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Leadership Excellence Essentials
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February 8th, Nashville, Tennessee
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Women are every bit as capable of 
being good leaders as men. But why are their 
count declining when it comes to top executive 
levels? Is it because of lack of skill set? Or is it 
because of dipping confidence levels? Listen to 
Tacy Byham, the CEO of DDI, speaking at 
the LEAD 2016 event held in February. Check 
out our cover story to know more about how 
to empower women leaders to declare their 
true worth and ignite impact in the workplace.

As a leader, the all too familiar work-life 
balance challenge can feel unattainable and 
is thus relegated to the back burner.  As more 
research comes to the surface, it is becoming 
apparent you may be risking not only your own 
personal business success, but your company’s 
competitive edge. Read Mason Donovan’s article 
When Work-Life Balance Policies Don’t Work 
and take home 3 useful leadership tips

Looking like a leader, being perceived as a 
leader when you interact with customers, peers, 
or executives is the essence of leadership pres-
ence. Do you agree? Since it is totally depen-
dent on the impression you make on others, 
enhancing leadership presence requires a deep 
understanding of the impact of your appearance, 
your body language, your emotional state, and 
how well you communicate your key messages 
says Carol Kinsey Goman in her article Power 
Up Your “Leadership Presence.” So, if you 
want to power up your leadership presence, 

know the 10 questions to consider.
Our job as leaders is to lead, which seems 

obvious. But more often than not, leaders fail 
because there is no vision or plan to share and 
lead from. It’s hard to get people to follow 
unless they really understand the destination. 
Read Robbie Hardy’s article If You Can See 
It, You Can Do It to know more

Leadership lessons are often learned outside 
the office. You might agree or disagree, but here 
is something which inspired author T.J. Jones. 
Read his article 7 Leadership Lessons to know 
how a mountain climbing guide named Thor 
taught him valuable leadership lessons.

This is just a sneak peek into this edition 
of the magazine. We also have a handful of 
other articles that talk about different aspects 
of leadership.

Apart from the articles, we have exclusive 
interviews of the Leadership Excellence Award 
winners 2016 in this issue. They share details 
of their award winning programs and the plans 
ahead. Get encouraged by reading their success 
stories.

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

Debbie Mcgrath
Publisher, HR.com

Babitha Balakrishnan
Editor, 
Leadership Excellence 
Essentials
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Write to the Editor.
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While everyone needs confidence, women sometimes need a 
different voice in their head, helping them to declare themselves. 
Tacy Byham, the CEO of DDI, a global award-winning leadership 
consultancy shares her personal journey and the collective wisdom 
from DDI’s experience across 26 countries to explore what it means to 
#LeadLikeAGirl and unleash the confidence and potential of women. 
She was one of the inspirational speakers at our LEAD 2016 event, 
held in February.

As we objectively take a close look at women and leadership, it is 
not really a woman’s issue, it’s a business issue. There’s a lot of un-
disputed data that shows having diversity in your organizations and 
female leaders pays off. According to Tacy, the scary truth is that the 
representation of women in leadership, at all levels, hasn’t changed 
in a decade! To know more about how to empower women leaders 
to declare their true worth and ignite impact in the workplace, listen 
to Tacy’s motivational speech below.

How Can Women Leaders Unlock 
Their Potential?
#LeadLikeAGirl

By Tacy Byham – LEAD 2016 Speaker

Would like to Comment? Please Click Here.

tacy M. Byham, Ph.D., is Chief Executive Officer of Development Dimen-
sions International (DDI). During her more than 20 years at DDI, Tacy has 
led multiple strategic initiatives, including the creation of DDI’s Executive 
Development Practice and award-winning frontline leader development 
programs. She also managed the development of succession management 
programs and corporate universities for key clients.
Tacy is the co-author of the acclaimed book, Your First Leadership Job: How 
Catalyst Leaders Bring Out the Best in Others, and has penned multiple 
book chapters and blogs on various leadership topics. She is also an energetic, 
thought-provoking presenter at industry conferences and events including: 
annual presentations at ATD (formerly ASTD) International Conference; The 
Conference Board events on Talent Management and Leadership Develop-
ment; SIOP; and the International Congress on Assessment Center Methods, 
where she speaks on topics ranging from innovation, managing the middle, 
the arrival of unprepared leaders, harnessing the power of manager support, 
and sustainability efforts to move from training to impact.

About tacy Byham

Interactive
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“Most of the leadership issues we have to address are because of 
stupid mistakes or the leader acts like a jerk.” 

Those were words shared several years ago by a friend and col-
league. Could successful leadership really be so simple? Since then, 
my observations have confirmed that, although other factors are 
important, the first two rules of leadership are that simple—don’t be 
stupid and don’t be a jerk.  Long-term success ultimately depends on 
making smart decisions based on accurate information and treating 
others as real people, who have dreams, hopes, and desires to do well. 

Every day thousands of people quit their jobs. They reach their 
limit and realize that enough is enough. They bid farewell to friends 
and co-workers. They exit a familiar, comfortable place and enter an 
unknown territory—new job, boss, peers, and environment. They are 
convinced that the unknown has got to be better than the current 
situation that they know all too well. They believe that anything, 
anywhere, would be better than where they are. 

So, they leave. 
During their last day on the job, they have an exit interview with 

human resources and are asked: “Why are you leaving?” They respond 
that they will be paid more at the new job, the benefits are better, 
the new job is closer to home, or the hours are better. 

If you believe exit interviews, great people leave good organizations 
to start over someplace else because of money or for more advance-
ment opportunities. Why would they say anything else? After all, 
the person leaving doesn’t want to burn any bridges and has nothing 
to gain by telling the whole truth. Instead, they give reasons that 
are believable, but not accurate. Most exit interviews do not uncover 
the whole truth. 

Occasionally, the difference in money is significant enough to 
warrant a move, but most of the time it’s not about money or career 
advancement. Money is only one piece of the puzzle, and perhaps a 
small one at that. Most people want more than just a paycheck—they 
want to feel good about where they work, whom they work with, and 
what they accomplish together as a team. 

The truth is that most people who quit and leave, or those who 
quit and stay, made a decision to quit their leader. Their resignation 
or disengagement has little to do with pay, benefits, distance from 
home, or long hours. They quit because something between them and 
their leader has gone awry. The obstacles overshadowed the desire and 
ability to do a good job and frustrations faced every day. Ironically, 
the very person who, on the first day at their new job, enthusiastically 
greeted them, shook their hand, and welcomed them as an important 
link on the team created most of those frustrations. 

Every leader gets caught up in the pressure of the moment and does 
things that—upon reflection—were pretty stupid. Dumb things like: 
hiring in haste, rewarding actions that work against what you are 
really trying to accomplish, not paying attention to the needs of your 
team, or piling on more work and leading your superstars directly 
to burnout and checkout. Some of the most frustrating words for a 
leader to hear are: “This is stupid. Why are we doing this?  If they 

had only asked we would have told them that this would not work.”    
Don’t be stupid.
The second rule of leadership is Don’t Be a Jerk. 
It may be a few years away, but imagine your retirement party. 

Associates from throughout your organization will gather to celebrate 
and extend best wishes to you. The room will be packed. 

One by one people will make their way to the front of the room, 
grab the microphone, and begin talking about the impact that you 
made on them. Some of the stories they tell will be funny, some serious, 
but every story will personal. One person will probably speak about 
how you provided compassion and encouragement during a tough 
time. Another may say that she is thankful that you demanded her 
best and would not accept mediocrity. Someone else will share that 
you listened to him and changed your stance on an issue. Another 
person may recall the time you sent a personal congratulation note 
to her son for his graduation. Someone else may talk about a time 
that you made a serious mistake but owned up to it, learned from it, 
and became a better leader because of the experience. 

Other team members will  begin their speeches with: 
I remember . . .; You took the time to . . . ; You helped me . . . ; 
I’ ll never forget . . . ; You cared enough to . . . ; and so on. 
I doubt that anyone will talk about successful or failed strategies. 

No one will mention a successful or failed marketing program. There 
will be no toasts to celebrate winning an account. The evening will be 
filled with personal stories of how you treated each person individually. 

Meanwhile, in the same building, another retirement party may be 
going on. The party is a not a retirement celebration. It is a celebra-
tion that a leader has retired. In fact, the leader who is retiring will 
not even be invited to the party. He did the same job and worked 
just as hard as you. But he chose to do it differently. He was a jerk. 

You understood that leadership was not about you. Your primary 
interest was not in the accumulation of power—it was in developing 
your people to become their very best. The other retiree was more 
interested in the accumulation of power and wealth than helping 
those around him become their best. Typically, jerks are greedy and 
interested in only themselves. They act and react without thinking. 
Jerks enjoy taking the easy road and are quick to blame others. 

That is not you. You are a great person with honorable intentions, 
but sometimes you may come across differently than what you really 
are. Unfortunately, everyone occasionally and unintentionally comes 
across like a jerk. The difference between you and the real jerk is 
the frequency of jerk moments and how quickly you recover when 
your jerk moment appears. Hopefully, your jerk moments are rare, 
temporary, and you recover from them quickly. And, your team 
knows that regardless of the temporary jerk moment, you had their 
best interest in mind. 

The other retiree’s team knew that his jerk moment was just another 
ordinary day. 

You may be thinking that some jerks achieve extraordinary results. 
After all, you have heard that nice guys finish last. Yes, some jerks 

The First Two Rules Of Leadership
Don’t be stupid. Don’t be a jerk.

By David Cottrell

FEAtURE
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achieve extraordinary results. A marketing genius, fabulous com-
municator, and incredible visionary may achieve results while many 
of those around him considered him to be a jerk. 

Be aware that the people in your organization would probably not 
stick around for long if you choose the bullying, arrogant, insulting, 
and uncompromising leadership route. 

Don’t be a jerk.
Leadership is demanding. If you want to lead a great team, you 

have to be great. If you want great, long-term leadership success you 
have to win with great class. 

The good news is that the rewards for being a great, rather than 
average, leader are heavily skewed. People want to work for the best, 
buy from the best, and deal with the best in almost every situation 
in our society. The rewards for being a great leader are enormous. 
People flock to winners. 

If you want to achieve extraordinary results with class, follow 
The First Two Rules of Leadership: Don’t be Stupid. Don’t Be a Jerk  
it will help improve morale, decrease turnover, increase everyone’s 
job satisfaction, and you will have a whole lot more fun leading. LE

The First Two Rules Of Leadership

Would like to Comment? Please Click Here.

david Cottrell is president and CEO of CornerStoneLeadership.  He is the 
author of more than twenty-five books including the best-selling Monday 
Morning Leadership.
Email: d1cottrell@aol.com
Visit www.CornerstoneLeadership.com
Connect david Cottrell
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Top Corporate Leader Award - Over 35

Leadership Excellence Rank

1

What is your strongest characteristic that you think has made you a great leader? 
Putting others first.

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

It’s hard to believe that I have inspired anyone — I cannot even imagine answering 
this — perhaps I have enabled those around me and within the organization to be 
rabid truth tellers. I value the truth now, not later. 

What are the lessons you’ve learned this year from your leadership experiences? 
Learning opportunities are everywhere, in every interaction, every conversation. 

Don’t miss the chance to leverage every interaction to learn from others at all levels.

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

Be selfless.

in your personal view what has been your greatest leadership accomplishment?
The team that I’m leading today would probably very easily go on without me, and 

that’s probably the best leadership achievement ... where your team is smarter than 
you, better than you and can survive without you.

A Selfless Leader
Our editorial team interviewed  Matthew Owenby from Aflac Inc. at the 
Leadership Excellence Awards this past February. Here are some excerpts from 
the exclusive interview.

#AWorldInspired          LEAD2016 

2016

 Matthew Owenby

Name: Matthew Owenby
Title: Chief Human Resources Officer
Company: Aflac Inc.
Number of people you lead: 145
Email: Mowenby@aflac.com

Would like to Comment? Please Click Here.

Video
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We do not often hear CEOs sharing the importance of creating an 
organization’s vision, values and culture. LinkedIn CEO Jeff Weiner 
discussed this in a letter to LinkedIn employees right after the an-
nouncement that Microsoft was acquiring LinkedIn. For perspective, 
LinkedIn employee growth shot from 338 to over 10,000 in just 7 ½ 
years. How did he keep everyone focused?

