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This year, at the annual global leadership 
development conference, LEAD2016, we were 
inspired to celebrate World Leadership Day, make 
a difference and lead a positive change. As our 
good friend, Lance Secretan, tells us leadership 
is broken at all levels but we can fix it and in fact 
every person can choose to be a leader. If they 
did, we would indeed create #AWorldInspired

LEAD is a platform to change the world by 
inspiring individuals, communities, organizations 
and governments to choose education, collabora-
tion and ethical leadership instead of ignorance, 
indifference and violence. The first day, Febru-
ary 3, 2016, the event was streamed Live from 
Nashville, Tennessee featuring 13 world-class 
keynotes and participants from top firms that 
bring inspirational stories and messages to a 
global audience. From composer Arthur Bloom, 
to the young entrepreneur Mo Bridges, winner 
of Master Chef Christine Ha to Olympic skier, 
amputee and bestselling author, Bonnie St. John, 
we were inspired by leaders from all walks of life 
who shared stories on how we also can inspire 
others. February 4th, was a productive day of 
Leadership and HR-specific roundtables and 
workshops. Attendees participated in-person 
from Nashville and also from host satellite loca-
tion sites around the world. 

The Leadership Excellence Awards, showcas-
ing the world’s most effective, leading-edge, and 
highly valuable leadership programs and individ-
uals, were announced at LEAD2016. The awards 
have been streamlined and improved with more 
specific award categories and also a new ranking 
process to better define the amazing leadership 
efforts nominated. The prestigious winners’ list 
is included in this issue of the magazine. 

Coming up in this leadership themed publica-
tion, we have a few interesting articles by some of 
the prominent figures in the leadership industry. 

John Mattone, a widely acknowledged world 
talent in leadership coaching, training and well-
sought after international keynote speaker throws 
light into the failing business transformation 
efforts. In his article Top Reason Why Busi-
ness Transformation Efforts Fail he says that 
developing a strong company culture is always 
worthwhile. One big benefit that can result 
from cultural change is better loyalty among 
both employees and customers. He opines that 
company leadership must support the desired 
culture through rewards systems, performance 
management, and training for change to really 
gain traction. An interesting read!

Simplify Your Leadership by Lolly Daskal, 
one of the most sought-after executive leadership 
coaches and leadership consultants today, talks 
about simplifying leadership. She puts forth 10 
ways you can begin right now. Go for it! 

Steve Arneson’s article How To Lead Yourself 
is yet another interesting read. How challenging 
it is to lead with optimism and enthusiasm when 
you yourself are worried, stressing over reduced 
budgets and resources, or just plain “not having 
much fun.” What is a leader to do? Are there any 
tips to putting a smile on your face and keeping 
your chin up as a leader? Without pretending to 
have the answers to any specific situation, Steve 
has some generic suggestions.

We – as leaders – inspire people by who we are, 
by what we do, or by what we did. Why strive to 
be more inspiring?  Michael Beck in his article 
From Leader To An Inspiring Leader puts forth 
some notable benefits of being an inspiring leader.

We also have some inspirational write-ups by 
people who are well-known in the leadership 
space like Chester Elton, Adrian Gostick, David 
Dye, Phil Johnson, Bill Benjamin and Eileen 
McDargh among others. We believe that you will 
enjoy reading all the articles, and the winners’ list 
will be an encouraging pill for you to continue 
your incredible leadership initiatives.

The winners of the Leadership Excellence 
Awards will be featured in a future edition of 
Leadership Excellence Essentials. 

Last but not least, we believe that there is no 
better way to connect with people than by sharing 
your leadership story, so if you have one, send it 
to us and do not forget to mail us your feedback.
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organizational leadership based on con-
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Based on John Mattone’s Cultural Transformations: Lessons 
of Leadership and Corporate Reinvention (Wiley-January, 2016)

If corporate transformation sounds difficult, that’s because it is. 
According to The Boston Consulting Group, PwC, and my own 
research, a startling 75% of business transformations flat-out fail. 
But difficult doesn’t mean impossible. The question is, why do some 
fail and others succeed?

I have discovered that the biggest impediment to achieving a suc-
cessful corporate transformation effort is culture. Whether you artic-
ulate it or not, your organization has its own culture. Your company 
culture is the unique collection of values that defines for your orga-
nization, what is and is not tolerated, accepted, and lauded. When 
corporate culture is ignored, it often calcifies into one that drives 
away your best people and stifles improvement efforts.

Top Reason Why Business 
Transformation Efforts Fail
Look no further than culture

By John Mattone
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Successful Cultural Change Brings RESULTS
Change is hard, but nothing worthwhile is easy. And in my expe-

rience, developing a strong company culture is always worthwhile. 
Think about the lists of “Best Places to Work.” Companies like 
Zappos, Google, Apple, Wegmans, Graybar, Genpact, and Virtusa. 
These are typically places with strong, identifiable corporate culture, 
and valued employees are more likely to refer people they know who 
fit the culture when employment positions open up.

Another big benefit that can result from cultural change is better 
loyalty among both employees and customers. Think about the 
brands with the most loyal fans, like Apple. Any corporate culture 
looking for this level of customer loyalty simply cannot tolerate inef-
fective behaviors among leaders or front-line workers.

And while these perks make the journey sweeter, the true value 
of successful culture change is that it will enable your organization 
to become stronger, and more vibrant with stronger revenues and 
margins. In my book, that’s an endeavor worth pursuing. The good 
news is that there are many examples of organizations indeed able 
to change mindsets, decisions, and behaviors that define culture. In 
fact, in my new book, Cultural Transformations, I interviewed 14 top 
global CEOs who have successfully led their organizations through 
the challenging process of transformation. 

How can you successfully transform your culture? Below are some 
insights I’ve gained from my work with companies around the world. 

Knowing When Culture Change is Necessary
Organizational cultures can grow stale over time. Success itself can 

generate complacency, as can leaders who overestimate their own 
importance. When this happens, competitors have a great oppor-
tunity to get ahead. So when is it time for a transformation effort 
within your organization, I suggest asking yourself two simple ques-
tions: First, what results do you want your company to achieve? And 
second, if everyone continues doing what they’re doing now, are 
such results possible? If not, cultural change is necessary.

Another sign company culture is due for change is when employ-
ees act differently when the CEO and senior leaders are around than 
when they are not. Strong, effective company culture leads employ-
ees to act consistently whether or not anyone is watching. When 
positive behaviors are motivated from within, and reinforced by the 
surrounding culture, the presence of the CEO nearby isn’t necessary 
for great performance.

Transformation Starts At the Top
Successful cultural transformation starts with great leadership from 

the CEO and c-level team. Any changes being applied throughout 
an organization must first be embraced and “lived” at the top. 

Great leaders possess a capacity to think different and think big, 
counterbalanced with humility. Unfortunately, CEOs who possess 
this unique blend of vision and humility are in short supply. There 
are many good leaders out there, but few great ones. But great lead-
ership is a non-negotiable requirement. It is the prerequisite for any 
transformation to take hold throughout the organization so indi-
viduals and teams can make the required changes.
Mapping & Measuring Culture Change

To know which direction to go, the CEO and c-level team has 
to define what they want the desired culture to be like and reasons 
why it’s necessary to get there. The most important question to ask 
and answer is, “What is the business imperative for culture trans-
formation”? My culture transformation consulting team and I can’t 
be of much help if company leadership isn’t specific about the busi-
ness outcomes it wants. Are you trying to become more innovative? 
customer-oriented? Are you trying to institute a stronger execution 
culture? This is where successful transformation efforts begin.

Measure, measure and measure again. Yes, culture can be mea-
sured. The problem is only about 15% of global companies measure 
the health and vibrancy of their culture. By comparison, 75% of 
global companies measure engagement levels of their employees. Yet, 
it is culture that drives engagement. Therein lies the problem. Most 
companies are not calibrating and addressing the “leading indica-
tors” that drive engagement and ultimate operating success.

It’s also necessary to define for every employee why it’s in their 
personal interest to embrace cultural change. Everyone needs to be 
able to envision the benefits of cultural change so they’re motivated 
to make the necessary changes in their day-to-day work.
Don’t Throw the Baby Out With the Bathwater

Cultural change, no matter how radical, doesn’t mean throwing 
everything out. There may be ways the current culture works well 
and can help achieve organizational goals. In these cases, recogniz-
ing those cultural touch points can reduce everyone’s change-related 
anxiety. But company leadership must support the desired culture 
through rewards systems, performance management, and training 
for change to really gain traction. LE

Top Reason Why Business Transformation Efforts Fail

John Mattone is widely regarded as one of the world’s leading authorities on 
leadership, talent and culture. He is a respected advisor and coach to Fortune 
1000 CEO’s and senior leadership teams on how to create and sustain a 
leadership and talent culture that drives superior operating results. John is the 
author of eight books including three best-sellers and he has been recognized 
by The Thinkers 50 and Globalgurus.com as one of the world’s top ten leader-
ship authorities and executive coaches. Recently, John was honored by his 
executive coaching peers (The Association of Corporate Executive Coaches), 
with the prestigious 2015 International Executive Coach Thought Leader of 
Distinction Award, in recognition of his thought leadership and his work as a 
global executive coach. John serves on the EMBA faculty at Florida Atlantic 
University where he teaches his popular course, Global Leadership Assess-
ment and Development and ZfU International Business School in Zurich, 
Switzerland.
Visit http://johnmattone.com 
Email john@johnmattone.com 
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“
One big benefit that can result from cultural 
change is better loyalty among both employ-
ees and customers. Think about the brands 
with the most loyal fans, like Apple. Any corpo-
rate culture looking for this level of customer 
loyalty simply cannot tolerate ineffective be-
haviors among leaders or front-line workers.”
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There is nothing that has a more profound organizational impact, 
for better and worse, than authentic leadership and emotional 
intelligence. It can transform conflict into a positive force moving 
toward the goal and have a stabilizing effect during turbulent times.

At some point in our careers we all have or will likely come into 
contact with the ‘Toxic Leader’. This is the person who is wrestling 
internally with so much fear that they simply poison the organization 
with their habits and actions. It would be easy simply to avoid these 
people, but often we have no choice but to face them. By lowering 
our own walls and focusing on what’s really important, we become 
authentic and it’s the best way to engage the toxic leader. It frustrates 
them of course, they want desperately to steal everyone’s energy and 
encourage others to also become the victims that they already are.

These types usually leave the organization once the culture turns 
against them, but until that happens they act as an obstacle to achieving 
high performance results. Being better prepared to deal with the ‘toxic 
leader’ using emotional intelligence and authenticity helps us avoid 
becoming a victim, both of our own self-doubt and of those who 
masquerade as real leaders. 

Ten Essentials of Organizational Change
1. Executives must lead the change initiative

The organization’s executives must own responsibility for the 
change process.  Especially when it involves changes or disruption 
to the patterns that they have grown accustom to. Individual and 
organizational change are difficult but essential.
2. Identify, support and develop the initial change group

In order to take on the existing organizational culture and the in-
evitable slings and arrows that will follow, you must surround yourself 
will a core group of change leaders.
3. Create a passionate organizational Vision that engages the 
individual’s personal Vision

The emotional connection you make with your desired results is 
the key to achieving those results.  This visualization of your “why” 
requires emotional labor.  The “what” and “how” of your desired 
results requires intellectual labor and is much easier once you have 
made the emotional connection.

4. Develop an action-results reward system that aligns with the 
shared Vision

The best systems and procedures will be ineffective without the 
development of the authenticity and emotional intelligence of the 
people within the organization. An organization must focus on a 
Vision of where they want to go. That vision must have the power to 
move them in the direction of their desired results.  
5. Empower everyone to achieve forward progress

Employees often start giving away their power as they walk through 
the front door.  With every event, dispute or disappointment the first 
reflex for many is to look for someone or something else to blame.  
Your level of engagement in whatever you are doing does not depend 
on market conditions or any other external factor.  The results you 
obtain are a reflection of your choices. 
6. Celebrate positive results

One evening a grandfather was teaching his grandson about the 
internal battle each person faces. “There are two wolves struggling 
inside each of us,” the old man said.

“One wolf is vengefulness, anger, resentment, self-pity and fear.  
The other wolf is compassion, faithfulness, hope, truth and love.” The 
grandson then asked: “Which wolf wins?” His grandfather replied, 
“The one you feed.”
7. Refuse to allow complacency to stop forward action toward the 
desired result

Unless you move quickly and decisively, the victims will use this 
new energy to fuel their resistance. Until the new culture becomes 
engrained, individuals will tend to revert to old habits.
8. Authenticity and emotional intelligence must become key to 
hiring and advancement

We were never taught the importance and connection between 
emotional labor, emotional intelligence and authentic leadership. This 
has left a huge gap in our development. Emotional labor is far more 
difficult than physical or intellectual labor. Emotional intelligence is 
fundamental to our ability to embrace innovation and rapid change.
9. Continually rededicate yourself to the desired results

It is especially hard to understand the need for change when current 
actions are producing success. But resistance to change can hinder 
efforts to position for an even better future, leaving a company vul-
nerable to becoming irrelevant.
10.Commit to a sense of urgency and accountability
Criticism and fear always accompanies individual and organizational 

change.  The very nature of leadership is that you are not doing what 
has been done before.  If you were, you would not be leading.  Once 
you choose to lead, you will be under huge internal and external pres-
sure to reconsider.  The status quo is the status quo for a reason. LE

Leadership, Emotional Intelligence & 
Organizational Change
The trust economy

By Phil Johnson

Phil Johnson is the CEO & Founder Master of Business Leadership.™ 
The Master of Business Leadership teaching and coaching system provides 
specialized knowledge proven to enable superior results.  It addresses a funda-
mental gap in our education and intelligence. 
Visit www.masterofbusinessleadership.com
Email MBLCoach@masterofbusinessleadership.com
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“There is nothing that has a more profound 
organizational impact, for better and worse, 
than authentic leadership and emotional intel-
ligence. It can transform conflict into a posi-
tive force moving toward the goal and have a 
stabilizing effect during turbulent times.”
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The Institute for Health and Human Potential (IHHP) worked 
with a large financial institution that believed low employee engage-
ment and resistance to change within their organization were negatively 
impacting their business performance. In order to improve in these 
areas, they needed a shift in their culture as well as their leadership. In 
particular, they felt their leaders were focused on getting results over 
their relationships, collaboration and coaching their teams. 

Their next step was to bring in an outside consultant to help them 
identify what they wanted their culture to be.  They chose new values 
that included things like Relationships, Collaboration, Innovation 

and Agility. They also identified the specific behaviors that would be 
expected of their leaders in order to shift the culture. Then they put 
together a communication plan to let the leaders and employees know 
what the new values and behaviors would be.

That was two years before we started working with them. They 
came to us, frustrated, because they needed help solving an ongoing 
problem. Although they had an excellent set of new values and had 
communicated them clearly, their culture wasn’t changing. Except for 
a few instances, leadership behaviors were not changing.  Engagement 
scores were still low and rolling out change initiatives was painful.

Driving Cultural Change
It is about the WHAT and the HOW

By Bill Benjamin 
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This company - like many other organizations - did a great job of 
identifying WHAT their new values and behaviors needed to be to 
drive culture change, but they didn’t help their leaders understand 
HOW to change their behaviors.  
The Impact of Pressure on Culture

In our New York Times bestselling book, Performing Under Pres-
sure, we explain that a major reason that organizations have trouble 
changing their culture is because of pressure.  Specifically, their leaders 
and employees are unable to change their behavior under the ongoing 
pressure they face. Under pressure (organizational change, looming 
deadlines, daunting sales goals, volatile relationships, etc.), people 
often aren’t able to behave in ways that are expected of them.

If people do not learn how to manage pressure effectively, it’s 
extremely difficult for them to exhibit a new behavior.  When not 
managed, pressure reduces our cognitive abilities, and we are limited 
to whatever our learned default behaviors are.  

