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Introduction 

This participant workbook is a supplement to the curriculum materials found in the Program Facilitator Guide of the Airport Leadership Development Program. The workbook is intended to be used by participants as they progress through the material found in the curriculum. It includes figures, charts, and activities for the participant to use along with the instruction.
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Leadership

The process of social influence in which one person can enlist the aid and support of others in the accomplishment of a common task
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Leadership Concepts


Self-Management
· Leadership styles
· Leadership journey
· Personal development road map


Self-Management 

Self awareness is preparation for growth. Self-management is the application of developmental opportunities for continuous improvement in your attitudes, abilities, skills, and knowledge. Demonstrating strong self-management establishes your leadership style. 

Self-management includes your willingness to accept and apply feedback. It means having a clear vision of your values and ethics and the ability to stay true to yourself regardless of the influences around you. Self-management also determines the boundaries for the way you will treat people and how people will treat you.



Challenges

Individual Challenges









Leadership Challenges









Organizational Challenges













Draft Your Leadership Brand				

Think about these questions as you begin to define your own brand. 

What results do you want to achieve in the next year? 







What do you wish to be known for? 







What words or phrases define your identity? 






Use this fill-in-the-blank guide to help:
“I want to be known for being _____________________ so I can deliver ________________.”


Personal Leadership Brand Draft






																																																					


Leadership Styles

Six Core Leadership Styles, with Skills

	Style
	Skills

	Directive
	Driving; marshalling resources and directing energy toward achieving a goal

	Engaged
	Motivating; identifying and addressing the desires of others

	Coaching
	Teaching; bringing others along a path of learning a new skill or domain

	Democratic
	Collaborating; responding to others and building on their contributions with your own

	Affiliative
	Empathizing; understanding the feelings and states of mind of others

	Expert
	Mastering; turning new knowledge into a domain of expertise












Leadership Passages



Reference: The Leadership Pipeline by Ram Charan, Stephen Drotter, and James Neal


	SUPERVISOR

	Description: Individual contributions are still part of the job description for a first-line manager, but they must be balanced with management of others.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Motivate and coach.
Selection of people.
Delegate work and empower frontline employees.
Culture setting (by example: positive attitude, core values).
Relationship building up, down, and sideways for team’s benefit.
Communication.

Management
Plan work: projects, budget, workforce within span of control.
Minimize doing.
Manage to plan and budget.
Measure work of others.
Set priorities for team.
Frontline employee performance monitoring and accountability.
Current, immediate, and short-term focus.

	Current and near-term focus.
Manage boundaries that separate units that report directly and with other parts of the business.
Begin to think beyond department into strategic issues to support overall business.
Coaching and mentoring.
	Fails to reallocate time from doing work to getting work done through others.
Cannot allocate all of their time to putting out fires, seizing opportunities, and handling tasks themselves.
Stress among individual contributors.
Available capacity in individual contributors.
Fixing mistakes of others rather than teaching. 
Focus on past.


	Suggested development opportunities:

DiSC (or other personality profile), goal setting, performance management, communication styles, time management, resource planning, coaching and mentoring, project management.




	
MANAGER

	Description: Where the company’s management foundation is constructed. Managers must become pure management, taking responsibility for managing existing tasks, projects, or cultures, but not leading cultural or strategic change.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Selecting people to become first-line managers.
Measure progress and coach first supervisors and superintendents.
Collaborate and support other managers when opportunities occur.
Manage boundaries that separate units that report directly and with other parts of the business.
Begin to think beyond department into strategic issues to support overall business.
Return first-line managers to individual contributors if appropriate.
Current and near-term focus.

Management
Assign managerial and leadership work to supervisors and superintendents.
Hold supervisors and superintendents accountable for managerial work.
	Participate in teams with directors.
Participate in business meetings.
Work with directors outside functional area.
Increased managerial maturity—thinking like a director instead of manager.
Adopt a broad, long-term perspective.
Future focus; sustainable competitive advantage.
Spend more time listening.
Review plans and proposals from a functional ability to get things done.
Focus on what can get done.

	May have skipped first-line management.
Tries to retain individual contributions, which instills the wrong values and confusion in team.
Inability to differentiate with those who are expert contributors and those who can lead.
Difficulty delegating.
Single-minded focus on getting work done.
Failure to build a strong team.
Poor performance management.
Choosing clones over contributors.


	Suggested development opportunities:

Leadership development, serve on internal committees, external relationships (within organization), goal alignment, performance management, program management, special project assignments, mentoring.





	DIRECTOR

	Description: Manage areas outside their own experiences; must penetrate two layers of management to communicate to individual contributors. Receive a significant level of autonomy within own division.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Report to multifunctional general managers and need to become skilled at taking other functional concerns into consideration.
Team play with other functional managers.
Proficient strategist to align functional business to organization strategy.
Adopt a broad, long-term perspective.
Future focus; sustainable competitive advantage.
Long-term thinking.
Stop doing things every second and reserve time for reflection and analysis.
Awareness of the state of the art. 
Complete understanding of business model.
Factors all aspects of function into strategy.
Ability to make trade-offs within the function that support business strategy, profit rather than just the function’s success.
Spend more time listening.
Focus on what can get done.
Management
Develop business case justifications to compete for resources based on business needs.
Participate in business team meetings.
Work with other functional managers.
Increased managerial maturity: thinking like a functional leader instead of functional member.
Begin to manage up strategically.
Review plans and proposals from a functional ability to get things done.
	Participate in teams with vice presidents.
Participate in enterprise-level business meetings.
Work with vice presidents outside functional area.
Strategic and cross-functional.
Review plans and proposals from a profit perspective.
Long-term view.
Working with wide variety of people.
Sensitive to functional diversity issues.
Balance future goals and present needs to make trade-offs between the two.

	Failure to make the transition from an operational project orientation to a strategic orientation.
Poor sense of how business operates.
Lack of long-term thinking.
Lack of a functional strategy that ties functional activities to business goals.
Ignores corporate functional standards, needs, policies, and programs.
Inability to manage and value work that is unfamiliar or of relatively little interest.
Shows bias toward familiar areas.
Immaturity in leader—manager skills.


	Suggested development opportunities:

Master self-leadership, serve on external local committees and boards, business analytics, external relationships (outside organization), strategic thinking and execution, goal alignment to strategy, portfolio management, mentoring.