Here are excerpts from his letter to LinkedIn employees.
Every day I come to work, I’m primarily guided by two things:
First, realizing our mission and vision. I’ve said it on multiple occa-

sions and believe it even more so every day: creating economic opportunity 
will be the defining issue of our time. That’s why I’m here and why I 
can’t imagine doing any other job. Simply put, what we do matters, and 
matters even more than ever.    

The second thing focus on every day is making our culture and values 
come to life. Ten years ago, had you asked me about culture and values I 
would have rolled my eyes and recited a line from Dilbert. 

But when I started as CEO I began to appreciate just how important 
they were. Culture and values provide the foundation upon which ev-
erything else is built. They are arguably our most important competitive 
advantage, and something that has grown to define us. It’s one thing to 
change the world. It’s another to do it in our own unique way: Members 
first. Relationships matter. Be open, honest and constructive. Demand 
excellence. Take intelligent risks. Act like an owner.

That’s who we are. That’s LinkedIn.
Vision

LinkedIn’s vision is 
“To create economic opportunity for every member of the global 

workforce”. 
This vision statement is powerful because it is:
•	 Inspirational
•	 Visualizes the future
•	 Creates emotional attachment 
Each company is unique and can create its own vision. Leadership 

needs to articulate an inspirational statement that emotionally connects 
employees and applicants to a cause greater than the job itself. This 
is even more critical now than ever before. Many millennials specifi-
cally want to sign on with organizations that have a larger purpose 
of work. Considering millennials will soon be 50% of the workforce, 
leaders need to understand generational differences. Once the vision 
statement is clearly and concisely articulated, it is then important to 
share with employees the vision statement and the reasoning behind 
it. Make sure employees understand why it was chosen. Post it on 
your website and social media sites. Regularly refer to it in all hands 
and other meetings. Use it as a guide for determining your organiza-
tion’s strategies. 
Values

“That’s who we are. That’s LinkedIn.” This statement summarizes 
how Jeff Weiner described the company’s values. The LinkedIn 
values are:
•	 Members first
•	 Relationships matter
•	 Be open, honest and constructive

•	 Demand excellence
•	 Take intelligent risks
•	 Act like an owner
Values are the heart of the culture. They let employees know how 

to behave at work and what is required to be successful. These values 
should be used during the hiring process to ensure a good fit for new 
employees. 

Companies know they have selected the right values when:
•	 Employees say that these values are “who we are” 
•	 They are used to make tough decisions
•	 Posters are not needed because they are known and communi-

cated successfully by senior employees to new hires
Choose no more than six values. Beyond six leads to a memorization 

game. When you have six or less, there is clarity. It does take time 
to gain that clarity and understanding, and the work pays off. The 
Conscious Culture Group partners with leadership teams to efficiently 
and effectively gain insight on the values unique to the organization.
Culture

Culture provides the foundation upon which everything else is 
built. The best strategy cannot be executed if disengagement is high. 
Goals will not be reached if turnover is high. Growth is difficult 
when not attracting candidates. Establishing the vision and values 
are important steps on the way to defining a conscious culture. In 
addition, organizations need to
•	 Identify specific behaviors for each of the values
•	 Communicate the vision and values often so that they become 

engrained into the organizational language
•	 Explain the values through personal work stories
•	 Determine if the employee experience maps with the intended 

culture using customized culture surveys
•	 Provide managers with the needed education and support 

through culture specific training
•	 Develop leadership using culture relevant competencies 
•	 Ensure all HR systems are consistent with the conscious culture
•	 Share the culture intentions on the website and social media 

platforms so the outside world knows who you are
These steps provide a culture map for organizational leaders to build 

and maintain a conscious culture. It is your competitive advantage. LE

LinkedIn CEO Jeff Weiner’s Letter 
To Employees
Sharing the importance of vision, values and culture

By Russ Elliot

Would like to Comment? Please Click Here.

russ Elliot is the founder of and a principal consultant for the Conscious 
Culture Group, a company committed to linking culture to business 
performance by creating widespread ownership for shaping the culture and 
the business. For more than 30 years, Russ has been bringing his expertise in 
human resources and coaching to organizations across the country. His work 
has extended from the manufacturing plant floor to technology and financial 
companies including Toyota, NUMMI, Texas Instruments, Easton-Bell 
Sports and Bridge Bank. While serving as a Senior Vice President and human 
resources executive, Russ not only brought his strategic skills to implement 
change, but his coaching skills as well. 
Visit www.consciousculturegroup.com 
Email russ@ConsciousCultureGroup.com
Connect russ Elliot
Follow @shapingCulture
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accountability

• Build skills with content curated to match 
your development objectives

Learn more at: HR.com/mentor

Everwise is the only truly integrated talent 
development program. 
Everwise combines the transformative power 
of mentorship and personal accountability 
with on-the-job learning exercises to build the 
skills aspiring professionals need to excel in 
their careers. 

Copyright © 2016 Everwise Corporation

I wasn’t sure what 
to expect, but it 
has really paid off! 

AMY DOBLER, HR BUSINESS PARTNER, 
JIVE SOFTWARE

http://www.hr.com/en/about_us/mentoring-program_iju63e9a.html


Gone are the days of the mid-life crisis with the proverbial middle 
age white man speeding around in his spanking new sports car. In its 
place, a far more endemic shift is occurring- millennials are finishing 
school with hard-earned degrees disillusioned and unable to find 
sustainable careers in their field. 

As a result, millennials are replacing the career myths of the Boomer 
generation with new ideals like echo-tourism and social enterprises 
that weave together the need for personal income with a drive to 
improve the human condition. 

While millennials do value a sense of security and earning potential, 
the impact of the financial fallout in 2008 has left them searching for 
deeper meaning in their work and life beyond pure economic gain. 

At the same time, their values also show a heightened desire for 
collaboration, self-management, and on-going feedback as a means 
to grow themselves and those with whom they work to multiply their 
individual impact. 

A 2016 Deloitte study of 3,000 workers shows that beyond a desire 
for earning power, the top three workplace values among millennials 
are that a business has a purpose beyond generating income, increased 
flexibility in work location and schedule, and increased opportunity 
for learning and development. 

Similar research from UNC Chapel Hill shows that collaboration 
and developing leadership acumen are also highly valued. Unlike 
their current managers who by and large reflect the independent and 
top-down ethos of the Baby Boomer generation, the younger genera-
tion thrives off of the collaborative culture and the creativity that it 
produces. They also expect the managers to be primary facilitators in 
supporting their personal and professional development. 

With these varying ethos at play in today’s workplace, it can be 
challenging to find common ground between a manager’s expectations 
and the expectations of the new employee. 

Co-Active Coaching provides a space where manager and em-
ployee can meet on equal footing and design a basis to work from 
that enhances productivity and engagement while providing a bridge 
for mutual understanding. It is this relational paradigm that is one 
of the key drivers for the millennial generation and by harnessing 
principles of Co-Active Coaching and Leadership, we can provide an 
opportunity for eliciting the values of various generations in support 
of a common vision and goal. 
Curiosity is the doorway to Listening

Curiosity is far more than just listening to the words that we hear 
or even understanding the body language and response that we’ve 
noticed and received. It is the act of caring enough about the other 
person’s humanity to understand what makes them tick. 
seek Alignment over Agreement

With curiosity and listening as a base, we aim to find alignment 
first, something within the conversation that both parties can align 
around and lean into when the going gets tough. Alignment bypasses 
the need to buy in to a certain perspective. Instead, it finds the com-
monality among a range of perspectives and sets a foundation for 
respect and understanding.
design Your stakes

Once you and your teammates have found alignment, you can 
collectivity design agreements about how the team wants to be in 
relationship with each other and their goals. With co-designed agree-
ments setting the foundation, team members discover a collective lens 
through which they can all approach their role. Within Co-Active 
Coaching, this is known as Designing the Alliance and offers team-
mates a safe space to operate within.  

When combined, these three tools set a strong foundation for 
cross-generational understanding. They also set the stage for creating 
cultures that support individual responsibility and collaboration- both 
essential ingredients as millennials take their place as leaders today. LE

Bridging The Generational Divide 
Coaching is a must 

By Erin Hutchins

Would like to Comment? Please Click Here.

Erin Hutchins, CPCC, PCC is the CTI Director of Co-Active Organization-
al Transformation (COT).  Erin and the COT team help to transform cultures 
in organizations by implementing a Co-Active approach. She is inspired by 
the opportunity to grow people - whether it’s through executive coaching, 
facilitation or having meaningful conversations. Erin Hutchins is a coach 
trainer, team facilitator and executive coach who supports organizations to act 
with greater purpose, authenticity, and impact. Her focus is on helping leaders 
be effective in relationships and achieving results.  
Connect Erin Hutchins
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What is your strongest characteristic you think has made you a great leader?
I believe that great leaders understand having the opportunity to serve others and 

help them achieve their goals builds an atmosphere that promotes growth and job 
satisfaction through transparency and trust. Great leaders ask, listen and empower 
others to succeed knowing that together we are far stronger. There’s nothing more 
rewarding in life than seeing someone achieve more than they imagined.  

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

I help lead the Fatherhood Ministries at a local church and we take 35 dads 
and about 75 kids camping three times a year.  On a recent trip as I was leading 
a conversation about Fatherhood and how it’s important not to let our past define 
you as we have no control over it, only our efforts and actions today. I stated that as 
Father’s we owed it to our families to become the men that God created us to be. 
Serving our family, friends, our job and our community will define our legacy.  I 
challenged the fathers regarding their legacy. Afterwards, I had several dads come 
up to me and share their stories. How they were using these campouts to reconcile 
their relationships with their kids get through divorce, personal challenges etc. They 
felt inspired and expressed appreciation for the event and programs we offered.  I 
cannot begin to tell you how much this has met to me and my team.  Each time I 
come back from a camping trip I feel reenergized totally reenergized.  

What are the lessons you’ve learned this year from your leadership experiences?
Never assume you know what the other person is thinking.  We get so wrapped 

up in problem solving and tackling HR challenges that sometimes it’s important 
to stop, ask and listen.  There were several cases this year where I received emails 
that appeared to be saying or asking one thing, which was not the case.  I am a firm 
believer in picking up the phone and having a conversation rather than a long email 
chain or texting.  It’s imperative that we communicate effectively as leaders, while 
I am used to going with my gut at times, it’s important to know that’s not always 
the best course of action. 

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

Be grateful for everything that you have and don’t take anything or anyone for-
granted.  Whenever you have a chance to give back, help or make an impact in other 
people’s lives do so.  Sometimes it’s just leading by example, everyone is watching 

Great Leaders Empower Others
Our editorial team interviewed  Mark Monaghan from iQor at the Leadership 
Excellence Awards this past February. Here are some excerpts from the exclusive 
interview.

#AWorldInspired          LEAD2016 

2016

Mark Monaghan

Name: Mark Monaghan
Title: VP of Corporate Training & 
Development 
Company: iQor
Number of people you lead: 5

Video
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https://www.youtube.com/watch?v=r-vQLEiNMZo
https://www.youtube.com/watch?v=r-vQLEiNMZo


trust me.  Admit when you make a mistake, don’t pretend to know 
everything and ask for help when you need it and maybe sometimes 
when you don’t.  It’s not all about you, the more you share with others 
the better chance they will have to learn and grow, supporting your 
efforts as well as their own.

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

About 17 years ago I took a look at my life, my career and my goals. 
While my career was well established I was not happy.  I researched 
all kinds of industries, positions and companies.  I was ready to 
make a change.  I stumbled upon an article from SHRM about how 
the face of Human Resources was changing and that people with 
diverse management back grounds were going to become the new 
normal, that companies wanted more than administrative support 
and specialists.  It didn’t take long before I left my long term, well-
paying job and took a chance on a career in HR.  Well, I venture to 
say that it was the best decision I ever made, and had I not done it, 

this award would have surely gone to someone else.  I love solving 
problems and helping people grow.  Working with business leaders 
on how to better identify and develop leaders. This is no longer my 
career it’s my passion. 

 

2016
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Would like to Comment? Please Click Here.

16

http://web.hr.com/anbk


Susan Collard

Company Name: Dell
Program Name: Dell Global Marketing 
Rotation Program
Program Director: Susan Collard 
Address: One Dell Way, Round Rock, TX
Email: susan_collard@dell.com
Visit: www.dell.com/careers
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What is the overall objective of your program?
The Global Marketing Rotation Program is designed to develop Dell’s future leaders. 