Take this simple example: Most leadership competency models 
I’ve seen (and I’ve seen hundreds of them) include language around 
leaders listening effectively. People want to be heard, and they don’t 
feel valued or respected when they are interrupted. The challenge is 
that if I am in a meeting and I believe that an employee is making 
a wrong decision about a change we are implementing, I often stop 
listening and will try to lobby hard for my point of view, even to the 
point of interrupting (since I am focusing on the WHAT).  So much 
for the new leadership behaviors!

Conversely, if I can manage the pressure I feel in that moment and 
calmly listen to the other person, acknowledge their point of view, and 
share my perspective with a view toward trying to bridge the opposing 
opinions that will have a much more positive impact on that employee. 
It doesn’t mean I give in to the other point of view, and I may still 
decide to go with my approach, but I will have handled that pressure 
moment with much greater skill (I got the HOW right), leading to 
improved engagement and willingness to change by that employee.
Best Practices to Drive Culture Change

In the last 15 years, we’ve worked with thousands of organizations 
that are trying to change their culture. A few best practices that have 
worked successfully include:
•	 Focus on the HOW not just the WHAT. People have difficulty 

demonstrating cultural values (e.g., compassion, creativity, relation-
ships, etc.) and new behaviors (the WHAT) when they are under 
pressure. They need insights and techniques to manage pressure more 
successfully so they can be effective at the HOW.
•	 Gain senior leadership buy-in.  This is a big one. Ensure that 

senior leaders commit to both the WHAT and the HOW of the 
culture shift. Leaders must help define the desired values for the culture 
change, and commit to behaving in accordance with those values.  
The training, assessment and coaching to the rest of the organization 
on HOW to demonstrate the new values and behaviors needs to be 
driven by the senior leaders. Additionally, leaders need to be held 
accountable to those behaviors like everyone else. As Einstein said 
“Leading by example is not the main means of influencing people, 
it’s the only means.”
•	 Create a systemic culture initiative. Real culture change is 

not easy and it requires a committed, long term plan incorporating 
many approaches that help people learn “HOW” they need to behave.   
•	 Reward the positive behaviors. Too often, organizations and 

leaders tend to only identify the bad behaviors. Make sure to specifi-

cally identify when people demonstrate the new behaviors and find 
creative, positive ways to acknowledge them.
•	 Implement performance management systems. This will take 

time, but the most successful organizations I’ve worked with incorpo-
rate their key leadership behaviors (the HOW) into their performance 
management systems along with results (the WHAT).  When people’s 
salary and/or bonus are involved, you know they will pay attention!
•	 Emphasize the importance of training and coaching. Dem-

onstrating cultural values under pressure is a skill leaders can learn 
through training and coaching. Committed organizations certify 
their internal facilitators so they can personalize the training for the 
companies’ specific cultural values, increasing the behavior change 
that results from the training. 

Bringing It All Together
What happened to that financial institution struggling with driving 

culture change?  Once they understood the importance of helping 
their leaders learn HOW to change their behavior, they implemented 
all of the best practices above (and more).  After doing so, they are 
finally seeing results, including increased engagement scores, leaders 
modeling desired behaviors, and quicker rollout of change initiatives.  

In fact, the change in leadership behavior has been phenomenal. 
They’ve seen relationships improve. Leaders have become more self-
aware of how they impact people under pressure, and are able to better 
connect and coach their teams. There have also been numerous stories 
of people applying the strategies in their personal lives – that’s when 
you know people are really engaged in learning! LE

Driving Cultural Change

Bill Benjamin, an internationally renowned expert, trainer, and speaker at 
the Institute for Health and Human Potential (IHHP), is a highly respected 
resource on pressure and performance. A key contributor to the New York 
Times Best Selling book, Performing Under Pressure (co-written by JP 
Pawliw-Fry and Hendrie Weisinger), Bill provides actionable “pressure solu-
tions” that maximize success during pressure situations, as well as real-world 
examples from his clients, including corporate executives, Olympic athletes, 
and Navy SEALS.  He also offers in-depth, science-based research about pres-
sure’s impact on the brain and, ultimately, our performance.
Visit www.ihhp.com 
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“If people do not learn how to manage pressure 
effectively, it’s extremely difficult for them to 
exhibit a new behavior.  When not managed, 
pressure reduces our cognitive abilities, and 
we are limited to whatever our learned default 
behaviors are.”
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“I don’t understand why we can’t fix this!”
I was speaking with the vice president of marketing and product 

development for a mid-sized company. He was frustrated with his 
people and on why they kept having the same problems.

Specifically, they weren’t taking risks to solve problems; they wouldn’t 
cooperate with each other, and they constantly missed deadlines. In 
short, his team would not work together.

The people were all good people. They worked hard, they cared, 
and they wanted the company to succeed. But no matter how much 
the VP told them what needed to happen, nothing changed.

Maybe you’ve been there. I frequently hear from leaders who are 
frustrated that their team won’t cooperate.

Assuming you have healthy people who are capable of doing their 
work, there are several causes to this kind of dysfunction…and most 
of them have little to do with the team members.
The Problem Isn’t the Problem

It might help you to think of this poor cooperation as a symptom.
The infighting, the silos, and people who won’t work together…

those aren’t the problem. They are the manifestations of the problem 
– or problems.

There are several places you can look for causes of why your team 
won’t work together, but before we examine those, here is a mindset 
that will help you with your detective work:

Your behaviors make sense to you at the time you do them (they 
might not the next day, but at the moment, they seem reasonable.) 
Your team members also act in ways that make sense to them.

For some reason, not cooperating makes more sense than working 
together. Your job is to figure out why. Here are some common 
reasons this happens:
Unclear expectations

When people don’t know the goals, they start pursuing their own 
interests. Or they might interpret the goals differently than others. 
Your job as a leader is to ensure 100% clarity about critical goals and 
how every team member contributes to that goal.

Everyone needs complete clarity on where they’re going and how 
they’ll get there. What are teams and the individuals on those teams 
accountable to do and to achieve?
Fear

When people won’t work together, they’re often insecure and worried 
about their own safety. It’s natural that people start to “look out for 
#1”. Frequently, fear-based and reactive leaders have a difficult time 
getting people to work together because everyone is too busy trying 
to survive.

If people don’t take healthy risks and won’t work together, pay at-
tention to the emotional climate. Whether you think people should 
trust you and one another doesn’t matter. What matters is whether 
or not they do trust you and each other.
You Only Reward Individuals

It’s very common that leaders ask teams to cooperate, but then 
reward individuals or departments based on their own performance, 
rather than the cooperative objective.

If one person or department can succeed when the cooperative goal 
fails, then you have zero chance of people cooperating. Why should 
they? You’ve rewarded the opposite of what you asked for.
Lack of Context and Problem-solving Guidance

You see this one quite a bit. The leader establishes a big goal without 
adequately addressing resources or conflicting priorities. When people 
start shifting resources to meet the big goal, other projects naturally 
decline. The people who care about those projects (and sometimes 
the initial leader) get upset that “people don’t care.”

It’s not that people don’t care, it’s that there are decisions that 
haven’t been made. This is another form of unclear expectations. What 
tradeoffs are permissible? (For instance, when Steve Jobs returned to 
Apple, he famously cut out many product lines in order to focus and 
excel at what they would do.)
Lack of Accountability / Tolerating Bad Behavior

If you ask people to work together and then tolerate obnoxious, 
conniving, bullying, abusive people…good luck! I don’t care how 
talented or skilled someone is. When you permit a fundamental lack 
of dignity or respect, you can’t expect people to work together. Your 
actions say you value something more than cooperation. (And maybe 
you do…just don’t expect people to work together in that kind of 
environment.)

Unclear expectations, fear, individual rewards, poor context, and a 
lack of accountability are just a few of the reasons your people might 
not work together.
Your Turn

Remember: You make sense to you. How does your team’s behavior 
make sense to them? Where can you provide clarity, build trust, re-
structure incentives, and practice accountability to make cooperation 
make sense for you and your team.
How will you build an environment that encourages healthy 
cooperation?

Be the leader you want your boss to be! LE

Broken Teamwork
Be the leader you want your boss to be

By David Dye

David Dye works with leaders who want to get results without losing their 
soul (or mind) in the process. He is an internationally recognized leadership 
speaker and award-winning author. His next book, Winning Well: A Manager’s 
Guide to Getting Results Without Losing Your Soul will be available in Spring 
2016. 
Visit www.trailblazeinc.com 
Email david@trailblazeinc.com

“
You make sense to you.”
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Leadership may be complex, but it doesn’t have to be complicated, 
we can always simplify.

I was his coach. He complained that his leadership was filled with 
complications, and he did not like my answer. I told him he was to blame.

Often our greatest hardships are those we impose upon ourselves. 
There are some who think that in order to be a great leader, we have 
to allow life to teach us the hard way—but in truth, if we are open 
to learning, things can come with ease. 

Great leaders are almost always great simplifiers.
Here are 10 ways you can begin right now to simplify your leadership:
1. Don’t try to read minds. Simplify your leadership by learning to 

communicate. Learn how to ask questions and listen to the answers. 
Some of the biggest and most unnecessary complications come from 
a lack of communication and understanding.

2. Keep your word. Complications occur when people don’t say 
what they mean or mean what they say. Simplify by living and leading 
with honesty, accountability and responsibility. Keep your promises 
and remember that what you say matters because people are listening.

3. Life is too short to waste time being cranky. Simplify by being 
mindful of your attitude. There will always be a lot of things you 
can’t control, but every situation comes with a choice of how you will 
respond—and your leadership is created in the way you choose your 
attitude. You can be cranky or you can be confident.

4. Forgive everyone, especially yourself. Few things are as com-
plicating as anger. Simplify by reminding yourself to simply—as the 
song says—let it go! Feelings of hurt and resentment are worthless 
and can only drag you down. When you can find the courage to 
forgive and move on, it’s incredibly liberating. Always be the first to 
forgive—especially when it comes to forgiving yourself.

5. Don’t try to please everyone. Trying to make everyone happy 
isn’t just complicated but impossible. This one’s easy to simplify: Just 
do what is right and treat people as you would like to be treated. 
Beyond that, don’t fret over what people think of you and your actions.

6. Stop worrying about your mistakes. The best leaders know 
that mistakes are here to bring us great wisdom. If you can look back 
at the mistakes you’ve made—a month ago, a year ago, five years 
ago—can you see the lessons you’ve learned? Did you really need to 
worry about them?

7. Take great care of your health. Get fit. It doesn’t matter what 
you do, but do it. Get into the best shape of your life. Self-neglect 
complicates every aspect of your life. You need to be sound in mind, 
body and soul to lead from your best self. Simplify first by getting a 
physical to make sure your health is in order, then making any needed 
changes to your diet, activity level, and sleep habits.

8. Look at your inner circle. Don’t let the people you spend time 
with become a source of complication. Relationships that take up too 
much of your energy need to be ended—or, if it’s someone you must 
be around—minimized as much as possible. Simplify by spending 
time with people you admire; make your inner circle smart, driven 
and like-minded.

9. Kick bad habits. If there is a habit that is complicating your 
leadership or your life, simplify by resolving to change it. On average 
it takes about 30 days to change a negative habit into a positive 
one, but the benefits will last a lifetime. Don’t allow a bad habit to 
compromise your potential.

10. Make time for what’s important. A state of being busy but 
unproductive is a common source of complication. Simplify by 
knowing what is most important and making those items a priority. 
Simplify your to-do list to make time for things that are truly important.

One of the powerful things you can do is examine all aspects of your 
leadership and ask yourself if your attitudes and actions are simplifying 
or complicating your leadership. If the answer is “complicating,” do 
everything you can to reverse it.

It’s easy to allow leadership to be frittered away by complications. 
We must simply Simplify. Simplify. Simplify.  LE

Simplify Your Leadership
10 ways you can begin right now

By Lolly Daskal

Lolly Daskal is one of the world’s leading executive coaches, working directly 
with Fortune 500 CEOs and top political leaders. A pioneer of heart-based 
leadership, she is a regular columnist for Inc., Fast Company, Harvard Busi-
ness Review, the Huffington Post, and Psychology Today. Lolly Daskal is one 
of the most prominent leadership voices of our time.  She has been named 
one of the “The most inspirational woman” by the Huffington Post, and 
“100 Great Leadership Speakers for Your Next Conference” by Inc. She has 
consulted with more than 300 corporations across the United States and 
Europe. Lolly Daskal’s mission is to help all leaders lead from within because 
we are all here to be our most valuable. 
Visit www.lollydaskal.com  
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On a Monday not long ago, a friend left us a voice mail. He is 
one of the most talented marketing professionals we know, but after 
years of feeling “dissed” at his company he had become disengaged 
at work. What follows is the transcript of the message: 

It’s 10:24 and I’m driving in to work. [pause] That’s right, 10:24. Busi-
ness as usual. And it just . . . doesn’t . . . matter. [sarcastically] But I’m 
committed. You can call me a workaholic, you can call me a chocoholic, 
but doggone it I will be there at the crack of eleven every day, making sure 
that the 4.5 hours I put in . . . drumming on my desk with my pencils 
like George Costanza working on the Penske account . . . remember that 
episode? . . . 

He trailed off without finishing the thought. It would have been 
funny if it weren’t so haunting. Talent wasted.

Our friend may be an extreme case, but almost every manager 
today is dealing with disengagement of some kind or other. Despite 
all the hard work bosses have invested in recent years to be caring 
and attentive, statistics show workers aren’t buying it. The average 
employee spends about fifteen hours a month complaining about his 
or her manager. That’s 22 full working days a year, an entire month 
of workdays spent grumbling and getting nothing done. It is a crip-
pling crisis of disengagement, and the symptom is what many in the 
military refer to as “retired on active duty.”

It takes a concerted effort to re-engage people who have checked 
out. We wish we could tell you it will be easy, but it takes work. It 
forces leaders to become coaches and no longer players. But the results 
can be worthwhile as you learn to harness the full power of all the 
people in your care.

Here, in capsule form, are just a few of the steps we’ve found that can 
have a powerful effect in helping checked out employees check back in.
1. Believe in Them Again

Can you teach an old dog new tricks? Often you can. As one 
example, a few years ago we met Ty, a sales rep at a mid-size company 
(we’ve changed his name and will keep the firm’s name confidential). 
He had worked for his organization for 20 years, and had been a top 
producer, but a new strategic-sales direction had left him floundering. 
Ty had gone from top 10 in sales to bottom 10, and the leadership 
team believed that Ty couldn’t cut it—confiding they were about to 
let him go. “Sales people don’t forget how to sell,” we argued. “He’s 
still got it in him, you just have to bring it out.” We worked a little 
with Ty, but more importantly his sales leaders invested their time. 
They let him know they cared and they believed in him; they actively 
listened to his concerns; and they started to find ways for him to sell 
in this new world—playing to his strengths. It may sound like we’ve 
written a Hollywood ending, but two years later Ty was #1 in the 
company (out of more than 100 areas). We were there when he ac-
cepted an award for that achievement, and he couldn’t hold back the 
emotion in his appreciation for leaders who believed in him when 
he was struggling.
2. Learn What Their Aspirations are

Great managers think differently about their employees. They 
believe their team’s success is not the result of their own genius, but 
a direct outcome of their peoples’ unique ingenuity and talent. As a 

result, they treat people like individuals with their own specific goals 
and aspirations; and they create opportunities for their people to grow 
and develop—thereby retaining more of them, and certainly engag-
ing more of them. Before a checked-out employee will buy back into 
the culture, that person must be able to answer the WIIFM question 
for him or herself: “What’s in it for me?” What the best managers do 
is learn specifically what motivates each of their people—especially 
those who are disengaged—and then they meet to sculpt the nature 
of their employees’ jobs just a bit to better meet their motivating 
drivers. We aren’t suggesting that all distasteful tasks are thrown out 
and nothing but plum assignments are handed their way, but savvy 
leaders are wise enough to know that by adding a few motivating 
elements or removing a few demotivating activities they can often 
re-engage people. And as for their employees, who wouldn’t want to 
work for a manager who really does want to help you achieve your 
specific career goals?
3. Root for Them

In our research, we’ve found that more than two thirds of managers 
believe they are above average at recognizing great work. The percent 
of employees who agree? Less than one quarter. Most of us aren’t as 
good at appreciating our employees’ contributions as we think we are, 
and that can be one reason why someone has become disengaged.