	VICE PRESIDENT

	Description: Value the success of their own business. Receive a significant level of autonomy across functional areas. Must focus on integrating functions instead of understanding and working with other functions.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Strategic and cross-functional.
Review plans and proposals from a profit perspective.
Long-term view.
Skills in working with wide variety of people.
Sensitive to functional diversity issues.
Balance future goals and present needs to make trade-offs between the two.
Focus on how business will grow.
Considerations of external factors and influences—ability to perform environmental scans.
Be highly visible internally (up and down hierarchy) and externally.

Management
Clear link between efforts and marketplace results.
Meet quarterly profit, market share, product, and people targets while planning for goals 3 to 5 years in the future.

	Learn to ask the right questions, analyze the right data, and apply the right corporate perspective to understand which strategy has greatest probability for success.
Manage the business’ portfolio strategy.
Astute about assessing capabilities of resources; make difficult decisions.
Factor in complexities about running the business.
Risk-based decision making; take on calculated opportunities.
	Not valuing staff functions.
Must trust, accept advice, and receive feedback from all functional managers.
Must think differently about the business.
Too much focus on products or systems and not enough on people.
Uninspired communication.
Inability to assemble a strong team.
Failure to grasp how to generate revenue.
Problems with time management.
Neglect of soft issues.


	Suggested development opportunities:

Executive coaching, 360-degree feedback process, master of change management, serve on industry committees and boards, culture transformation, crisis communication, enterprise management, mentoring.





	CxO

	Description: This position values the success of other people’s businesses.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Evaluate strategy for capital allocation and deployment purposes.
Learn to ask the right questions, analyze the right data, and apply the right corporate perspective to understand which strategy has greatest probability for success.
Develop business managers.
Be astute about assessing capabilities of resources; make difficult decisions.
Factor in complexities about running the business.
Risk-based decision making; take on calculated opportunities.
Develop systems that drive performance in tune to long-term strategy.

Management
Manage the business’ portfolio strategy.

	Move from operational to global perspective.
Manage an enterprise in totality.
Well-developed external sensitivity.
Set enterprise vision and culture.

	Authority is being usurped.
Not properly supported.
Not operating at peak performance.
Adversarial relationship with organization.


	Suggested development opportunities:
Individual development plan, executive coaching, 360-degree feedback process, master of change management, serve on industry committees and boards, culture transformation, crisis communication, enterprise management, mentoring.





	CEO/PRESIDENT OF ORGANIZATION

	Description: Executive-level position. Focus changes to values rather than skills. Must be long-term visionary thinkers.

	Responsibilities
	Skills to Develop
	Pitfalls/Signs of Incorrect Focus

	Leadership
Set enterprise vision and culture.
Well-developed external sensitivity.
Proactively identify external influences and impacts.
Set 3 or 4 mission-critical priorities and focus on them.
Move from operational to global perspective.
Assemble a team of high performing and ambitious direct reports.
Develop a successor.
Responsible to multiple constituencies: board, workforce, regulators, direct reports, local community.
Highest level of visibility.

Management
Ability to manage external constituencies.
Manage an enterprise in totality.

	Development of others.
Clear understanding of power and influence of position.
Simplification of complex issues.
Motivational and inspirational.
Release internal control—focus on the external and the future.

	Failure to let go of the pieces and focus on the whole.
Misunderstanding the power/influence of the position.
Inability to set a clear enterprise direction.
Inability to deliver consistent, predictable top- and bottom-line results.
Inability to shape the soft side of the enterprise (culture).
Inability to maintain an edge in execution.
Inability to manage conflicting advice from boards.
Ignorance about how the organization gets work done.
Too much time spent on external relationships.
Skipped too many levels.


	Suggested development opportunities:

Value-based focus, visionary thinking, motivational and inspirational speaking, power and influence, individual development plan, executive coaching, 360-degree feedback process, serve on industry committees and boards.
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Effective Followership

Select a present or past manager and answer each question about your behavior using the following scale.

5 _____	4 _____	3 _____	2 _____	1 _____
I do this regularly				I do not do this


_____ 1. 	I offer my support and encouragement to my manager when things are not 
	going well.

_____ 2. 	I take initiative to do more than my normal job without having to be asked to 
	do things. 

_____ 3.	I counsel and coach my manager when it is appropriate, such as with a new, 
	inexperienced manager, and in unique situations in which the manager needs 
	help.

_____ 4.	When the manager does not have a good idea, I raise concerns and try to 
	improve the plans, rather than simply implement a poor decision.

_____ 5.	I seek and encourage the manager to give honest feedback rather than 
	avoiding it and acting defensively when it is offered.

_____ 6.	I try to clarify my role in tasks by making sure I understand my manager’s 
	expectations of me and my performance standards.

_____ 7.	I show my appreciation to my manager, such as saying thanks when he or 
	she does something in my interest.

_____ 8.	I keep the manager informed; I don’t withhold bad news.

_____ 9.	I would resist inappropriate influence by the boss; if asked, I would not do 
	anything illegal or unethical.

Add the numbers on lines 1 to 9 and place your score here ________ and on the continuum that follows.

    9 ______  15 _______  25 _______ 35 ________ 45 ________ 
     Ineffective follower           		Effective follower

The higher your score, generally the more effective you are as a follower. However, your manager also has an effect on your followership. A poor manager can affect your followership behavior; however, make sure you do try to be a good follower. 

(Material adapted from Mastering Self-Leadership: Empowering Yourself for Personal Excellence by Charles Manz and Christopher Neck.)


Key Attributes of Self-Managed Leaders						
Brainstorm Activity

Reflections
























Personal Development Road Map

Self Awareness

	Energy:
Where do you get your energy?
	Vision:
What is your personal mission?

	Abilities:
How you see yourself
	Goals and Values:
What matters to you?

	Perceptions:
How others see you
	Growth:
Development opportunities

	Leadership Brand:
 Who am I, and how do I want to be known by those we serve?




	Leadership Legacy
The leader you want to be to create the environment you want to lead in
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Leadership Fundamentals



· Communication styles
· Conflict resolution
· Unresolved conflict
· Critical thinking
· Decision making



Communication


	Eye contact 
	

	Facial animation
	

	Gestures
	

	Stance
	

	Props
	





Electronic Communication
E-mail and texting are very common tools for communication and yet words alone provide only 7% of the meaning of a message. A good leader will determine when electronic communication is appropriate for the meaning of the message and choose alternative delivery methods when necessary. If electronic communication is necessary, it is important that the receiver have a relationship with the sender to hear the tone of voice from the individual in the message to assist with interpretation. It is also good practice to follow up electronic communication with an alternative method to ensure correct interpretation. 