The experience provides the selected individuals an incredible opportunity to develop 
their careers at an accelerated rate. 8-12 candidates are selected globally each year, and 
participate in strategic level assignments, leadership training and executive exposure 
as well as the credibility of being a part of this recognized top talent program.

During the 1 year ‘rotations’ Dell also benefits from the participants adding external 
perspectives to the teams they are joining. 

Who do you impact with your program?
The program focuses on a global marketing audience within Dell. Specifically, it 

identifies mid-level team members who have demonstrated significant growth potential 
and a desire to develop themselves into the next generation of marketing leaders. As 
a pre-screen, eligible candidates must first get the support of their Executive Director 
before being able to move to the application and selection process. This ensures a very 
high caliber pool at the application stage. 

The application phases consist of several steps including an in-depth application, 
a video interview and a panel interview with a marketing executive, HR executive, 
current rotation program member and a member of the steering committee.  

What are the lessons you’ve learned this year from facilitating your program?
It’s essential to have the program, which supports top talent across various coun-

tries, be flexible and have the ability to adapt to different styles, cultures, and career 
journeys. Listening to team members’ needs and being able to align with their goals 
is critical for their accelerated development and potential impact they will have on 
the company.  However this will not be successful without the alignment to great 
rotation managers/leaders. Leaders, who trust the program and the capabilities of the 
talent, are the ones who will see the greatest benefit. It allows the team member to 
make incredible advances for themselves as well as the company. 

Also being able to influence executive stakeholders is a must for a successful program. 
Executives must see the value/benefits in order to view this talent pool as their key 
talent to lead their most critical projects/roles. We need to ensure this group of talented 
members are in front of executives on a regular cadence.

Developing Dell’s Future 
Marketing 
Our editorial team interviewed Susan Collard from Dell at the Leadership 
Excellence Awards this past February. Here are some excerpts from the exclusive 
interview.

 Best Global/International Leadership Program
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How you measure the return on investment and success of the 
program? 

We look at performance reviews, awards received, strategic impact 
(revenue), promotions, Think Tank executive level projects completed 
and various certifications.

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

Continue to strengthen the engagement and visibility to the ex-
ecutive team. We would also like to partner with other Fortune 50 

company’s top talent programs to have members experience projects 
outside the company.

2016
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CONNECTING HR EXPERTS GLOBALLY

Let’s Celebrate 
HR Excellence!
LEAD2017 is an exclusive two day conference that unites, celebrates 
and inspires VPs of HR and CLOs from around the globe. 

What you get with LEAD2017

For more information on how to participate in this life-changing event, visit www.LEAD2017.com

“The overwhelming benefit of LEAD has been being able to interact 
with other folks in similar roles as myself and compare ideas. The 
exchange of ideas is just tremendous. You don’t have that opportunity 
to do that on a daily basis.”

Ted Higgins
VP of Talent Development at Fidelity Investments

Influential 
Speakers

Workshops & 
Roundtables

Broadcast
Worldwide

Sponsorship
Opportunities

Awards
Dinner

Music City Center 
Nashville, TN

February 7-8th, 2017
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Leadership lessons are often learned outside the office. My buddy 
Joe and I joined a group of strangers, all corporate city-slickers on 
vacation, for an adventure on the tallest mountain in the Rockies, Mt. 
Elbert. We needed a break from our company roles as team-leaders. 
We wanted to breath some fresh air, hug some trees – rocks in this 
case – and I suppose we wanted to be able to brag a little back at the 
office. I learned more about leadership on that mountain than I had in 
the countless seminars and management classes I’ve taken in my career. 

Joe and I are outdoorsy; hikers and mountain bikers, but trekking 
up Mt. Elbert may as well have been Everest. Elbert is a “14er” in 
climber-speak, which means its elevation is 14,000-plus feet – not a 
day-hike with an ice cream stop on the way home. We were in for 
a challenge. 
1. Have a plan, road map – be prepared to adapt to changing 
conditions

Our guide, Thor –  yes, his real name – hit the bull-horn at 2 am 
shocking us out of our warm sleeping bags. Thor reviewed the map, 
terrain, supplies and game plan multiple times as he had done the 
evening before.  He told us we would start off in the dark and cold, 
so we should dress in layers and wear headlamps – he had a checklist 
and set very specific expectations. 
2. stop, check in on your people, re-focus and re-energize

The early hours of our long trek were quiet and cold. That stage 
of the hike was at a much lower altitude, so the hiking was easy. We 
just plodded along behind Thor. About two hours in, we stopped 
for water and a chat. After he checked in on everyone and told us to 
remove a layer, Thor subtly pointed to the top as if to say, “That’s 
where we’re going.”
3. Facilitate partnering and collaboration – empower others to 
lead one another

Thor said, “The incline gets more steep and challenging now. Stay 
close and look after your assigned buddy.” Joe and I hovered toward 
the rear of the pack. We were surprised to see Thor relocate to the 
very back.  

4. inspire from the front, lead from the back and coach alongside 
people

Joe asked Thor why he moved to the back.   He responded, “I 
lead from the front in the beginning when it’s easier to get everyone 
moving and motivated. When it gets challenging, I move to the back 
for two reasons. First, if I’m in the back people work harder because 
they don’t imagine I’m pulling them anymore. They feel like they’re 
leading, even if it’s subconscious. Second, from the rear I can see how 
everyone is doing. 

He continued, “It’s a long trek, maybe thirteen hours today? Con-
fidence and energy will fluctuate. You’ll see. I’ll move back and forth 
to check in and keep people going.” He was right. 
5. Groups have ups and downs and people respond differently 
to challenges

At times we were quiet, others kind of punchy. During one low 
point, I sang Sinatra’s, “Luck, be a lady, tonight.” Everyone cracked 
up. For the next hour, we all sang tunes from the past 40 years. When 
we didn’t remember the lyrics, we made up ridiculous substitutions. 
Thor even chimed in, out of nowhere, with “She’s Got Betty Davis 
Eyes” by Kim Carnes. 

Then, somehow the emotional bottom dropped out. A woman fell. 
She was fine but she had sore and blistered feet from overly sweaty 
cotton socks; the wrong ones to wear. She was weepy and grumpy. We 
were all tired, ripe and “hangry.” People groaned and grumbled about 
how she was holding us back; wrong socks, out of shape; all judge-
ment, no empathy. Someone muttered, “Let’s summit without her.” 
The heartlessness bore a resemblance to the reality show, “Survivor.” 
6. step in to provide sincere help when it’s needed – show you care

Thor took our hobbled team member’s feet, applied first aid and 
bandages, and then replaced her socks with a new pair he had packed. 
Then he asked the group, “Why are you all doing this? You travelled 
and paid for this. You got up in the middle of the night and you’re 
here while your friends are at some office or stuck in traffic. Look up. 
See the top? Let’s go get it!” We hooted and howled. We high-fived. 
Up we went. We rallied around our comrade with the blisters. Full 
of inspiration, we summited in what seemed like 10 minutes. 
7. Have Fun. Celebrate. 

We hugged, took pictures and enjoyed the amazing view of the 
Rockies. You could feel a connection among the group. Thor’s caring 
and wise example led us to individual and team success. No modules 
or power point required. Climbing Mt. Elbert is a great memory and 
an even better education in leadership. LE

7 Leadership Lessons
What I learned from a mountain climbing guide named Thor

By T.J. Jones

Would like to Comment? Please Click Here.

t.J. Jones has 25 years of experience developing leaders in roles as a teacher, 
coach, sales executive and Director of Training and Development. From the 
trenches of the real-world, Jones developed his belief, “caring is the heart 
of leadership,” the inspiration for his upcoming book The Caring Warrior: 
Awaken Your Power to Lead, Influence, and Inspire (Advantage Publishing, 
October 2016). 
Visit tjjonesleadership.com
Connect tJ Jones
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How robust is your company’s emotional infrastructure? When 
asked, executives may get that deer-in-the-headlight look - they think 
it’s “squishy” and they can’t put it on a spreadsheet. To be clear, by 
“emotional infrastructure” we mean the values, traditions, habits and 
attitudes that give shape and form to your company culture. 

It’s just as important as the other infrastructures that make up 
company, such as IT, policies and procedures. It needs constant at-
tention, but it’s not as hard (or as scary) as it might sound. You can 

help your leadership team nurture it by encouraging them to lead 
by example, and here are some ways HR professionals can do that. 

trust is a foundation of that infrastructure, and people follow 
leaders they trust. When trust is undermined, employee motivation 
and engagement suffer -- and that can negatively impact your bottom 
line. Encourage your leadership team to hold themselves to the same 
standards as everyone else. Trust doesn’t come with authority, but is 
earned through actions.

Show Them And They Will Follow
The value of leading by example

By Kim Shepherd, Loren Miner and Tom Brennan
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As HR professionals, assure your leadership team that you understand 
their responsibilities and priorities: the fiscal health of the company 
comes first. You know better than anyone that difficult and unpleas-
ant decisions have to be made sometimes. Yet, a strong foundation 
of trust will make it easier for employees to understand and come 
to terms with unpopular decisions. Ultimately, you can’t maintain a 
fiscally healthy company if your emotional infrastructure is diseased.

Acting as a role model shows up in many idioms and parables about 
leading by example, from “do unto others” to “be the change you want 
to be.” There are plenty of ways executives can accomplish this. They 
can model a proactive approach to self-improvement through their 
involvement in professional associations. They can be seen “fighting 
the fight” alongside employees, taking cuts in lean times or coming 
in on a Saturday to help the team meet a deadline. Julius Caesar wore 
a bright red cloak into battle for the express purpose of letting his 
troops see him fighting beside them.

Leading by example means giving up a degree of control. Mi-
cromanagement is a Model T in a Maserati world, and leadership 
needs to stay on the leading edge of an evolving workplace. Does 
your company offer telecommuting options? If so, executives need to 
trust that remote employees are being productive (studies show this 
to be true). Leading by example means trusting employees the way 
an executive wants to be trusted. 

Other workplace values are changing as well. For example, more and 
more employees see themselves as independent contractors, regardless 
of their employment status. It’s part of the Me, Inc. mindset that’s 
often associated with Millennials. Employees expect to be empowered, 
and that means sharing power . . . and letting go of some control.

Think of leadership by example as micro-training and macro-
managing. In this approach, you hire passionate people, train them 
well in your vision and processes, provide them the tools they need 
and step out of the way. Then provide guidance and reinforcement 
through role modeling.

reinforcing values is crucial to a healthy emotional infrastructure, 
and executives can be like “signal boosters” to broadcast values the way 
IT infrastructure broadcasts WiFi signals. Encourage leaders to pick 
up on value broadcasts and pass them along every chance they get. 
For example, if an employee shows initiative in resolving a customer 
issue, the executive might send an email to everyone, recognizing 
that behavior. 

The servant leadership model can be very helpful in reinforcing 
values and leading by example. It involves sharing power, putting the 

needs of others first and helping others develop professionally. Servant 
leadership has proven successful at many companies on Fortune’s list 
of Best Companies to Work For, including SAS, Zappos.com, Aflack, 
Starbucks, REI and others. 

Accountability is alive and well in companies that practice leading 
by example, in spite of what some may think. Employees are ac-
countable to leaders, but leaders also are accountable to employees 
in a servant leader model. A commitment to lead by example is also 
a commitment to holding one’s self accountable. 

Dawn Kohler, President and CEO of The Inside Coach, has created 
a great tool for channeling this two-way accountability. It’s called a 
10/4 report, and it’s a way of sharing up rather than managing down. 
An employee uses a 10/4 report to share accomplishments, challenges, 
learnings and opportunities with a leader. The name comes from the 
fact that it should take 10 minutes for the employee to write and 4 
minutes for the leader to read. It encourages a consultative engagement 
between leader and employee, including partnering on establishing 
goals, monitoring progress and brainstorming solutions. 

By now you may be thinking, “Well, a lot of this is just common 
sense, isn’t it?” Yep. And if your executives are not already practic-
ing at least a few of these suggestions, it might be cause for concern. 
Maintaining a robust emotional infrastructure is not as difficult or 
“fuzzy” as many people think, and leading by example is a great way 
to get started. LE

Show Them And They Will Follow

Would like to Comment? Please Click Here.