Frequent complaints we hear in our qualitative research include, “I do 
work I don’t get credit for,” or “A simple thank you from my manager 
would mean a lot.” To rebuild positive, productive relationships with 
checked-out team members, praise should outweigh criticism by a 
5-to-1 margin. They’ve been beaten up long enough. And recognition 
is not only good for the disengaged, it’s a good overall business practice 
says Rosabeth Moss Kanter of the Harvard Business School. “In the 
most innovative companies, there is a significantly higher volume of 
thank-yous than in companies of low innovation,” Kanter said. In 
our studies, we have been thrilled to find higher levels of appreciation 
and celebration in not only the most innovative places, but also in 
cultures of high employee engagement. In the best workplaces, teams 
have much higher levels of camaraderie and managers spend much 
more time thanking their people for strategic behaviors that move the 
company forward. These seemingly soft skills create tangible esprit de 
corps and a single-mindedness about achieving the right behaviors.

That’s our brief list. We always learn more from you. Do you believe 
it’s hopeless—that once an employee is checked out they rarely if ever 
check back in—or do you know of other interesting ways in which 
leaders can reengage their employees? LE

Getting Checked Out Employees To 
Check Back In
3 ways to do it

By Chester Elton and Adrian Gostick 
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Chester Elton and Adrian Gostick are the New York Times bestselling authors of The Carrot 
Principle, All In and What Motivates Me. They are also co-founders of The Culture Works, an 
innovator in employee engagement and leadership training solutions.
Visit www.thecultureworks.com 
Emails Adrian@AdrianGostick.com; 
           Chester@ChesterElton.com

21

Would like to Comment? Please Click Here.

www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main
http://www.thecultureworks.com/
mailto:Adrian@AdrianGostick.com
mailto:Chester@ChesterElton.com
http://web.hr.com/mkjh


THE GEORGE WASHINGTON LEADERSHIP INSTITUTE AT MOUNT VERNON

blends historical examination with contemporary application to empower 

participants to become truly transformational leaders.

 

EXCEPTIONAL OUTCOMES

Model and master the leadership skills that never go out of style

Develop the character to foster allegiance and engender greatness

Craft a vision that captivates imaginations and fuels performance

Transform your organization’s performance, productivity, and results

 

FULLY CUSTOMIZABLE

Whatever your organization’s size, specialty, objective, or budget, we can create 

a custom-designed leadership development program.

 

CONTACT US TODAY

Call Sean Thomas at 703-799-5086 or e-mail leadership@mountvernon.org

mountvernon.org/leadership

http://mountvernon.org/leadership
mailto:leadership%40mountvernon.org?subject=


Leading a group of people well is hard work. If managers aspire 
to motivate and engage their team members, they must communicate 
well, set expectations clearly, follow up regularly, provide ongoing 
support, acknowledge people’s contributions in real time, exhibit 
strong coaching and mentoring capabilities ... plus a host of other 
skills. Plus, those tasked with leading cross-functional teams face 
another whole set of challenges in order to successfully guide people 
who don’t even report to them directly. 

In cross-functional or matrix management scenarios, managers 
find themselves leading projects and teams made up of people with 
whom they don’t typically work and also report back to other man-
agers. Complexity is added when relationships are conducted solely 
over email, team members play key roles on other projects, or have 
differing native languages, business practices, or cultural norms. Yet, 
managers still need to guide the performance of these people to fuel 
a collaborative effort. 
Making the Matrix Work 

Managing in a matrixed environment asks managers to think dif-
ferently about their approach. It requires new skills and techniques 

to successfully coach, develop, and guide a team with people in 
multiple offices, people with varying titles (sometimes higher than 
the manager leading the initiative), and people they may have never 
worked with – or met – before. 

These five tips empower managers to overcome the complexities 
of matrix management: 
1. Get people engaged from the get-go

You’re managing people who don’t typically report to you, who’ve 
never worked with you, who are in separate locations, and who are 
likely working on at least one other project. To get results, you’ll need 
to be viewed as a credible leader with expertise who is committed to 
getting everyone engaged from the get-go. 
How to do it 

You can demonstrate your credibility as a leader by speaking about 
your experience leading similar projects. Highlight your skills pertain-
ing to this project. It seems obvious, but be sure to invite questions 
and concerns and discuss challenges together. This helps foster a team 
culture that is open and honest and demonstrates your willingness to 
support them throughout the project. 

Navigating Matrix Management
5 ways to successfully manage global teams

By Len Kinor & Ed Francis
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You can get everyone engaged by communicating with your people 
in a way that resonates with individual cultures. Do your cultural 
research – ask your peers or do a search online – to find out if there 
are any cultural taboos for a specific region. Taking the time to find 
out what might offend your team members helps you create trusting 
relationships that much faster (see tip #2). Once you understand how 
to best communicate, be sure to help team members connect their 
roles to the project and see how they each can meaningfully contribute. 
2. Get them to trust you

Matrix management allows for the best talent to work on a project 
together – regardless of location. This means you’ll need to inspire 
people who don’t know each other – or you – to work as a cohesive 
team. You’ll never achieve the success you’re aiming for unless you 
establish trust, connect the team to a common goal and purpose (see 
tip #3), and create an atmosphere of trust and loyalty. 
How to do it 

First, you must build a relationship with each individual. This is 
the best way to create trust and prove you have their best interests in 
mind. When you can establish these types of emotional connections, 
you’ll forge strong and long-lasting working relationships. This might 
mean scheduling a time to talk one-on-one – in person if they’re local 
or over the phone or via a video conference – at the start of the project. 
Use this time to discuss the project and ask for input on how each 
individual can bring his or her best work to the table. Take the time 
to discover how each person prefers working and communicating. 
Yes, this might take more of your time, but it’s 100% worth it! If you 
can figure out how to reach your people in a way that works best for 
them, you’ll get better results. 
3. Establish the size of the prize and how you’ll get there

To successfully lead a matrixed team where members have different 
managers, a variety of workloads, and unique work styles, they must 
know what they’re working toward and what it means to the business. 
Each member, whether down the hall or across the globe, needs to 
know, believe in, and feel connected to the same story, outcomes, and 
goals. And they each need to clearly understand their unique part in 
the story. Taking the time to clarify roles at the start of the project 
will serve you well. 
How to do it 

Help each person understand the big picture of the project and how 
it supports the overall company strategy. Then help them connect how 
their role and expertise contribute to helping deliver project results. 
Start this conversation during the one-on-one meetings mentioned 
earlier and then sustain the conversations via regular check-ins that 
ensure individuals remember the end goal and understand why their 
work is critical to help the team – and organization at large – reach 
success. 
4. There can never be enough communication

Your team members aren’t your direct reports. And they’re certainly 
not dedicated to just this project. To help them do their best work 
for you, you need to know what else is on their plate. Talk to them 
– and their other managers – to find out what else they are working 
on. This will further demonstrate that you are to be trusted and that 
you have their best interests in mind. 
How to do it 

Coach team members to share information (like timelines and 
deliverables) with their other manager(s) – and ask them to share 
important details on their work with you as well. The more informa-

tion you have, the better you can anticipate issues or avoid schedule 
conflicts. Additionally, always consider time zones, local vernacular, 
and the mode of communication – emails and text messages lose all 
nuance and can easily be misinterpreted. It’s always a smart idea to 
pick up the phone or use a video chat app to have a talk. Remember, 
the phone is your friend! 
5. Be mindful of varying cultures – always

One of the most important things to do in matrix management 
is to be aware of each team member’s culture. This impacts almost 
every interaction you have with your team and begins with the very 
first email or phone call with them. Being informed of what not to 
do is just as important as knowing what to do. 
How to do it 

If you followed tip #1, you should have already taken the time to 
research the cultures of your team members so you know what taboos 
to avoid. Those leading in matrix management need to realize that 
some cultures value risk-taking, while others do not. It is important for 
managers to understand what business techniques will resonate with 
their people. Not having this understanding can create tremendous 
issues that impede success, so managers must do their due diligence to 
gather as much insight as possible into their team members’ cultures. 
Matrix Management Makes an Organization Stronger 

When an organization continually struggles with matrix manage-
ment, it can indicate a weakness that reaches beyond a single project 
and could be inhibiting the company’s overall success. The common 
issues that arise in matrix management – failing to share context, not 
aligning team members on goals and objectives, and not communicat-
ing clearly – are the same culprits that derail an organization when it 
comes to strategy execution. 

Managers who possess a deep knowledge of the business strategy 
and understand how to connect team members to that strategy, who 
take the time to understand the nuances of various cultures and can 
establish trust with their team members will be the ones to thrive in 
a matrix management environment. These are the very skills an or-
ganization needs its managers to embody in order to achieve success 
when it comes to strategy execution and sustainment. 

It’s no surprise that the organizations succeeding in today’s global, 
virtual world are ones who have figured out how to inspire and moti-
vate people to do their best work for both projects and organizational 
initiatives ... even when working with managers who don’t have a say 
in their annual review. LE

Len Kinor is Managing Director at Root Inc. In his role, Len cultivates and 
supports relationships with partners who represent and offer Root’s work to 
their clients. He works with both the partners and their clients to understand 
their business objectives and to craft and deploy customized solutions that 
generate results by increasing the level of understanding, commitment, and 
engagement at all levels.
Email lkinor@rootinc.com 

Ed Francis is a Managing Director in Client Services at Root Inc. and works 
directly with clients on learning and performance consultation, curriculum 
design, organizational change, and measurement. He also develops and main-
tains relationships with companies and people who complement Root’s skills, 
such as measurement companies and simulation developers. 
Email efrancis@rootinc.com
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Log on to Amazon.com and you’ll find, at last count, 178,975 
titles under the heading “Leadership”.  But if you’re in too big of a 
hurry to read a book, open up the American Heritage Dictionary! 
A careful examination of the various definitions of “leader” presents 
a fascinating and brief explanation of leadership.

Leaving behind the standard definition of “one who leads or guides”, 
consider the second definition: “one who has power or influence.” Do 
you know people in a leadership role who seem unable to influence 
the people around them? The ability to make connections, to speak 
clearly and to frame messages so everyone hears something compel-
ling is essential for influence. We are also persuaded by people with 
conviction and passion. We are influenced by people whom we think 
we can trust. Lose or misuse any of this and a leader’s power vanishes.

A leader is defined as “a conductor or the principal performer in an 
orchestral section”.  Finding ways to bring together the different talents 
of employees or volunteers so that all play from the same sheet of 
music and blend their instruments into a harmonious whole is a 
skill demonstrated by the finest of leaders! As a principal performer, 
we look to a leader to have one talent that is heads above the other 
people in that arena of “play”. We don’t want a leader who professes 
to best at everything. But we do want a leader to have one clearly 
recognizable skill. 

The foremost animal in a harnessed team is a leader. Do we not look 
to leaders to guide the way, joined shoulder by shoulder to the rest 
of the team? Remember how the presence of a leader at a front line 
became the rallying point for many a battle?  

Leader is also defined as “a duct for conveying warm air from a 
furnace.”  What is more conveying of warmth than a person who cares! 
Care is a four-letter word heard more and more frequently in business 
circles. Employees want to know that a leader cares for them. The 
cold, stern dictator might get some results but never the full-blown 
commitment, creativity and loyalty of a caring leader. 

There’s the leader that is an economic indicator and the leader that 
is “lost.”  A leader better be in command and have a clear indication 
as to the economic viability of the enterprise. And a leader also needs 
to know when something is done to attract talent or customers—not 
to make money in the short term but for the LONG term.   

A leader is also defined as a short length of gut, wire, or similar material 
by which a hook is attached to a fishing line and a leader is the blank strip 
at the end or beginning of a film or tape used in threading or winding. 

What’s the correlation with the world of leadership in these final 
definitions?  Both are used for setting up the profit potential of the 
venture. Depending upon the type of fish one wishes to catch, a 
fishing leader strengthens the connection between the hook and 
the rest of the line. There are times when the leader’s presence helps 
solidify the relationship between the customer and the sales team 
so that the customer “bites the hook”. Other times, a leader gently 
paves the way for the real presentation to the potential buyer or the 
investment community. She is the “blank tape” that opens the doors 
for the full presentation of the company.

If a picture is worth 1000 words, a metaphor is worth 1000 pic-
tures. Using the metaphors provided by other meanings to the word 
“leader”, we gain a rich image of the scope and possibilities of true 
leadership. LE

 

Wanted: A Dictionary-Perfect Leader
 Defining your role

By Eileen McDargh

Eileen McDargh is an internationally recognized keynote speaker, master 
facilitator, and award-winning author with expertise in resiliency and leader-
ship.  Her articles have appeared in countless publications and two of her six 
books have been awarded national recognition, including the Ben Franklin 
Gold Award. 
Visit www.eileenmcdargh.com 
Email Eileen@eileenmcdargh.com 
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Remember GoCrossOffice? The online office game was designed 
to boost collaboration among virtual teams through friendly competi-
tion. In the corporate equivalent of Risk, a company’s offices would be 
divided into territories, and teams would work together to conquer a 
rival territory. It was a great way to build teams in just a few minutes 
a day, without an expensive company retreat. The game quickly grew 
from a small start-up to a craze with more than 100,000 users and 
100 participating organizations. 

There’s no telling how many of us would have been addicted to 
playing this game on our phones today instead of Candy Crush or 
Angry Birds... if only the five founders had been able to work together. 

Instead, the company folded in 2010, a few years after its rapid 
rise to popularity. 

In the words of the company’s own founders, one of the biggest 
problems was that it had too many leaders and not enough con-
sensus. 

If you’ve ever worked on a multi-functional project team that in-
volved people from different departments or divisions, you can relate. 
The problem of too many “chiefs” and not enough action isn’t just a 
struggle for startups. In fact, it’s often worse at large companies where 
multiple departments, divisions or regions with different priorities 
and goals need to work together to produce results. 
Why Influencing Is Crucial Within Cross-Functional Teams

Traditionally, the so-called “matrix” structure involves representa-
tives from a number of functions, departments, regions or divisions 
reporting to a project manager as well as their direct supervisor. More 
recently, with improvements in technology and increased globalization, 
it has evolved to resemble less of a grid and more of a fluid network, 
with fewer formal ties between matrix team members.

In theory, this structure is supposed to make it easier to share ideas 
and resources and respond to customer needs and opportunities in the 
marketplace, and in many ways, it has. The matrix model has worked 
well for some of the world’s most successful companies, including 
General Electric, IBM, Dow Chemical and Shell Oil.  

But with all their advantages, cross-functional teams can also 
create more channels for approval, more conflicting priorities and 
more confusion.

The findings of OnPoint’s Execution Gap survey illustrate just how 
common these challenges are, even among Fortune 500 companies.

For example, of the more than 620 managers we surveyed:
•	 Only 47% agreed that within their team, decisions and actions 

were well coordinated across departments/functions.
•	 Only 49% agreed that decisions and actions were well coor-

dinated across levels of management
•	 40% did not believe people cooperate across functions and 

departments to achieve their organization’s strategic objectives.
•	 44% did not believe people in different divisions readily 

share information, ideas, and best practices
Leaders often tell us the ambiguity surrounding roles, respon-

sibilities and authority within these complicated organizational 
structures is one of the most significant challenges they face in 
achieving results today.

They also struggle to balance conflicting priorities that tend to arise 
when the team lacks shared goals.

Some team members come to the group with “tunnel vision,” so 
focused on their own area’s objectives that they fail to see the big 
picture. To be effective within a cross-functional team, two things 
are needed: The right structure, and the right skills. 