Self-Style Analysis

Instructions: This is an informal survey designed to determine how you usually interact with others. This survey tries to provide a clear description of how you see yourself, so please be as candid as possible. Circle the one letter for each set of statements that best describes you most of the time, in most situations, and with most people. Please make a choice for every set of statements:
Key: I = Introvert	E = Extrovert		P = Slow		A = Fast
	1.
	E
	Easy to get to know personally in business or unfamiliar social environments.

	
	I
	More difficult to get to know personally in business or unfamiliar social environments.

	2.
	I
	Focuses conversations on issues and tasks at hand; stays on subject.

	
	E
	Conversation reflects personal life experience; may stray from the business at hand.

	3.
	P
	Infrequent contributor to group conversations.

	
	A
	Frequent contributor to group conversations.

	4.
	P
	Tends to adhere to the letter of the law.

	
	A
	Tends to interpret the spirit of the law.

	5.
	I
	Makes most decisions based on your goals, facts, or evidence.

	
	E
	Makes most decisions based on your feelings, experience, or relationships.

	6.
	P
	Infrequently uses gestures and voice intonation to emphasize points.

	
	A
	Frequently uses gestures and voice intonations to emphasize points.

	7
	A
	More likely to make emphatic statements like “this is so” and “I feel.”

	
	P
	More likely to make qualified statements like “according to my sources.”

	8
	E
	Greater natural tendency toward animated facial expressions or observable body responses during speaking and listening.

	
	I
	More limited facial expressions or observable body responses during speaking and listening.

	9
	I
	Tends to keep important personal feelings private; tends to share only when necessary.

	
	E
	Tends to be willing to show or share personal feelings more freely.

	10
	I
	Shows less enthusiasm than the average person.

	
	E
	Shows more enthusiasm than the average person.




	11
	A
	More likely to introduce self to others at social gatherings.

	
	P
	More likely to wait for others to introduce themselves at social gatherings.

	12.
	E
	Flexible about how his or her time is used by others.

	
	I
	Disciplined about how his or her time is used by others.

	13
	I
	Goes with his or her own agenda.

	
	E
	Goes with the flow.

	14
	A
	More naturally assertive in behavior.

	
	P
	More naturally reserved in behavior.

	15
	A
	Tends to express his or her own views more readily.

	
	P
	Tends to reserve the expression of his or her own opinions.

	16
	A
	Tends to naturally decide more quickly or spontaneously.

	
	P
	Tends to naturally decide more slowly or deliberately.

	17
	I
	Prefers to work independently or dictate the relationship conditions.

	
	E
	Prefers to work with others or be included in relationship.

	18
	P
	Naturally approaches risk or change more slowly or cautiously.

	
	A
	Naturally approaches risk or change more quickly or spontaneously.



Total number circled: I______	E______	P______	A_______
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Communication Tips
	FACTORS
	SOCIALIZER
	DRIVER
	RELATOR
	ANALYTICAL

	How to recognize:
	They get excited.
	They like their own way; decisive and strong viewpoints.
	They like positive attention, to be helpful, and to be regarded warmly.
	They seek a lot of data, ask many questions, behave methodically and systematically.

	Tends to ask:
	Who? (the personal dominant question)
	What (the results-oriented question).
	Why? (the personal non-goal question).
	How? (the technical analytical question).

	What they dislike:
	Boring explanations wasting time with too many facts.
	Someone wasting their time trying to decide for them.
	Rejection, being treated impersonally, uncaring and unfeeling attitudes.
	Making an error, being unprepared, spontaneity.

	Reacts to pressure and tension by:
	Selling their ideas or argumentative.
	Taking charge, taking more control.
	Becoming silent, withdrawing, becoming introspective.
	Seeking more data and information.

	Best way to deal with:
	Get excited with them. Show emotion.
	Let them be in charge.
	Be supportive; show you care.
	Provide lots of data and information.

	Likes to be measured by:
	Applause, feedback, recognition.
	Results, goal-oriented.
	Friends, close relationships.
	Activity and busyness that leads to results.

	Must be allowed to:
	Get ahead quickly. Likes challenges.
	Get into a competitive situation. Likes to win.
	Relax, feel, care, know you care.
	Make decisions at own pace, not be cornered or pressured.

	Will improve with:
	Recognition and some structure with which to reach the goal.
	A position that requires cooperation with others.
	A structure of goals and methods for achieving each goal.
	Interpersonal and communication skills.

	Likes to save:
	Effort. They rely heavily on hunches, intuition, feelings.
	Time. They like to be efficient, get things done now.
	Relationships. Friendship means a lot to them.
	Face. They hate to make an error, be wrong, or get caught without enough info.

	For best results:
	Inspire them to bigger and better accomplishments.
	Allow them freedom to do things their own way.
	Care and provide detail, specific plans, and activities to be accomplished.
	Structure a framework or track to follow.




Conflict Resolution

There are two types of conflict: constructive and destructive.

Constructive: provides differing points of view to help group achieve a higher understanding and a better outcome. 
Destructive: dysfunctional sharing of differing points of view focused on breaking down ability of others to achieve goals and objectives.

Reasons for Conflict
1. Personal differences
a. Arise from different motivations, needs, beliefs, values, perceptions, interpretations, and expectations.
b. Diverse points of view.
c. Lack of unified culture around a common purpose.
2. Information
a. Different sources of information provided or different interpretations of the same information acted upon.
3. Different objectives
a. Individuals and groups can have different or incompatible purposes, goals, and objectives.
b. Conflicting and contradictory priorities. 
c. Lack of clear direction.
4. Environmental factors
a. Competition for organizational resources; economic impacts on environment.
b. Attempts to break cultural norms in order to make the organization better.


Communication and Conflict Resolution Assessment Center

What is the communication issue?






What is the conflict?




What are the symptoms?




What is the resolution?








