees within organizations and HR employees believe im-
provements can still be made with diversity and inclusion.  Positive 
bottom line effects can be realized as synergy as trust and engagement 
permeate through the organization through educating leadership and 
employees to value diversity, understand team dynamics, and follow-
ing procedures which are just. Additionally, Communities of Practice 
(CoPs) and Employee Resource Groups (ERGs) can explore inclusion, 
diversity and assist in educating and networking members for success. 
Todd Maffe believes ERGs assist in celebrating individual differences 
and enabling others in contact with such groups to enhance their 
cultural and leadership competencies. Aroua believes, inclusive change 
can be achieved through proper messaging, goal setting, education 
on resolving conflict, and accountability within the organization. We 
have made progress from 2001 and the future looks bright for positive 
outcomes for a diverse and inclusive organization! LE
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international pop singer Madonna had a major hit song in the 
1980’s titled “Material Girl” with catchy lyrics saying, “We are living 
in a material world.” Fast forward to today, and we are now living in 
a world that’s highly unpredictable. 

Our economic, political and social environment is exceptionally 
volatile, uncertain, complex and ambiguous. It has become increas-
ingly difficult to develop strategies for success when every time you 
turn around there is another challenge that threatens your enterprise 
survival. 

One of the most effective methods you can employ to navigate in 
this unstable business climate is to take a B.O.L.D. Approach. This 
four-point framework will focus your strategic mindset on gaining 
the insight and critical skills you need to thrive. 
Business strategy - Grow your organization with purpose and 
prosperity

Rethink your approach to planning. Stop engaging in strategic 
planning focused on fun, bonding events where you vision-quest 
about idealistic wishes for your future, resulting in ineffective plans 

Succeed In An Unpredictable 
Business World
A B.O.L.D. approach

By Jill Johnson

8 Submit your Articles16 Leadership Excellence Essentials presented by HR.com | 11.2016

http://www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main


and written reports that collect dust. 
Focus instead on grounding your planning efforts by gaining 

the information and insight you need to develop effective business 
strategies. Leverage the emerging opportunities available to you and 
minimize the risks that an uncertain business landscape creates for 
your enterprise. 

Those who thrive in an unstable environment focus on under-
standing the potential future of evolving trends. So what do you do 
now? Let go of old ideas. Coalesce your business strategies around 
innovation and adaption.

Build your sustainable success on a viable future that is grounded 
in a full understanding of your situation, not on wishful thinking. 
Manage your transitions effectively by hiring more sophisticated talent 
to match your evolving needs. Consider how you can leverage new 
opportunities to enhance your operation and profitability. 
opportunities - Uncover the potential in your market to achieve 
sales results.

Effective strategic planning in turbulent times requires a deep as-
sessment of your market opportunities. This environment is driven 
by significant market forces influencing your enterprise success and 
long-term potential. These market forces impact your business lifecycle 
and the on-going value of your product or service offerings to your 
consumers. You must fully understand the impact of the market forces 
determining your ability to survive and thrive.

Staying close to your target market is crucial to your long-term 
success. But market needs, wants and desires change over time. You 
must understand how your market is changing and why. To remain 
feasible, you need to determine what you need to change to meet 
those evolving market needs.

There are 9 key market forces impacting most businesses today: 
shifting demographics, competitive actions, fluid economic conditions, 
unstable capital markets, governmental interference impacting regula-
tions and reimbursement, technology evolution, workforce skills and 
capabilities, industry changes as organizations adapt to these forces 
and generational shifts.

You have no control over these market forces. Yet you continually 
have to adapt and adjust your strategies to respond to them. 
Leadership - Lead with confidence and effectiveness

It takes many, many hours to master a skill or hone your expertise. 
Don’t expect to be an effective leader in the beginning. It takes time. 
Building your insight to effectively navigate stormy strategic waters 
will take time too.

Asking the right questions is the foundation of an effective strategic 
mindset. Yet learning to ask the right questions is extremely difficult 
because most people only ask superficial questions that have easy 
answers. Asking challenging questions allows you to deepen your 
understanding of the impact of each market force and their influence 
on your long-term potential for success. 

Effective leaders in turbulent times are not afraid to listen to diver-
gent perspectives. They understand that their ability to take corrective 
action before things go completely haywire requires candor from their 
teams and a full understanding of the market forces. 

Confident leaders use objective advisors to get to the truth and to 
push their teams. Look for real expertise that has proven results. Stay 
away from advisors offering strong sales hype and marketing sizzle. 
They can do lasting damage to your enterprise. 

decision Making - Gain the clarity you need to thrive
Effective decision making in an uncertain and unstable world begins 

with a desire for clarity. Gaining clarity requires a complete and candid 
understanding of your situation. Truth gives you information. Well-
researched information gives you insight. Insight gives you the clarity 
you need to set the right priorities and focus your team on the most 
critical activities impacting your success. 

Make sure you are not operating under a false set of assumptions 
that were correct at one time, but have not been updated to reflect 
your current situation. If your assumptions are wrong, your ability to 
make good decisions will be severely limited by your skewed viewpoint.

It is critical that you reassess your assumptions about the future. 
Getting the right information for effective decision-making is essen-
tial. Look for more than superficial answers to the critical issues you 
face. Be willing to invest the time and money to bring in a fresh and 
different point of view to discover the truth. 

The value of taking a BoLd Approach?  
By taking a B.O.L.D. Approach, you will integrate an action plan for 

uncertainty into every facet of your strategic mindset. By asking chal-
lenging questions to understand your current and evolving situation, 
you will build your confidence that you are developing the business 
strategies to enhance your success. You will uncover the potential in 
your markets. You will be a more confident and effective leader. You 
will make better decisions. 

As a result, others will be more confident in following your lead. If 
you demand more of yourself and your team, they too will think more 
strategically, become more effective leaders, make better decisions and 
achieve results designed to create lasting success for your enterprise.

So take action now. What is the first B.O.L.D. Approach step you 
will take to address the impact of uncertainty and volatility in your 
enterprise? LE

Succeed In An Unpredictable Business World

Would like to Comment? Please Click Here.

Jill Johnson is the President and Founder of Johnson Consulting services, 
a highly accomplished speaker, and an award-winning management con-
sultant.  Jill helps her clients make critical business decisions and develop 
market-based strategic plans for turnarounds or growth. Her consulting 
work has impacted nearly $4 billion worth of decisions. She has a proven 
track record of dealing with complex business issues and getting results. 
Visit www.jcs-usa.com

“
rethink your approach to planning. Stop engaging in 
strategic planning focused on fun, bonding events 
where you vision-quest about idealistic wishes for 
your future, resulting in ineffective plans and written 
reports that collect dust”
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What is the overall objective of your program?
Our objective was to implement a manager development program that would 

achieve multiple goals, including:
•	 Identifying leadership behavioral gaps through the use of a 360 tool 
•	 Understanding foundational management and leadership skills that support 

success and how to apply them
•	 Developing an individual leadership approach that encourages accountability 

and creates influence with key people critical to their success
•	 Understanding how to engage in management behaviors that set the foundation 

for building team trust and creating open communication and feedback
•	 Establishing a strong, supportive coaching relationship with their facilitator, 

manager and other participants that will open the door to new insights and ways of 
managing.
•	 Developing a Leadership Communication Plan that keeps the team informed, 

proactive and engaged
•	 Managing change and transition to foster excitement and productivity despite 

daily uncertainties and unexpected shake ups
•	 Consistent measurement to assess progress throughout the program
•	 Engagement of all leaders from every level of the organization as peers, mentors, 

teachers and coaches
During the course of this 12 month program, we used a diverse methodology that 

included a combination of one-on-one meetings, assessments, surveys, in-depth 
facilitated sessions/workshops, webinars, mobile videos, management roundtable 
discussions and best practices check-ins and progress surveys. In addition, we incor-
porated a recognition program where managers recognized each other on their new 
skills, behaviors and progress, as well as involving Executives in recognizing a LEADer 
of the year and a graduation ceremony to celebrate the program completion.

Who do you impact with your program?
The program was designed for all leaders at IMM, a Boulder, Colorado digital services 

agency. The group included over 42 professionals from diverse backgrounds in the areas of 
technology, client services, account management and creative. These leaders also represent-
ed a broad age range (millennials, gen X’ers and even baby boomers) and experience levels, 
so we had to design the program to be meaningful across all these different perspectives. 