In this guide, we’ll cover both: How to set the foundation for success 
within a cross-functional team, and how to develop the skills that 
are critical to influencing others in order to change their behavior, 
opinion, attitude or accept your point of view in a way that meets 
their needs without coercion or a feeling of being directed.
Setting the Foundation for Success 

What can you do to encourage and sustain cooperation within a 
cross-functional team? Here are three pillars that should form the 
foundation for every team.

Influencing In A Team
How to get a roomful of leaders to get things done

By Richard Lepsinger
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1. Establish Shared Goals
Members of cross-functional teams often have their own set of 

priorities, which are often at odds with other team members or the 
overall team’s objectives. For example, this often happens between sales 
and marketing, who are being measured by a different set of metrics.
Before you begin work on a multi-functional team project, take time 
to clarify the primary objectives, how will the team be measured and 
how achieving those objectives will benefit everyone. If it’s possible, 
determine how success can be tied to share incentives.
2. Clarify Roles and Decision Authority

One of the primary challenges of working in cross-functional teams 
is the lack of clear responsibilities and decision authority.  Take time to 
share job descriptions and communicate primary responsibilities within 
the team. Most importantly, clarify who will have decision authority 
for each major task the team will need to accomplish, who needs to 
be involved in approvals and who will move the process forward.
3. Build Strong Relationships Based on Trust

Collaboration is easier and more effective when you’ve developed 
strong personal relationships and trust among team members. Make 
the effort to get to know everyone on your team on a personal level, 
even if you’re working together remotely. Make time for quick, casual 
conversations that aren’t work related. 

Building trust requires more than casual conversations and icebreak-
ers, however. You need to demonstrate credibility by openly sharing 
information and by talking about relevant past experiences and what 
you’ve learned from them. 

While these cooperation builders provide a foundation, they won’t 
eliminate disagreements about what, when, and how to do things. 
Team members must still gain the support of others for their ideas 
and proposals. 
Influencing Tactics: How to Win People Over 

OnPoint has worked with dozens of companies across a range of 
industries and surveyed hundreds of others. Our experience and re-
search has shown that for individuals that work on cross-functional 
teams, the ability to influence others is often a key driver of effective-
ness and a differentiator of success. 

Because these are usually teams of peers and colleagues, team 
members have to gain the cooperation of people over whom they 
have no direct authority.

Our research has identified four influence techniques that are most 
effective for gaining the commitment of others (i.e., successfully chang-
ing the other person’s behavior as well as their opinion and attitude) 
reasoning, consulting, inspiring, and collaborating.
Reasoning

What It Is: Using logic and factual evidence to show a request is 
feasible and important. This is the most commonly used tactic and 
tends to be one of the most effective. 

How It Sounds: “We need to have the new software program 
completed by Friday so we’ll have a full month to test it, run a quality 
audit and make adjustments before we roll it out to our customers.” 

Best Used When: You have established credibility within the group 
and others trust your judgment
Consulting

What It Is: Asking another person to suggest improvements or 
help plan a proposed activity for which you need the person’s support. 
Consultation is the second most common tactic. Managers who use 

this tactic often were more likely to be rated very effective, according 
to our research.

How It Sounds: “Based on your experience with similar projects, 
could you give me your assessment of where we stand on this and 
how we can move this process along to reach our target deadline?”

Best Used When: When others have information and experience 
you do not and when you are willing and able to act on the ideas and 
suggestions of others.
Collaborating

What It Is: Offering to provide relevant resources or assistance to 
make it less difficult for the other person to carry out a request or 
approve a change. 

How It Sounds: “It sounds like you’ll need some extra support if 
this is going to get done by Friday. Would it help if I brought in an 
extra developer from my team to assist? Is there anything else I can 
do to help you meet this deadline?”

Best Used When: Your request is perceived to be too difficult given 
the other person’s priorities and the resources they have available.
Inspiring

What It Is: Encouraging others to accomplish a shared goal by 
appealing to their values, belief and emotions. Although this tactic is 
less common among the general population of managers it is more 
frequently used by women. Our research also found the higher a 
leader’s position, the more likely he or she is to use inspirational 
appeals. We also found that managers rated as effective tend to use 
this tactic more frequently.

How It Sounds: “When the Indianapolis Colts were down by 28 
in the second half of the playoffs game against the Kansas City Chiefs 
last year, they managed to score five touchdowns and make the biggest 
comeback in NFL history. Our competitor may be ahead in the market 
now, but the sooner we release this new software, the sooner we can 
start making our own comeback. Who’s with me?”

Best Used When: You know what values and beliefs are important 
to individuals or the team and you are seen as a trusted advisor.

Improving your ability to influence others starts with recognizing 
your strengths and limitations as an influencer, as well as develop-
ing the ability to analyze a situation to determine which techniques 
would be most effective.    

Leaders who have mastered the skill of influencing are more likely 
to be perceived as being highly effective by their direct reports, peers 
and supervisors. Those leaders are also more likely to be able to build 
strong networks across their organization and gain the support of others 
for their ideas and initiatives, improving organizational efficiency and 
effectiveness over the long-term. LE

Influencing In A Team

Richard Lepsinger is the President of OnPoint Consulting and has a thirty 
year track record of success as a human resource consultant and executive. The 
focus of Rick’s work has been on helping leaders and organizations close the 
gap between strategy and execution, work effectively in a matrix organization 
and lead and collaborate in a virtual environment. Rick has co-authored five 
books on leadership and organizational effectiveness.  His most recent books 
are Closing the Execution Gap: How Great Leaders and Their Companies Get 
Results and Virtual Team Success: A Practical Guide for Working and Leading 
From a Distance.
Visit www.onpointconsultingllc.com 
Email rlepsinger@onpointconsultingllc.com 
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Change in History
In 513 B.C., Heraclitus of Greece observed “There is nothing 

permanent except change.” In the 16th century, Niccolo Machiavelli 
stated in his political treatise, The Prince, “There is nothing more 
difficult to take in hand, more perilous to conduct, or more uncertain 
in its success, than to take the lead in the introduction of a new order 
of things.” 

Change involves people, and can call up emotions, uncertainties 
and inconsistencies. Therefore, simply managing change is insufficient. 
Successful change requires leadership. The old saying, “You can lead 
a horse to water, but you can’t make it drink” provides good advice, 
though slightly off the mark. It might be better stated, “You can manage 
a horse to water, but you must lead it to drink.” Getting the horse to 
the water is a control issue that can be managed. Getting the horse 
to drink is a behaviour issue that demands leadership.

A critical aspect of leading change is that of understanding why 
people resist change and how to overcome resistance. Leaders can use 
communication and training, participation and involvement, and - 
as the ultimate last resort - coercion to overcome resistance. Leaders 
should recognize that change could have negative as well as positive 
consequences. One of the most difficult situations leaders may face 
is downsizing. Leaders should use techniques to help ease the stress 
and hardship for employees who leave as well as maintain the morale 
and trust of those who remain. 
Change or Perish in a VUCA World

In essence, the heart of the leadership challenge that confronts 
today’s leaders is learning how to lead in a VUCA World which 
includes situations of ever greater volatility and uncertainty in a 
globalised business environment, allied with the needs to deal with 
scale, complexity and new organisational forms that often break with 
the traditional organisational 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.

The nature of the challenges business leader face today operating 
in a globalised economy is increasingly complex. In recent years the 
world has continued to undergo a series of transformational shifts. In 
the toughest economy the world has faced since the Great Depression, 
it would seem that while the global financial crisis and its after-effects 
appear to have subsided, the magnitude of other significant global 
issues continues to increase in scale and scope, such as joblessness in 
certain geographic regions and income inequality. In the Asian region, 
the economy is likely to experience a slowdown.

Organizations must poise themselves to change, not only to 
prosper but to survive in today’s hypercompetitive VUCA business 
environment. Rapid technological changes, a globalized economy, 
and changing markets and the rise of e-commerce are creating more 
threats and more opportunities for leaders. Many changes are driven 
by advances in computer and information technology. 

The Centre for Executive Education (CEE) has identified key 

characteristics of leaders who have been successful in implementing 
change initiatives within their organizations:
•	 They define themselves as change leaders.
•	 They demonstrate courage and trust.
•	 The believe employees can assume responsibility and empower 

them.
•	 They can assimilate and articulate values that promote adaptability.
•	 They recognize and learn from their mistakes.
•	 They can manage complexity, uncertainty, and ambiguity.
•	 They have vision, and can describe it in vivid terms.

 Strategies for Everyday Change 
There are four types of incremental changes, which range from 

the leader working alone to working directly with others in a more 
directed and extensive change effort. 

1. Disruption Self-Expression: The leader acts in a way that others 
will notice and that reflects the values or behaviours that he wishes to 
instil in followers. Disruptive self-expression quietly unsettles others’ 
expectations and routines—e.g., the leader wears casual pants and 
sweaters when others wear suits.

2. Verbal Jujitsu: A leader turns an opponent’s negative attitudes, 
expressions, or behaviours into opportunities for change that others 
in the organization will notice. 

3. Variable-Term Opportunism: A more public approach is 
for leaders to look for, create, and capitalize on opportunities for 
motivating others to change. 

4. Strategic Alliance Building: The leader works closely with 
others to move issues to the forefront more quickly and directly than 
it would have been possible by working alone. 
Dealing with Resistance 

Effective leaders see change as a way to strengthen the organization, 
but many people view change as painful and disruptive. A critical aspect 
of leading people through change is that a one needs to understand that 
resistance to change is natural - and there are legitimate reasons for it. 

Employees resist change because it violates personal compacts, the 
reciprocal obligations and commitments that define the relationship 
between employees and the organization. They include things such 
as job tasks, performance requirements, evaluation procedures, and 
compensation packages.

Employees perceive that change violates the personal compact for 
several reasons:
•	 Self-interest: Employees typically resist a change they believe 

will take away something of value. Changes in job design, structure, 
or technology may lead to a perceived loss of power.  Fear of personal 
loss may be the biggest obstacle to change. 
•	 Uncertainty: It could be the lack of information about future 

events; it represents a fear of the unknown. Employees many not 
understand how a proposed change will affect them and  fear whether 
they can meet the demands of the new task.
•	 Different Assessments and Goals: People affected by the change 

Leading Change In Today’s 
VUCA World
What makes a great change agent?

By Prof Sattar Bawany
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may assess the situation differently from those who propose the change. 
Sometimes critics voice legitimate disagreements over the proposed 
benefits of a change. Leaders cannot ignore resistance to change, but 
can diagnose the reasons and come up with ways to gain acceptance 
of the change by employees.
Overcoming Resistance

Leaders may use specific implementation techniques to smoothen 
the change process.
•	 Communication and Training: Open and honest communication 

is the best way to overcome resistance to change. It reduces uncertainty, 
gives people a sense of control, clarifies the benefits of the change, and 
builds trust. Employees frequently need training to acquire skills for 
their role in the change process or their new responsibilities.
•	 Participation and involvement: Participation involves followers 

in designing the change and gives them a sense of control over change 
activity.
•	 Coercion: As the ultimate last resort, due to its negative impact on 

the organizational climate, leaders overcome resistance by threatening 
employees with job loss, promotion, firing or transfer. Coercion may 
be necessary in extreme cases such as crisis or turnaround situations 
when a rapid response is needed or when there are administrative 
changes that flow from the top down.

Leaders are responsible for smoothly implementing changes that can 
help the organization survive and prosper. It is essential for leaders to 
recognize that change can have negative as well as positive consequences. 

Effectively and humanely leading change is one of the greatest 
challenges for leaders. The nature and pace of change in today’s 
environment can be exhilarating but also inconvenient, painful, and 
scary. Changes can cause real, negative consequences for individual 
employees, who may experience high levels of stress, be compelled 
to learn new tasks, or lose their jobs. Some difficult changes are 
related to structure, such as redefining positions, reengineering and 
redesigning jobs. 
Leading Change 

What was true more than two thousand years ago is just as true 
today. We live in a world where “business as usual” IS change. New 
initiatives, project-based working, technology improvements, staying 
ahead of the competition - these things come together to drive ongoing 
changes to the way we work.

There are many theories about how to “do” change. Many originate 
with leadership and change management guru, John Kotter. A professor 
at Harvard Business School and world-renowned change expert, 
Kotter introduced his renowned change process in his all-time best 
seller, “Leading Change.” 

In essence, according to Kotter, you have to work hard to change 
an organization successfully. When you plan carefully and build the 
proper foundation, implementing change can be much easier, and 
you’ll improve the chances of success. If you’re too impatient, and 
if you expect too many results too soon, your plans for change are 
more likely to fail.

Create a sense of urgency, recruit powerful change leaders, build a 
vision and effectively communicate it, remove obstacles, create quick 
wins, and build on your momentum. If you do these things, Kotter 
believes that you can help make the change part of your organizational 
culture. That’s when you can declare a true victory. Then sit back and 
enjoy the change that you envisioned so long ago. 
In Conclusion 

Change is inevitable in organizations, and the increased pace of 
change in today’s global environment has created even greater problems 
for leaders struggling to help their organizations adapt. A major 
factor in the failure of organizations to adapt to changes in the global 
environment is the lack of effective change leadership. Leaders who can 
successfully accomplish change typically define themselves as change 
leaders; describe a vision for the future in vivid terms, and articulate 
values that promote change and adaptability. 

Most leaders contemplating change know that people matter. It is 
all too tempting, however, to dwell on the plans and processes, which 
don’t talk back and don’t respond emotionally, rather than face up to 
the more difficult and more critical human issues. But mastering the 
“soft” side of change management needn’t be a mystery. LE

Prof Sattar Bawany is the CEO & C-Suite Master Executive Coach of 
Centre for Executive Education (CEE Global). CEE offers human capital 
management solutions for addressing challenges posed by a multigenerational 
workforce including talent management and executive development programs 
(executive coaching and leadership development) that help leaders develop 
the skills and knowledge to embrace change and catalyse success in today’s 
VUCA world. 
Visit www.cee-global.com 
Email sattar.bawany@cee-global.com  
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Employee morale and behavior, results and culture are all the 
responsibility of organizational leadership. After all, if the leaders 
aren’t leading, we can’t expect the followers to follow, or be motivated 
to do so. In your organization, is leadership development thought 
of as best solved with a workshop or training event, or treated and 
funded as a business-critical, strategic priority?

Successful organizations realize everything rises and falls under 
leadership responsibility. These same organizations realize leadership 
development is not an event; it is an evolving process complement-
ing all facets of business operations. Finally, they have key indicator 
measurements that provide insight and directs their continuous 
leadership investment. 

Teaching Supervisors to be Safety Coaches and Leadership Safety 
Coaching have both played a significant role in developing leader 
capabilities (from lead employee to senior executive) in client orga-
nizations for twenty years. The successful organizations mentioned 
above represent how client organizations have followed a methodical 
process to prioritize their leadership improvement efforts because they 
realize failed leadership development approaches almost always create 
barriers to future attempts. 

Whether you are developing leaders to improve safety, quality, 
productivity, or discretionary effort, the process is the same. Begin 
with answering the following five questions.

1. If we profiled a great leader in our operations, what would 
we see them doing and saying, and what results would we ex-
perience? Too many organizations seek to develop leaders without 
beginning first to identify and profile what a great leader would look 
like behaviorally. As the late Stephen Covey suggested, “Begin with 
the end in mind.” If you had excellent business results in all aspects 
of operations and a high-performing culture that sustains the results 
without stimulation, what would the average leader (level by level) 
be seen doing and saying that creates confidence? 

2. What percent of leaders (level by level) would be placed in 
the category of change agents vs. managers of status quo and, more 
importantly, to whom does each leader report? Do you have the 
right people in the right positions with the right competencies? Do 
you have more change agents or accepters of status-quo? This includes 
reporting structure. If a new supervisor is eager to demonstrate her 
desire to be an effective change-agent, yet reports up to a manager 
that is satisfied with status-quo, how long will this positive change 
attitude (or individual) last? This is why it is critical to not separate 
out a single level of leadership for development opportunities. People 
pay attention to what their boss pays attention to. If one level (i.e., 
supervisor) doesn’t see the new leadership style or skills demonstrated 
by the level above, all improvement opportunity may be lost. 