Critical Thinking

Evaluate your critical thinking skills:

	Do you look for multiple ways to define problems?
	YES
	NO

	Do you look for more than one option or solution?
	YES
	NO

	Do you look for implications and effects of behaviors, solutions, and actions?
	YES
	NO

	Do you anticipate people’s concerns?
	YES
	NO

	Do you usually see connections and interrelationships between things?
	YES
	NO

	Do you approach work from a systems- and process-oriented point of view?
	YES
	NO

	Do you figure out ways to get your ideas accepted?
	YES
	NO

	Do you plan for reactions and responses from others?
	YES
	NO

	Do you ask for the assumptions that underlie strategies and plans?
	YES
	NO

	Are you curious about why others see things differently?
	YES
	NO

	Do people see you as open to the ideas and perspectives of others?
	YES
	NO

	Do others give you feedback that you are flexible and adaptable?
	YES
	NO

	Do you regularly change your mind when you are given new information?
	YES
	NO





Decision Making

Making good decisions takes an investment of time to collect data and include the right people in the process. Too often decisions are made quickly without the necessary perspectives or a logical approach, or decision making takes too long and too many opinions are included in the process, which complicates the solutions. Different situations require different types of decision-making processes. As a leader, it is your responsibility to use the right decision-making process for the type of decision required. 
Types of Decisions
· Strategic, risk-based, complex, or long term
· Simple, short term, tactical

Approaches for Decision Making
Tactical:
You make the decision. In this case you are taking the initiative and responsibility for the decision. This level is used when directing new employees or in situations where corrective actions or decisions have to be made immediately.
You delegate the responsibility for making the decision to the employee who should own the decision.
There are from one to only a few solutions for the decision.

Strategic:
You ask for input from stakeholders, and then you make a decision on what to do in a particular situation. 
You weigh cost, benefit, and likelihood in making the decision.
There are many possible solutions to the decision process.




Decision Making with Consensus

1. Decide what we are trying to accomplish (ask yourself “why?” at least five times for clarity).


2. Identify the key stakeholders in successfully achieving the goal(s) and what their points of view are likely to be.

3. Which of these stakeholders are more influential in the success of the goal?

4. As applicable, identify what bases of power and/or influence might be used, and by whom, to persuade each stakeholder to become more supportive?


5. What are the various strategies and/or tactics to use toward achieving the goal(s)?

6. Choose a course of action and get it done!




Consensus Worksheet														
	Program/Project
	Weight 1–3
	Perspective A
	Perspective B
	Agreement
	Comments

	Statutory impacts
· Safety
· Security
· Environmental 
· Legal
	
	
	
	
	

	Strategic priority alignment
	
	
	
	
	

	Business driver
	
	
	
	
	

	Impact on human capital 
	
	
	
	
	

	Impact on facilities or processes, including internal technology needs
	
	
	
	
	

	Financial benefit
· Generated revenue
· Estimated savings
· Sustainability
	
	
	
	
	

	Funding requirements
· Initial 
· Ongoing maintenance
· Preservation/replacement 
	
	
	
	
	

	Risk
	
	
	
	
	

	Customer or community impact
· Pros
· Cons
· Social responsibility
· Public image/perception
	
	
	
	
	



Risk-Based Decision Making

Cost/benefit involved in the outcome of the decision is included in the analysis. Possible scenarios are determined and impact and likelihood of each scenario are calculated to assist in the decision-making process.
Impact is determined by either the risk or the opportunity. Select a category of impact respective of the scenarios identified through the decision-making process. Use this along with the likelihood category to help make the decision.



	Impact Scale

	Risk
	Opportunity

	Catastrophic Destructive Considerable Material Minimal
	High value
Significant
Moderate
Minimal
None




	Likelihood Scale

	Almost certain (90% chance)
Likely (~75% chance)
Possible (~50%)
Unlikely (~25%)
Remote (<5%)






Decision-Making Question Model
 (
WHAT
) (
What are the problems I am trying to solve?
What 
exactly do I want to achieve
 and what are the deliverables
?
 What are the 
symptoms and the 
facts?
 What would happen if no decision was made or 
solution found
?
 
What do I need in order to find a solution?
)



 (
WHY
) (
Wh
y do I
 want to achieve
 a solution or take advantage of an opportunity?
Wh
y did the problem or opportunity arise
?
Wh
y do I need to find a solution or way forward at all?
Why not?
)


 (
Who is the audience or customer?
Who is affected, initially and in the long-term?
Who is involved (information, help, action, sustaining)
?
Who do I need perspective, buy-in, or approval from?
Who needs to be informed
?
) (
WHO
)


 (
WHERE
) (
 Where did the issue arise
?
 
Where does it have an impact
?
 
Is the “where” important
?
 If so, why
?
)


 (
 When did the issue arise
?
 Wh
en do we need to act
?
 
By when must it be resolved?
) (
WHEN
)

 (
How will the situation be different?
How relevant is the information I am gathering?
How can I find out more?
How can I involve relevant people
?
How will I know if I am successful?
) (
HOW
)


 (
HOW
Much
) (
How much is the initial investment in resources? (hard and soft cost)
How much is the total cost of ownership?
How much are the life expectancy and replacement costs?
How much time will be invested?
How much are we generating and/or how much are we losing if we don’t do it?
)



Decision-Making Table
	Issues/Problem/Decision Statement:

	Solutions
	Likelihood
	Impact-Cost
	Impact-Benefit
	Stakeholder Support
	Stakeholder Resistance

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



Business Case Assessment Worksheet

Why is the project needed? (issues and opportunities)






How will it solve issues or take advantage of opportunities in the organization?




What is the recommendation?




What are the benefits?






What will happen if it is not done?






When could it be implemented? What dependencies does it have?






What resources are needed to complete? (time, people, money)



Negotiation

1.	A negotiation strategy is one in which each party attempts to reach agreement with other parties while relinquishing as little as possible of what is important.

2.	Negotiated settlements are most effective when the following conditions exist:
a.	All parties believe they will benefit from the outcome.
b.	There is the belief that the other party will live up to agreed terms.
c.	Neither party possesses and wishes to use sufficient power to force a solution.
d.	At least one party is willing to initiate the process with a proposal.
e.	There is proper authority to negotiate by each party.
f.	It is accepted that getting all one wants is not probable; there is general satisfaction in coming out with the best that was possible.
g.	Sufficient information is available to all parties before, during, and after the negotiation process.
h.	All parties are open and receptive to innovative alternatives.

3.	A win–lose strategy is a struggle for dominance. It may be a fast or expedient way of coping with conflict, but the conflict will manifest itself in another way. The danger in this strategy is its long-term effects:
a.	Lower levels of trust.
b.	Increased defensive or counter-aggressive behaviors.
c.	Decreased quality of long-term relationships.
d.	Decreased levels of commitment to the other parties or the organization.