Implementing An Integrated 
Leadership Development Program
Our editorial team interviewed Tara Powers from Powers Resource Center, LLC 
at the Leadership Excellence Awards this past February. Here are some excerpts 
from the exclusive interview.

#AWorldInspired          LEAD2016 

2016

Company Name: Powers Resource Center, 
LLC
Program Name: Leadership Exploration 
And Development Program (LEAD)*
Program Director: Tara Powers, CEO
Address: 1750 30th Street, #352 Boulder 
CO 80301
Call: 720.295.3302
Email: Info@PowersResourceCenter.com
Visit: www.PowersResourceCenter.com

Video

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

I’ve been working with organizations in the areas of talent build-
ing, employee engagement and leadership training for more than 
20 years, and I learn something every time I present a workshop or 
session to a group.  
•	 Involve Executive champions in the program as an essential 

component of success. 
•	 Include measurement throughout the program and use data to 

make tweaks as we go and ensure success.
•	 Be flexible. Business changes rapidly and we are constantly 

moving program components around based on current business needs. 

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

It is so important for organizations to prove that investing in 
employees and leaders is good business for them. Every program I 
develop has an ROI factor built in. For this program, we had several 
factors to measure our success, including:
•	 Improved ratings on 360 assessment (pre vs. post)
•	 Key IMM metrics as defined by HR and L&D
•	 A reduction in management issues and complaints
•	 An overall improvement in employee satisfaction
•	 More efficient teamwork and team trust  
•	 Managers report that their skill level and comfort level with key 

management skills has gone up (can use previous survey from Erin as 
a benchmark and a scorecard that Managers will take at the kick off)

We are already seeing the payoff for leaders in particularly around 
communication and the identification of skills needed to become 
stronger leaders. 
•	 Participants improved their ability to communicate their needs 

more clearly to others by 13%
•	 Participants improved their ability to recognize the communica-

tion preferences of others by 23%
•	 Participants improved their ability to adapt their communication 

based on others needs by 13%
•	 90% of participants responded that they have clearly identi-

fied the leadership skills they need to focus on developing to become 
stronger leaders

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

The foundation of the program is solid, but we will continue to 
modify it and customize it for clients. I am interested in continuing to 
collect data from the program participants and publish the findings later 
this year….I always use an iterative process of continuous improvement, 
so we will continue to make incremental improvements as we move 
forward….for example, since hosting the program for IMM, we have 
added additional round tables with Executive leaders, redesigned the 
LEAD framework to align with organizational changes, updated how 
webinars and videos are presented to participants, provided options 
for Executive team development to help support program success. 

For more information about the Engage Leadership Program and 
how it can be customized for your leaders and culture please email 
info@powersresourcecenter.com to set up a discovery call or call 
720.295.3302

*The name of the program was customized and called Leadership Exploration And Develop-
ment Program (LEAD) for the client, IMM, a Boulder, Colorado digital services agency. The 
program is available from Powers Resource Center under the name ENGAGE! Leadership 
Development Program.
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did you know that one out of five business executives is a toxic 
leader?

Experts summarize toxic leadership as an “organizational cancer” that 
undermines long-term company performance through self-centered 
motivation and dysfunctional behaviors.   Without intervention, 
these toxic leaders devastate a company’s integrity, mission, and culture.

These harmful personalities drive out rather than motivate the best 
team members. In fact, top talent is 54% more likely to quit when 
they work with or for a toxic person.

Toxic executives not only decrease retention rates, they directly 
impact the performance of their organizations. Companies that have 
happy, healthy cultures outperform the competition by 20%, have 
a positive correlation with shareholder returns, and are 2.1% above 
industry benchmarks.

A lot of leaders exhibit negative traits, but toxic executives create 
another level of risk for both the individual executive and company 
with their abuse of power.

At Peak Sales Recruiting we work with executives at world-class 

Are You A Toxic Leader?
5 signs you might be one

By Keith Johnstone

FEAtURE

21Submit your ArticlesLeadership Excellence Essentials presented by HR.com | 11.2016

https://theconversation.com/how-toxic-leaders-destroy-people-as-well-as-organisations-51951
https://evolution-institute.org/article/us-army-ambushed-by-toxic-leaders/
http://www.au.af.mil/au/awc/awcgate/army-usawc/aubrey_toxic_leadership.pdf
http://workingcapitalreview.com/2016/02/the-financial-cost-of-a-toxic-worker/
https://www.entrepreneur.com/article/238640
https://www.entrepreneur.com/article/238640
https://www.entrepreneur.com/article/238640
http://www.peaksalesrecruiting.com/
http://www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main


companies and have identified 5 signs you might be a toxic leader:
1. Narcissism

Narcissism, or an inflated sense of self and self-interest, is rampant 
(and even rewarded) in the business world. Narcissists are often 
charismatic, but they make choices that serve their own needs rather 
than their organizations.

Executive Coach and INSEAD professor Manfred F. R. Kets de 
Vries detailed the identifying features of narcissists in the Harvard 
Business Review. First and foremost, narcissists often experience 
big fantasies about wealth and power. Second, they use and take 
from other people without reciprocating on a daily basis. If you ever 
received feedback within that vein from colleagues, chances are you 
have narcissistic tendencies.

Research from Stanford management professor  Charles A. 
O’Reilly  indicates that narcissistic executives receive higher pay. 
However, their short-term monetary gains come at the cost of their 
companies. Narcissistic leaders erode company morale, which increases 
turnover of top talent, drains employee brainpower, and damages 
employer brand in the marketplace.
2. Lack of Empathy

Narcissism — and toxic leadership — often accompanies a severe 
lack of empathy for other stakeholders within an organization. Ac-
cording to scholar Ernest J. Wilson III, empathy within the workplace 
is “a deep emotional intelligence that is closely connected to cultural 
competence. Empathy enables those who possess it to see the world 
through others’ eyes and understand their unique perspectives.”

A lack of empathy can manifest in distant, aloof, or even aggres-
sive behavior. Leaders without empathy, for example, may choose 
not to learn people’s names; they’re not relevant. In meetings, they 
rarely practice active listening; they interrupt people and disregard 
feedback. Employees describe them as “out of touch.” For example, 
they don’t bat an eye at big layoffs or consider the impact of cutting 
benefits for staff.

Ironically, these senior leaders need the most empathy because their 
decisions impact the largest number of people; it’s an essential part 
of 360-degree thinking. 
3. Constant Criticism

Toxic leaders criticize constantly. They either don’t believe in positive 
feedback or fail to make time for it. These executives prefer to play to 
the base fears of employees for approval and security by tearing them 
down. Constant criticism ranges from subtle but ceaseless disapproval 
to verbal or emotional abuse, such as threats and name-calling. Either 
way, team members live in fear of the leader and do everything they 
can to anticipate and avoid criticism.

Top performing teams give more than five positive comments for 
every criticism. If an executive falls short of that suggestion, they’re 
in danger of being a toxic leader and giving rise to a toxic culture.

Because employees already tend to remember criticism and work 
setbacks more than positive feedback and progress, a culture of constant 
criticism kills motivation and performance.
4. Erratic Behavior

A lot of toxic leaders vacillate between severe highs and lows. 
These energy shifts are exemplified by highly engaged and energized 
periods at work followed by doubt and emotional lows. Psychiatrists 
and researchers continue to find evidence that this lack of emotional 
middle ground is prevalent among executives.

Kets de Vries describes this kind of toxic leader as exhibiting a 
frenzied, feverish energy that propels them forward. During these 
periods, leaders often experience impaired judgment, which can have 
a devastating impact on their organizations. Work disappointments 
similarly lead to severe lows and apathy.

The best leaders are calm and stable, no matter the circumstances. 
They are able to see each challenge from a birds-eye view rather than 
getting swept away by either feelings of excitement or failure.
5. No integrity 

“The supreme quality for leadership is unquestionable integrity. 
Without it, no real success is possible, no matter whether it is on a 
section gang, a football field, in an army, or in an office.” President 
Eisenhower’s words are just as relevant in the 21st-century boardroom 
as they were when he first said them.

Toxic executives who operate without integrity tell lies or partial 
lies to bolster a powerful and false vision. They fail to follow honest 
and ethical principles, believing that the ends justify the means. This 
lack of integrity breeds non-compliance, encouraging “look the other 
way” policies that undermine trust. As evident in crises such as Enron 
and the recent Volkswagen scandal, leaders need to turn within and 
assess their integrity and moral standards.