3. What do we want the intended audience to feel, know, and do 
as a result of this initiative, and how will we validate the impact? 
Emotions have an impact on behavioral choice and humans respond 
emotionally to new information before they respond logically. Is there 
an intended emotion that is being solicited? For knowledge, several 

organizations conduct pre- and post-tests to validate both the existing 
and transference of new knowledge. But there is more to leadership 
development than knowledge alone and it can be results-limiting 
to stop there. For example, if leaders already know what you want 
them to know, but the gap is in behavior, more knowledge isn’t the 
answer. This is why all leadership development efforts must have a 
behavioral focus. If targeting safety leadership, what are the behavioral 
objectives? Are the desired behaviors of leaders to be focused on the 
prevention of injuries and incidents and strengthening the safety 
culture? Finally, what measurement systems will support your ability 
to measure what people feel, know, and do as a result of your train-
ing? This will be critical to demonstrate both return on investment 
and return on attention.  

4. How will this effort contribute to business results? If leader-
ship development solicits the desired emotional response, knowledge 
increases, and positive observable behavior increase, but the results 
do not change, it is common for support to wane and for barriers to 
future effort to be created. Results must be more than just lagging 
indicators. What increase in activities and performance would be 
experienced when the efforts are successful? 

5. What systems, methodologies, and experiences would com-
plement or hinder this effort? All leadership development efforts 
are only as effective as the reinforcement that follows. Current per-
formance management (i.e., only annual reviews), measurements, 
systems, culture, and hiring and promotion processes are just a few 
influencers on leadership styles. Answering this question is a must 
to prevent surprises down the road. Most leadership development 
methodologies do not fail in theory, they fail in practice when not 
well thought out in advance of the first exercises. 

Most effective executives, when discovering the need to improve 
leadership capabilities within their organization, demand a quick re-
sponse because of the realized substantial potential in the investment. 
There can be a remarkable difference in doing things right versus right 
now. Rather than starting by seeking out the best program, workshop 
or training material, ensure there is alignment in the vision of excel-
lence and the starting point of your leaders. Sometimes it’s necessary 
to take a step back in order to leap forward. LE

This article was originally published in Occupational Health & Safety (December 2013).

Leadership Development
5 vital questions to effectively develop leaders

By Shawn M. Galloway
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gist, he has helped hundreds of organizations achieve and sustain excellence in 
safety, culture, and operational performance. He is also the host of the highly 
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I am amazed at how many people in positions of leadership can’t 
even lead themselves effectively, consistently or with integrity. It doesn’t 
matter whether it’s your local church, school, the government or a 
small or large business. In the end if you want to lead others regardless 
of your position, roles or responsibilities it is necessary that you are 
effective at self-leadership.
What exactly is self-leadership?

There are dozens of traits, attitudes or skills when it comes to lead-
ership, but I believe that there are four vital ones, that when they are 
a part of a person’s makeup, lead to success.

But first – There are over 450 definitions of leadership here is just 
one - the position of being the leader or being in charge of an organiza-
tion, country, etc. But I believe this definition is limited and only views 
leadership as a position. I strongly feel that leadership is a mindset 
and not a title. Anyone – a parent, teacher, nurse, administrative as-
sistance or laborer can have a leadership mindset even though they 
might not lead anyone – yes they might influence them – for better or 
worse – but in the end we all lead in some way in an area in our life.

For over ten years I have been a volunteer greeter at my church. I 
don’t lead anyone but I can choose to interpret my role as just someone 
who says good morning to everyone or I can see my role in a far more 
important way; I can contribute to whether visitors ever return. I can 
make people feel welcome or not and I can create a relationship that 
is grounded in respect or not.  Here are the four traits.

Consistency
When we vacillate we create confusion. When we hesitate we con-

tribute to a lack of trust. When we fail to decide we lose the respect 
of others. When we fail to admit mistakes we send the message that 
we are perfect or insecure. Leaders want agreement but not at the 
expense of their values, beliefs and personal philosophy. They are not 
afraid of conflict or confrontation. Yes, they want others to buy in to 
their actions and decisions but not at the cost of a loss of self-esteem. 
They are not driven by political correctness but respect for others.

When they decide or act - they follow-through and stick with a 
plan or action until it is successful or has proven to be inferior or it 
lacks long term value. Their messages are always the same and don’t 
depend on their audience - whether a customer, employee, member 
of a board or anyone else.
Integrity

Integrity and trust go hand in hand as a quality for self-leadership. 
The question we must ask ourselves when we consider doing what is 
NOT right vs. what IS right, is - can I handle getting caught?  Is the 
price worth it?  How will I react to getting caught?  Wouldn’t it just 
be easier to deal in truth?  All the time?  The answer is yes, so why do 
people misrepresent, lie, tell little innocent fibs etc.?  I don’t know. 
We are all guilty - at least one time in our lives and most of us many 
times - of shading the truth with what we feel is a justifiable cause. 
Is this wrong?  I am not a moralist. But I do believe that character 
and integrity are related and that anyone who hopes to lead must 
have integrity.
Passion

Passion is the great equalizer. It can make up for a lack of experi-
ence and knowledge. I am not suggesting that you not develop your 
knowledge or experience - only that until you do, your passion will 
be questioned by others as a weak belief in yourself, your mission 
and/or your purpose.

Passion is different from enthusiasm.  The old outworn cliché says 
“Act enthusiastic and you will become enthusiastic.”  I have never 
subscribed to this philosophy. The reason is that if enthusiasm is an act 
which you use when things are going well, how do you behave when 
your life is falling apart? Are you just as enthusiastic about failure, 
more problems than you deserve and any number of disappointments, 
frustrations and adversities?

Passion is not an act. It is a way of believing. It is woven into your 
cellular structure just as much as your DNA
Resolve 

What is resolve? Is it persistence, commitment, dogged determina-
tion or just plain old self-motivation? Don’t have an answer to that, 
folks. I do know, however, that it costs more to fail than to keep on 
keeping on. There is a point in every relationship, career, project or 
goal where our resolve to go on is tested.  

Leaders realize that they have to break through this barrier before 
they can enjoy the real fruits of their labor. Quitters, on the other 
hand, give up at the first sign of resistance or adversity. LE

“Do not wait for leaders; do it alone, person by person.” Mother Teresa

Mastering Self Leadership
4 vital traits that lead to success
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People are the most important assets of an organisation. Succeed-
ing through the ‘Talent of People’ is one of the fundamental concepts 
of European Foundation for Quality Management (EFQM). However, 
an important point is that organisations need to nurture and create 
an environment which enables to free the talent of people and one 
of the ways is by empowering their employees.

But, how does an organisation go about putting employee empow-
erment into practice?

Employee empowerment is a radical change for organisations and 
the management of (any) change requires significant planning and 
a focused strategy. A CEO of a company who was applying for the 
EFQM Award said to me, ‘Is there a list of do’s and don’ts for em-
ployee empowerment?’

Having a list of do’s and don’ts in this respect will not be helpful, 
as there are several things that need to be considered before, during 
and after the implementation of employee empowerment. Of critical 
importance is knowledge and understanding and this should follow 
with an awareness of potential difficulties and problems that may arise 
when putting ‘employee empowerment’ into practice.

Based on my research findings and honest responses from leaders, 
senior management, middle management and non-management par-
ticipants, I have drawn up some important alerts which may be helpful 
for CEOs and Strategy Planners (Huq, 2010). Just sharing three points 
here that an organisation need to think about initially:

1. Acquire knowledge about employee empowerment. Ultimately, 
everybody in the organisation need to understand what employee 
empowerment is. However, the onus is on the CEO first to make sure 
that he/she has knowledge and understanding about this important 
policy that the organisation is about to implement.

This needs to be flagged up all the time – the importance of un-
derstanding what employee empowerment is.

Morrell and Wilkinson (2002) point out that, ‘The term (em-
powerment) is complex and subject to different interpretations. The 
implications of this are that it will not be perceived in the same way 
by different organisations, nor will people within the same organ-
isation think of empowerment in the same way’ (p.121). Related 
to this, (Conger and Kanungo, 1988: 471-472) caution that our 
understanding of employee empowerment is restricted in terms of 
both theory and practice.

Hence, it is absolutely necessary and for the benefit of CEOs, leaders 
and employees that there is an understanding of what employee is and 
there is an acceptance of this meaning. After all, how can employees 
be expected to behave or work in an empowered way, if neither 
employees nor employers know what employee empowerment is? 
Furthermore, what behaviours should be expected from employees 
and equally what behaviours should employees expect from their 
employers? These are essential aspects of employee empowerment 
that need to be understood.

2. Identify key people (from management and non-management 
positions) that need to be involved in the initial stages, sell the idea 

to them and get them on board.
3. Organize brain storming sessions with the above team and clarify 

what the organisation wants to achieve through employee empower-
ment and why. Questions for consideration may take the form of:
•	 Why is the organisation addressing employee empowerment?
•	 In what way will it benefit their organisation?
•	 In what way will it benefit their customers?
•	 What benefits would they like realized for their employees at 

all levels?
It is important to involve people from management and non-

management positions. This was a significant error on the part of one 
of my case study organisations, which had placed substantial invest-
ment in employees in management positions only. This created anger 
and annoyance amongst non-management people, many of whom 
refused to get on board, as they felt left out of the initial process. An 
important point often overlooked by leaders and managers is that if 
organisations need to employ agency workers they must value and 
include them as well in their employee empowerment practices accord-
ingly. These are some of the reasons why the psychology of employee 
empowerment is so important. 

So, with regards to do’s and don’ts:
•	 Do gather knowledge about employee empowerment
•	 Don’t do it if you don’t know it. LE

© Copyright Dr Rozana Ahmad Huq.  November, 2014.
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For years, leaders have asked me how to motivate people. Regard-
less of whether you’re talking about large teams or small teams, sales 
teams or project teams, the answer is the same. You can’t motivate 
people.

Motivation comes from within and people are either self-motivated 
or they’re not. It’s one of the main reasons that only a handful of 
people respond to sales promotions or contests. Only the people who 
are driven by money will respond, while the rest won’t.

The most effective means of spurring people on to better perfor-
mance and greater results is by inspiring them. In contrast to motiva-
tion, which comes from within, inspiration comes from others. The 
dictionary defines inspire as “To exert a stimulating or beneficial effect 
upon, or to arouse with a particular emotion.”

We – as leaders – inspire people by who we are, by what we do, or 
by what we did.

Why strive to be more inspiring?  Here are some notable benefits 
of being an inspiring leader:
•	 It elicits an emotional response
•	 It creates the desire to accomplish or achieve something
•	 It sparks the imagination as to what is possible
•	 It creates belief
•	 It creates enthusiasm
•	 It creates hope
•	 It creates admiration
•	 It creates respect
•	 It causes people to want to emulate us

When people are inspired, they aspire to reach new heights/goals 
and resolve to overcome obstacles, challenges and fears. They begin to 
dream bigger and regain hope that they can achieve those dreams. And 
when people are inspired by you, they make an effort to emulate you, 
they strive to be respected by you, and they are become willing to 
align themselves with your passion, vision, or cause.

As you can see, the impact of being inspiring is significant. Of 
course, the big question is how to become inspiring. What transforms 
a leader into an inspiring leader?  Here are five strategies for becom-
ing more inspiring:

1. Never miss the opportunity to share what you’re passionate 
about. People are attracted to and respond to leaders who are passion-
ate about something. When a leader is passionate, people will follow 
them and be inspired by them.

2. Use stories to make your point and paint a picture. People 
relate to stories and analogies, and when told effectively, will evoke 
an emotional response. Stories can be very inspiring.

3. Share past challenges that you’ve overcome. It doesn’t have 
to be a major life altering challenge; it can be any kind of physical, 
mental or emotional challenge you overcame which made a difference 
in your life. People are inspired by those who overcame adversity.

4. Set an example of high integrity. Do what you say you’re 
going to do. Show up on time. Return phone calls and emails. Finish 
projects on time or ahead of time. And don’t be afraid to let people 
know when you’ve gone out of your way to do what you said you 
would do. People are inspired by leaders who earn their trust and 
respect through their actions.

5. Let others know what matters to you. Become clear on the 
values that matter most to you. Reflect throughout the day as to whether 
your actions are in alignment with those values you say matter. Leaders 
who live their values inspire people. (Conversely, saying one thing but 
doing another is not very inspiring.)

 If you want to move your team into high gear, forget about trying to 
motivate them and instead, focus on becoming an inspiring leader. LE

From Leader To An Inspiring Leader
5 strategies

By Michael Beck

Michael Beck is the Founder and President of Michael Beck International – a 
leadership development and employee engagement consulting firm, headquar-
tered in Portland, OR.  He is passionate about helping leaders bring out the 
best in others, and utilizes executive coaching to improve their effectiveness, 
broaden their strategic thinking, and maintain their focus on execution.
Email mbeck@michaeljbeck.com 
Visit www.michaeljbeck.com 
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I had the pleasure of talking to three close friends today, all of 
whom are in big leadership roles, albeit in completely different situa-
tions – a large Fortune 500 organization, a smaller start-up company, 
and a non-profit. Interestingly, each of these separate conversations 
quickly turned to a discussion of how the leaders themselves were 
feeling about their companies, their own roles, and the difficulty of 
leading in this economic downturn.

A common theme from the calls was how challenging it is to lead 
with optimism and enthusiasm when you yourself are worried, stressing 
over reduced budgets and resources, or just plain “not having much 
fun.” What is a leader to do? Are there any tips to putting a smile on 
your face and keeping your chin up as a leader?  Without pretending 
to have the answers to any specific situation, here are some generic 
suggestions:

Be self-conscious about your behavior. You’re right to be focused 
on this. Employees watch your every move – you’re always on stage 
as a leader, and you have to aware of the image and attitude you’re 
projecting. In tough times, it’s especially important to be upbeat and 
bring lots of positive energy to the office every day. Every day before 
you step out of the car, remind yourself that you’re a role model – tell 
yourself: “I need to set a positive example today.”

Be realistic. If you go all Pollyanna on your team, you’ll lose cred-
ibility. Tell it straight, but be a “glass ¾ full” leader – acknowledge the 
challenges, but look on the bright side and focus your team on better 
days ahead. You can balance the two – just focus on communications 
more than normal in these crazy times.

Seek answers. This is the time for you to be really plugged into 
what’s happening in the company. Attend every meeting. Read every 
briefing. Don’t put your head in the sand – get involved, and get 
active. You want as much information as you can get right now. Be a 
sponge – make it your job to learn what’s going on with your industry, 
competitors, and your own company’s strategy, product launches, etc. 
Then share that information with the team.

Commit yourself to your team. If you can’t get excited about the 
company or the job, bring your A game to work every day for your 
direct reports and their teams. They work hard for you – you owe it 
to them. In the end, whether you stay or go, you’ll want to leave a 
legacy of being a positive influence in their lives.

Find a trusted peer and vent periodically. Talking about your 
feelings is healthy; find someone you can trust at work (generally a 
peer) and share your thoughts and concerns. Make a pact to lean on 
each other until things improve. Keep it behind closed doors though 
– don’t project worry in the hallways or at lunch where big ears might 
be listening. It’s natural to have a few down weeks throughout the 
year – no matter who you are. Don’t beat yourself up too bad if you’re 
feeling a bit low these days. If your company is sound, it’ll come around, 
and there will be a lot of opportunities ahead. If it’s not, and you’re 
just miserable, make a decision to start looking for greener pastures. 
That said, you have a professional and ethical obligation to do your 
best for whoever’s writing your paycheck. Hang in there – and be the 
mature, professional leader that you are. As long as you’re playing for 
your current team, give them everything you’ve got. You’ll be proud 
of yourself when things finally turn around, or if you do move on to 
your next career adventure. LE

How To Lead Yourself
Some generic suggestions

By Steve Arneson

Steve Arneson founded Arneson Leadership Consulting in 2007 to provide 
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proach to leadership development. From 2008 to 2013, he was named one of 
America’s Top leadership consultants and one of the country’s Top executive 
coaches by Leadership Excellence magazine. Dr. Arneson speaks regularly 
on the topic of leadership to corporate and conference audiences, writes a 
monthly leadership blog for the Conference Board, and is the author of the 
best-selling books Bootstrap Leadership and What Your Boss Really Wants from 
You. 
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I have been increasingly struck by the importance of leaders in 
organisations creating an environment that maximises the energy of 
employees. Recently, I began to see the difference between leaders, 
cultures and business practices that inspire energy in people and those 
that drain it.