Kim shepherd joined Decision Toolbox, a 100 percent virtual organization 
providing recruitment solutions in 2000 as CEO. Today, she leads the 
company’s growth strategy, primarily through developing partnerships and 
alliances, and as an active member of the Los Angeles and Orange County 
human resources communities. A recognized thought leader by HR organi-
zations nationwide, Kim regularly speaks on topics such as recruitment best 
practices, recruitment process outsourcing and the virtual business. She au-
thored The Bite Me School of Management, a book journaling her business 
journey and the challenges she has overcome, and Get Scrappy, a business 
book that provides a new perspective on personal and corporate growth. 
Connect Kim shepherd
Follow @Kimshepherd_dt

Loren Miner is COO of leading national recruitment firm Decision 
Toolbox (DT). Miner has more than 15 years of financial, corporate and 
leadership experience and oversees DT’s daily and long-term operational 
processes, client relations, finance, accounting, expansion and human 
resource functions. Miner holds a bachelor’s degree in business economics 
and is a Certified Public Accountant in California. 
Connect Loren Miner

tom Brennan is senior writer at leading nationwide recruiting firm Deci-
sion Toolbox. For more than a decade, he has played an integral role in 
developing strategic marketing materials designed to attract top candidates 
for Decision Toolbox clients.
Connect Thomas Brennan
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 Phone: 1.877.472.6648 | info@personalexcellenceapp.com |   www.personalexcellenceapp.com

As an employer, are you committed to helping your 
employees become engaged, better performers and 
motivated each and every day?
 
You should and now you can! 
 
The Personal Excellence App for Personal Development 

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

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

to align content and learning objectives to the key values and 

objectives you have set for your organization.  Map content 

and exercises to your employees that help your organization 

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

you will be able to embed custom training and content and 

messages that can reach your employees daily, motivating and 

inspiring them each and every day.
 

 No software

 In your brand

 Download statistics on employee usage

 Key Performance Indicators for employees 

 Align content with Corporate Values and Mission

 Quick Employee Survey and polling

 Add your custom content, or content from    

 our marketplace. 

Spend 3-5 minutes of the day3

How employees learn2

Choose area of focus1

Employees choose
the areas of focus
they want to work on.

Employees choose
how they learn.

Communicate with
your sta�.

Brand the app with
your logo.

Conduct polls with 
your employees.
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What is your strongest characteristic you think has made you a great leader?

I have several characteristics that help me in my work to support others achieve 
their personal and professional goals – and in helping the Goodwill organization 
remain successful and sustainable.

I am curious and love to learn. This helps me in leadership roles by ensuring I am 
able to ask good questions. Good questions can help with a current line of thinking 
and suggest new ways to consider an issue.  Learning is a product of curiosity and 
experience – and helps gather as much information as possible in relation to any 
particular issue.

I try to employ a big-picture, systems mindset, which helps me remember that a 
current state or challenge is usually a piece of a larger whole. Working to understand 
the entire system is critical if real, sustainable change is to occur.

Finally, I appreciate the variety that other worldviews bring to an opportunity or 
challenge.  This is a skill that took me longer to develop. It requires me to acknowledge 
that each leadership opportunity involves other people with differing perspectives.  
Honoring these views and incorporating the ideas of others almost always leads to a 
better decision or action.

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

Working with individual learners in our Executive Development Program has always 
been rewarding. In February 2014, a mid-career senior leader from a Goodwill agency 
applied for the program.  Although she was well-qualified in every other aspect, she 
was not accepted because she did not have a bachelor’s degree.  She was disappointed 
and discouraged. I encouraged her to connect with a local university with an excellent 
continuing education program.  

I provided regular coaching and support as this learner worked her way through 
the application and enrollment process.  With credit for prior academic work and 
professional experience, she was able to complete her degree by October of 2015.  
Additionally, she is now a member of our current Executive Development cohort. 
She credits me with helping her stay motivated and  follow-through with each step 
in the process – and with inspiring her to look at learning in a different way.  She 
now talks about education as an opportunity to grow and sees it as a positive aspect 
of her life – rather than a chore or burden. I was delighted to be able to help her and 
am very proud of her achievements.   

I Love to Learn
Our editorial team interviewed Lane Schonour from Goodwill Industries 
International at the Leadership Excellence Awards this past February. Here 
are some excerpts from the exclusive interview.

Name: Lane Schonour 
Title: Senior Director of Leadership 
Development
Company: Goodwill Industries International 
Number of people you lead: 3 Direct Re-
ports, 35-40 Learning Program Participants 
Annually
Email: lane.schonour@goodwill.org
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The lessons you’ve learned this year from your leadership experi-
ences

Leadership is not a role or a person. 
Organizations face too many challenges and opportunities for one 

single individual or small group to handle all the time.  Sustainable 
and successful organizations encourage and support an environment 
where leadership efforts can arise as needed to help necessary adapta-
tion and growth to occur.

organizational development and individual development are 
inextricably linked.  Group behavior and output is built from in-
dividual choice and the actions of all members. Leadership has the 
responsibility to set aspirations for the organization and to provide 
sufficient learning resources.  Sometimes this is the easy part.  A more 
difficult leadership challenge is getting all managers and supervisors 
to be comfortable – and skilled – in supporting individuals to plot 
and execute their own learning.

organizational learning is not a choice - it is happening all the 
time.  Good leadership recognizes its responsibility to influence what 
is being learned and to create an environment where all learning styles 
are honored and supported.

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

I have a personal motto, “Be Curious.  Be Kind.”  I try to let this 
sentiment guide me in all aspects of life. 

in your personal view what has been your greatest leadership 
accomplishment

I believe that the most significant leadership contribution I have 
made has been working with others to revitalize Goodwill’s Executive 
Development Program.  The program helps develop high potential 
leaders and is also a genuine organizational artifact – a touchpoint 
for dozens of tenured Goodwill executives.   

In 2006, the program was in peril.  The curriculum had not been 
updated in years and there was no rigor around selecting participants 
or enforcing any sort of program rules or structure.  The outcome of 
this disorder was surfacing as most new Goodwill senior leader and 
CEO positions were being filled from outside of our network. 

I had the opportunity to work with leaders from our membership, 
colleagues in our international office, and with outside experts to revital-
ize the program.  This was a long, arduous process in many ways, but 
by 2007 we were able to offer a completely restructured program.  That 
basic model is still in place, but has been enhanced and improved annu-
ally. Today it fills about 50% of all Goodwill CEO openings each year
.                                                                                                                                                         
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Melody Lenox

Name: Melody Lenox
Title: Vice President of Human Resources
Company: Axxess
Number of people you lead: 170
Email: mlenox@axxess.com
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What is your strongest characteristic you think has made you a great leader?
My values: Integrity, inclusiveness, humility, and servant leadership. I have a strong 

set of principles that fuels my commitment to improving myself and those around 
me. I’m intentional in thanking the people who stretch me, inspire me, challenge 
me, love me and encourage me. I’m always looking to share my experiences, lessons, 
and resources to help people succeed. I see myself as a bridge, connecting people to 
their potential.

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

I was managing human resources at previous company while it was closing offices 
and distribution centers around the country, impacting thousands of employees. To 
help the affected employees, I did something that that company hadn’t done before. 
I encouraged everybody to see these changes as an opportunity to walk through a 
new door, and to pursue exciting new paths.

I started training employees, both in person and through webinars, to build the 
necessary skills to find a job. Some of these employees had worked in the distribution 
center all their lives, and had never completed a job application or had a resume. 
Through the trainings and job fairs that I partnered with colleagues at other companies 
to create, I helped a large percentage of those affected find employment.

I was fortunate to be in a position to be selective with the interviews I took, so I 
passed on several opportunities to my colleagues that wouldn’t have otherwise been 
afforded these opportunities.

As the company was closing, I focused on helping others before taking care of myself.

What are the lessons you’ve learned this year from your leadership experiences?
Leadership is ineffective if you don’t first learn how to follow. Great leaders inspire 

and lead from behind. Our team at Axxess makes it easy. We’re always looking for 
new ways to learn and contribute to the company together. We’ve built such a diverse 
team here, and we have learned to rely on each other’s valuable perspective and insight.

Leadership is also an ongoing process, and about continuous improvement. You 
constantly have to evaluate and adjust your methods based on what works for your team. 
Every team is different, and it takes time and dedication to build a successful team.
And leadership is about relationships. You have to be purposeful about building and 

Leadership is an Ongoing Process

Our editorial team interviewed Melody Lenox from Axxess at the Leadership 
Excellence Awards this past February. Here are some excerpts from the exclusive 
interview.
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maintaining mutual trust. When you show consistent dedication and 
support, and continually help your team overcome challenges, you 
build that lasting relationship.

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

There is a quote by Maya Angelou that says, “We delight in the 
beauty of the butterfly, but rarely admit the changes it has gone 
through to achieve that beauty.” 

People can sometimes be drawn to the success of others without 
knowing what transformations occurred to achieve that success. I 
encourage people to find successful mentors in their organization 
or community. Listen to their struggles, their successes, and their 
triumphs, and learn how to lead. It’s a process. Be patient. The key 
to success is being open to learning and intentional about learning.

in your personal view what has been your greatest leadership 
accomplishment 

I don’t know that I’ve achieved my greatest accomplishment yet. I 
believe leadership is an ongoing process, and I’m always looking for 
ways to be more effective, more engaging, and ever-evolving. There 
are so many great leaders making a difference that are willing to share 
their expertise, and I’m grateful for any chances I get to learn from 
them and improve myself.

Every day, I strive to share my experiences, lessons, and resources 
and help others succeed. 
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despite good intentions by the C-Suite, gender equality across 
the corporate landscape is still a long way from becoming a reality. 
This is particularly true at technology companies, where the industry 
known for having a skills gap is also behind when it comes to attract-
ing, retaining, and developing female leaders. 

A well-publicized study conducted by LeanIn.org and McKinsey 
& Co. shows that three-quarters of 118 major companies surveyed 

designated gender diversity as a CEO priority. However, fewer than 
half (37 percent) of the 30,000 men and women surveyed said this 
was high on their own CEO’s priority list. The question remains, 
why should executives, particularly those running successful organiza-
tions, make the commitment to incorporate more women into their 
organizations? Is it for the positive publicity that will trickle down to 
customers and investors? 

The Need For Gender Diversity In
Technology
Let’s talk about it

By Holly Grogan
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Sure, being known as an organization that supports an important 
moral and social issue is nice, but the following are just a few proof-
points that show the true reason why gender diversity is key for success:
•	 Women-led companies perform better – According to Bespoke 

Investment Group, performance at companies led by female CEOs 
had been topping male-run companies by five percentage points.
•	 Women deliver business value – Countless experts agree that 

developing a more diverse and inclusive culture also creates an engine 
for delivering real business value. Take gender intelligence expert 
Barbara Annis as an example. Annis describes in a recent CIO article 
that when you incorporate women leaders into your organizations, 
“you save money, reduce employee turnover, and improve brand 
reputation.”
•	 diversity drives innovation – For technology companies that 

need to be at the ready to introduce new products and services ahead 
of customer demand, innovation is key. Research shows that women 
bring valuable perspectives and approaches to the ideation process, 
resulting in more solutions to complex problems. As Gallup Research 
has reported, “Men and women have different viewpoints, ideas and 
market insights, which enables better problem solving, ultimately 
leading to superior performance.”

Even the tech giants such as Amazon, Google, Microsoft and 
IBM have ground to make up with gender diversity. As of last year, 
women comprised only 30 percent of Google’s total workforce, with 
22 percent of the company’s leaders being female. Out of Google’s 
technical employee roster, women made up only 18 percent. 

Numbers like Google’s must keep growing, especially since a separate 
McKinsey report shows that $12 trillion could be added to the GDP 
by 2025 by advancing women’s equality.
taking Action Begins With Accountability

The time to talk about how to make gender diversity a reality, 
especially within technology, is now. Although it can be difficult to 
admit that change is necessary, the conversations can’t be avoided. 
Change must be discussed and supported at the executive level for it 
to be embraced throughout the organization. It must be understood, 
companywide, that the fresh infusion of women leaders will lead 
to better performance – and there’s plenty of data and research to 
support that fact.

I work for Tribridge, a technology company based in Tampa. 
Despite having a higher percentage of women team members than the 
industry average, we decided we needed to commit to improving our 
gender equality. Our CEO knew it was up to him to take account-
ability and set the tone from an executive level. During our company 
retreat last year, he stood before our entire team and announced a 
new initiative to evaluate how we can do a better job of developing 
women leaders. It was the first small step in a journey that has already 
greatly affected our culture.