Leaders can gauge their integrity by the following two litmus tests: 
Do they adhere to ethical values when no one is watching? Have they 
ever given meaningful and truthful apologies at work? All leaders make 
mistakes, but this subset prefers blame and manipulation, instead of 
owning their missteps.

Practice self-reflection
These five signs can help leaders to recognize their potential for 

toxic behavior. By practicing self-reflection, executives can challenge 
negative characteristics and ensure that they contribute rather than 
take away from the organizations they lead. LE

Are You A Toxic Leader?

“
Toxic executives not only decrease retention rates, 
they directly impact the performance of their 
organizations. Companies that have happy, healthy 
cultures outperform the competition by 20%, have a 
positive correlation with shareholder returns, and are 
2.1% above industry benchmarks”

Would like to Comment? Please Click Here.

Keith Johnstone is the Chief Marketing Officer of Peak Sales Recruiting, 
a leading B2B sales recruiting company launched in 2006. As Marketing 
Manager, Keith leads all marketing activities and has successfully grown 
revenue and lead volume every quarter. He plays a key role in driving Peak 
Sales Recruiting which leads the industry with a success rate 50% higher 
than the industry average, working with a wide-range of clients including 
boutique, mid-size and world-class companies including P&G, Gartner, 
Deloitte, Merck, Taser and others.
Follow @KJ_Peak
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What is the overall objective of your program?
The Institute is a comprehensive curriculum that seamlessly integrates classroom 

instruction, on and off historical estate experiences, and historical interpretation 
that strives to educate, reflect, and inspire participants on the significant lessons of 
George Washington’s life, leadership, and legacy. Washington’s life still reflects the 
epitome of American leadership and character. He is relevant to each new generation 
because the most prominent character traits demonstrated by Washington – strong 
moral values, undaunted courage, solid and consistent judgment, establishing a shared 
vision, and executing a strategy with a complete commitment to what is best for his 
country – never go out of style. His actions defined civility during an uncivil period, 
as he showed how one person’s example and deeds can make an enormous difference. 

Washington was our first national hero, and his leadership was once our nation’s 
greatest resource. His personal traits should be studied, celebrated, and emulated as 
timeless hallmarks of conduct.  

This highly effective experiential learning program will provide leadership lessons 
within the context of Washington’s era.  Through the use of case studies, discus-
sions, and exploratory activities, participants will be able to translate these lessons 
into current practical applications.  

Who do you impact with your program?
The Leadership Institute at Mount Vernon focuses on providing leadership de-

velopment opportunities for boards of directors, executive leadership teams, and 
established and developing leaders in both the private and public sectors including 
college students. Whatever the organization’s size, specialty, objectives, or budget, 
we can create a custom-designed curriculum that will enhance their leadership skills 
by focusing on the traits, actions, and life of our founding father.

What are the lessons you’ve learned this year from facilitating your program?
When we started the hard launch of The George Washington Leadership Institute 

two and half years ago, we believed that our curriculum would be equally focused on 
the historical narrative of Washington’s life and career as well as modern leadership 
themes.  That balance has been much different than we imagined, with our clients 

Providing Leadership Lessons 
Within the Context of George 
Washington’s Era
Our editorial team interviewed Sean Thomas from George Washington’s 
Mount Vernon at the Leadership Excellence Awards this past February. Here 
are some excerpts from the exclusive interview.

Company Name: George Washington’s 
Mount Vernon
Program Name: The George Washington 
Leadership Institute at Mount Vernon
Program Director: Sean Thomas 
Address: 3600 Mount Vernon Memorial 
Highway Mount Vernon, VA 22121
Call: 703-799-8627
Email: leadership@mountvernon.org
Visit: mountvernon.org/leadership

#AWorldInspired          LEAD2016 
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Sean Thomas

Video
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from executives to emerging wanting to be educated and inspired 
by America’s Greatest Leader.  As one young tech CEO commented 
in a blog about their experience, “I assumed Washington’s famous 
plantation would serve as a mere backdrop for the intensive two-day 
leadership workshop set up for us. Hell, what could a wealthy ex-
president in a powdered wig possibly teach a bootstrapping tech-savvy 
modern businessman like me? I soon had my humbling answer: a lot.”

Our clients use their time at the George Washington Leadership 
Institute to be educated about our most famous founding father, be 
inspired by his accomplishments, and reflect on how they can use 
his lessons to enhance their leadership performance.  Our approach 
changed from an equal mix of leadership study to a more concentrated 
leadership through biography.  As Harvard Kennedy School’s Public 
Lecturer in Leadership, Barbara Kellerman, has pointed out in several 
publications, for hundreds of years leaders learned how to be better 
leaders by studying past great leaders.  Born is the true focus of The 
George Washington Leadership Institute.

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

The George Washington Leadership Institute at Mount Vernon 
is housed at The Fred W. Smith National Library for the Study 
of George Washington, which is governed by the Mount Vernon 
Ladies’ Association (MVLA).  The MVLA has owned, preserved, 
and opened Washington’s beloved Mount Vernon for over 160 
years.  It is a part of their mission and the mission of The George 
Washington Leadership Institute to “educate the world on the life, 
leadership, and legacy of George Washington.”  Part of our success 
is measured by the number of clients and participants who take time 
out of their busy lives to be educated and inspired by the great lessons 
of America’s Greatest Leader.

The next measurement of return on investment for our program 
is to assess how our participants have reflected on their experience 
and have incorporated the lessons of Washington’s leadership into 
their own leadership “tool box.”  Our focus is self-development and 
hearing how our participants are inspired to improve their leadership 
performance reflects the objectives our program.

Finally, as a 501c3 organization, all proceeds from The George 
Washington Leadership Institute are used to support the other edu-
cational activities of the Washington Library.  Be it K-12 student 
programming or training for teachers nationwide, the success of 
our Leadership Institute means we can better fulfill our mission of 
educating the world on George Washington.

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

The George Washington Leadership Institute is set to launch a series 
of i-books through Apple that cover pivotal leadership moments in 
Washington’s life paired with modern leadership applications.  We 
commission leading historians to write interesting and thought-
provoking historical narratives, which are then paired with impactful 
lessons by thought leaders and scholars on various topics of leadership 
to create a unique and effective case study.  These case studies are 
used as a basis for our curriculum, but will soon be available to the 
public in a multi-media, digital format.

This same strategy of seamlessly blending historical narratives with 
modern leadership scholarship will be highlighted in new curriculums 
that focus on character-based leadership and strategic leadership, the 
two hallmarks of Washington’s own leadership.

We are proud to share that the first three books in the series are 
now available at: www.mountvernon.org/ibooks.

2016
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Innovation In Deployment of Leadership Programs
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What is the overall objective of your program?
Headquartered in Dublin, Ohio, Cardinal Health, Inc. (NYSE: CAH) is a global 

integrated healthcare services and products company, providing customized solutions 
for hospital systems, pharmacies, ambulatory surgery centers, clinical laboratories and 
physician offices worldwide. The company provides clinically-proven medical products 
and pharmaceuticals and cost-effective solutions that enhance supply chain efficiency 
from hospital to home. Cardinal Health connects patients, providers, payers, pharma-
cists and manufacturers for integrated care coordination and better patient manage-
ment. Backed by nearly 100 years of experience, with more than 37,000 employees 
in nearly 60 countries, Cardinal Health ranks among the top 25 on the Fortune 500.

The RISE program is designed to transform accomplished IT & Customer Shared 
Services supervisors and individual contributors into outstanding rising leaders, pre-
paring participants to assume new responsibilities. Throughout the intensive, cross-
functional curriculum, lively exchange with leadership and peers refined judgment, 
enhanced skills, and increased confidence as a leader.

Who do you impact with your program?
High-Performing/High Potential Supervisors and mid-career track Individual 

Contributors.

What are the lessons you’ve learned this year from facilitating your program?
To leverage peer feedback in addition to instructor-led feedback.  Due to the fact 

that RISE consists of a targeted cohort of high potential employee it was able to offer 
this opportunity in a variety of ways.  For example, in an instructor-delivered 1.5 day 
class focused on enhancing presentation skills, peer feedback is a critical component. 
After observing presentations, participants often gave each other feedback that was 
just as valuable as the feedback that came the instructor.  

How do you measure the return on investment and success of the program?
Four promotions within a year of implementing the program proved that Cardinal 

Health developed talent internally to fill needed gaps. From an ROI perspective, 
hiring internally promotes cost-savings through costs of losing productivity during 
the search and a shorter onboarding period. 