Most of the history of management theory and practice has been 
about adopting a technical, analytical approach in which the role of 
the so-called soft factors like emotions and feelings has largely been 
ignored. Similarly, whilst energy is frequently talked about, it has 
received little attention in the curriculum of skills conventionally 
prescribed. That trend, however, is now being reversed, with both 
academics and managers recognising that soft skills have an important 
impact and that emotions make much of the difference in business 
performance. 

It seems to me that understanding what inspires energy and what 
drains it is possibly the most important and least talked about role of 
the leader since, we’d argue, the point of leadership is to ensure that a 
company’s purpose and strategy capture people’s imagination, emotion 
and excitement, engage their cognitive capacities and inspire them 
to take action. In essence, it’s all about generating an environment 
with a sense of genuine purpose, an environment that unleashes and 
focuses energy that will in turn make for maximum productivity, 
engagement and wellbeing. 

From the perspective of the brain, people seem to be energised when 
you have a clear purpose and the ability to achieve their goals and 
when there is a sense of strong connection between people.
Leaders Creating Energy

Energy is not just about the observable behaviour between people in 
an isolated context. It depends on the characteristics of the individuals 
involved and the relationship between them. In similar discussions a 
person may very well be energised by the vision of someone known 
for their integrity but de-energised by another, who is inconsistent or 
sends conflicting signals about their trustworthiness.

Second, energy is created in conversations that balance several 
dimensions, as listed below. 

A compelling purpose: People are energised by conversations 
with others when a clear, shared purpose is created, such as when 
people define why they will pursue certain actions, the way the team 
will work, the goals they will pursue and how any difficulties will be 
handled. Energy is not usually generated and may even dissipate in 
conversations about current or past problems.

The purpose needs also to be well defined and the direction to achieve 
it clear. Clients we talk to say consistently that, conversations about 
unrealistic projects or where goals are unclear were draining and that 
they left these meetings either annoyed that they had wasted their time 
or concerned about how to do the work. What people are indicating 

Is Your Leadership Style Creating 
Energy?
The benefits of being an energiser

By Jan Hills
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here is a concern about certainty in the CORE model. CORE 
stands for Certainty, Options, Reputation and Equity and these are the 
elements which create a sense of threat or reward in social situations 
like work. A clear purpose and steps to achieve it provides certainty 
for people and a good dose of dopamine in the brain.

A leader’s ability to create a clear purpose is a consistent differen-
tiator between energisers and de-energisers. Energisers see realistic 
possibilities; de-energisers see roadblocks and obstacles. 

Making a contribution: People are energised by interactions in 
which they can make a meaningful contribution. Energising leaders 
create these kinds of conversation, getting others involved in finding 
a solution no matter how expert they are. De-energisers either don’t 
create the space for others to contribute or signal that they don’t value 
their contributions. Effective contributions need to be acknowledged 
and ineffective ones handled in a way that doesn’t threaten the person’s 
sense of options and reputation as described in the CORE model. This 
can be a particular problem for people with a great deal of expertise 
and who may find it hard to hold back and allow others to contribute.

Emotional engagement: People are energised when they’re emotion-
ally engaged. Body language plays an important role in this. If leaders 
display a lack of attention (like looking at their phone) or attempt to 
do more than one thing at a time, it can send signals that dissipate 
energy. Equally subtle cues can increase energy, however, such as being 
animated and giving undivided attention. Full engagement like this 
can be tiring, though, so energisers are also good at using humour 
and mental breaks to help others stay energised. 

Progress towards goals: People are energised when they get rec-
ognition for progress towards their goals.1 Research2 by Cross, Baker 
and Parker found that energisers are goal driven but also open and 
flexible about how they attain those goals. 

In contrast, de-energisers may have a goal in mind but a preconceived 
plan of how to get there that they attempt to impose on everyone else. 
We see this happen more frequently than many leaders might think. 
Often overloaded with problems, they come into meetings with a ‘fix 
it’ mentality and think they are putting out a fire. What they miss is 
the devastating effect on energy that the exclusive focus on problems 
and their own favoured solutions can have.

De-energisers can also wipe out a sense of progress by being too un-
focused - by constantly bringing up problems to the extent that no one 
understands which direction to take. People feel more certain when 
they know what steps they need to take and the options they have, 
and both of these activate the brain’s reward networks.

Positive emotions: People are energised by positive emotions such as 
hope and excitement. Hope, for instance, reflects the fact that people 
believe that the objective is worthwhile and can be attained; they get 
excited about the possibilities and stop looking for the pitfalls.

Energisers have two characteristics that influence people’s willingness 
to hope. They are direct and straightforward in how they speak, even 
when the message is not good, and they display integrity - there’s no 
mismatch between their words and their actions. Cross et al said they 
frequently heard in the course of their interviews about de-energisers 
who dashed hopes; energy was depleted because people did not meet 
their commitments. 
The Benefits of Being an Energiser

The same research by Cross et al also linked those who energise 
others with higher performance. 

These energisers are more likely to have their ideas considered and 

put into action. They motivate others to collaborate better within 
an organisation and also with clients, who as often as not make the 
decisions about who to work with or what products to purchase based 
on the levels of energy they perceive.

The researchers found that people will also engage more fully with 
an energiser, giving undivided attention in a meeting or problem-
solving session. People are also more likely to give discretionary time 
to an energiser’s ideas or projects. For example, people working with 
an energiser will spend time reflecting on a problem outside of office 
hours and they’ll make additional efforts to solve issues and / or work 
with others to do this.

Energisers also attract the commitment of other high performers; 
people deliberately position themselves to work for them. And not 
only are energisers better performers themselves, people who are well 
connected to an energiser are also better performers. Thus a single 
energiser can cause positive networks or clusters of energisers to spring 
up quite naturally.

Interestingly, Cross and his colleagues also found that energisers affect 
what individuals and networks as a whole learn over time. People rely 
on their networks for information to get their work done, and they 
are much more likely to seek information and learn from energisers 
than from de-energisers. The flip side of this is that the expertise of 
de-energisers is underused, no matter how relevant it is.

De-energisers, who may have exceptional and wide-ranging expertise 
but find it difficult to modify their behaviour to keep the organisa-
tion running smoothly, tend to persist in unconstructive approaches 
when they’re bypassed like this. For example, they might cause more 
problems because they don’t feel they’re being listened to or perhaps 
they’ll keep pushing the same advice (only more forcefully) rather 
than trying different ways to engage their colleagues constructively.

The researchers summarised their findings by saying that energy 
does indeed have a substantial and predictable effect on performance 
and innovation in organisations. 

So be honest with yourself on how much does your leadership style 
energise or de-energise and if you are generally an energiser (as I am 
sure you are) what are the triggers that you need to watch for that 
might tip you into the de-energiser behaviours? LE
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In today’s dynamic environment, it is essential that organizations 
find ways to remain competitive, and an increased focus on engaging 
and inspiring employees to be more creative and innovative for the 
benefit of the firm is a necessity. Doug Conant, a former CEO of 
Campbell Soup Company, once said that “to win in the marketplace 
you must first win in the workplace”. 

Even a recent Gallup firm affirmed that only 13 percent of all 
employees are highly engaged, and 26% are actively disengaged. It 
is imperative for organizational leaders to adopt effective human 
resource practices and play a greater role in engaging employees, and 
motivating them to self-actualize within the company. This focus on 
the employees will play a role in them going above and beyond for 
the firm to ensure its survival. 

Human Resource Leadership can be defined as an employee-centric 
philosophy and set of practices that engage employees, and inspire 
them to reach their full potential within the workplace. Increasing 
the engagement of employees may lead to more innovation and 
productivity in the firm due to the employees increased confidence 
in their ability to problem-solve and innovate on behalf of their 
company. Organizations that embody this philosophy place 
employees first, and find creative ways to demonstrate to their 
workforce that they indeed value what they bring to the table. Some 
of the effective practices that should be adopted by companies to 
promote a philosophy of Human Resource Leadership are:
1. Help Employees Self-Actualize

One of the best ways to show your employees that you truly 
value them is to help them reach their full potential within the 
organization. Firms must embody the elements of a learning 
organization, providing opportunities for their employees to acquire 
knowledge and skills, as well as enabling them to attain greater roles 
and responsibilities within the company, so they can develop into 
organizational leaders. For example, Apple is consistently ranked 
as one of the best places to work because employees consider it a 
place that has opportunities for advancement. Organizations that are 
focused on promoting a philosophy of Human Resource Leadership 
must find progressive ways to help employees self-actualize within 
the workplace.
2. Provide the Necessary Tools 

It is imperative that organizations invest in their employees. Apart 
from the supply of opportunities to self-actualize, another essential 
means of showing support is the provision of necessary tools to 
facilitate performance that not only meets but exceeds expectations. 
In order to promote a philosophy of Human Resource Leadership 
with the goal of creating a more engaged and innovative workplace, 
employees must be given the right amount of PIRK: Power (i.e. 
providing employees with enough authority to make work-related 
decisions), Information (i.e. timely access to relevant information), 
Rewards (i.e. providing intrinsic and extrinsic incentives for task 
performance as well as extra-role activities), and Knowledge (i.e. 
providing training and development opportunities).
3. Adopt an Ethic of Care Approach

Organizations that believe in a philosophy of Human Resource 
Leadership are authentic in demonstrating how much they truly 
care for the welfare of all employees. Caring requires consideration 

and concern for others’ needs, the acceptance of the burden of 
these needs, the ability to meet these needs, and a readiness to 
consider others’ positions as they express it and to be engaged from 
their standpoints. For example, an issue that some progressive 
organizations are focused on addressing is work-life balance; a firm 
that truly cares about its employees will ensure that there are policies 
and programs in place to allow employees to have flexible schedules, 
increased maternity and paternity leave, wellness programs and 
other initiatives to ensure that their employees are physically and 
psychologically healthy. Looking after the welfare of your employees 
is the ethical thing to do.
4. Assess, Challenge and Support Employees

Organizations need to assess, challenge, and support employees in 
order to get and keep them engaged, and to assist them in reaching 
their full potential. The Center for Creative Leadership believes this 
is the key to leadership development, and we believe this can play 
a role in ensuring that all employees are given the opportunity to 
discover areas where there is room for improvement, and determine 
ways to attain the knowledge skills, and abilities required to progress 
within the firm. Assess: Firms should consider evaluating potential 
and current employees to ascertain their potential for roles with 
increasing responsibilities. Challenge: Employees who want to 
take on greater responsibilities should be given the opportunity to 
take on challenging work assignments beyond their current job to 
demonstrate that they indeed have the potential to advance within 
the firm. Support: Organizations should provide mentors, and other 
resources to ensure that employees are getting the necessary support 
to advance within the company.

Organizations that promote a philosophy of Human Resource 
Leadership send a very clear message to their workforce that they and 
their contributions are truly valued. Employees that feel considered 
are more engaged, and tend to go beyond the call of duty for their 
organizations. By adopting this employee-centric approach, firms 
will be poised to be more competitive in the global marketplace. LE

Fostering A Philosophy Of 
HR Leadership
4 effective practices

By Dr. Leon C. Prieto and Dr. Simone T. A. Phipps 

Leadership Excellence Essentials presented by HR.com | 02.2016

Dr. Leon C. Prieto is an Assistant Professor of Management in Clayton 
State University’s College of Business, where his teaching focuses on Human 
Resources, Organizational Behavior, Entrepreneurship and other management 
related topics. His research focuses on management & labor history, human 
resources, and social entrepreneurship.
Email leoncprieto@gmail.com

Dr. Simone T. A. Phipps is an Assistant Professor of Management in the 
School of Business at Middle Georgia State University, where she teaches 
Organizational Behavior, Entrepreneurship, Principles of Management and 
Human Resource Management. Her teaching interests also include Leader-
ship. Her research interests are management and labor history, entrepreneur-
ship, leadership, and creativity.
Email simonephipps@gmail.com

45

Would like to Comment? Please Click Here.

www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main
mailto:leoncprieto@gmail.com
mailto:simonephipps@gmail.com
http://web.hr.com/n0huy


PHR 
•	60	General	Recertification		
	 Credits	

Maximum of 20 Webcast Credits. 
Unlimited eLearning Credits.

GET STARTED AT:
www.hr.com/recertification

RECERTIFICATION PROGRAM

•	 Unlimited	eLearning	Credits
•	 Unlimited	Webcasts
•	 Unlimited	Virtual	Conferences
•	 Credits	per	Webcast:
	 -	HRCI		/	eLearning	Credit
	 -	IHR	Credit
	 -	WorldatWork	Credit

Get Completely
Recertified For

$250

OUR	PROGRAM	INCLUDES:

 
•	5000	On-Demand	HR	Webinars
•	1200	+	eLearning	Credits
•	130	+	Strategic	Credits	(SPHR)
•	40	+	Global	Credits	(GPHR) 
•	50	+	California	Credits	(PHR-CA,	SPHR-CA)

HRCI
RECERTIFICATION
TRAINING 2016

GPHR 
•	15	International	Recert	Credits
•	45	General

		
Maximum of 20 Webcast Credits.
Unlimited eLearning Credits.