4.	Win–win behaviors include:
a.	Constructive assertiveness by each party.
b.	Active listening skills and effective questioning techniques.
c.	High level of commitment and persistence in seeking positive outcomes for all parties involved.
d.	Being receptive to exploring underlying concerns and issues. 


Negotiation Assessment Center
Activity
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Executing Leadership



· Strategic planning
· Developing culture
· Relationship building
· Strategy execution
· Change management


Strategic Planning

Today’s business challenges are complex. The world is changing at an faster pace than in the past. To lead an organization successfully, it is critical that today’s leaders keep a strategic focus while balancing tactical execution. Effective leaders bring cross-disciplinary knowledge, a view of competitive differentiators, and an understanding of current legislative and regulatory issues to balance a deep understanding of the current state of the organization’s capabilities and customers’ needs. 

Strategic Planning
The strategic plan for the organization begins with the organization’s purpose and mission. After clarifying purpose for the organization to be in business, strategies or goals must be developed. In order to make goals achievable, an effective leader must have a deep understanding of the capability and capacity of the current workforce. Defined goals must take into account the current demand on the available resources and be achievable along with the workload already in place. Goals should focus on innovative ideas or improvements to existing services that are aligned to the mission and purpose of the organization.

Steps to Strategic Planning and Execution:
1. Evaluate and understand the organization; determine capacity for work and appetite for change.
2. Define mission, vision, and values.
a. Mission = your purpose for being in business.
b. Vision = who you want to be and what you want to make happen.
c. Values = how you want work performed.
3. Scan the environment for external influences and indicators; identify critical drivers; conduct SWOT analysis.
4. Identify goals and long-term objectives (a vital few) with performance measures and success factors; define roles and responsibilities within the goals and long-term objectives.
5. Formulate short-term objectives and action plans to demonstrate progress toward goals; define roles and responsibilities within the objectives and action plans.
6. Document, communicate, and execute.
7. Monitor, evaluate, and modify. (Source: ACRP Report 20: Strategic Planning in the Airport Industry)







Environmental Scan

Information Technology:
Investment in technology, use of current technology- modules to expand, skills to expand
Automate processes that are documented and validated
Determine current level of tech savvy in organization

Human Capital
Aging workforce: Generation X is the smallest generation; must get our younger generations ready to take on leadership roles sooner.
Do you have the pipeline for the human capital you need?
Are you a workplace of choice in your area: culture, pay, benefits, competitive.
Succession planning: not just focused on retiring workforce, must focus on retaining institutional knowledge.
Know when to promote and when to hire externally.

Capital Funding
Modifications to PFCs, revenue bond rating and interest, grant availability, earmarks discontinued. 
Alternative sources of funding.
Diversify revenue sources.

Regulatory Environment
DOT funding, FAA modernization, EPA, cap and trade, ARFF, building codes, cargo security, use fees implementation, health-care benefits.

Market-Based Competition
Nearby airports; adjacent states.

Industry Convergence
Alternative modes of transportation, fluctuating price of gas, energy-efficient automobiles.

Industry Consolidation
Airline bankruptcies and mergers; reduced flights: direct and connecting.

General Business Risk
Security risks heightened since 9/11, unemployment rates, increasing costs for employing staff (benefits and so forth), sustainability, lower capacity in the aviation system, economic conditions’ indirect effect.

Innovative New Entrants/Models
Additional services to customers for experience, transition to the experience economy, larger number of carry-on bags, liquids issues, discontinuance of regional jets.

Market Globalization
World economy, increasing concerns on global terrorism, oil prices, pandemic issues.
Organization SWOT

	
STRENGTHS

Internal attributes helpful to achieving goals and adding value to organization 

	
WEAKNESSES

Internal attributes that detract from the ability to be successful and assist others in being successful 


	
OPPORTUNITIES

External conditions helpful to achieving goals and increasing value

	
THREATS

External conditions damaging to ability to be successful









SWOT Analysis Template	
									INTERNAL
	Criteria Examples 
Advantages of proposition
Capabilities
Competitive advantages 
Resources, assets, people
Experience, knowledge, data
Financial opportunities
Marketing: reach, awareness
Innovative aspects
Location and geography
Price, value, quality
Accreditations, qualifications, certifications
Processes, systems, IT, communications
Culture, attitude, and behavior Management cover, succession
Philosophy and values
	Strengths
	Weaknesses
	Criteria Examples
Disadvantages of proposition
Gaps in capabilities
Lack of competitive strength
Reputation, presence, and reach
Financials
Own known vulnerabilities
Timescales, deadlines, and pressures
Cash flow, start-up cash drain
Continuity, supply-chain robustness
Effects on core activities, distraction
Reliability of data, plan predictability
Morale, commitment, leadership
Accreditations, etc.
Processes and systems, etc.
Management cover, succession

	Criteria Examples
Competitors' vulnerabilities
Industry or lifestyle trends
Technology development and innovation
Global influences
New markets, vertical and/or horizontal growth
Geography, export, import
Tactics: surprise, major contracts
Business and product development
Information and research
Partnerships, agencies, distribution
Volumes, production, economies
Seasonal effects, weather, fashion influences
	Opportunities
	Threats
	Criteria Examples
Political effects
Legislative effects
Environmental effects
IT developments
Competitor intentions – various
Market demand
New technologies, services, ideas
Vital contracts and partners
Sustaining internal capabilities
Loss of key staff
Sustainable financial backing
Economy – home, abroad


EXTERNAL

Strategy Map

	VISION

	MISSION

	GOALS 

Realistic, measurable goal 1


	Realistic, measurable goal 2


	Realistic, measurable goal 3


	VALUES






	Adapted from Senn Delaney

Culture

Pike Syndrome

A number of Northern Pike were placed in one half of a large table aquarium with numerous minnows swimming freely and visibly in the other half of the glass-divided tank. As the pike became hungrier, they made many unsuccessful attempts to obtain the minnows but only succeeded in battering their snouts against the glass divider. Slowly the pike learned that reaching the minnow was an impossible task and seemingly resigned themselves to their fate. When the glass partition was carefully removed, the pike did not attack the minnows, even though the minnows swam around them. 