Establishing formal women’s networks designed to advance gender 
equality through initiatives like flexible employment and leave policies, 
as well as transparency in hiring and promotion, will be essential for 
making gender diversity progress. General Electric is an example of 
an organization that’s doing this right. A Women’s Network allows 
its female employees to better cultivate their leadership skills, busi-
ness practices, personal contacts and career opportunities.  Today, its 
Women’s Network has transformed into a worldwide organization 
of more than 150 hubs in 43 countries.  Accenture also has a strong 
program.  It has adopted the global women’s theme, “Defining success. 

Your way,” for the 130,000 women around the world who drive the 
company’s operations.

Accenture, GE and Tribridge are just three examples of companies 
that are going beyond good intentions to make gender diversity integral 
to their organizations. Granted, this will not happen overnight, but 
when companies commit to having the conversations, starting at the 
executive level, they are taking important steps toward meaningful 
change.  And not simply for show, but because we now know that 
better business performance will follow. LE

The Need For Gender Diversity In Technology

Would like to Comment? Please Click Here.

As the Vice President of the People Team at Tribridge, Holly Grogan is 
responsible for overseeing the strategic direction and operations of Human 
Resources, Corporate Recruiting and the Tribridge Academy. With over 
15 years of experience in executive-level human resource development, 
employee relations, performance and change management, training and 
coaching, corporate recruiting, compliance, and compensation and benefits 
services, Holly’s expertise is integral to leading the development and imple-
mentation of policies, processes and systems to support the team members. 
In her prior role, Holly was Senior Director of Human Resources, and was 
responsible for ensuring that all HR functions were aligned with the firm’s 
vision and growth strategy. She developed and managed programs designed 
to improve overall team performance, retention and career progression. 
Prior to joining Tribridge, Holly served as Vice President of Human Re-
sources for a broadcast facilities company, where she worked as part of the 
executive team to integrate employees and systems from several companies 
as a result of a multinational acquisition.
Connect Holly Grogan
Visit www.tribridge.com  

“
despite good intentions by the C-suite, gender 
equality across the corporate landscape is still a long 
way from becoming a reality. This is particularly true 
at technology companies, where the industry known 
for having a skills gap is also behind when it comes to 
attracting, retaining, and developing female leaders”
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Dr. Trish Holliday

Name: Dr. Trish Holliday, SPHR, SHRM-SCP
Title: Assistant Commissioner and State 
Chief Learning Officer 
Company: Tennessee Department of Hu-
man Resources
Number of people you lead – 18 team 
members responsible for the learning and 
development of 40,000 + employees
Email: Trish.holliday@tn.gov
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What is your strongest characteristic you think has made you a great leader? 
I believe that leadership, at its fundamental level, is about relationships. Much of 

my success as a leader is a result of my focus on building and maintaining a relation-
ship with those I lead. As the Assistant Commissioner and Chief Learning Officer 
(CLO) for Tennessee state government, I have to make decisions that are not always 
readily accepted with enthusiasm. Many decisions require individuals doing things 
differently from how they have always been done, and many struggle with such 
change. I have a strong desire to build a relationship that creates a partnership that 
can remain strong in the midst of change, and even in conflict. I had the opportunity 
to practice this characteristic in my former career on the mission field working with 
impoverished families, as well as in my current role as CLO in state government. I 
feel I have the ability to get to the “heart of the matter” and repair and reestablish 
damaged relationships due to misunderstandings. This has enabled me to continue to 
build many lasting relationships and establish an extensive network of partners and key 
stakeholders. The mantra, “We’re Better Together”, sums up my approach to leading.

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

One of my often repeated phrases is that leaders must be continually learning. I 
consistently share this with my colleagues, and even give presentations about the im-
portance of lifelong learning. I recently put this into practice by returning to university 
and earned my Doctorate in Education with an emphasis on Learning Organizations 
and Strategic Change. It was a challenging journey of going full time to school while 
working fulltime and sustaining a healthy family life! The experience has been very 
rewarding and has improved my ability to be successful in my current role as CLO. 
What I didn’t realize is how this would impact others. Just recently a human resources 
director shared with me how he decided to return to college and earn a Master’s degree 
late in his career because he saw what I did, and realized that it is never too late to 
learn and grow. The opportunity to inspire others is an awesome outcome of my role 
as CLO for the State. I currently work for an amazingly visionary leader who inspires 
me to be able to “pay it forward” to other leaders in state government.

The lessons you’ve learned this year from your leadership experiences 
We are going through many enterprise-wide changes in state government. As part 

Leaders Must be Continually 

Our editorial team interviewed Dr. Trish Holliday from Tennessee Department 
of Human Resources at the Leadership Excellence Awards this past February. 
Here are some excerpts from the exclusive interview.
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of some of those initiatives, I have learned that culture change is 
hard – sometimes very hard. What has enabled me to be successful 
during those changes is the need to both provide clarity of the direc-
tion for the change, and to bring resisters in early to engage them 
in the change process. Both of these lessons have provided me with 
an ability to help create “buy in” from all levels of the organization 
and across the enterprise as to why change is needed, and to identify 
those who will resist the change effort. Knowing who the resisters 
are helps a leader create an engaging and collaborative strategy that 
can help create buy-in and to realize the change is beneficial to them 
and the organization.

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

I believe that in being a leader one must always honor the past 
contributions of leaders while you set new directions for the future. 
As a personal example of this, once I assumed a leadership role in my 
current organization, leaders before me, including my father, George 
Bass, had carved out a division with the Department of Human 
Resources that focuses on the advancement of leaders through an ac-
celerated, focused development approach. What he and many others 
had accomplished opened the door to developing leadership programs 
designed to improve the knowledge and skills of state leaders. I am 
thankful to them for laying the foundation for such forward thinking 

as I have been able to build upon their vision. I would encourage all 
who enter into a leadership role to ensure that care is taken to not 
overlook, intentionally or not, the contributions made by previous 
leaders.

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

As CLO for the State I have the responsibility and privilege of 
leading the enterprise-wide leadership development program known 
as LEAD Tennessee. As we became aware of the need to create a bench 
strength of leaders as part of our overall succession plan, we developed 
the LEAD Tennessee program – recipient of the 2010 IPMA-HR 
international award - to meet that need. This program received spon-
sorship from the Governor’s office, along with his executive Cabinet 
leadership. Now in its 7th year, we are developing over 100 leaders per 
year in key leadership competencies who will be ready to step into 
mission-critical roles in the future. With this program, we are creating 
a strong team that is ready to meet the challenges state government 
will face in the coming years.
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Michelle Maldonado

Name: Michelle Maldonado
Title: Associate Vice President
Company: Center for Applied Learning at 
American Public University System
Number of people you lead: Currently 
building a team in my new role as head 
of Business Operations. However, in 
previous roles and positions, I have led 
teams ranging in size between four and 20 
colleagues consisting of directors, senior 
managers, managers, coordinators and 
consultants.
Email: mmaldonado@apus.edu
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What is one of your strongest characteristics that has helped you be an effective 
leader?

I believe my strongest leadership characteristic is my ability to weave in mindful-
ness, emotional intelligence competencies and compassion as part of an integrated 
base to support the execution of my technical and operational duties. I have found 
that this combination helps inspire and unite others in a way that allows each of us 
to reach our highest potential while embodying the values, and serving the higher 
purpose, of our organization.

We each have certain innate, technical abilities. We all can find a way to “get 
the job done,” but I believe that how we do things and how we treat people in the 
process can often matter more than why we are doing something (e.g., a mission to 
make complex data more comprehendible and accessible for organizations and their 
leaders) or what we are doing (e.g., to provide best-in-breed data analytics software). 
In my leadership roles, I try to inspire people to bring their “A-game” every day by 
modeling desired behavior and by “being the change.” My hope is that in doing so, I 
can help create the conditions for us all to be collaborative, courageous and produc-
tive – in essence, to thrive. 

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

In 2012, I helped co-create and launch Inspire, a thought leadership series to 
promote individual and workplace transformation, leadership performance and 
employee well-being. Since then, with the collaboration of internal colleagues and 
industry experts, we have grown the series to include a companion blogsite (www.
GreatLeadersinspire.com), a pilot mindfulness meditation program, and multiple, 
half-day internal personal leadership development workshops for our employees. 
To date, I have helped facilitate multiple workshops across departments within our 
organization as well as for select corporate and strategic partners in industry. We have 
been fortunate to have participants from emerging leaders to C-Suite executives who 
have begun to rethink and evolve their approach to team and organizational leadership

The integration of these resources, new leadership tools and mindfulness strategies 
have encouraged some of our staff and strategic partners to stretch beyond their comfort 

I Try to Inspire Transformation & 
Stellar Performance

Our editorial team interviewed Michelle Maldonado from American Public 
University System at the Leadership Excellence Awards this past February. 
Here are some excerpts from the exclusive interview.
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zones and business as usual to create new paradigms for leadership and 
team collaboration. We have heard some promising results including 
increased self-confidence, enhanced performance and work product 
quality as well as greater collaboration and engagement. We are pleased 
to know that this work has inspired others to embrace and embody 
the various tenets explored through these initiatives as well as create 
new expressions, applications and mindsets to grow both individual 
and organizational well-being and performance.

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

I’ve always known this on some level, but over the last year, my 
appreciation for it has deepened: Everything we do leaves an impression 
and a legacy – good or bad. Someone is always watching and everyone is 
struggling with something difficult that you know nothing about. I’ve 
learned that the questions we must consistently ask ourselves are: What 
are my impact and contributions that include, but go beyond, profit/
revenue? How am I advancing the sustainability, success and well-being 
of my team, department, division and organization? What, in fact, 
is my legacy imprint every day and what will it be after I am gone? 

If we narrowly define our purpose, responsibilities and impact to 
a limited, and even outdated, definition of success that is dispropor-
tionately focused on revenue generation without valuing the whole, 

we may find ourselves and our organizations outpaced, out managed 
and outdated in an increasingly competitive marketplace. These con-
siderations aren’t simply “nice-to-haves.” To keep pace with industry 
trends, with how to manage up to five generations in the workplace, 
how to stay competitive and much more, these considerations are 
“must haves” that will help each of us navigate the professional terrain 
with more clarity and resilience.

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

Don’t be afraid to find your authentic voice and set clear boundaries 
– regardless of where you may find yourself within the professional 
lifecycle. To help, first assess your personal values and then compare 
them with the values of your organization – not the values written 
on a wall plaque or laminated cards, but the real values as exhibited 
by your executive team and other leaders, by their decisions and 
treatment of employees as well as those values that make up the feel 
of organizational culture.

Often, you will find that there is a values gap. Try to align the two 
value sets so that you may bring a higher purpose to your work and 
your ability to move the needle in a way that not only creates team 
unity and personal/professional fulfillment, but also organizational 
profitably and sustainability.

It takes courage and persistence, particularly in environments that 
may not initially be supportive. However, in leading yourself and 
others in this way, you help create a “we” vs. a “me” mindset and begin 
to shift behaviors, practices and culture. Ultimately, you help create 
a win-win for everyone that not only can be felt, but is reflected in 
the bottom line.

in your personal view, what has been your greatest leadership 
contribution?

I would say that the simple act of aligning my daily work with a 
mindful, compassionate and collaborative leadership style has moti-
vated others to do the same with their teams, divisions and external 
organizations – all in a way that has helped to positively impact the 
bottom line and employee well-being.

Many of us often (narrowly) measure the quality of leadership by 
how many deals we have closed, how much revenue we have gener-
ated, our number of promotions or the level of our title. These are all 
things that are important, but they only address a small piece of the 
leadership formula. By each of us doing our own work -- which means 
both stellar execution of daily technical duties and our “inner work/self-
work” to be and do better for ourselves and our teams -- we lift everyone 
to new heights of performance, innovation, and, most of all, trust.

I appreciate that we all do many big and small acts throughout the 
course of the day that, over time, begin to yield healthy and sustain-
able fruit. My hope is that one of my greatest leadership contributions 
is that I have planted seeds that help teams and organizations yield 
this fruit . . . together.
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George Patton famously proclaimed, “We herd sheep, we drive 
cattle, we lead people. Lead me, follow me, or get out of my way.”

Our job as leaders is to lead, which seems obvious. But more often 
than not, leaders fail because there is no vision or plan to share and lead 
from. It’s hard to get people to follow unless they really understand 
the destination. It’s about believing. It’s about ownership. It’s about 
passion for even the smallest things.