SPHR 
•	15	Strategic	Business	
	 Management	Recertification		
	 Credits
•	45	General	Recertification		
	 Credits

Maximum of 20 Webcast Credits.
Unlimited eLearning Credits.

http://web.hr.com/m8jw


1 UCLA Extension Human Resources Management Certificate

2 University of Alabama in Huntsville Certificate in Human Resource Management

3 Colorado State University Human Resource Management - Online Certificate

4 Brandman University Graduate Certificate in Human Resources Management

5 Ryerson University Human Resource Management - Certificate

6 University of South Carolina Business Certificate in Human Resources

7 Eastern Michigan University Graduate Certificate in Human Resources Management,

8 University of Virginia Certificate in Human Resource Management 

9 Nova Southeastern University Human Resource Management

10 Emory University Essentials of Human Resources Management Certificate

1 Seton Hall University Leadership Development Program

2 Utah Valley University The LEAD Program

3 Purdue University John R Wooden Leadership Institute

4 Rider University Leadership Development Program

5 Liautaud Institute, University of Illinois SEMCO Group Training

6 Carleton University Management Certificate for Women (MCW)

7 University of Central Oklahoma Leadership UCO

8 University of Tennessee V.O.L.S. Lead (Volunteer Online Leadership Studies)

9
University of Utah - David Eccles School of 
Business

Leadership and Management Certificate

10 Fielding Graduate University Organizational Development and Leadership Certificate

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

Certificate Program With Emphasis on HR - Top 10

LEADERSHIP EXCELLENCE 
AWARD WINNERS 2016
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1 University of Winnipeg Human Resource Management Diploma

2 McGill University Human Resource Management Diploma

3 Humber College Human Resource Management Diploma

4 Georgia Piedmont Technical College Human Resource Management Diploma

5 Western Iowa Tech Community College Human Resources Diploma

6 Northern Alberta Institute of Technology Human Resource Management Diploma

7 British Columbia Institute of Technology Human Resource Management Diploma 

8 Seneca College Human Resource Management Diploma

9 Durham College Human Resource Management Diploma

10 Camosun College Human Resource Management Diploma

1 Oxford University - Said Business School The Oxford Diploma In Organizational Leadership

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

3 Fanshawe College Leadership and Management 

4 Institute of Leadership and Management Level 5 Leadership

5 York University Schulich School of Business Social Sector Management Program  (formerly known as Non-Profit 
Management & Leadership)

6 Singapore Workforce Development Agency Leadership and People Management

7 Open Colleges Diploma of Leadership and Management

8 Centennial College Leadership and Management 

9 University of California, Berkeley Extension Leading Organizational Change

10 Royal Roads University Educational Leadership and Management 

Diploma Program With Emphasis on Leadership / Organizational Development - Top 10

Diploma Program with Emphasis on HR - Top 10

LEADERSHIP EXCELLENCE 
AWARD WINNERS 2016

For more information email sales@hr.com | www.LEAD2017.com
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Degree Program With Emphasis on Leadership Development/Organizational Development - Top 10

1 Saint Joseph's University Managing Human Capital Major

2 Cornell University ILR School - HR Management

3 York University School of HR Management 

4 San Diego State University B.S. in Business Administration – Human Resource Management

5 Florida State University HR Management Major

6 University of Toronto Management and Human Resources

7 Rowan University Bachelor of Science in Human Resources Management

8 Ottawa University Bachelor of Science in Human Resources

9 University of Michigan Bachelor of Business Administration in Human Resources 
Management

10 Auburn University Bachelor of Science in Business Administration -Human Resources 
Management

1 Vanderbilt University Human and Organizational Development - Leadership and 
Organizational Effectiveness

2 University of Delaware Organizational & Community Leadership Program

3 University of Alberta Peter Lougheed Leadership College

4
School of Business and Economics at  
Lynchburg College

SOBE Leadership Development Institute

5 University of Denver Leadership and Organizations

6 New York University - Paul McGhee Division B.S. in Leadership and Management Studies

7 Northwestern - School of Professional Studies Organization Behavior: Business Leadership

8 Colorado State University Organizational Leadership - President's Leadership Program

9 Penn State Online Bachelor of Arts in Organizational Leadership

10 Hofstra University Higher Education Leadership and Policy Studies

Degree Program With Emphasis on HR - Winners - Top 10

LEADERSHIP EXCELLENCE 
AWARD WINNERS 2016

For more information email sales@hr.com | www.LEAD2017.com
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Master Program with Emphasis on Leadership/Organizational Development - Top 10

1 Saint Joseph's University Masters of Science in Managing Human Capital

2 Florida International University Master of Science in Human Resource Management

3 University of Tennessee Master of Science in Human Resource Management

4 University of North Texas MBA - Organizational behavior and human resource management

5 New York Institute of Technology Master of Science in Human Resource Management

6 Mercy College Master of Science in Human Resource Management

7 University of Bridgeport Master of Business Administration with a concentration in Human 
Resources Management

8 Eastern Michigan University Master of Science in Human Resources Management

9
Clemson University - Eugene Moore School of 
Education

Master of Human Resource Development

10
University of Cincinnati / Carl A. Linder College 
of Business

Master of Human Resources

1 Rollins College Center For Leadership Development

2 Michigan State University Online Masters Leadership Degree 

3
The Center for Leadership Development at 
Montclair State University

The Center for Leadership Development

4
Arizona State University School Of Global 
Management And Leadership

Master of Applied Leadership and Management

5 Walden University Master Public Administration (MPA) - Global Leadership

6
University of North Texas - Toulouse Graduate 
School

Master Educational Leadership Degree

7 Colorado State University Online Master of Leadership Program

8 Fordham University, Gabelli School Of Business MS in Non-Profit Leadership

9 University Of Nevada - Las Vegas (UNLV) Master of Arts - Urban Leadership

10 Northwood University Master in Organizational Leadership (MSOL)

Masters Program With Emphasis on HR - Top 10

LEADERSHIP EXCELLENCE 
AWARD WINNERS 2016

For more information email sales@hr.com | www.LEAD2017.com
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1 Cornell University Ph.D- Human Resource Management

2 York University Ph.D- Human Resource Management

3 Walden University Ph.D- Human Resource Management

4 University of Illinois Ph.D- Human Resource Management

5 Wisconsin University Management and Human Resources 

6 Barry University Education Doctorate in Organizational Learning and Leadership 
with a Specialization in Human Resource Development

7 UCLA Ph.D- Human Resource Management

8
Sauder School of Business - University of British 
Columbia

Ph.D- Human Resource Management

9
Rotman School of Business - University of 
Toronto

Organizational Behaviour and Human Resource Management

10 Northcentral University PhD in Business Administration - Human Resources Management

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

1 Pepperdine University Educational Doctorate in Organizational Leadership, Graduate School 
of Education and Psychology, Pepperdine University

2 Fielding Graduate University PhD in Educational Leadership for Change

3 Chicago School of Professional Psychology PhD in Organizational Leadership

4 Northcentral University Doctor of Business Admin. Organizational Leadership

5 Benedictine University Driven Leadership

6 Fordham University Urban Leadership (Doctoral Program)

7 Aurora University Leadership in Instruction

8 Pepperdine University Leadership and Organizational Change

9 Bethel University Doctor of Leadership

10 Concordia University Chicago PhD in Organizational Leadership

This category recognizes educational institutions that are committed to developing leaders across the HR 
and Leadership / Organizational Development disciplines.

PhD Program With Emphasis on HR - Top 10
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1 McGill University Continuing Education - Certificate in Human Resources 
Management

2
Ryerson University - The Chang School of 
Business

Continuing Education - Certificate in Human Resources 
Management

3
Michigan State - School of Human Resources 
and Labor Relations

HR Executive Education Master of Human Resources and
Labor Relations

4 University of Calgary Continuing Education - Human Resource Management Certificate

5 Management Concepts Human Resources

6 Schulich School of Business, York University Human Resources Courses | Executive Education

7 University of Nevada, Reno Human Resources Management Courses and Certificate Program

8
Edmonton Public Schools - Metro Continuing 
Education

Empowering People for Organizational Success

9
McMaster University - DeGroote School 
of Business

Human Resource Management

10 Royal Roads University Graduate Certificate in Strategic Human Resources Management

1 West Virginia University Mountaineer Leadership Academy

2 Florida International University Center for Leadership MDCPS Leadership Development Program

3 North Carolina State University Food Systems Leadership Institute

4 Texas Comptroller of Public Accounts Leadership Academy

5 NorthWest Arkansas Community College (NWACC) Leadership NWACC

6 University of Washington
Leadership Preparation -
Leadership for Learning Program

7 Baldrige Performance Excellence Program Baldrige Performance Excellence Program

8 Tennessee Tech University Instructional Leadership

9 University of Wisconsin Adult & Continuing Education Leadership

10 University of South Carolina Higher Education and Student Affairs, M.Ed.

HR Custom Content Programming - Continuing Education -  Emphasis on Leadership / OD Top 
Development - Top 10

HR Custom Content Programming - Continuing Education - Emphasis HR  - Top 10

LEADERSHIP EXCELLENCE 
AWARD WINNERS 2016
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1 Hindustan Petroleum Corporation Limited Ji Haan Samarth & Samvad

2 HR Partner Leadership 21

3 IBM IBM Leadership Training

4 Crestcom International LLC Bullet Proof Manager

5 Student Shelter In Computers Entrepreneur Leadership

6 Grovo Grovo Library

7 Kovarus Kovarus Leadership Training

8 Syscom Inc. Leadership Training

9 Verizon Services Corporation Leadership Training

10 Intel Accelerated Leadership Program

Best 3rd Party Channel Partner Customer Service Program - Top 10

This award recognizes organizations that have built effective leadership training for third party 
organizations such as Channel Partners / Value Added Resellers or Clients  

1
Florida International University Center  
for Leadership

Executive Leadership Development

2 NC State University Food Systems Leadership Institute In The College Of Agriculture & 
Life Sciences

3
Carnegie Bosch Institute at Carnegie  
Mellon University

Global Leadership Executive Program

4
Madinah Institute  For Leadership And 
Entrepreneurship

Program for Advanced Leadership and Management (PALM)

5 Centre for Creative Leadership Leadership Development Program (LDP)®

6 Babson College Woman’s Leadership Program - Center for Women’s Entrepreneurial 
Leadership

7 Student Shelter In Computers Developing a leadership mindset

8 Boston University Not For Profit Management- Leadership Program

9 University of North Georgia Leadership & Supervision Master Certificate

10 Wharton University Open Enrollment Studies For Individuals - The Leadership Edge 
Program

Open Enrollment - Continuing Education With An Emphasis in Leadership - Top 10
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1
University of Washington - Professional and 
Organizational Development

Strategic Leadership Program

2
PricewaterhouseCoopers LLC in collaboration 
with The Leadership Circle

Genesis Park

3 MWH Global Inspirational Leadership

4 iQor iQor University

5 Goodwill Industries International Inc Goodwill Industries Executive Development Program

6 Hilton Hotels Corporation Hilton Worldwide University- Leadership College

7 Borton Lawson Borton Lawson Leadership Development Institute

8 Personnel Board of Jefferson County The Spark Learning Center

9 Harris County Auditor's Office HC Auditors University 

10 Microsoft Microsoft Corporate University

1 iQor iQor University

2 NatureSweet Unleashing The Power of People - U PoP

3 Regional Steel Products, Inc. Quality Control Program

4 360incentives REACH Training

5 First Credit Union Leadership Development

6 Isle of Capri Casino & Hotel Supervisory Toolkit Training

7 Verizon Services Corp Leadership Development Programs

8 Accenture Leadership Training

9 Fujitsu America, Inc. Leadership Training

10 Unisys Corporation Unisys University

Best Customer Service Leadership Program - Top 10 

This award recognizes organizations for excellence in leadership development through a formal 
Corporate University program.

This award recognizes organizations that have built effective leadership training for leaders in customer 
service, call center, and client-facing roles. 

Best Corporate University - Top 10
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1
PricewaterhouseCoopers LLC in collaboration 
with The Leadership Circle

Genesis Park

2 Hilton Hotels & Resorts Hilton Executive Roundtable™ By Bixler Consulting Group 

3 Dogeared LEAD Training, Executive Coaching, Professional Development Plan

4 Zenger Folkman The Extraordinary Coach

5 Full Circle Group in collaboration with Honda Leader Advancement Mentor Program

6
Sysco Corporation in collaboration with 
Newberry Executive Solutions

WOW! Women On the Way to Peak Performance Program

7 Massachusetts Institute of Technology Leader to Leader

8 EXCELERANT Executive Coaching

9 RV Rhodes Aspiring Executives

10 BuzzFeed The Big Shift

11 Physician Leadership Institute Physician Leadership Fellowship

12 LeaderSource SGA Building Healthy Leaders

13 Adler University Masters of Arts in Organizational Psychology

14 People G2 OC HR Summit

15 Align4Profit CoachQuest Leader-As-Coach

16 CRG Consulting Resource Group International, Inc CRG's Assessment Systems Certification Workshop

17 Applied Leadership Seminars Applied Leadership Development

18 Creative Energy Options Inc. Total Leadership Connections

19 County of Riverside HR COR Learning Division COR Learning Organizational Development

20 The L Group Inc. Stick With It - Mastering the Art of Adherence

21 Everwise Everwise

22 LIDA360 Power of Your Personal Brand – Helping military veterans transition to 
successful and meaningful civilian careers

23 Institute for Health and Human Potential Performing Under Pressure: The Science of Emotional Intelligence 
program

24 Vanderbilt University Vanderbilt University Owen Graduate School of Management

25 Queen's University Executive Coaching Service

This award recognizes excellence in Executive Coaching programs.

Best Executive Coaching - Top 25
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1 Fidelity Investments Global Leadership Talent Program

2 Zenger Folkman The Extraordinary Leader

3 Arthur J Gallagher and Company Breakthrough Leadership Program

4 Hilton Hotels & Resorts Hilton Executive Roundtable™ By Bixler Consulting Group

5 DDI Business Impact Leadership® (BIL)

6 Ameritas Life Insurance Corp Executive Leadership Development

7 Korn Ferry Executive to Leader Institute

8 Powers Resource Center, LLC IMM LEAD Program (Leadership, exploration and Development)

9 Honda in collaboration with Full Circle Group            Honda Leadership Summit and Leading on Purpose Category 

10 Stantec Consulting Ltd Leadership Development Program

11 Vital Smarts Influencer Training™

12 Virginia Department of Transportation VDOT LEAD Leadership Development and Enhancement

13 Massachusetts Institute of Technology Leader to Leader

14 Personnel Board of Jefferson County MPACT Program

15 Avnet, Inc. LEAP - Leadership Executive Acceleration Program

16 Coast Capital Savings Leaders Who Inspire Development Program

17 Old National Bank ONB Executive Leadership Program

18 Senior Lifestyle Corporation Senior Lifestyle Annual Leadership Conference

19 Crestcom International LLC Bullet Proof Manager

20 The Executive Roundtable Roundtable for Leaders

21 Level 3 Communications Level 3 Executive Education Program

22 Verus Global Pathways to Leadership

23 The L Group Inc. Stick With It - Mastering the Art of Adherence

24 Institute For Health and Human Potential Performing Under Pressure: Doing Your Best when It Matters Most

25 Gables Residential Gables Leadership Institute

This award recognizes organizations that build leadership strength at the top of the organization through 
the continued development of its existing senior leaders.

Best Experienced/Senior Leaders Program - Top 25

LEADERSHIP EXCELLENCE 
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1 Ceridian Leadership@Ceridian

2 Cisco Human Resources Leadership Program

3 Southwest Airlines Emerging Leadership Development Program

4 Direct Energy Home Services Success Academy - General Manager Boot Camp

5 Genpact WAVE

6 iQor iQor's Proprietary Employee Development & Qoaching Module

7 The Hartford Leadership Foundations

8 PSEG Empowering Leadership

9 Harvard Business Publishing New Leader Program

10 HSBC Taiwan Leadership

11 Stantec Consulting Leadership Development Program

12 Seton Healthcare Family Emerging Leader Program (ELP)

13 NB Power Management Development Program

14 Riverside Health System Riverside Emerging Leaders Academy

15 JP Morgan Chase and Co In Store Manager Development Program

This award recognizes organizations that do an outstanding job developing successful first 
time managers.

Best First Time Manager Program - Top 15
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1 PricewaterhouseCoopers LLC In Collaboration With 
The Leadership Circle

PwC Global Financial Services Future Leaders Programme (FSFL)

2 Zenger Folkman The Extraordinary Leader

3 Dell Global Marketing Rotation Program

4 Bristow Group, Inc. Management & Leadership Development Team Programs

5 Arthur J Gallagher and Company Breakthrough Leadership Program

6 NatureSweet Unleashing the Power of People - U PoP

7 Sonoma Leadership Systems Leading Global Provider: The Leadership Challenge ® Workshop

8 FranklinCovey Co. The 7 Habits of Highly Effective People: Signature  
Edition 4.0

9 MWH Global Inc. Inspirational Leadership

10 VMware Genius Maker

11 Thomson Reuters Leadership Program for Women

12 Flight Centre Travel Group Leadership Academy

13 Avnet, Inc LEAP - Leadership Executive Acceleration Program

14 Korn Ferry Executive to Leader Institute

15 Verus Global Pathways to Leadership

16 Halogen Software Halogen Software Leadership Development Program

17 Stantec Consulting Leadership Development Program

18 LeaderSource SGA Building Healthy Leaders

19 BHP Billiton HR Business Partner Capability Workshop

20 Laird Essentials of Leadership

21 Wilson HCG Leadership Exploration and Development

22 Electronic Arts Leadology Manager Experience

23 Tate & Lyle Management Essentials

24 Leadership Management International Inc. The Total Leader 

25 Global Leadership Institute, Boston College Global Leadership Development

This award recognizes leadership programs that have been deployed globally (defined as three or more 
countries) that have consistently impacted leadership skill on a global scale within a given year.