Building Outstanding Leaders

Our editorial team interviewed Julie Blust from Cardinal Health at the 
Leadership Excellence Awards this past February. Here are some excerpts from 
the exclusive interview.
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Company Name: Cardinal Health
Program Name: RISE  
Program Director: Julie Blust
Address:  7000 Cardinal Place, Dublin, OH  
43017
Call:  614.757.5000
Email: Julie.Blust@cardinalhealth.com
Visit: www.cardinalhealth.com

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

The RISE program has just kicked into gear for FY17. Our Talent 
Management Leaders are considering offering the program enterprise-
wide rather than to just IT employees. Cardinal Health already main-
tains high potential programs for new hires fresh out of college, as well 

as more seasoned managers, directors, and VPs. The RISE program 
filled a gap at the frontline manager level and aspiring leaders who 
provided feedback on the Voice of the Employee survey that they craved 
greater career development. The program has met and surpassed that 
request and turned into a true success story.

2016
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Freedom of speech is one of the most valuable freedoms we 
have—and one we often take for granted.  The most effective leaders 
understand that you can learn as much by listening to those you 
disagree with, as those you agree with.  In my book Truth, Trust + 
Tenacity, I devote an entire chapter to the power of speech, and its 
importance in effective leadership.

On college campuses, of all places, we risk reducing that freedom 
by adding an asterisk to it: “as long as you agree with me”.  

Recently, several college campuses have enabled “safe zones”, places 
where students can go without fear of retribution.  While well-meaning, 
the approach is naïve. The existence of safe zones can have a chilling 
effect, not only on college campuses, but also on the organizations 
these students will one day lead. 

For better or for worse, our constitution grants us the right to speak 
out without fear of retribution. Throughout my own career, the best 
leaders have always been those who were not only able to step up and 
speak out, but who encouraged everyone else in their organizations to 
do the same.  These leaders knew some of the best ideas and solutions 
came from people who disagreed with them—they not only expected 
differences of opinion, they welcomed them.  

Real leaders understand the impact they can have on others—they 
seek to inspire by considering points of view that may clash with 
their own.  Leaders understand the power of words and use them 
constructively. 

Safe zones set a dangerous precedent that only a certain viewpoint 
matters.  Discourse is discouraged unless you already agree with the 
opinion being expressed.

If you can’t speak freely, you end up living in a bubble.  And if you 
live in a bubble, you’ll have a hard time coping with the real world 
once you leave the “safe” confines of a college campus. 

Some college campuses have gone too far with political correctness.  
Instead of teaching students that dialog and defense of your principles 
is part of becoming an effective leader, they give those same students 
permission to turn a deaf ear.  What will happen to those students 
when they are leaders in the private or public sectors, or leading a 
platoon in battle?  You can’t lead if you can’t respect another person’s 
opinion, defend your own, or challenge the status quo.  Safe zones 
on college campuses eliminate that ability to grow and mature and to 
prepare for life beyond the classroom.  As future leaders, it’s important 
that colleges and universities prepare students for the challenges they 
will most assuredly face.

A friend recently shared with me that referring to safe zones in 
universities as “free speech zones” reminded him of George Orwell’s 
1984: The ministry of Peace was really about war, and the Ministry 
of Truth is really about disseminating lies.  There’s nothing really free 
about free speech zones.

Instead of setting up safe zones, here are three ways to teach future 
leaders about dealing with ideas that might not mirror your own:

1. Embrace the unexpected and unplanned with excitement and 
anticipation. Don’t bury your head in the sand and pretend it doesn’t 
exist.

2. Learn how to expand the boundaries of mutual respect, accept 
differences, and build consensus.

3. Understand that what you believe now may change later, making 
it even more important to become a champion of the free expression of 
ideas (even though you may disagree with those ideas) and to treasure 
human dignity in everything you do.

I have always believed that a college education is a passport, a 
voucher to be exchanged for the journey of life where you can begin 
to make meaningful contributions to your community and the world. 
The true purpose of a university is to broadly educate students and 
prepare them for success in life, not shelter them from people they 
may not agree with, but one day be responsible for. LE

Safe Zones
Future leaders don’t reside there

By Ritch K Eich

Would like to Comment? Please Click Here.

ritch Eich, president of Eich Associated, is a retired captain, U.S. Naval 
Reserve, who commanded three naval reserve units and served in NATO, 
JCS, Atlantic and Pacific Fleets. He is the author of Real Leaders Don’t 
Boss(2012) andLeadership Requires Extra Innings (2013). He has a PhD in 
organizational behaviour and communication. 
Connect ritch Eich 
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Anneliese McMenamin & Dr. Lucy Ford 

Company Name: Kennedy Health
Program Name: Kennedy Leadership 
Development Program (in partnership with 
Saint Joseph’s University Center for 
Professional Development).
Program Director: Debbie Deissroth, 
Corporate Director, Learning & Development
Address: Kennedy Health
Management Services Center
500 Marlboro Avenue
Cherry Hill, NJ 08034-5084
Call: 856-661-5374
Email: d.deissroth@kennedyhealth.org
Visit: www.kennedyhealth.org
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What is the overall objective of your program?
 Kennedy Health identified the need for an Executive-level Leadership Development 

Program that would empower its leadership, including senior executives, with the 
knowledge, skills, and abilities they need to lead the KH enterprise with even greater 
competence, fervor, and courage amid the challenges, issues and opportunities of an 
ever-changing health care industry. A Servant Leadership model was chosen by the 
President and CEO to be the program’s foundation.

Who do you impact with your program?
Since starting this initiative, the scope has grown beyond executive leadership, to 

include all managers.
To date, approximately 400 leaders at Kennedy have completed the program, or 

are currently participating in it.  Ultimately this program will be delivered to all as-
sociates in any leadership role.

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

1 ½ years into the program, I think we have learned to reinforce and support 
the importance of each individual’s commitment to their own development and to 
this program through the continued relationship of their accountability partners, 
coworkers in their cohort from another location and department and to encourage 
continued learning.

We have also made it clear that participants must attend each session in order 
without missing any session throughout the program duration. If participants can’t 
make one of the 4-5 session choices they have, then they are moved to the following 
round of sessions. To date, that has worked very well to help members clarify their 
decisions around skipping a session and keep them progressing with their own cohorts.

Finally, we have embraced a simple expression, requesting that participants should be 
on time, be prepared ( with their pre-work assignments), and be engaged throughout 
the day’s session (resisting the urge to use their smart phones). With this reminder 
on a continuous basis, our participation has been quite engaged, prepared, and on 
time for the executive ambassadors to open each day’s session.

Fostering Servant Leadership 
Model
Our editorial team interviewed Anneliese McMenamin, Vice President Human 
Resources, from Kennedy Health and Dr. Lucy Ford from Saint Joseph’s 
University at the Leadership Excellence Awards this past February. Here are 
some excerpts from the exclusive interview.
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How do you measure the return on investment and success of the 
program?

Kennedy participates in a Top Workplace Survey and has earned 
recognition three years in a row as a Top Workplace, based on feed-
back from randomly selected staff. The second survey year, which 
was conducted approximately four months into the first phase of the 
leadership program, Kennedy’s survey scores improved significantly 
in every core measure of Organizational Health.

In that survey, we saw additional improvement in a number of 
indicators which are a direct reflection of the success in this program, 
such as how associates perceive their manager’s treatment and percep-
tions of formal training opportunities, which improved by 10% this 
year. In particular, those associates who both responded to the survey, 
and participated in the leadership program, increased their workplace 
indicator scores by more than 20% over the previous year’s scores.  In 
the third survey year, there continued to be incremental improvement 
in overall scores, which could be attributed to the successful integra-
tion of this program into organizational practices..

Additionally, Kennedy has seen incremental improvement in its 
Inpatient Press Ganey Patient Satisfaction scores, exceeding targets on 
that measure, which affects Medicaid and Medicare reimbursement 
rates and Kennedy’s financial performance. Many of the questions on 
this survey are direct measures of leadership, effective teaming, and 
other interpersonal skills that are included in the leadership program.

In addition, Saint Joseph’s has conducted an organizational climate 
survey for Kennedy.  This will be repeated after three years, once 
everyone targeted for development has been through the program. 
We expect that the organizational climate will improve in all areas.  

As a result of the successful experience during this leadership 
program, there has also been an increased commitment by the leader-
ship team in overall support for a learning environment at Kennedy 
and for the personal and professional development opportunities for 
all associates. It has truly been a remarkable evolution in Kennedy’s 
history!