I often espouse, “If you can see it, you can do it,” and that is really 
the core principle behind leadership: developing, articulating, sharing 
and executing a vision. This is accomplished when everyone on the 
team can “see” the entire vision – or at least their part in it – and how 
their contribution fits into the greater whole. You know that your 
team is onboard when they can articulate back to you or to other 
members of the team their role.

Visualization is powerful. The first step is internal to the leaders where 
they can see themselves implementing the vision and/or the outcome. 

 The second is where the practice gets exponentially more powerful 
and difficult to achieve. It is the actual communication to others of 
the idea, product or task so that everyone involved can also “see” it 
and understand what it requires.

This second form of visualization can make or break a leader. 
When a leader can get everybody to see and share a single vision, it is 
galvanizing. A strong vision and understanding of the objectives will 
keep the efforts focused and driven to achievement. Almost anything 
can be accomplished if you can get everybody involved to see and 
understand the whole picture and their contribution to it. 

Leadership requires the ability to mobilize the best in the people 
on the team. It’s about getting everyone to work together towards 
the common goal or vision. Articulating the vision requires that the 
leader has “listened” to the vision from all angles. 

I like to use my Talk Show exercise to tease out any unseen angles 
in a visualization. Imagine yourself on your favorite talk show and 
the moderator is interviewing you about your project. These are the 
main questions to be answered:   

Tell us about your achievement.
How did you do it?
Who helped you do it?
What are customers/clients etc. saying?
What is the impact?
These Talk Show questions force a leader to get out of their own 

perspective and look at the project, as it will be when it is complete. 
Answering these questions as a narrative forces details to emerge as 
the story is stitched together task by task, piece by piece. 

As you do this exercise, anticipate that the interviewer will probe 
the story you are telling and drive you to be more thorough. We often 
think we really understand our vision and what it takes to bring it to 
fruition, but that is so often not true. The Talk Show exercise allows 
you to bring others into the game to script the narrative, so you can 
not only tell the world (in your mind at least) about your vision, but 
prepare the foundation to work with your team more effectively.

Who hasn’t had a daydream of telling someone important all about 
their work and their passion? Taking a step back to create these macro-
views of your vision can help tell the story, and clarify the end goals. 

Why is telling your story or talking about your vision important? 
It is a way to express the mission, the company culture, and the 
reason for putting in the extra hours. It is also a way to attract the 
right talent and move the agenda forward. It opens a leader to new 
solutions and breakthroughs. It provides the confidence to generate 
outstanding results. 

Never underestimate the importance of seeing your vision from 
all sides. LE

If You Can See It, You Can Do It
The key to success

By Robbie Hardy

robbie Hardy spent 20+ successful years in the corporate sector before 
finding her true calling in the entrepreneurial world.  She is author of the 
new book UPSETTING THE TABLE: Women Mentoring Women.
Visit www.robbieHardy.com
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Connect robbie Hardy

Would like to Comment? Please Click Here.

FEAtURE

8 Submit your Articles36 Leadership Excellence Essentials presented by HR.com | 08.2016

http://www.robbiehardy.com/
https://twitter.com/Robbie__Hardy
https://www.linkedin.com/in/robbie-hardy-49b25
http://web.hr.com/8x4m
http://www.hr.com/en?t=/CustomCode/ePublications/submission/submission.main


As a leader, the all too familiar work-life balance challenge can 
feel unattainable and is thus relegated to the back burner.  As more 
research comes to the surface, it is becoming apparent you may be 
risking not only your own personal business success, but your com-
pany’s competitive edge.  Anecdotally, you may have heard stories 
about the candle being burned at both ends, impacting health, pro-
ductivity and innovation.  There is research to back up those stories.  

Studies such as the Corporate Executive Board’s survey of 50,000 
global workers found that a healthy balance translates into more 
productive workers, 21% harder according to this particular study.  
With the latest statistics showing that 75-90% of doctor visits are stress 
related and MRI scans show stress and fatigued brains resemble those 
who are asleep, the goal of competitive innovation can fall further 
and further behind.

Even if your company has tried work-from-home, flexible hours, and 
more liberal vacation policies to no avail, do not give up hope.  The 
three following steps can help you create a culture of healthy balance.

stop Being simon – The childhood game played around the globe 
called “Simon Says” pivots on the human tendency to do what others 
do instead of what they say.  Corporations are full of Simon leaders 
that say one thing and do the opposite such as instructing their em-
ployees to be more mindful of expenses while they go on company 
paid golfing trips or requiring employees to use their vacation to 
disconnect, but yet send emails to them throughout their “time off.”  
It is not good enough to talk the talk. A leader must walk the walk.  
Your actions will be imitated far more than your words will be followed.

don’t Pigeon Hole – Work-life balance has historically been 
defined as a woman’s issue.  A recent study of both male and female 
executives showed the majority felt it was gender based.  This myopic 
view led to policies that only addressed the issue for women and more 
pointedly for mothers (e.g. maternity leave).  Society has changed.  
Not only are men taking an active role in raising their children, both 
genders are now caring for their adult parents.  Younger generations 
are coming to the workplace with a different value set around the 
tradeoff between work and personal life than their predecessors.  Seek 
out inclusive solutions that reach the maximum audience.

realize the importance of Now – Technology has provided us so 
many benefits, but it has made it far too easy to divide our physical 
and mental self in the moment.  A look around a restaurant, home 
dinner table, or corporate meeting will quickly give you a sense of 
how people are physically present, but their hunched over glossy 
eyed stare into their mobile device has them hundreds of miles away 
in a different mental state of being.  Employees starve for leadership 
attention and yet when they are physically present with that leader, 
so often they only have a small percentage of that leader’s mental ca-
pacity.  You must strive for what is referred to in The Golden Apple as 
being mentally and physically co-located.  Five minutes of undivided 

attention is worth more than 30 minutes of being physically present, 
but mentally distracted.  

Ask yourself what is the most important thing that you should be doing 
now, and then eliminate all else that takes you away.  The word now 
can also be a helpful pneumonic.

No distractions – focus on being mentally and physically co-located.
own it – Your time is valuable and limited, so be purposeful about 

how you divvy it up.
Watch for results – How does being in the now impact your direct 

reports and work/personal relationships?  This behavior modification 
will not stick unless you seek out the value.  Develop stories to share 
with your team to support the behavior you wish to see.

So often, enacted policies and practices to create a healthier work-
life balance have minimal impact on the workplace culture.  Study 
after study shows that a very small percentage of workers are taking 
advantage of these policies. It is no wonder leaders eventually come 
to the conclusion that work-life balance is an unattainable goal and 
not worth their limited bandwidth.  

However, it is the leaders themselves who may be inhibiting the 
effectiveness of these policies and thus impacting the overall health of 
the team and the business.  Leaders who enact the above three tips will 
soon discover a culture that is well on its way to being transformed. LE

When Work-Life Balance Policies 
Don’t Work
3 leadership tips

By Mason Donovan
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Linda M. Ginac

Name: Linda M. Ginac
Title: CEO
Company: TalentGuard, Inc.
Number of people you lead: 10 Direct 
Reports
Email: linda.ginac@talentguard.com

#AWorldInspired          LEAD2016 

2016

What is your strongest characteristic that you think has made you a great leader? 
The one characteristic that makes me a great leader is that I am fearless, which 

means many things to me. Mainly, my fearlessness translates into the courage to 
push past uncertainty, without being frozen by the possibility of failure. But it also 
means possessing the uncanny ability to recover dramatically after setbacks and recast 
a new, focused plan. I’ve also learned to listen to my intuition and my heart, not just 
my head. This keeps me grounded and aware in the present, while enabling me to 
build for the future.

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

I was the CEO of an eight-person career consultancy firm, and the business was 
thriving. It grew so fast, in fact, that I spun out a new company, TalentGuard 1.0, 
to train and certify career coaches, help them start their own businesses, and provide 
them with the tools they needed to service clients. To my surprise, the majority of 
professionals who signed up for the training were HR professionals – not the target 
market I envisioned. Numerous training sessions later, many of these HR professionals 
invited me in as a consultant to help them improve their internal career development 
programs, especially in the area of career pathing. After many consulting engagements 
involving the creation of global career pathing frameworks, I began to see a pattern 
emerge. The frameworks were fantastic, but there was way too much data for any 
one person to consume with simplicity. I decided a software product could help. 
After months of searching, I finally found a product that could help. Unfortunately, 
though the product was functionally rich, the user interface was terrible and the user 
experience was just as bad. But, I didn’t let that stop me; I could see the possibilities. 
Deciding to go full steam into product, I asked one of my investors for the funds to 
purchase the source code of the technology I found. 

Everyone thought I was nuts – my husband, my team, and my investors. “Why put 
a million-dollar consultancy at stake for a product like this?” That was the question 
everyone asked. “Because it’s game changing, and with it I can change the future,” I 
answered. Though my investor had given me a weak verbal go-ahead, I didn’t have 
the funds in the bank when I few out of the country to conduct due-diligence of the 
software on site. Days later, my technology guru and I were still on site, stringing 
out the due diligence process to the point of looking ridiculous, because I still didn’t 

I am a Fearless Leader

Our editorial team interviewed Linda M. Ginac from TalentGuard, Inc. at the 
Leadership Excellence Awards this past February. Here are some excerpts from 
the exclusive interview.
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have the funds, and my investor was waffling. Using every last breath 
of vision and pitch I could muster, I got him to release the funds 
(we are not talking a small amount here). With a smile, handshake, 
and big glass of wine, I was finally the owner of a full talent manage-
ment suite. Now, years later, we are growing rapidly and have many 
delighted customers using our uber-modern software to solve real 
employee engagement issues.  The morale of the story? Be fearless. 
The journey continues….

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

one: Not everyone will be able to see your vision, so sometimes 
your passion is all you have to move the needle. two: Fearlessness is 
vital; never settle for no as the final answer. Three: Trust your gut, 
heart, and mind while allowing others to participate in decision 
making and growth strategies.

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

Be resilient and think positively, because nothing happens on your 
timeline.  

in your personal view what has been your greatest leadership 
accomplishment. 

Listening more than I talk.

2016

#AWorldInspired          LEAD2016 

Would like to Comment? Please Click Here.

40

http://web.hr.com/4oke


Top Corporate Leader Award - Over 35

Leadership Excellence Rank

12

What is your strongest characteristic you think has made you a great leader?
My strongest characteristic and what has made me a good leader, is the passion and 

enthusiasm that I have for unlocking the leadership potential within our employees.  
Finding out what their professional goals are, and helping them make them happen. I 
like to use creativity and many interactive teaching strategies to accomplish this, 
which keeps my participants highly engaged and having fun while learning to lead.

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

Many of my participants will send me emails thanking me for the opportunity to 
attend the academy, but the ones that mean the most to me, are the ones that say 
that I have helped to change their lives. Whether from a book they read or article 
that I used to make a point in class, or by participating in a Corporate lunch with 
Senior Leadership, having the opportunity to network and learn from people within 
their organization is something they may never have done. All of these things tell 
me that what I’m doing is working, and that people are getting to where they want 
to be within Riverside, partially because of me, but mostly because of the fire that I 
was able to ignite within them to succeed. 

What are the lessons you’ve learned this year from your leadership experiences?
When people see the passion and drive created within someone from attending 

the Academy, they want it too.  It becomes contagious, and they can’t help but “pay 
it forward”.  It creates a “snowball” effect, and before you realize it, you are affecting 
the whole organization.  

I have learned that I just do what I love, and help people get to know who they are, 
so they can lead with all that they have. Then, Riverside truly gets the best of them 
and that’s a win-win for everyone.

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

Listen to yourself and follow what is in your heart. The best part of developing 
leaders, is watching them discover themselves, and just giving them the tools to achieve 
their goals both personally and professionally.

Follow Your Heart

Our editorial team interviewed Taffi Simone from Riverside Health System at 
the Leadership Excellence Awards this past February. Here are some excerpts 
from the exclusive interview.
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Taffi Simone

Name: Taffi Simone, MSRS
Title: Professional Workforce 
Development - Program & Curriculum 
Development/Leadership Training/Facilita-
tor
Company: Riverside Health System
Number of people you lead: Our 
organization has just over 10,000 employ-
ees

Video

https://www.youtube.com/watch?v=3w-aUmx59cw
https://www.youtube.com/watch?v=3w-aUmx59cw


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

I have many leadership accomplishments that I am proud of, but 
what comes to mind is after completing the first 12 month class, and 
awaiting the evaluations. I was nervous because everything is based 
on outcomes and improving our GPTW scores. Our evaluations from 
the first class were excellent!  Then the next year, just continued to 

build momentum.  The thing that gives me the most pride is seeing 
something we created that is working as it was meant to be.  Watch-
ing employees move up the ladder every day, getting excited about 
where they work and who they work with.  That’s really all I need...

