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Company insight

The changing state of
leadership development

Today's array of conferences and group seminars dedicated to leadership skills — in
many ways a response to a lack of exparienced devalopment prachitioners — means
that lang-temm, one-to-one coaching, in which a trainer guides an executive towards
his or her personal performance targets, is incraasingly rare. Kevin Lane Tumer,
president of Turner Leadership Strategies (TLS) cutlines why such tailored
training provides better results — and value — for companies and their heads.

evin Lana Turnar is president of Turner Leadarship
Stratagles (TLE), an exacutive development and
coaching firm. Based 1n Dallas, Texas, US, TLE

advises and coaches leaders and executves of companies
from start-ups to Fortune 500 organisations.

As an executive coach, how would you describe
your profession?

Eevin Lane Turner: Wa develop axecutive talent fior large
madium and small businesses. Today we find ourselves In a
similar posttion to that faced by Marvin Bower — tha father of
management consuling and head of McEinsey & Company —1n
the 1930s. The ‘profession’ of executive development 1s In great
nead of qualtfied coach-practitoners. There are a lot of people
out there who identlfy themselves as exaoutive 'coaches’ or
“tratnars’. Howewver, it's difficult for companias to find skilled
developmeant professionals who have the ability to lead an
exacutive through a sustaineble change from point A to0 B in
thelr behavicural habits This requires skill, experianos, logical
thinking and mintticn on the part of the coach m ordar to
produce the sustatnable resuits demanded for executive
performance within today’s gobal economy

[itiin today's growing companies, modvational avents and
saminars have proven themsalves to be inefactive and
meficient. Consequently, we sst executives up for fature by not
providing them with the proper leadership training they need.
Then, when the executive doas not measure up, wa blame them
and not ourseives of the Taning vehicle we sent them to

Let's consider: what other investments in temporaty results
do great compandas make? The answer 1 ‘ot many’. So why
do we, as business leaders, continue to agres to such enormous
expenditures on the temparary rasults of mottvational events
and seminars, when our most important commodities — our
pecnla and thelr performance — ara at stake?

In crder fior leadarship training and development to yield
sustainabla change, the following factors must be securad.

B [t must be carted cut over a series of coached leaming
engagements of sesslons (wersus a one-hour, ona-day, o
one-weekend event).

B Theare must be sufficlent time between sassions for the
executive to practiss and absorb information.

B The training matearials must be wall prepared and tatkored
to the spactiic nesds of the tndividual

B A network of trusted Indmviduals (his or her team, poers,
managef, coach) must support and reinforce developmental
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EE Companies large and small are
misappropriating critical resources
(money, time, and people) to the
tune of over $70 billion a year in the
US and $130 billion worldwide. ?

Iz there a particular method of leadership
development that works better than others?

Yes - executive development s at a crosaroads; today's sysiem
of leadership tratning and coaching ts broken. Becauss of a
shortage In skilled pracitioness, motivational events and
seminars are being used a5 sumogate wvehicles for individual
executive training and development. Consequently, companies
large and small are misapproprizting critical resources (money,
terme, and peapia) to the tune of over $70 bilon a year m the US
and £130 hillion workdwide When it comas to achieving the
results and sustainable changes to human performancs required
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progress; affirmation s a key component of Improvameant.

From executives in Fortune 500 companies to
small businesses and start-ups, how do you
adapt your coaching and development approach?
It's a matter of the coach’s experence and exposure to each of
thiesa scenarios. The effactive coach-practitioner must have
parsonal familiartty (n the arenas thetr clientale comes fom.
While there ara basic dynamics that are cross-funcional (such as
commurication sklls, leadarship skdlls, delogation skills), thera
are other dynamics that are unique to each executive’s sltuation
and background. With a Fortune 500 exscutive, it might be the
Intnicactes of corporate strategy of cultural awarensss. With a
start-up or small business the more pressing dynamics might ba
nuances of investor invalvement or direct-customer acquisition.

What helps our customers is our company's experience and
exposurs to both ends of this large-to-small bustness contimmn,
allowing s to, first, bettar undarstand and, sacond, better somve the
needs and sohitions that bast fit our customeans.

When you see an executive losing focus, how do
you get them back on track?

First, we find out what motivates them, on several levels of their
personality. Then, we couple this with behavicur modification
‘tocks” that are tatlored to the indtdual When or  we have to, we
refy on thesa as kevarage to halp the axecutive stay on track until

they've experianced the changes they need. The exacutive 1= the
one who reaps the full benafit when he ar she stays focused.