Best Global/International Leadership Program - Top 25

LEADERSHIP EXCELLENCE 
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1 Humana Inc Development Acceleration Program

2 PSEG GROW

3 Sysco Corporation in collaboration with Newberry 
Executive Solutions

WOW! Women On the Way to Peak Performance Program

4 Halogen Software Halogen Software Leadership Development Program

5 Academy Women Veteran and Military Spouse eMentor

6 Business Solver Professional Development Program

7 NetApp Net App Learning Circles

8 Xerox LEAD High Potential Mentoring Program

9 The Executive Roundtable Roundtable for Leaders

10 Veterans Affairs Acquisition Academy
VA Acquisition Academy Cohort Programs: Warriors to Workforce 
Program, Acquisition Intern Program, and Project Management 
Fellows Program

This award recognizes employers utilizing Mentors in the development of their leaders.

1 Arthur J Gallagher and Company Breakthrough Leadership Program

2 CUNA Brokerage Services Performance Coaching

3 Aslan Training - Sales Leadership Training Professional Sales Coaching & Leadership

4 Carew International - Excellence In Sales 
Leadership

Sales Management and Leadership Development Programs

5 Brooks Group - SmartCoach SmartCoach: The Brooks Group’s Sales Training Methodology: 4D

Best Sales/Leadership Program (non-store / restaurant) - Top 5

This award recognizes organizations that have developed effective leadership training for sales leaders 
who do not work in a retail, restaurant or casual dining industry.

Best Mentoring Program - Top 10
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1 Ted’s Montana Grill (CD2 Learning) CD2 Learning Leadership Development

2 Walgreens Co. The Walgreens Retail Management Training Program

3 Best Buy Co., Inc. Virtual Development Program

4 Sears Holdings Corporation Leadership Training

5 TJX COMPANIES Management Development Program

6 Rite Aid Corporation Management Training Program

7 Apple Inc. Apple Certified Trainer Program

8 Nordstrom Inc. Nordstrom Values Mentoring Programs

9 McDonald's Corporation World-Class Leadership Development & Hamburger University - 
McDonald’s Center of Training Excellence

10 J.C. Penney Corporation, Inc. Management Training

1 Ingersoll Rand CSI Engaging Your Employees

2 The Secretan Center Inc. The Secretan Center Inc.

3 Career Systems International Solutions Based Coaching 

4 Wiley The Leadership Challenge®

5 The Gamechanger The Gamechanger Subscription - 20 minute success kit

6
CRG Consulting Resource Group 
International, Inc

CRG's Assessment Systems Certification Workshop

7 LeaderSource SGA Building Healthy Leaders

8 Crestcom International LLC Bullet Proof Manager

9 The Ken Blanchard Companies Executive Development, Leading Whole Organizations 

10 VitalSmarts Influencer Training™ 

Best Train the Trainer Program - Top 10 

This award recognizes organizations that have utilized the train the trainer model to scale leadership 
development programs across their organization. 

This award recognizes organizations that have built effective leadership training for sales leaders who 
work in a retail, restaurant or casual dining industry.

Best Store/Restaurant Management Program - Top 10 
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1 Dimension Data Dimension Data Leadership Development Program [LDP]

2 Sikich LLP Sikich University LMS Utilization

3 Direct Energy Home Service - Nominated by 
Clockwork Home Services in Florida

Success Academy Online

4 Cardinal Health myLearning

5 AlliedBarton Security Services AlliedBarton Academy: GREAT Start Onboarding

6 Walgreens CSOD 

7 Intuit QuickBase 

8 Air Canada On-The-Fly in collaboration with Saba

9 McAfee SumTotal Talent Explansion in collaboration with Skillsoft 

10 NASA SATERN in collaboration with SAP 

11 Yum! brands Yum! Learning Zone in collaboration with Saba

12 AAA Net Dimensions 

13 Scotiabank My Learning Centre (MLC) in collaboration with Saba

14 Capgemini RIGHTSHORE in collaboration with Skillsoft

15 Conagra SuccessFactors ® Solutions in collaboration with SAP 

Best Use of a Learning Management System - Top15

1 Ameritas Leadership Academy Executive Leadership Development

2 Ceridian Leadership@Ceridian

3 MetLife Group Disability Claim Operations Group Disability Leadership Excellence Program

4 Cardinal Health Core Management Skills 100 and 200

5 Dimension Data Dimension Data Leadership Development Program [LDP]

6 Direct Energy Home Services Success Academy - Leadership Basics

7 Medtronic CareerPower

8 Personnel Board of Jefferson County PBJC Certificate Programs

9 Borton-Lawson Borton Lawson Leadership Development Institute

10 Ontario Real Estate Association Building Leadership Through Communication

11 Adler University, MA Organizational Psychology Program Masters of Arts in Organizational Psychology

12 VHA Strategic Leadership Development Program

13 LCBO Enhancing Performance: Let’s Talk

14 Riverside Health System Riverside Emerging Leaders Academy

15 Chip Bell Group Serving as Leader:  Making Value-Unique a Competitive Advantage

16 Giraffe LLC Barry Callebaut AG

17 The Energy Project PeopleFuel

18 County of Riverside HR COR Learning division COR Learning Organizational Development

19 Coast Capital Savings Leaders Who Inspire Development Program

20 MOL Group INTENSITY

Best Use of Classroom and Traditional Training - Top 20

This award recognizes organizations that have used traditional classroom training to build leadership 
capabilities and drive business results. 

LEADERSHIP EXCELLENCE 
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1
PricewaterhouseCoopers LLC In 
Collaboration With The Leadership Circle

Genesis Park

2 Iron Hill Brewery & Restaurant Iron Hill University

3
Franklin Templeton Investments In 
Collaboration With The Leadership Circle

FTI HR Manager Development Program

4 Career Systems International Hello Stay Interviews Overview App

5 Ken Blanchard Companies HOW2LEAD App

6 Achievers / Blackhawk Engagement ACHIEVER App 

7 Apprise Mobile The Employee App

8 Work Angel Technology Ltd. WorkAngel

9 Change Guides LLC Change Readiness Audit App 

10 Globoforce Ltd. Globoforce Mobile 

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

2 The Hartford Leadership Foundations

3 Electronic Arts Leadology Manager Experience

4 Simulation Training Systems The Power Of Leadership

5 Aon Hewitt Web Based Leadership Simulations by Aon

6 Shaker Consulting Group Simulations for Hiring

7 Capsim Management Solutions Leadership Development, Custom Programs

8 Experiences Unlimited Gamification, Custom Programs

9 Discovery Learning Inc. Leadership Simulations

10 Simulation Studios Leadership Development Simulations for Corporate Leadership 
Development

Best Use of Simulations - Top 10 

This award recognizes leadership programs that have embedded, layered, or used mobile 
technology to reinforce leadership across an organization. 

This award recognizes leadership programs that have used simulations to reinforce leadership 
development across an organization. 

Best Use of Mobile Technology - Top 10

LEADERSHIP EXCELLENCE 
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1 IBM #Social HR Success

2 Cisco Systems, Inc. Human Resources Leadership Program

3 PwC Canada Women In Leadership Program

4 ICAR IBM Global Business Services ©

5 Creative Energy Options (CEOinc) Total Leadership Connections

6 MasTec Advanced Technologies Coaching and Leadership Essentials

7 Qualtrics Qualtrics

8 Guitar Centre Referred by Saba Software

9 Dan Steer Leadership Training

10 BrainSpace Corporation PureDiscovery 

Best Use of Social Collaboration - Top 10 

1 McKesson Corp Leaders in Action™ By Bixler Consulting Group

2 Dogeared LEAD Training, Executive Coaching, Professional Development Plan

3 NatureSweet Unleashing the Power of People - U PoP

4 Humana Inc Development Acceleration Program

5
State of Oregon in collaboration with The 
Leadership Circle

ASCENT: Managers’ Leadership Fast Track

6 Businessolver Team Launch

7 Sikich LLP New Joiner Core

8 Workplace Power Institute Discretionary Effort Leadership - Five Management Levels to Turn 
Employees Into Your Competitive Advantage

9 Riverside Health System Riverside Emerging Leaders Academy

10 Physician Leadership Institute Physician Leadership Fellowship

11 Massachusetts Institute of Technology Leader to Leader 

12 Verus Global Pathways to Leadership

13 Life's WORC Director Team Building Leadership Development

14 NetApp NetApp Learning Circles

15 First Credit Union Leadership Development

Best Use of Team Building - Top 15

This award recognizes organizations that have used social collaboration and programs designed to share 
knowledge across the organization to build and sustain the leadership pipeline.

This award recognizes organizations that have deployed team building training and exercises to advance 
the level of cohesive leadership across the organization. 
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1 Cardinal Health RISE

2 Ameritas Life Insurance Corp Ameritas Leadership Academy

3 Oregon State Hospital The Leadership Encouragement and 
Development (L.E.A.D!)

4 Kennedy Health and Saint Joseph's University Kennedy Leadership Development Program

5 Southwest Airlines Emerging Leadership Development Program

6 FranklinCovey Co. The 7 Habits of Highly Effective People: Signature Edition 4.0

7 Catalent Pharma Solutions Love Em or Lose Em

8 BAE Systems, Inc Catalyst

9 PwC Canada Women In Leadership Program

10 Rogers Communications Leading Great Teams

11 Quintiles Global Leadership Key Talent Identification and Development 
Program

12 The Hartford Launching Leaders

13 Allstate Insurance Company Leadership Development Program

14 Flight Centre Travel Group Leadership Academy

15 Senior Lifestyle Corporation Senior Lifestyle Annual Leadership Conference

16 Bell Canada Next Generation Senior Manager (Ready Now) Leadership 
Development Program

17 Massachusetts Institute of Technology Leader to Leader (internal program for MIT Leaders)

18 CNA Insurance Management Advantage

19 TSYS Leadership in Action

20 First Credit Union & Insurance NeuroleadershipTraining

21
Florida Dept. of Highway Safety & 
Motor Vehicles

Leadership Development Institute (LDI)

22 G4S Secure Solutions (USA) Inc. G4S Security Officer Reward And Recognition Program

23 Comfort Keepers (Ireland) Leadership21

24 Charisma Leadership Development

25 Leadership Management International Inc. The Total Leader

26 Denver Metro Chamber of Commerce Emerging Leaders Program

27 Cathedral Consulting Group, LLC CCU Certified Small Enterprise Advisor

28 Coast Capital Savings Leaders Who Inspire Development Program

29 Workplace Power Institute Discretionary Effort Leadership 

30 RV Rhodes AspiringExecutives

This award recognizes innovation and creativity within an organization in the design and execution of a 
leadership program in the last 18 months.

Innovation In Deployment of Leadership Programs - Top 30
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1 Full Circle Group in collaboration with Honda Leader Advancement Mentor Program

2 Sonoma Leadership Systems Leading Global Provider: The Leadership Challenge ® Workshop

3 Kennedy Health and Saint Joseph's University Kennedy Leadership Development Program

4 Korn Ferry Executive Leadership Institute

5 Verus Global Pathways to Leadership

6 KLG Consultants, LLC Leadership Development and Coaching

7 Powers Resource Center, LLC IMM LEAD Program 

8 George Washington’s Mount Vernon The George Washington Leadership Institute

9 SkyeTeam Ally or Adversary? Cultivating Winning Relationships

10 The Ken Blanchard Companies SLII Experience

11 BRODY Professional Development Present With Success

12 Partnerwerks The Responsibility Process

13 Physician Leadership Institute Physician Leadership Fellowship

14 The L Group Inc. Stick With It - Mastering the Art of Adherence

15 Talent C - People Services Inc. International Certification for Mentoring

16 Crestcom International LLC Bullet Proof Manager

17 Creative Energy Options (CEOinc) Total Leadership Connections

18 EXCELERANT EXCELERANT

19 Cobra Leadership Development Inc Team and Leadership Development

20 School Office Services LeaderPlus

Top Leadership Partner - Top 20

This award recognizes the great work of a leadership solution partner or provider.
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1 Matthew Owenby Senior Vice President; Chief Human 
Resources Officer

Aflac

2 Mark Monaghan VP Corporate Training and Development iQor LLC

3 Lane Schonour Senior Director, Leadership Development Goodwill Industries International Inc.

4 Melody Lenox Executive Vice President Human Resources Axxess

5 Erone Newman Program Director St. Michael's Hospital

6 Trish Holliday Assistant Commissioner and Chief Learning 
Officer

State of Tennessee, Department of Human 
Resources

7 Julie Weber Vice President, People SouthwestAirlines

8 Michelle Lopes Maldonado Associate Vice President
American Public University and American 
Military University

9 Jim Needell Human Resources Director Autism Society of North Carolina

10 Linda Ginac Chief Executive Officer TalentGuard

11 Fred Stawitz Principle, Technical Training Kinder Morgan, Inc.

12 Taffi Simone Curriculum Development & Instructional 
Resources Coordinator

RiversideHealthSystem

13 Denice Hinden President Managance Consulting and Coaching 

14 Niki Leondakis CEO Commune Hotels + Resorts

15 CJ Rodriguez President HealthCare Scouts, Inc.

16 Amy Stratbucker Principal Consultant AJS Consulting

17 Liz Davidson CEO Financial Finesse

18 Deborah Singh Vice President, Organizational Effectiveness Plan International Canada

19 David McGoldrick Acting CEO Comfort Keepers

20 Carmen Murrell Randall Director, G4S North America Training 
Institute

G4S Secure Solutions USA inc.

21 Christopher Noonan Regional President AXA Advisors LLC

22 Orlando Amaro Alemán Autor del Proyecto Consultorio Médico

23 Toni Quist Chief People Officer Perkins & Marie Callenders LLC

24 David McGregor Senior Trainer TDC Training and Development

25 Robin Borg VP, Human Capital PerfectServe

26 Dr. Joe Pentlicki Vice President/Chief Operating Officer Oliver Manufacturing

27 Michelle Spader Director Payroll Systems & Integration Hubbell Incorporated

28 Melissa Woodruff HR Manager- Regional Amazon.com

29 Judy Baggarley Talent Management Consultant Itron, Inc

30 Chris Salles Director, Learning and Development Sally Beauty Holdings LLC

Top Corporate Leader Award - Over 35 - Top 30 
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1 Dawn Siemiet Leadership Development Program Lead Southwest Airlines

2 Emily Young Senior Manager, Learning and 
Development, Sikich University

Sikich LLP

3 Abbas Shahid Baqir Managing Director Student Shelter In Computers

4 Bradford Wilkins Vice President, Talent Management & HR 
Services

Adcap

5 Girish Ganesan VP, Global Human Resources Client 
Services

Manulife

6 Samantha Lambert Director of Human Resources Blue Fountain Media

7 Ilija Hardage Instructional Systems Specialist
U. S. Environmental Protection Agency, 
Region 5

8 Priscilla Nykoliation Senior Manager, External Relations, 
Private Payers

Astra Zeneca Canada Inc.

9 Samantha Montgomery Director, Logistics Palmetto State Armory

10 Ashley Moore Executive Officer MooreStarsinc

Top Future Leader Award - 35 and Under - Top 10
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CONNECTING HR EXPERTS GLOBALLYCONNECTING HR EXPERTS GLOBALLY

Join 450 SVPs and CLOs at the event known as the “Oscars of Leadership”

SAVE THE DATE!
For more information and 

participation opportunities,  
visit www.LEAD2017.com

For more information phone: 1.877.472.6648  |  email: sales@hr.com | www.lead2017.

“There are not enough words to capture the special-ness of this event. 
This is one of the most inspirational conferences I have attended. I 
laughed and I cried! This is a conference that you truly feel. I don’t think 
there is anything that can quite compare.”

- Bianca E. McCann, Global HR  SAP Global Human Resources

Country Music Hall of Fame 
and Museum 

Nashville, Tennessee

LEAD2015 Speakers
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www.hr.com/inspire

February 7-9, 2017
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Broadcast
Worldwide
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Like to submit an article? Use our online submission form or for more information go to www.hr.com/excellenceessentials

12 Targeted Publications to Reach Your Audience

Informing, Educating, Enlightening and Assisting HR professionals in their personal and professional 
development, the Excellence Essentials series offers high quality content through 12 monthly publications!
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