2016
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it is evident that conventional leadership development practices 
are no longer adequate. Organizations globally need to incorporate 
the next generation leadership competencies in order to address the 
development needs of their rising leaders. This expanded group of 
upcoming leaders need to have a broader skillset, one that equips them 
to think and act globally in a VUCA business environment. They 
must do so while embracing cross-cultural diversity and cultivating 
collaborative relationships within and outside their walls. These are the 
hallmarks of the mindset needed to develop effective global leaders.

The rapidly evolving demands of the 21st century include everything 
from climate change to demography, shifting customer requirements 
and expectations, the rise of technology, globalization, new markets, 
and new attitudes to work. Leaders must now operate in a way that 
inspires and engages people, while simultaneously addressing changing 
customer requirements and delivering results. Finally, all of these needs 
to be achieved with a sense of urgency, as the experienced leaders of 
the “Baby Boomer” generation continue to retire at pace (Hagemann 
& Bawany, 2016). 

A company’s leadership pipeline is expected to deliver its “next 
generation” of leaders who are capable of leading now. The payoff 
is a supply of leadership talent that simultaneously achieves targets, 
strengthens and protects ethical reputation, and navigates transfor-
mational change in pursuit of a bright, competitive future. Because 
customers’ changing requirements are so significant, and customer 
focus is a “hot topic” for executive development leaders, investing an 
appropriate amount of time, energy, and other resources to develop 
the capabilities of high potential leaders in these areas will be very 
important. Mentoring, feedback and coaching, and training programs 
are all potentially valuable ways to address this need. 
Leading in a VUCA World

Leading in a world that is Volatile, Uncertain, Complex and Am-
biguous (VUCA) not only provide a challenging environment for 
leaders to operate and for executive development programs to have an 
impact: it also provides a much-needed range of new competencies.  
The new reality is resulting in the realization that new and different 
capabilities are needed to succeed (Hagemann, Bawany et al., 2016). 
“L.E.A.P.” through the Fog in a VUCA World

To lead successfully in the VUCA World, leaders need to LEAP 
through the fog and demonstrate the set of cognitive readiness com-
petencies and also possesses traits as shown in Figure 1.
Building the NextGen Leadership Pipeline

Having a robust leadership pipeline remains as one of the critical 
talent management issues facing organizations around the world 
operating in a VUCA business environment as this would contribute 
towards the development of a sustainable competitive advantage of 
the organization. This is achieved by cultivating emerging talent early 
while enhancing organizational capability. Developing a leadership 
pipeline starts with identifying and then transforming high-potential 
individuals to a variety of developmental opportunities and experiences. 

Figure 1 – Competencies & traits for Leading in a VUCA World

Organizations are facing unprecedented new leadership challenges, 
including developing different generations of leaders including Gen 
Y, meeting the demand for leaders with global fluency and flexibility, 
building the ability to innovate and inspire others to perform, and 
acquiring new levels of understanding of rapidly changing and emerging 
technologies and new disciplines and fields.  As experienced leaders, 
managers, and professionals continue to leave an organization, their 
intellectual capital and tacit knowledge, unless codified, will be lost, 
creating tremendous challenges at a time when the market is growing 
more global and dynamic. This translates to tougher competition in 
the marketplace, making the search for high-potential people exter-
nally more difficult and future success more elusive. Further, there is 
a sense of urgency for organizations today to accelerate the time to 
competence compounds the challenge of building a strong leadership 
pipeline from within. 

Executive and leadership training programs may be strengthened, 
broadened and deepened to include inspiring and engaging others, 
as well as Cognitive Readiness and Critical Thinking skills. These 
capabilities can be addressed by incorporating specific activities and 
exercises designed to increase awareness of their impact and impor-
tance in familiar techniques, such as case studies or applicable business 
simulations.

Additionally, opportunities for application and practice can be 
provided in experience based approaches where participants work 
to apply the concepts and skills directly to real business issues, while 
colleagues and facilitators provide feedback based on behaviors they 
observed during their work together.
development of High Performance organisation (HPo) for a 
VUCA World

Leadership in a VUCA World is all about the ability to have impact 

NextGen Leaders For A VUCA World
Transforming future leaders for success

By Prof Sattar Bawany
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and influence on your followers so as to engage them towards achieving 
sustainable results of your organisation which is operating in a fast paced 
globalised business environment which is ever increasingly volatile, un-
certain, complex and ambiguous.

We are operating in a hypercompetitive VUCA business environ-
ment. The world moves faster today when compared to 20-30 years 
ago. Companies feel the pressure to decrease time to market and 
improve the quality of products while delivering on ever-changing 
customer expectations to maintain competitive posture – that is, be 
adaptive and nimble. Driving results in High Performance organisa-
tions (HPOs) is difficult even for companies who have the benefit 
of dedicated and knowledgeable employees and business leaders to 
leverage (See Figure 2).

Today, people often point to the importance of various leader-
ship competencies including cognitive readiness (critical & strategic 
thinking skills), emotional & social intelligence, managerial coaching 
and leading team for performance, effective negotiation & conflict 
management and cross cultural communication & diversity manage-
ment in driving results and achieving organisational success in a high 
performance organisation (Bawany, 2014).

Figure 2 – Framework for development of High Performance 
organisation (HPo)

There are two things we can say with certainty about the future: it 
will be different, and it will surprise. Now, more than ever, leaders 
have to navigate unfamiliar, challenging times, a quickening pace of 
change, increasing expectations, and a rising tide of rapidly-evolving 
conditions. This new and different environment is challenging leaders 
to find new ways to lead their organizations and achieve sustained 
success. And, because of these circumstances, there is a thirst for leader-
ship, yet leaders face a whirlwind environment laden with remarkable 
opportunities and daunting challenges through which to lead their 
people and organizations. LE
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What is your strongest characteristic you think has made you a great leader?
I believe it is a deep capacity to tap into my positive energetic mindset regardless of 

the situation. This capacity enables me to actively listen without harmful judgement.  
It enables me to turn hard conversations into productive ones so that each person feels 
valued. It enables me to find opportunities even in challenging obstacles. Often the 
result is a new level of awareness and clarity.  This regularly happens for the person or 
people I am working with and it happens for me too.  The mindset we bring to our 
leadership is truly contagious.  I am intentional about sharing a positive perspective 
because it makes the experience of work more satisfying for everyone.  

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

I was consulting for 6 years in 2007 when I started noticing significant frustration, 
disappointment and quite honestly disillusionment about being a nonprofit leader.  
My concern lead me to a business coach. While coaching helped strengthen our own 
business, I found a missing link for supporting nonprofit leaders in a new way and I 
enrolled in coaching school. I was coaching for a year when I read the book Energy 
Leadership: transforming Your Workplace and Your Life from the Core by 
Bruce Schneider.  I enrolled in the Energy Leadership training program. That was 
the moment I discovered the key to more joy and success in my own leadership and 
ever since have been on a mission to create this opportunity for nonprofit leaders 
everywhere. Since 2008 I’ve been reaching out to nonprofit leaders with Energy Lead-
ership and other coaching tools, to bring new energy to the hard work of delivering 
on their organization missions. I’m really proud of the difference this work makes. 
Early positive results appear in a new article Measuring Impact Related to Mission 
in Choice Magazine, Oct. 2015, and our new Leveling Up Leadership Initiative is 
making positive energy resources available to nonprofit leaders across the globe.  

What are the lessons you’ve learned this year from your leadership experiences?
•	 The more I share my vision for our company and our services with my team, 

the more they understand it, embrace it, help me further sharpen it, and can inde-
pendently take action on it.
•	 What happens in a business process is exactly what needs to happen at that 

time, even if it is difficult.  As we work through difficult situations, new ideas and 
new opportunities emerge that might not have otherwise appeared. Those ideas and 
opportunities open up new and sometimes better pathways if we are looking for them.  

A Positive and Energetic 
Our editorial team interviewed  Denice R Hinden from Managance Consulting 
& Coaching  at the Leadership Excellence Awards this past February. Here are 
some excerpts from the exclusive interview.
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 Denice R Hinden

Name: Denice R Hinden
Title: President
Company: Managance Consulting & Coach-
ing
Number of people you lead: 3 employees; 
5 partner consultants
Email: drhinden@managance.com

Video
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•	 From Patrick Lencioni’s book Death by Meeting, a fresh definition 
and point of view about conflict that has given me a new appreciation 
for the value of conflict.  Lencioni’s definition is that conflict is just 
unresolved tension.  His point of view is that conflict is a good thing 
for keeping people connected and engaged together in working out 
solutions.  It’s completely transformed the way I think about it and 
made me feel much less afraid of it or desiring to avoid it. Its helped 
me to be more genuine in sharing what’s on my mind so we can 
resolve things more easily with good outcomes. 

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

I absolutely love this wisdom quote from Vivian Greene, an exciting 
visionary, artist, author and entrepreneur.  “Life isn’t about waiting 
for the storm to pass.  It’s about learning how to dance in the rain.”  
It says everything I believe in my head and my heart about exemplary 
leadership.

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

In 2012 I was selected to facilitate a national collaboration of 7 

different organizations involved in the education, credentialing and 
licensing of an important group of healthcare providers.  While the 7 
organizations all work in the same industry,  they had a 30 year history 
of not trusting each other and working independently, often at cross 
purposes.  They sought out help in breaking through their barriers 
when they came to an understanding that working collaboratively 
was the key for the US to come into a compliance with international 
standards for their profession.  In 2013, I lead a co-facilitation team 
for their first every annual meeting where historic openings in com-
munication occurred.  In 2014, I lead a co-facilitation team for their 
second annual meeting where new practices were accepted that are 
changing the course of their profession.  Now having facilitated their 
fourth annual meeting, I see them on the precipice of even more great 
results from their collaborative effort.  Bringing this amazing, passion-
ate group of leaders together to change the course of their profession 
and help women, children and families far into the future is by far 
one of my most satisfying accomplishments to date.
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Upcoming Virtual Events & HR.com Webcasts

Virtual Events

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

Schedule

Employee Benefits and Wellness October 5 & 6, 2016 April 19, 2017

HRIS and Payroll September 20, 2016 February 22, 2017

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

Leadership September 27, 2016 March 7, 2017

Recognition and Engagement November 2, 2016 May 3, 2017

Talent Acquisition October 26, 2016 April 4, 2017

Talent Management January 25, 2017 July 12, 2017

Technology Enabled Learning October 18, 2016 March 22, 2017

Workforce Management December 7, 2016 June 6, 2017

Webcasts

A Selection of Webcasts Date Time

Revitalize Your Candidate Experience with a Full Hiring Process Audit Aug 17, 2016 1:00 PM - 2:00 PM ET

Advancing Women Leaders in your organization: An introduction to Everwise 
Women’s Program

Aug 24, 2016 1:00 PM - 2:00 PM ET

The Dollar Value of Streamlining HR Processes. Build Your Case for Change Aug 25, 2016 1:00 PM - 2:00 PM ET

Breaking the Training Illusion: How to Drive Results Through Coaching Aug 30, 2016 1:00 PM - 2:00 PM ET

Disagree Agreeably to Improve Professional Relationships Sep 8, 2016 1:00 PM - 2:00 PM ET

Does integrated Human Capital Management software pay off? Sep 13, 2016 11:00 AM - 12:00 PM ET

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

Name: Liz Davidson
Title: CEO
Company: Financial Finesse
Number of people you lead: 30
Email: info@financialfinesse.com

#AWorldInspired          LEAD2016 

2016

What is your strongest characteristic you think has made you a great leader?
Leverage. The word leverage is derived from the word, “lever,” a tool used to help 

move a heavy load with one end when pressure is applied to the other. This makes it 
easier to perform difficult work. Our business model allows us to use resources to their 
maximum advantage – people, money, time and information. In fact, being a small 
company is what enables us to work nimbly and effectively – it is the very thing that 
allows us to create leverage in the first place. When you know how to leverage your size 
and all the advantages that come along with it, you can achieve extraordinary results.