Elephant Training

A man was walking behind the scenes of a traveling circus and saw a fully grown elephant tied to a pole with a small rope. It was obvious this huge elephant could have broken free from this pole by just running a little. The man wondered how such a small rope could hold such a massive animal.

Curiosity getting the best of him, he asked a nearby elephant trainer about this strange scenario. The trainer told him that when elephants are small they use a rope this size to keep them tied. As small elephants they learn they cannot get away from the rope, and as they grow they stop trying.


Bucket of Crabs

Any fisherman will tell you that a bucket full of crabs doesn't need a lid—they simply won't escape. Crabs will pinch and pull as they struggle to climb over one another to reach the top of the bucket to freedom. It's not impossible for a crab to climb to the top, and if they worked together it would be quite easy. But crabs don't work together. When one crab breaks away from the pack, reaching its pinchers toward the top of the bucket, the others promptly grab onto that crab, pulling it back down. The crab is then pushed to the bottom of the pile. Instinctively, crabs pull each other down.

The crab mentality says, "If I can't have it, then neither can you." 

Reflections














 (
Adapted from 
Senn
 Delaney
)

Nine-Box Performance Management Definitions 

	Performance
	
CRITICAL
DECISION
Seasoned professional. Consistently superior performer who is content expert but not likely to be promoted to the next level. Focus on increasing engagement.
	
MENTOR

Exceeding performance expectations. Possibility for promotion to next level or move laterally within organization. Good candidate for growth and development.
	
IMMEDIATELY
PROMOTABLE
Has mastered current role, ready for new challenge. Promotable to next level within next 6 months with potential to move beyond. Focus on exposure to new opportunities.

	
	
COACH FOR
POTENTIAL
Performance solid. Unclear whether growth will occur. Needs stretch opportunity to prove potential. Assess potential to determine next move.
	SOLID
CONTRIBUTOR
Solid performance in current role. May be relatively new in position and still growing in job. Likely promotable after two stretch opportunities.
	
MENTOR
Solid performance, promotable with a stretch opportunity to increase expertise. Individual is valuable asset to organization. Maximize performance in current role.

	
	
COUNSEL
Not meeting performance expectations. Demonstrating limited potential. Doing enough to get by. May be in wrong position. Find another opportunity within organization or release from position. 
	
COACH FOR 
PERFORMANCE
Underperforming, possibly due to change in scope or mismatch of skills in position. Possible management or training issue. Focus on increasing performance and re-assess.
	
CRITICAL
DECISION 
Needs diagnostic to determine performance issue. Possible personal life issue, promoted too soon, or management concern. Should be short-term, or position change needed.

	
	Potential




Feedback Sessions

	TYPE 
	DEFINITION 
	PURPOSE 
	IMPACT 

	Silence 
	No response provided 
	Maintain status quo 
	· Decreases confidence 
· Reduces performance 
· Produces paranoia 
· Creates surprises during performance reviews 

	Criticism 
	Identifies undesirable behaviors 
	Stop undesirable behaviors 
	· Generates excuses/blame 
· Decreases confidence 
· Leads to avoidance or escape 
· Can eliminate related behaviors 
· Hurts relationships 

	Coach 
	Identifies results or behaviors desired and specifies how to incorporate them 
	Shape or change behaviors or results to increase performance 
	· Improves confidence 
· Strengthens relationships 
· Increases performance 

	Reinforcement 
	Identifies results or behaviors that were desired, up to or exceeding standards 
	Increase desired performance or results 
	· Boosts confidence 
· Heightens self-esteem 
· Increases performance 
· Enhances motivation 





Team Building

High Performance Teams
High performing teams create environments that ensure the team is a place where individuals can renew their commitment and participation in a shared vision, where they can be honest about reality, and where they can be authentic persons and professionals.

In a high performing team:
· Every team member feels respected and valued;
· All team members have the opportunity to fully share their thoughts,  feelings, and ideas; 
· The team uses the talents of each member; and
· The team excels beyond individual talents.

The key to a high performing team is alignment around expectations.


Business Reasons for Teams
· Quality improvement
· Cost-effectiveness
· Speed to customer
· Innovation—product, service, process
· Growing human capital

Five Dysfunctions of a Team

1. Absence of trust
2. Fear of conflict
3. Lack of commitment
4. Avoidance of accountability
5. Inattention to results





Do you know what motivates your employees?

Please rank the following 10 rewards in terms of motivational value to your employees. For the scale, 1 is the most important, and 10 is the least important.
_____ Job security

_____ Fun environment

_____ Fair compensation

_____ Tactful discipline

_____ Engaging work

_____ Growth opportunities

_____ Appreciation

_____ Management’s understanding that life happens sometimes

_____ Being in the know

_____ Loyalty


Meeting Types 

Meeting Guidelines

· Establish purpose and goals
· Set agenda
· Determine attendees 
· Send agenda and supporting material before meeting for review
· Stay on topic 
· Stay on time
· Recap action items and assign ownership with deadlines

Meeting Structures

	Meetings 
	Time Required 
	Purpose/Format 
	Keys to Success 

	Daily check in 
	5–10 min 
	Share daily schedules and activities 
	· Don’t sit down
· Focus on administrative
· Don’t cancel 

	Weekly 
tactical 
	45–90 min 
	Review weekly activities and metrics

Resolve tactical obstacles and issues 
	· Don’t set agenda until after initial reporting
· Postpone strategic discussions 

	Monthly 
strategic 
	2–4 hours 
	Discuss, analyze, brainstorm, and decide upon critical issues affecting long-term success 
	· Limit to one or two topics
· Prepare and do research
· Engage in good conflict 

	Quarterly
off site 
	1–2 days 
	Review strategy, competitive landscape, industry trends, key personnel, and team development 
	· Get out of office
· Focus on work
· Don’t over structure schedule 






Sample Meeting Agenda											

	Purpose/Objectives:


	Facilitator:
	Location:
	Time and Date: Click here to enter a date.

	 Required Participants

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Optional Participants

	
	
	
	
	
	

	Topic
	
	Discussion, Responsibilities, Decisions, and Action

	
Define Scope and Goals
	· Strategic business plan alignment
· Business drivers
· Deadlines
· Risk identification, 
· Financial parameters
· Technology impacts
· Human capital impacts 
· Dependencies
· Non-negotiables
	

	Determine Team
	Sponsor – Provides guidance, removes barriers, influences others. Endorses decisions, keeps progress in line with strategy, provides course correction if necessary. Sounding board. 
	