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

Following the completion of the faculty led portion of the leader-
ship development program, which concluded in June, 2016, Saint 
Joseph’s faculty is assisting Kennedy in creating a “Train the Trainer” 
in-house program, which will use Kennedy leaders as facilitators 
for Kennedy’s ongoing leadership training. Leaders will be selected 
for facilitator participation based on their demonstrated ability, as 
measured through competency based performance evaluations, 360 
degree feedback, and recommendations. 

Leaders who have completed the educational portion of the program 
will continue to work with accountability partners and be supported 
by the Learning & Development department in applying the concepts 
of the program throughout the year. 

Refresher sessions are also being facilitated by the St. Joe’s faculty 
one year after completion of the program to reflect on successes and 
challenges and to reinforce the program concepts and action learn-
ing model. Participants must complete 360 degree surveys prior to 
the refresher and review their progress for personal reflection during 
the refresher. 

Additionally, for any further leadership training that is planned, 
such as goal setting and behavior interviewing, we are now using the 
defined cohorts as the delivery strategy for these subsequent train-
ing sessions. In doing so, we believe participants are reminded of 
their commitment to leadership development and are encouraged 
to continue using their accountability partners for practicing these 
additional skills.

Finally, all formal management meetings have incorporated the 
leadership program into the regular agenda with applied learning 
activities and shared success stories, as well as concept reinforcement 
and integrated guest speakers who build upon the servant leadership 
foundation. 

2016

#AWorldInspired          LEAD2016 

Would like to Comment? Please Click Here.

30

http://web.hr.com/q1rm


Innovation In Deployment of Leadership Programs

Leadership Excellence Rank

5

What is the overall objective of your program?
The Emerging Leader Development Program (ELDP) is an 18-month job rotational 

program that seeks to train and develop excellent leaders for Southwest Airlines. Par-
ticipants are placed across the Southwest system to work in three different leadership 
roles in our operation. Upon successful completion of the program, participants are 
placed in a leadership role anywhere in the Southwest system, based on business need. 
Each participant receives an individualized training plan outlining their rotations, and 
skills checklists to track progress. We also encourage informal learning opportuni-
ties, such as shadow days, to expand their knowledge of other leadership roles in the 
company. During development weeks at headquarters, participants receive a balance 
of leadership development courses while also building their business acumen during 
targeted department presentations. In the first three months of the program, par-
ticipants are matched with a mentor from our award winning Manager-In- Training 
program. The mentors act as a resource and sounding board during this development 
period, and we typically see this relationship continue to grow post-program. ELDP 
participants also participate in multiple networking events with senior leadership. 
One networking event includes dinner with our company’s founders, where they are 
charged to continue to serve our people and live our Southwest vision.

Who do you impact with your program?
The target audience for ELDP is the leaders we develop. We want to deliver the 

best possible learning experience and create the next generation of people leaders 
at Southwest Airlines--leaders who have the ability to drive our operation. We are 
looking for candidates who have demonstrated leadership potential, and focus our 
hiring on military veterans, experienced leaders from other companies, recent college 
graduates, and Southwest employees. ELDP is one of the largest talent pipelines for 
Southwest Airlines, and has a domino effect, impacting multiple workgroups across 
our organization. The passion ELDP leaders have is infectious. They bring a fresh 
perspective to each department as they rotate through the program. The change 
does not stop at the local level. Participants network with senior leaders during their 
leadership development weeks at headquarters to innovate and inspire change from 
the top down.

Developing Emerging Leaders
Our editorial team interviewed Dawn Siemiet and Petra Holcomb from 
Southwest Airlines at the Leadership Excellence Awards this past February. 
Here are some excerpts from the exclusive interview.
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Company Name: Southwest Airlines
Program Name: Emerging Leader 
Development Program (ELDP)
Program Director: Dawn Siemiet
Address: 2702 Love Field Drive
Call: 214-792-6425
Email: ELDP@wnco.com
Visit: www.southwest.com/careers

Petra Holcomb

Dawn Siemiet



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

If you want to start a Leadership Development program encompass-
ing airport operations, you must be able to anticipate and facilitate 
change at a moment’s notice. Our participants work in fast-paced 
environments where change is the only constant. We are always evaluat-
ing and evolving the program to fit the needs of the participants and 
operation. Our small but agile team works diligently to ensure we are 
communicating effectively at all levels of the organization. We always 
want our participants, host location leaders, mentors, and executive 
sponsors to be informed of any changes we make, and our vision of 
the future as we continue to grow ELDP.

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

We send monthly touch point surveys to participants to capture 
quantitative and qualitative data related to their professional develop-
ment. Our questions range from “how many one-on- ones have you 

had with your leader this month?” to “What is something you are 
working on to improve?” We also have a “brag board” section where 
participants share customer commendations, service and culture 
events they are planning, and special projects they are working on. We 
evaluate the special projects that show innovative thought in saving 
company time, money, and resources; we have already seen significant 
ROI in this area. We also use the information gathered in the touch 
point surveys, performance appraisals, and talent reviews to identify 
trends and gaps that we need to address in our curriculum and adjust 
accordingly. We formally measure ROI with participant promotion 
rates from supervisor to manager level. Since the first graduating class 
in January 2015, 17 out of 38 graduates have been promoted to the 
manager level.

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

Southwest Airlines is a company with extremely low voluntary 
turnover, but, like many organizations facing workforce shortages, our 
tenured employees are nearing the age of retirement. We are working 
with our HR business partners, organizational development team, 
and executive leaders to identify departments who will be heavily 
impacted by the high retirement rates. We are currently in the plan-
ning phase to determine how to incorporate these departments into 
our operational track and assessing the need for a corporate track. 
Our goal is to hire 200 participants a year for the program starting 
in 2017, and we are steadily increasing our class size to reach that 
goal. We will continue to receive participant and leader feedback, 
evaluate, and make necessary changes to meet the needs and exceed 
expectations for Southwest Airlines.
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As an employer, are you committed to helping your 
employees become engaged, better performers and 
motivated each and every day?
 
You should and now you can! 
 
The Personal Excellence App for Personal Development 

does this daily: builds alignment, skills, motivation, and much 

more within your organization. In your brand, you will be able 

to align content and learning objectives to the key values and 

objectives you have set for your organization.  Map content 

and exercises to your employees that help your organization 

achieve its goals while developing all your leaders. In addition, 

you will be able to embed custom training and content and 

messages that can reach your employees daily, motivating and 

inspiring them each and every day.
 

 No software
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 Download statistics on employee usage
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 Quick Employee Survey and polling
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The number one driver of employee engagement and workplace 
performance is culture, so why do so many companies fail at estab-
lishing one that wins?

When your workplace culture is working, it is something that the 
senior leadership propagates and leverages as a competitive advantage. 
However, when your company culture is not functioning properly—or 
not working at all—it becomes a deterrent to productivity, innovation 

and employee morale.
Being that the culture you construct at work is one of the most 

pivotal cogs driving the success of your business, why, then, do so 
many companies fail at building one that wins? It’s because, frankly, 
many business owners, managers and CEOs are unaware as to how 
big of an impact culture really makes. So how do you build a culture 
that wins? It begins with you, as a leader—you must become the 

Building A Winning Workplace 
Culture
Be the M.O.R.T.A.R. that holds it all together

By Magi Graziano

8 Submit your Articles34 Leadership Excellence Essentials presented by HR.com | 11.2016

http://www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main


M.O.R.T.A.R. that holds it all together. 
Motivate

Leading begins with clearly envisioning the overall mission to ac-
complish and then communicating that vision and purpose in a way 
that moves, touches and inspires followers to align with and support 
that vision. 

The mark of a great leader is someone who shapes his or her work 
culture around a compelling and stimulating mission. A leader, who 
creates a compelling vision, and articulates that vision in a way that 
moves people into alignment and action, is a leader that gets high 
quality, mission-fulfilling work done, through others. 