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

I recently published my first book by Houghton Mifflin, “What Your Financial 
Advisor Isn’t Telling You: The Ten Essential Truths You Need To Know About Your 
Money.”  My goal was to put together critical information that people really need to 
know about their money— the things they aren’t hearing from the financial services 
industry. Contrary to popular opinion, most of the greatest drivers of building wealth 
have nothing to do with an advisor – like who you choose as a life partner, maximizing 
your benefits at work and automating your finances. One thing I wanted to be clear 
about was not that I don’t think financial advisors aren’t necessary. I wrote it because 
it’s not your advisor’s job to tell you these things, but you still should absolutely know 
about them. It’s always been a passion of mine to write a book like this and I’m excited 
to be bringing this information to people in an accessible way.  

What are the lessons you’ve learned this year from your leadership experiences?
Be nimble, but stay true to the culture that made us successful.  It’s been a big year 

for Financial Finesse.  We’ve doubled in size, more than doubled our revenue, released 
a book and a built a broader brand franchise. The pace of growth in our company 
and in workplace financial wellness is rapid. To scale and grow, we have to aim true 
to our goals, stay loyal to our core principles, and open our arms wide to the right 
new relationships with team members and clients.

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

Offer a change in perspective.  One component of leadership is thinking outside the 
box. Use powerful questions to prompt the team to think about their work in a new 

Building A Financially Healthy 

Our editorial team interviewed Liz Davidson from Financial Finesse at the 
Leadership Excellence Awards this past February. Here are some excerpts from 
the exclusive interview.
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way. Is there a better way to accomplish your goals more effectively 
with less effort?  That’s leverage. A leader not only offers fresh ideas 
or a different perspective, she also creates an environment where her 
team can offer those things as well.  

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

Workplace financial wellness is becoming a “must-have” employee 
benefit. When I first started Financial Finesse, workplace financial 
education was rare, and usually only offered in the context of discus-
sions of the company retirement plan.  Sixteen years later, industry 
researchers have found that more than 90% of companies have or are 
seriously considering implementing some kind of employee financial 
education.  I remember dreaming about this day back in 1999 when 

I started the company; I hoped that one day every American would 
have access to unbiased financial education. While we’re not yet there 
as a nation, in the Fortune 1000 space, we’ve come a long way and 
I’m confident we’ll get there.  
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i was recently asked to coach a senior-level manager from a 
technology firm in Silicon Valley. I learned that this man’s work was 
of the highest caliber and that his advancement had (up to this point) 
been fast-tracked. But now his career was stalled.

When I asked why this high performing manager needed coaching, 
here’s what I was told: “He doesn’t look like a leader.”

Looking like a leader, being perceived as a leader when you interact 
with customers, peers, or executives is the essence of leadership 
presence. Since it is totally dependent on the impression you make on 
others, enhancing leadership presence requires a deep understanding 
of the impact of your appearance, your body language, your emotional 
state, and how well you communicate your key messages.

If you want to power up your leadership presence, here are ten 
questions to consider:
1) Are you a clear communicator? 

Clear communication isn’t always easy, but it is an essential part of 
leadership presence. A simple outline I encourage clients to follow is 
the “head – heart – hands” model. Organizing your messages in this 
way helps to clarify your “end game,” your desired results.

Head – What do you want your audience to know? (What facts/
data/examples do they need to hear for you to get your main points 
across?)

Heart – What do you want your audience to feel? (What specific 
emotional reaction are you after? Do you want them to feel appreciated/
enthused/reassured?)

Hands – What do you want your audience to do? (What action 
step do you want them to take? Do you want them to buy your 
product/try the new software/give you suggestions?) And, BTW, 
whatever you want your audience to do, remember to ask for it in 
your closing comments.
2) Are you a concise communicator?

Attention spans are so short today that you have to express your 
point of view in a way that’s both compelling and brief. Simplicity 
isn’t just a “nice to have” communication skill. It’s a necessity. If 
you ramble or beat around the bush, any hope of holding people’s 
attention is lost. A good tip is to ask yourself: “In 10 words or less, 
what is my key message?” If you can’t state it succinctly to yourself, 
you are not ready to communicate it to others.
3) do you speak with conviction?

Sometimes the smallest word choice can have a big impact. Leaders 
who speak with conviction use words that carry a sense of ownership 
and self-reliance. They say “I won’t” (which indicates they have decided 
not to do something) rather than “I can’t” (which implies they don’t 
have the skills or talents for the task). They say “I choose to,” not “I 

Power Up Your “Leadership Presence”
10 questions to consider
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have to.” Just as important as it is to use self-assured phrases, it is 
equally important to eliminate qualifiers, fillers, and minimizers. People 
will judge you as lacking conviction if you use qualifiers such as: “To 
the best of my knowledge . . . “ “I could be wrong . . . “ “If I recall 
correctly . . . “ As far as I know . . . ””This may not be a good idea 
but…” Fillers like “um” and “uh” make you seem unprepared and 
uncertain. (BTW: Many fillers can be eliminated if you just pause 
between thoughts.) And minimize your use of minimizers – eliminat-
ing words like: “Maybe, “sort of,” “kind of,” “somewhat” – if you 
want to sound assured.
4) do you tell stories?

Good stories are more powerful than plain facts. This is not to reject 
the value in facts, of course, but simply to recognize their limits in 
influencing people. Facts are neutral. People make decisions based 
on what facts mean to them, not on the facts themselves. Facts aren’t 
influential until they mean something to someone. Stories give facts 
meaning.

Here is another difference – and it explains why so many effective 
leaders are great storytellers: Trying to influence people through scien-
tific analysis is a “push” strategy. It requires the speaker to convince the 
listener through cold, factual evidence. Storytelling is a “pull” strategy, 
in which the listener is invited to join the experience as a participant 
and to imagine acting on the mental stage the storyteller creates. Stories 
resonate with people in ways that encourages open-mindedness – and 
make them less resistant to experimentation and change.
5) does your body language project presence?

From a body language perspective, leadership presence is comprised 
of two sets of nonverbal signals. The first set of signals conveys status, 
power, and authority. You display those through your posture -- stand-
ing or sitting tall with your feet hip distance apart, head straight and 
shoulders back, and by expansive hand gestures, typically around waist 
level. The second set of nonverbal signals conveys empathy, likeability, 
and warmth. These include smiles, positive eye contact, open palm 
gestures, and (most of all) giving people your undivided attention.

When you project both power cues and empathetic body language, 
you have a winning combination for being perceived as confident, 
influential and caring.

Leadership presence is diminished, however, whenever you assume 
a submissive posture in which your shoulders are rounded, your chest 
is concave and your head is tilted down. Holding your body in a con-
densed position not only makes you look vulnerable and powerless, 
it makes you feel that way too.
6) do you dress for leadership success?

My friend Joyce is a successful entrepreneur. One of the secrets of 
her success is the way she dresses. Even when traveling on vacation, 
Joyce is in a business suit and heels. Her motto is: “Wear great clothes. 
You never know whom you’ll meet!”

Dressing for leadership success doesn’t necessarily mean that you 
have to wear a suit when you travel -- or even when you go to work, 
since many workplaces encourage more casual attire -- but it does 
mean that whatever you wear should reinforce people’s perception 
of you as a polished and competent professional. 
7) do you tailor your content for different audiences?

You can’t be at your influential best as a communicator unless you 
know your audience: the challenges they are facing, what they want 
and need to know, how they feel about you, and what they already 
know about your topic. But different audiences have different chal-

lenges, needs, emotions, and knowledge, so your task is to find ways 
to be relevant to whomever you are speaking.

One CEO told me, “My greatest leadership skill is an ability to 
tailor and craft messages that resonate whether I’m meeting with truck 
drivers in the backroom or executives in the boardroom.”
8) do you stay poised and positive under pressure?

Self-assured optimism under pressure is an impressive display of 
leadership presence. Like the common cold, emotions are literally 
contagious. During any high-pressure situation, your team will be on 
alert—constantly looking to you for emotional cues. So take a deep 
breath and instead of wondering how you are going to get through 
this, ask yourself “How can I take charge of the situation and use it 
to achieve positive results?”
9) do you have a plan for self-promotion?

 I know, I know – you don’t like to “blow your own horn.” But if 
you believe that working hard, keeping quiet, and waiting for your 
talents to be discovered is the answer, take a tip from a savvy leader I 
interviewed: “If you want to be evaluated as having leadership presence, 
then being a legend in your own mind is not enough.” Instead, you 
need to make sure that executives in your company are aware of your 
work and accomplishments (and you need to do so in a way that is 
not seen as boasting, but as informative and helpful), you need to 
promote yourself by volunteering for projects, giving speeches, writing 
blogs, and taking an active part in professional organizations. You 
need to network within and external to your industry, and you need 
to find mentors and sponsors who will guide and help promote you.”
10) Are you inspirational?

“The best leader I ever worked for combined a deep understanding 
of organizational dynamics with an exceptional talent for dealing with 
people. At meetings he would pose questions that left us curious, 
energized, engaged, and highly motivated. We couldn’t do enough 
for him. Sometimes I wondered if we were all hypnotized. I’ve never 
seen people work so hard for someone and still want to do more.”

This is typical of the responses I get when I ask people to describe 
their most inspirational leader. The power to inspire others is a 
byproduct of your ability to connect emotionally with your objec-
tives and to make people feel like valued, collaborative, and trusted 
partners in achieving those goals. Inspiration is not only something 
we all want from our leaders; it’s at the heart of leadership presence.

Leadership presence may be intangible, but it’s far from mysteri-
ous. At its core is a set of practical skills that you can learn, employ, 
and improve. Doing so will not only make you look like a leader, it 
will help you become an even better one – and help position you as 
a viable candidate for that next big promotion! LE

Power Up Your “Leadership Presence”
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Carol Kinsey Goman, Ph.D. is a keynote speaker, leadership pres-
ence coach and media expert on body language in the workplace. She’s 
the author of “The Silent Language of Leaders: How Body Language Can 
Help - or Hurt - How You Lead.”
Email Carol@CarolKinseyGoman.com    
Visit www.CarolKinseyGoman.com 
Follow @CGoman
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What is your strongest characteristic you think has made you a great leader?
Resilience is the trait that has been in my back pocket for years.  No matter what 

the situation is, being able to demonstrate resilience is important as a leader.  If 
people can see that you can adapt to your environment and put the needs of others 
ahead of your own, that quiet, relentless leadership will shape the outcome for those 
impacted. Great leadership to me is being able to create the space for others to thrive 
and in times of change or ambiguity, resilience is key.

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

I shape language differently and use words intentionally to create space for people 
to do good work.  As an example I do not use the word “disability” rather I speak 
to a person’s different abilities.  This has created a culture of opportunity where we 
all look at how individuals can apply their unique talents to get work done. We talk 
about leadership and what it means to be a leader so I have changed our language to 
use the word People Leader instead of Manager. We do not manage people. Rather 
if fortunate enough, we are given the opportunity to lead by example and through 
communication to bring out the best in people.  It’s about what you say and how 
you say it.

What are the lessons you’ve learned this year from your leadership experiences? 
I have three lessons that I have learned and carry with me.  One lesson that I hold 

firm to each and every day is to seek first to understand before you seek to be under-
stood.  The second lesson is that if you create the space for distributed leadership and 
offer support, every single person will lead in their own way.  The last lesson is what I 
call quiet leadership.  Leadership does not have to be outward facing.  People can lead 
quietly, with purpose and intent and demonstrate leadership without even knowing it.  

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

Humility. I believe that a true leader approaches work and life with humility and 
by doing so, you are open to learning from others and in turn they learn from you, 
not because they have to but because they want to.

in your personal view what has been your greatest leadership accomplishment?
I think that my greatest accomplishment is that throughout my leadership journey 

there has been one constant and that is that I have been able to get people to think 
differently about a situation.  While the intent is not to change a decision my 
approach is to ensure that different views are brought to the table for the most 
informed decision and best possible outcome for those impacted.  I think that it 
is an accomplishment as people feel that my presence adds value to discussion. 

Resilience is Key
Our editorial team interviewed  Deborah Singh from Plan International 
Canada at the Leadership Excellence Awards this past February. Here are 
some excerpts from the exclusive interview.
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 Deborah Singh

Name: Deborah Singh
Title: Vice President, Organizational 
Effectiveness
Company: Plan International Canada
Number of people you lead: 5
Email: dsingh@plancanada.ca
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