When you go into a turmaround situation, how do
you decide what direction to take?

When 1t comes to working with our customers and turning a
situation around for the better, we do not and cannot set our
direction. Our job 1s to help them find their direction; what
best fits them, within the parameters of thelr corparate
culture, thedr structure and any monetary concerns, and
assist them with developing a course of action that will

get them where they need to be To do this, the coach-
pracitioner must walk a client through the process of
ramoving the issues and chstacles hindering success and
then reclaiming the trua direction and course of action. The
answer to 3 successiul cutcoms for each organisation, team
of individual typically les within them. It 1s the job of an
expearianced, objective cotemal coach to help them transition

from where they are to wheara thay nead to ba.

How do you advise or coach executives

to make effective decisions and abandon faulty
decision-making?

Omne of the first skills we halp develop 1s the ability to exert
parscnal emoticnal self-contol. When we function from cur
‘logic mind” rather than our ‘emotional mind’, we make much
better chodoes. Most executives are unawars of how much or to
what extent their emotions affect their thinking and dectsion-
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Menths later, our grand cpening came and went, and
there was no business to be found. Everycne I had spoken
with earlier actad as if they'd never met me That was a
mind-numbing experience

With my start-up business overhasd and a family to foed,
pressure became the ‘'mothar of tnvention’, and [ set cut to dig
up customers. After a year, it was not only going, but growing
rapidly, and a fow years later we were abbo to sell it for a
considerablo gain. But it never would have happened f not for
all that I learned from those nitial rejections. It is important to
face your fears and satbacks hoad-on. Thoy will not go away
untll you address them.

k& \When we function from our ‘logic
mind’ rather than our ‘emotional
mind’, we make much better
choices. Most executives are
unaware of how much or to what
extent their emotions affect their
thinking and decision-making. 7

What do you look for when you are considering
taking on an organisation and its leaders as a
client/oustomer?

We consider seweral things:

B Compatibility: will we work wall together? We
endeavour to figure this out during the inttial interdew
phase It's a business parinership, so, it 1s essential for us
to be aligned in key areas.

B Character and ethics: if we do not share common
ground here, than it s 2 ‘pass” from us.



making When I first began advising and coaching business

leadars, [ was surprsed to discover the extent to which many
of them were influsnced by thelr emotions, though faw would
gver admit It. This is bacausa most are not even aware of how

much influence their emotions have on their roasomng skills.
What people don't understand 1= that the more eamotianally

lad or controlled thay are, the more vulnerable and suscaptibla

they ara to:

B being misled by faulty reasoning (from themselwas and/for

by others)
B Deing taken advantzge of or manipulated
B making ill-fated business and/or personne] declsions.

Failure often supplements success. How have you
overcome setbacks, and what advice do you give
leaders to do so?

Most pecple fall becauss they efthar quit of mun out of rescuTces
When [ started my first company, KC-MAC (zn atroraft
Mmatnienance company), I spoke with potential customears at
Kansas City Muntcipal Atrport, introductrey myself and discussing
thedr needs. Dozens told me that they nesded our semice and
they'd use us then and there if we were already open for business:

B The challenge: 15 the project doable and challenging? I
50, it's a "go’ for us and for the potential customer as wall

Has anyone in particular influenced your career?
I met and formed a fnendship with Morman Brinker, 12 years
ago. Norman was the founder in the US of rastaurants ke
Steak & Ale and Chilt's. In North America, Norman s
constdered the “fathar of casual dining ™ Cften, after spanding
individual tme with Noman, I'd walk away from cur
meetings thinking, “If only [ could've met him when [ was

20 years younger.” I realised from my relationship with
Normman that most successiul executives have at least one
good mentor. That is the impact good mentors have on thetr
mentses. [ try and serve a stmilar role for thoss who come
through our sarvices. ll
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Tip of the Day

KO K KOk KKK K

“People are your most valuable
asset. Fortune’s ‘Most Admired’

17300 N Dallas Pkwy, Suite 3100
Dallas, TX 75248

companies display a greater long-
term focus on their people than do
their peers. For them, people are
an asset, not an expense.
Champions know what their most
valuable asset is and they give it
the investment it deserves.”

Kevin’s new book, Change is Good
Order today!
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Geoff Colvin,
Fortune Magazine

Kevin Turner: Email: tls@tls-t3.com
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