There are two keys to creating a culture of people who are intrinsi-
cally motivated and operate in service of delivering on the purpose 
of the enterprise. The first is the leader’s capability and commitment 
to communicating the vision to his people in a way that generates 
enthusiasm, inspiration and alignment.  The second is the leader’s 
ability to link each individual in the organization to the purpose of 
their specific role, and that role purpose to the overall purpose of the 
organization.  When this happens, people accomplish great feats, and 
enjoy themselves while they are doing it. 
onboarding 

When a new hire comes on board, the most powerful way to 
connect them to the bigger purpose and vision is to make it a priority 
for the business leader to share the purpose of the business and the 
reason it exists as well as the core operating values that each and every 
employee is expected to demonstrate in their day to day implementa-
tion of their role.  When a new hire begins with the end in the mind 
and formulates an early connection to their role as it pertains to the 
fulfillment of the mission of the business, they are set up for success 
because they are taught from the get go that it is about much more 
than the task at hand. 
rein in negativity

Every business deals with set backs, challenges, breakdowns and 
disappointments, the real difference between leaders who carry their 
people through those tough times and leaders who have carnage to 
clean up along the way, is the leader who takes the time to check in 
with how people are feeling and the leader who intervenes in the 
negativity and works to reverse it. 

When it comes right down to it, all negativity or upsets stem from 
one of three incidents, an unfulfilled expectation, a thwarted intention 
or an undelivered communication. When managers are present and 
aware of their employees’ feelings and work-style it is very apparent 
when someone is off kilter or upset. The astute leader is right on top 
of those upsets and provides support for their people to overcome 
and get through these motivational killers. 

Inspiring people is a core competency of great leaders; great leaders 
who foster alignment and engagement in employees do this by inspir-
ing people to bring their best self to work.  

Therefore, leading others for the long term requires that you are 
able to recognize and bring this energy. People become inspired when 
they start believing they have more ability than they thought they did. 
Train

Every person, at every level in an organization needs some level of 
training and development. The rate of innovation is accelerating at a 
mind-numbing pace, and no matter what role a person holds, the skills 
of today will become insufficient for the work of tomorrow. Whether 

it is in the area of people readiness, a deeper technical expertise, 
management training or an ability to take feedback as constructive 
guidance; the development of the workforce must be a core tenant 
to any winning workforce strategy.  

The greatest gift a leader can give their people is the gift of develop-
ing them professionally. 
Align

A key component to fostering alignment with employees and 
creating buy in for the business vision, mission and values is to find 
a way to connect the bigger picture into each and every employee’s 
heart and head. When the leader has an emotional commitment to 
the business mission and understands how his vision satisfies his 
peoples’ needs, that leader has direct access to igniting engagement 
within them. Without followers, you can’t be a leader—followers will 
only voluntarily engage in something they think satisfies their needs 
first and your goals second.  

When people can connect their personal mission and purpose with 
the greater good of the company they naturally feel compelled to do 
better and give more of themselves at work. 
rewards and consequences

In taking action and moving toward fulfillment of your mission 
and vision, there will inevitably be surprises and unexpected results. 
A person skilled in leading, continually assess the plan for achieving 
the stated goals and makes course corrections along the way. Leading 
requires a keen focus on specific milestones, as well as holding the 
context for and keeping an eye on the long-term mission. 

While accountability is not black and white, it is a fundamental 
building block of any highly effective organization. Great leaders 
inform their people of what their role is expected to accomplish and 
how their role and work connects to the bigger company mission and 
plan. People do best when they have a full picture of the intended 
outcomes and the systemic impacts of their contribution. 

In order to create a culture that drives your business initiatives 
forward and fulfills the intention of your mission, you’ll need to to 
invest time and energy towards developing yourself as a leader of that 
culture. How well you communicate your intentions and how often, 
is a critical component to the success of your cultural alignment initia-
tive. To be the M.O.R.T.A.R. that holds your workforce together, 
you must make developing yourself a top priority. LE

Building A Winning Workplace Culture
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if you spend just a few minutes in a conversation with Yanni Ch-
aralambous, vice president and chief information officer at Occidental 
Petroleum, you understand his focus on continuous improvement. 
He often says, “Good enough isn’t good enough if it can be better, 
and better isn’t good enough if it can be great.” This mindset is not 
unique to Charalambous, but it is unique to all great leaders. The 
courage to create change – a drive toward continuous improvement 
– is one of five common attributes of great leaders. Over the past few 
years, we have had the privilege to work with over 3,000 industry-
leading executives, and we’ve discovered five common attributes of 
great leaders. One attribute is relative to communication and that is 

managing your BLUF – that is making known your bottom line up 
front. Our BLUF is five attributes of great leaders:

1. Have a positive mindset
2. Communicate to establish meaning and to simplify complexity 
3. Have the courage to create change
4. Build relationships – before you need them
5. Remember, it’s all about people  
Have a positive mindset. Mindset is a mental attitude, an outlook 

that colors your view of the world and therefore impacts your behavior, 
actions and results. Great leaders have a positive mindset, which enables 
them to focus on the future rather than dwelling on the past; on action 

Separating The Best From The Rest
Five common attributes of great leaders

By Tim Rahschulte and Julie Umscheid
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without being mired in analysis; on possibility and opportunity, not 
issues and problems; and on creating options and solutions without 
ever accepting or being satisfied with the status quo. This is not to 
suggest leaders should act naïvely, because as we were reminded by 
Marc Varner, corporate VP and global CISO at McDonald’s Corpora-
tion, “Bad days will come that will put you under pressure and you 
may not act the way you would want to act.” This is a reminder that 
positivity can be a great challenge for leaders; you will face moments 
when it seems out of reach. In these times, the great ones know that 
leadership is not about extracting outcomes from your team, but 
rather empowering your team to do their best work. This focus will 
spark positive energy, which never stops multiplying. Tracey Arnish, 
chief talent officer at SAP, noted “Life is about perspective. The only 
thing you can control is how you choose to show up.” What shows 
up when you do? You have greater potential and will realize greater 
success with a positive mindset. 

Communicate to establish meaning and to simplify complexity. 
Great leaders master the art of communication. They mitigate conflict, 
engender loyalty, and understand that communication is a two-way 
street that relies on an ability to listen. They speak the language of 
business, which includes the language of relationships. In short, great 
leaders connect with people in a profound and personal way. 

This means less talking and more conversational dialogue. You see, 
the best leaders communicate in a way that creates clarity, confidence 
and community. This is not achieved in unilateral declarations, rather 
it is from discussion in which the best leaders ask, thank and simplify. 
We learned from Cathie Brow, SVP of HR at Revera, “People like to 
be asked and people like to be thanked. If you do these two things, it 
goes a long way.” Additionally, Brad Perlstein, VP of HR at Komatsu 
America Corporation, reminded us to “Keep it simple. We make 
business far more complicated than it needs to be.” The best leaders 
simplify the complexity of business and establish personal meaning 
in every communication. 

Have the courage to create change. One of life’s great and simple 
maxims is that if you always do what you’ve always done, you’ll always 
get what you’ve always got. This is a losing proposition since every-
one and every organization is looking to get better. As you look to 
improve, remember, “What’s gotten us where we are won’t allow us 
to be successful in the future.” Gary Wimberly, senior vice president 
and chief information officer at Express Scripts, reminded us of that. 
Marshall Goldsmith wrote an entire book on this topic – “What Got 
You Here Won’t Get You There.” In order to get ‘there’ from ‘here’ 
requires change and change is required because, as we have been 
reminded by Alan Deutschman and his book, we either “Change or 
Die.” That may sound like a bleak ultimatum, especially since change 
is so hard. When asked why change is so hard, Marc Varner said, 
“Change is hard because like water and electricity, people follow the 
path of least resistance.” Change is necessary and change is hard, but 
not impossible. The best leaders accomplish change by making sure 
there is clarity in the future-state vision, that the vision is preferred to 
the current state, and that the masses have confidence in the resources 
applied to navigate from the current to future state of things. 

Build relationships. All leaders want to be right all the time. But, 
the best leaders know the difference between being right and getting 
it right. That, in part, is what makes them great. What also makes 
them great is knowing they can’t get it right alone. Lorna Koppel, 

chief information security officer at Tufts University, said simply: 
“Don’t try to go it alone.” And, Gary Hayslip, deputy director and 
chief information security officer at City of San Diego, said: “It’s all 
about relationships. You have to collaborate. Be collaborative, con-
nected, and curious.” The best leaders do not wait for a crisis to start 
building the relationships they will need in a crisis and neither should 
you. Build them today. As one savvy leader puts it, “A year from now 
you will wish you had started today.” Indeed!

remember, it’s all about the people. Anything you set out to 
do, accomplish, or change, is about people. It’s all about people. 
The best leaders know this and focus on people - their passion, their 
purpose and their work. It’s not strategy or policy or technology or 
any plan, it’s people who produce results.  This is an important thing 
to remember. Many times we think about people in unit terms, as 
an economic variable to be utilized, rather than a resource to build 
alignment and connection. As we were reminded by Roland Cloutier, 
chief security officer at ADP, “Alignment drives connection and the 
way you get things done is through human connection.”  That’s 
why people matter. And, this reminder was echoed by Cathie Brow, 
who said, “People are people, and the same things motivate them 
everywhere. It’s understanding their role, feeling like they make a 
difference, feeling appreciated by their boss, reporting to a great leader 
who inspires them, and feeling they have career opportunities at the 
company. You have to take care of your people, so they’ll take care 
of your customers.” 