	
	Owner – Owns the responsibility and accountability for the progress, completion, and success of the project work. Reports status, makes decisions, provides corrective action, gets key people involved in the process.
	

	
	Stakeholders – Have influence or are affected by the results of the project work. Have a stake in the work because it will affect them in some way.
	



	

	Contributors – Provide effort in the form of task or activity completion based on a set of skills needed for progress, completion, or success of the project work. Do not make decision about the progress or direction of the project work. 
	

	Ask Critical Questions and Listen – Brainstorming
Identify Options
	· People, process and technology, finance, and customer and community.
· Cost versus benefit
· Short- and long-term value
· Tangible and intangible value
· Non-negotiables 
· Critical path
	. 

	
Best Solution
	· Ensure business requirements are met
· Revisit risk
· Financial impacts
· Resources (land, people, utilities, structures)
· Technology
· Project management
· Operational
· Political (image)
· Timing implications
· Environmental impacts
· Safety and security concerns
· Customer expectations
	

	
Action Planning
	Confirm goals, objectives, deliverables, budget, instrument of execution [i.e., lease, memorandum of understanding (MOU), action register addition, and expectations (success measurements)].
	

	Timeline and communication
	
	

	
	
	

	Action Items

	Topic
	Assigned To
	Due Date

	Information or documents needed for partners, stakeholders, contributors, or others (i.e., business plan, insurance, letter of credit, past documents, financials, market assessment, press release). 
	
	

	
	
	

	
	
	

	
	
	

	Next Meeting

	Date
	Purpose
	Attendees

	
	
	

	
	
	





Relationship Building: Jaws of Culture


Adapted from Senn Delaney
Power of Influence															
 Leadership Power and Follower Response

	Style
	Skills
	Power of Influence
	Follower Response

	Directive
	Driving; marshalling resources and directing energy toward achieving a goal
	Dominating; to control the thoughts and actions of others
	Obedience brings compliance


	Engaged
	Motivating; identifying and addressing the desires of others
	Influencing; to affect the thoughts and actions of others through the distributions of information
	Empowerment brings independent action

	Coaching
	Teaching; bringing others along a path of learning a new skill or domain
	Counseling; to affect the thoughts and actions of others through the exchange of questions and information
	Receptiveness brings openness

	Democratic
	Collaborating; responding to others and building on their contributions with your own
	Consensus building; to bring together the thoughts and actions of others through building a shared point of view
	Equality brings agreement

	Affiliative
	Empathizing; understanding the feelings and states of mind of others
	Supporting; to affect the thoughts and actions of others through understanding and working together with their goals and beliefs
	Team orientation brings teamwork

	Expert
	Mastering; turning new knowledge into a domain of expertise
	Demanding; to affect the thoughts and actions of others through setting clear expectations based on mastery of a task
	Autonomy brings self-direction


Summary of Leadership Styles and Power

	Style 
	Associated Use of Power
	Leadership Skill Used
	Follower’s Response
	Relationship Established

	Directive
	Dominating
	Driving
	Obedience
	Dependent

	Engaged
	Influencing
	Motivating
	Empowerment
	Interdependent

	Coaching
	Counseling
	Teaching
	Receptiveness
	Interdependent

	Democratic
	Consensus building
	Collaborating
	Equality
	Interdependent or independent

	Affiliative
	Supporting
	Empathizing
	Team orientation
	Interdependent

	Expert
	Demanding
	Mastering
	Autonomy
	Independent




Crisis Communication

Six Steps for Communicating in a Crisis

1. Offer certainty. Be honest with them about the things of which you are absolutely sure.
“Here is what we know for sure.” 

2. Acknowledge uncertainty, which demonstrates that you are open, honest, and grounded in reality.
“Here’s what we don’t know.” 

3. Show connection and authority. You are allowed to tell us your opinion. People want to know what leaders really believe.
“This is what I think.”

4. People need to contribute; they need to feel that they are making a difference. There’s nothing worse than having to sit around and be idle. Having a job makes them feel instrumental in their own destiny, quells panic, and reduces rumors.
“Here’s what you can do.”

5. Act as a secure base. Making and keeping commitments is one of the main functions of a leader—it creates an environment of trust.
“This is my commitment to you.” 

6. Fulfill people’s need for growth. Define a larger purpose that makes the pain worth enduring.
“Here’s why this is worthwhile.” 


Strategy Execution

Strategy execution occurs when the strategic plan is aligned to resources within the organization. Every goal developed should have a strategic owner assigned for accountability and responsibility for completion. Assigned resources should be held accountable to show progress, report issues, and deliver the results of strategic goals. Leaders must be monitoring the progress, assisting in resolving issues, prioritizing work, and celebrating results.


Change Management

Change Events
Top Five Life-Change Events:
1. Job
2. Move
3. Marriage
4. Divorce
5. Health crisis or death

Life Change Events Equated to Organization Events:
· Job = New role, new position, new technology.
· Move = Office move, construction within physical location, change of physical location.
· Marriage = New boss, new coworkers, new work team, new peers.
· Divorce = Someone leaving organization, change in work team, old boss leaves.
· Health crisis/death = End of a process, merger/acquisition, transformation of culture, replacement of something old, stopping something.


Kotter’s Eight-Step Change Model 


[image: ]







Change Management

Create urgency




Form a powerful coalition




Create a vision for change




Communicate the vision




Remove obstacles




Create short-term wins




Build on the change




Anchor the changes in corporate culture






Forces of Change

· Current level of discomfort
· Attractiveness of vision of future
· Previous success with change
· Peer group support


 (
_
+
Neutral
)




Faces of Change
When someone is stuck in a phase in the cycle of change in the eight-step model, it is due to the increasing pressure of one of the four forces and the behavior can turn negative.

	Passive resistor
	Agrees change needs to happen but takes no action.

	Fits and starts
	Tries on different solutions but doesn’t stick with any.

	Outgrown
	Not interested. Happy with good old days. Sees no reason to change.

	Know-it-all
	Analysis paralysis. Consumes time with alternative possibilities, will exaggerate.

	Naysayer
	Inflexible, reactive, quick to point out why change won’t work.

	Aggressor
	Accepts change and implements diligently, focuses on precise execution of plan. Forces others to accept.