So, what separates the best leaders from the rest? Being the best 
requires an unwaveringly positive mindset, communicating meaning 
in the work being done, having the courage to create change, build-
ing positive relationships, and never forgetting that it’s people that 
make it all happen – and people that make it all worthwhile. It’s 
all about the people. If you are working to be the best, audit your 
current practice with these attributes of great leaders and as you do, 
remember, “Good enough isn’t good enough if it can be better, and 
better isn’t good enough if it can be great.” There is a big difference 
between average and good. There is an even bigger difference between 
good and great. And, yes, an even bigger difference between being 
great and being the best. LE
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Linda Schell Director, Talent & Leadership 
Development 

Joel Tobin VP, Talent & Organizational 
Development

Company Name: Catalent Pharma 
Solutions
Program Name: Love ‘Em or Lose 
‘Em – LELE from Career Systems 
International
Program Director: Linda Schell
Address: 14 Schoolhouse Road, Somerset, 
NJ 08873
Call: 732.560.5240
Email: linda.schell@catalent.com
Visit: www.catalent.com
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What is the overall objective of your program?
Through the LELE workshops, Managers learn strategies to help them talk to em-

ployees and understand what motivates them to do their best every day. It provides 
managers tools and resources to leverage everything from asking the right questions, to 
better understand what will retain employees, to ideas for how to recognize employee 
accomplishments, to how to hold a career discussion with employees.

Who do you impact with your program?
People managers of all levels

What are the lessons you’ve learned this year from facilitating your program?
What we’ve found is that sustainability is key. Anyone can attend a full day work-

shop and walk away full of ideas and excitement but once back at their desk, reality 
hits and the energy around what they’ve just learned can fade. One of our sites in 
particular – RTP in North Carolina – set forth to ensure that didn’t happen and 
implemented a plan of action to keep the learnings of LELE alive through 26 weeks 
of emails – post LELE - with a tip for each strategy presented in LELE. This site also 
sent a series of e-mails to managers of managers to give them ideas on how they could 
hold their managers accountable to the LELE principles. In addition, senior leadership 
includes discussions about LELE learnings at every “all hands” manager meetings held 
monthly. As a result, managers now hold more retention and development discussions 
with employees and managers’ own engagement has improved due to the company’s 
investment in their growth and the commitment to their continued development.

How do you measure the return on investment and success of the program?
We measure success through realized improvements to our overall employee engage-

ment scores as well as scores for specific questions around leadership and development. 
We also look at other indicators like retention rates, promotions and developmental 
movements across the organization, and the rate of internal hires into open positions. 
At RTP where LELE sustainment was a big focus, there has been a significant drop 
in turnover - with RTP experiencing its lowest turnover ever over the last fiscal year. 
In addition, engagement scores across the site significantly improved from the 2013 
survey to the most recent pulse survey in mid-2015 with scores improving around 
30 percentage point for questions about manager commitment to their employees’ 
success and company support of learning and development. 

Helping People Managers Grow
Our editorial team interviewed Linda Schell from Catalent Pharma Solutions 
at the Leadership Excellence Awards this past February. Here are some excerpts 
from the exclusive interview.
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What lies ahead for the program and how it will continue to 
succeed?

As a follow-up to LELE, all managers are going through another 
full-day workshop that focuses more deeply on career development 
of employees (Career Power Classic for Managers also from CSI). 
Additionally, a library of leadership capability building modules is 
being created and used for targeted development and refresh training 

for managers. We keep the learnings of LELE alive when given the 
opportunity by infusing them into all manager trainings as well as 
referencing it with our leadership teams.
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What is the overall objective of your program?
Quintiles’ growth strategy required a deeper, more robust leadership bench for critical 

enterprise leadership roles. To address this need, an enterprise-wide Leadership Key 
Talent Initiative was launched to accelerate the readiness & leadership effectiveness 
of our high potential population of leaders.

Company Name: Quintiles
Program Name: Quintiles’ Leadership Key 
Talent Initiative
Program Director: Melissa Carlson
Address: 4820 Emperor Blvd., Durham NC 
27703
Call: 919 768 3124
Email: melissa.carlson@quintiles.com
Visit: www.quintilesims.com
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Accelerating High Potential 
Readiness
Our editorial team interviewed Lisa van Capelle, Chief Human Resources 
Officer,  Brenda Wagner, Vice President of Global Talent and Melissa 
Carlson, Director of  Leadership Development  from Quintiles at the 
Leadership Excellence Awards this past February. Here are some excerpts from 
the exclusive interview.
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Who do you impact with your program?
A select group of leaders with a proven record of high performance 

who also possess high levels of aspiration, ability and engagement to 
success in enterprise-wide leadership roles were identified to participate 
in a six month accelerated learning journey with a regional-cohort in 
India, EMEA, Americas and Asia Pacific regions.

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

Active executive-level involvement in a leadership development 
program is critical.  When executives teach practical approaches to 
strategy and execution through cases and action learning projects, the 
business impact of the learning increases significantly.   

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

In addition to level one measurement, data was tracked and re-
ported on:

- Internal fill rate of key roles
- Retention and career mobility
- Employee engagement
A six-month post session impact survey also measures behavioral 

change to determine the success of the program.

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

With its recent merge with IMS Health, QuintilesIMS plans to 
further scale an advanced leadership development program for high 
potential leaders.

2016
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Talented leaders are the backbone of an organisation. They develop 
strategic initiatives to grow and preserve the business. A huge part of 
the responsibility for improving productivity falls on employers and 
business leaders since leadership is critical in upgrading productivity 
for businesses. 

In recent years, many well-known companies have either disappeared 
or were taken over. Leadership or rather the lack thereof is believed to 
be one of the contributing factors to their turmoil. Hence, it proves 
that capable leadership is a critical element in any organisation. An 
organisation depends on leadership to guide them through unprec-
edented changes. Without proper leadership, even the best and boldest 
strategies “die on the vine”, and their potential is never realized. The 
quality of leadership talent determines the fate of the organisations, 
ensuring that their strategic plans are successfully implemented. It 
also helps them to prepare for a more uncertain future. 

Leadership also impacts the organizational culture, and plays a 
part in the productivity of the organisation. Research has shown that 
highly productive companies, to a high or very high extent, leadership 
in their companies raise productivity. Hence, this further emphasizes 
the importance of an effective leadership for a successful organisation. 
Leadership redefined 

In essence, the heart of the leadership challenge that confronts 
today’s leaders is learning how to lead in today’s VUCA (volatile, 
uncertain, complex and ambiguous) business environment, allied 
with the needs to deal with scale and new organizational forms that 
often break with the traditional organizational models and structures 
within which many have learned their ‘leadership trade’. So the basic 

assumption that past experience is the key for future leadership success 
is more open to scrutiny than ever.

At Centre for Executive Education (CEE) we believe that leadership 
is all about the ability to have impact and influence on your followers 
using the right leadership styles so as to engage them towards achiev-
ing your organizational results through both Ontological Humility 
and Servant Leadership approaches blended with elements of social 
intelligence competencies and socialized power. 

From the above definition, leadership can be viewed as the process 
of social influence in which an individual (leader) could enlist the aid 
and support of others (employees, team members or followers) in the 
accomplishment or pursuit of a common goal of the organisation. It 
involves using one’s role and ability to influence others in some way, 
which delivers business results and contributes to the organization’s 
overall success. 
impact of Leadership styles on Employee’s Productivity 

True leadership comes from influence, congruence and integrity. 
A successful leadership involves the management of relationships and 
communications within a team, and drives the team towards achieving 
a specific goal. Leadership reflects on the ability of one to “express a 
vision, influence others to achieve results, encourage team cooperation, 
and be an example”. It is important to note, however, that one who 
is in the formal role of a leader may not necessarily possesses leader-
ship skills nor be capable of leading. Leadership is essentially related 
to one’s skills, abilities and degree of influence, instead of power.