Culminating Assessment Center
Activity



































Organizational Development Roadmap


	Strategic Vision, Mission of the Organization, and Current State of Business

	Culture Definition, Culture Development



	Relationships: External, Internal

	Strategy Execution




	Change Management



EVALUATION
Thank you for attending the Airport Leadership Development course. To help us determine if the program met your expectations, please take this short survey. Your feedback will help improve the quality of our development programs
	Session/Date
	

	Presenter
	

	
	


	1. Please rate the following as it relates to your experience in the pilot program.

	
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	The session materials were clear and well organized.
	[bookmark: Check1]|_|
	|_|
	|_|
	|_|

	The topics covered in the course met the course objectives.
	|_|
	|_|
	|_|
	|_|

	I gained ideas/concepts that I’ll use in my role.
	|_|
	|_|
	|_|
	|_|

	The activities within the program helped me understand how to apply concepts.
	|_|
	|_|
	|_|
	|_|

	I will recommend this course to others.
	|_|
	|_|
	|_|
	|_|



	2. What topics delivered will you be able to apply immediately?

	






	3. What topics delivered do not apply to your role?

	






	4. Which delivery methods were most/least effective to learn the material? (multimedia, articles, etc.)

	





	5. For which topics would you like additional training?

	





	6. What suggestions would you have for improvement of this session in the future?

	




Thank you for your feedback.
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This leadership journey depicts the continuous lifecycle of leadership within an organization.  This is the fundamental process of leadership that will be repeated over and over with Strategic planning, initiatives, new information, changes, goals and just operations for the organization.  The skills you need to perform these functions are represented in the middle of the graphic.  As we go through the materials in this course you will find that we keep this big picture in mind as we drill into the specific fundamentals that are required for performing each phase. If you can lead using these phases, and develop the fundamentals you will be an exceptional leader.
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Innovative Models







Information Technology:

Investment in technology, use of current technology- modules to expand, skills to expand

Automate processes that are documented and validated

Determine current level of tech savvy in organization



Human Capital

Aging workforce- generation X is smallest generation, must get our younger generations ready to take on leadership roles sooner

Do you have the pipeline for the human capital you need

Are you a workplace of choice in your area- culture, pay, benefits, competitive

Succession planning- not just focused on retiring workforce, must focus on retaining institutional knowledge

Know when to promote and when to hire external



Capital Funding

Modifications to PFCs, Revenue Bond Rating and Interest, Grant availability, earmarks discontinued, 

Alternative sources of funding

Diversify revenue sources



Regulatory Environment

DOT funding, FAA Modernization, EPA, Cap and Trade, ARFF, Building Codes, Cargo security, Use fees implementation, Health Care benefits



Market Based Competition

Nearby airports; adjacent states



Industry Convergence

Alternative modes of transportation, fluxuating price of gas, energy efficient automobiles



Industry Consolidation

Airline bankruptcies and mergers; reduced flights- direct and connecting



General Business Risk

Security risks heightened since 9-11, Unemployment rates, increasing costs for employing staff- benefits etc.; sustainability, lower capacity in the aviation system, economic conditions indirect effect



Innovative new entrants/ Models

Additional services to customers for experience, transition to the experience economy, larger number of carry on bags, liquids issues, discontinuance of regional jets



Market Globalization

World economy, increasing concerns on global terrorism, oil prices, pandemic issues
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Overview and Key Topics:

This visual represents the fact that culture will eat strategy on any day.  If you develop an amazing strategy and your culture does not accept, embrace, commit and engage to perform it, your execution will fail.



Actions:

Reveal and review slide.  Follow the inputs to the outputs left to right.



Script:

This visual represents the failing of many great strategies through the jaws of culture.  If you have created strategies in the past and have not executed them to success, you have influenced your culture to eat them.  If you have created strategies that are not realistic for the resources in the organization, you have influenced your culture to eat them.  If you have created a culture of competition and mismatched priorities, you have created a culture that will eat strategy.



A leader’s role is to create a realistic strategy and then manage and develop culture to define performance.



Let’s look at some different types of cultures and the leadership that might have created them.
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Overview and Key Topics:

This graphic represents a transformation in both culture and strategy.



Actions:

Reveal and review slide



Script:

If you create a realistic strategy, align and set achievable goals, the culture will transform and become synchronized to deliver results.  Focus will be on realistic work, the organization moves out of busy mode and into productive mode and begins operating more efficiently.
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Overview and Key Topics:

The graphic represents the levels of employees in the internal organization and at the lowest level is the farthest distance from the external relationships.  The airport leader becomes the center point of the grpahic and must balance the information coming in and the information going out.  Keep in mind that information flow may change with the distance from the middle.



Actions:

Reveal and review slide



Script:

Let’s talk about the building of internal and external relationships.  When you ask aviation leaders for advice about how to build relationships external to the organization, key leaders said “Build relationships with people BEFORE you need something from them.”  “Find reasons to get to know external people as people not as services” “Make sure you are giving to the relationship as much as you are taking from the relationship”  “Seek common interests” “Seek to understand the perspective of the individual you are trying to build a relationship with”  

Trust is the foundation of any relationship and is critical to any organization and effective leader.  You must build trust to build relationships.



The external focus includes relationships with Board, Community, Legislators, FAA, TSA, EPA, Congressmen, Mayor, Airlines, Customers, Passengers.



The internal focus includes all levels of the organization.  The farther you get from the center of the hour glass the less you think externally.  It’s leaderships responsibility to manage the follow of information and build relationships through the process.



As an emerging leader working up through the internal chain of command, seek opportunities to build external relationships at each level up the progression.  Start by working within your local community and find a board to sit on- local YMCAs, youth programs and non-profits usually have board positions or board committee positions that are constantly seeking volunteers.  Volunteer to speak at one of your local colleges or universities in a class where you have expertise.  Most professors LOVE to have community speakers who can bring real world experience to the classroom.  Begin to attend conferences and get involved with the committees and associations presenting the conferences.



A leader’s role is to build relationships through the use of their power of influence and build trust.  Let’s talk more about your power and influence.
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This leadership journey depicts the continuous lifecycle of leadership within an organization.  This is the fundamental process of leadership that will be repeated over and over with Strategic planning, initiatives, new information, changes, goals and just operations for the organization.  The skills you need to perform these functions are represented in the middle of the graphic.  As we go through the materials in this course you will find that we keep this big picture in mind as we drill into the specific fundamentals that are required for performing each phase. If you can lead using these phases, and develop the fundamentals you will be an exceptional leader.
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