Leadership style is defined as the manner and approach of provid-
ing direction, implementing plans and motivating people. Leadership 

Leadership And Culture
Its impact on productivity
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styles vary with personality and situational need. Understanding the 
different types of leadership is a necessary first step in leadership de-
velopment. Each of the leadership styles has an impact on reforming 
and/or creating an organizational culture.

Research has shown that the most successful leaders have strengths 
in the following emotional intelligence competencies: self-awareness, 
self-regulation, motivation, empathy, and relationship management. 
There are six basic styles of leadership; each makes use of the key 
components of emotional intelligence in different combinations. 
The best leaders do not adopt just one style of leadership; they are 
skilled at several, and have the flexibility to switch between styles as 
the circumstances dictate. 

Each style has a distinct effect on the working atmosphere of a 
company, division, or team, and, in turn, on its financial performance. 
The styles, by name and brief description alone, will resonate with 
anyone who leads, is led, or, as is the case with most of us, does both. 
Commanding leaders demand immediate compliance.   Visionary 
leaders mobilize people towards a vision. Participative leaders create 
emotional bonds and harmony. Democratic leaders build consensus 
through participation. Pacesetting leaders expect excellence and self-
direction. And coaching leaders develop people for the future.
importance of Employee Centric Culture in driving Productiv-
ity Growth

Putting the customer first has been the mantra of many companies 
for a long time. But however correct the mantra may be, perhaps it’s 
time to question the wisdom of it. Some companies already have, that 
is, put the customer second, after employees. The results are surprising 
and enlightening – engaged and contented employees and companies 
cited for their best practices. Moreover, customers are satisfied. This 
article presents an operating model and proven approach for putting 
employees first.

Steady, long-term competitiveness requires an organization to be 
committed to putting employees first and developing quality training 
programs that are linked to its strategic objectives. Without a true 
commitment to the employees at all levels throughout an organization, 
the journey to enhance organizational performance will be an elusive 
adventure. Quality employees equate to organizational success. Un-
qualified and poorly trained employees equate to organizational failure.

An organization’s employees have always made the difference 
between a truly successful organization and a mediocre entity, but it’s 
amazing how often managers overlook or discount this fundamental 
recipe for economic survival. Organizations with cultures that focus 
on their people and that invest in their future will in the long-run, 
be more competitive than cultures that view employees as mere costs 
to be reduced in times of trouble.
it is often forgotten that productivity and the economic rewards 
that go with it are achieved through the people of an organization. 
A fundamental rule of organizational survival is to put employees first 
and develop their abilities and skills by establishing a quality training 
environment.

We give them understanding, help, trust and respect–which are the 
drivers of employee engagement. There is growing evidence that the 
range of abilities that constitute what is now commonly known as 
emotional intelligence plays a key role in determining success in life 
and in the workplace. Recent research has uncovered links between 
specific elements of emotional intelligence and specific behaviors as-

sociated with leadership effectiveness and ineffectiveness. see Figure 1.

Figure 1: Framework for Employee-First Culture to drive 
Productivity

Putting the customer first has been the mantra of many companies 
for a long time. But however correct the mantra may be, perhaps it’s 
time to question the wisdom of it. Some companies already have, that 
is, put the customer second, after employees. The results are surprising 
and enlightening – engaged and contented employees and companies 
cited for their best practices. Moreover, customers are satisfied. This 
article presents an operating model and proven approach for putting 
employees first.

Leadership undeniably affects organisation performance, in 
particular employee outcomes and productivity. Job satisfaction, 
productivity and organizational commitment are affected by leadership 
behaviours. Leaders, apart from their actions and personal influence, 
should be empowered to make the critical decisions and keep opera-
tions running smoothly and effectively. They also need to constantly 
keep themselves up to date with the current affairs and situations. It 
is critical for leaders to be aware and able to identify the new emerg-
ing markets, which may present new business opportunities that they 
could consider venturing into. LE
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programs (executive coaching and leadership development) that help 
leaders at all levels to develop the skills and knowledge to embrace change 
and catalyze success in today’s workplace. 
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What is the overall objective of your program?
The objective of our Reward and Recognition Programs is twofold.  
•	 Celebrate the successes of our frontline employees for their service with our 

company (Years of Service Program), congratulations for a job well done, (Certificates 
of Appreciation/Recognition/Distinction/Valor Program), and honoring outstanding, 
elite and living saving acts of our security officers (Security Officer/Supervisor of the 
Month/Quarter/Year Program.)
•	 Highlight selfless acts of public service our security personnel provide in their 

communities every day.  Individual achievements are communicated to all G4S em-
ployees and clients nationwide via our G4S News publication, our intranet, social 
media, etc. We want all employees to understand the important role Private Security 
plays in keeping our country safe. 

Who do you impact with your program?
Security officers (our frontline employees) are the target audience for our Reward 

and Recognition Programs as they account for 87% of our workforce.  Our security 
officers provide direct services to our clients and their customers at client locations 
throughout the United States.  

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

Our programs are perfect examples of the impact a little praise and recognition 
plays in motivating and engaging a company’s workforce.  We learned that we did 
not need to substantially increase our budget to achieve our objectives. 

How do you measure the return on investment and success of the program?
ROI and the programs’ success is measured by our employee and client retention, 

employee engagement and increased revenue due to company growth
> retention of clients - 90% 
> Employee turnover - 31% in an industry with an average turnover rate of 100%  
•	 These programs showcases the amazing jobs our security officers perform daily. 

By rewarding and recognizing these moments, we maintain quality employees and 
increase employee engagement creating a win for our employees, our clients and our 
organization. 

Reward and Recognition Programs

Our editorial team interviewed (Jason Huskey (General Manager G4S 
Nashville Office) from G4S Secure Solutions (USA) Inc. at the Leadership 
Excellence Awards this past February. Here are some excerpts from the exclusive 
interview.
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Company Name: G4S Secure Solutions 
(USA) Inc.
Program Name: G4S Security Officer 
Reward And Recognition Program
Program Director: Carmen Murrell Randall
Address: 1395 University Blvd., Jupiter, 
Florida 33458
Call: 561-870-7464
Email: carmen.randall@usa.g4s.com
Visit: www.myg4straining.com

Jason Huskey

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

We will continue to development and implement additional compo-
nents of our reward and recognition programs that focus on employee 
development, employee engagement, and employee/client retention.  
We are currently analyzing and reviewing the results of our 2015 
Employee Engagement Surveys so we can development and imple-
ment programs based on employee feedback. For example, our G4S 
Promote Me! program was implemented via our G4S Career Center 

in 3rd QTR 2015 as a direct result of employee feedback regarding 
career advance. The Promote Me! program empowers and encourages 
employees by providing them an avenue to actively participant in 
career progression and development opportunities.  

2016
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Upcoming Virtual Events & HR.com Webcasts

Virtual Events

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

Webcasts

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

Schedule

Employee Benefits and Wellness April 19, 2017 November 7, 2017

HRIS and Payroll February 22, 2017 August 15, 2017

HR Strategy and Planning November 16, 2016 May 17, 2017

Leadership March 7, 2017 September 26, 2017

Recognition and Engagement May 3, 2017 October 11, 2017

Talent Acquisition April 4, 2017 October 24, 2017

Talent Management January 25, 2017 July 12, 2017

Technology Enabled Learning March 22, 2017 September 12, 2017

Workforce Management December 7, 2016 June 6, 2017

A Selection of Webcasts Date Time

What Do 2016’s Biggest Compensation Trends Mean for Your Organization? Nov 15, 2016 1:00 PM - 2:00 PM ET

Evaluating Your Internal Talent Pipeline Nov 15, 2016 3:00 PM - 4:00 PM ET

How to Avoid Skill Shortages in Your Organization Nov 16, 2016 1:00 PM - 2:00 PM ET

How ongoing performance management connects to all talent management Nov 17, 2016 3:00 PM - 4:00 PM ET

Recruit Emerging Skills in Changing Markets Dec 5, 2016 1:00 PM - 2:00 PM ET

HR trends for the SEM in 2017 Dec 6, 2016 1:00 PM - 2:00 PM ET

Register

Register

Register

Register

Register

Register

http://web.hr.com/obs78
http://web.hr.com/duwt
http://web.hr.com/x9s4
http://web.hr.com/fh5dy
http://web.hr.com/f5g2
http://web.hr.com/a9xd6
http://web.hr.com/mugf4
http://web.hr.com/yf0l
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