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LEADERSHIP RESPONSIBILITY
John Poncy, CEO, Venali

Leadership is often defined as the ability to influence your charges to perform in such a manner as to achieve
the desired result. This is well-accepted, but unfortunately benefits only the select few who are in leadership
positions.

To dismiss others in the organization, I would submit, is a tremendous abdication of responsibility — not just of
the individual, but of the leaders of the organization and the organization as a whole. This can be seen by
pondering the following questions: Do leaders hold the monopoly on good ideas? Are they the only ones who
can see what is best for the organization? Can they always get accurate information? Should we assume that
others are incapable of influencing positive change? Do we really want to relegate everyone other than the
senior leadership rank to minion status?

I would say that the answers to all of these is “no.” Any good CEO will tell you that the culture of an
organization cannot be changed by any one individual. It can be influenced by the leader, but change must
come from within.

What should be done, then, to influence change from within? Most good companies have leadership
development programs in place to educate key leaders on how the business of the company is conducted. But
taking those efforts a step further, how can we begin to teach those in cubicles to influence their peers and
guide those around them to establish a climate of change? I would submit that we should embrace a different
definition for leadership -- and that it should be defined, instead, as the ability to influence everyone in the
company to act in a leadership capacity in order to achieve the desired results established by the company’s
strategy system and its annual goals. Companies of yesterday were made up of us, often identified as the
leaders, and separated from them, the workers. Companies of the 215t Century will only be made up of us,
functioning together as the leaders.

ASSESSING LEADERS FINANCIALLY
Dr. E. Ted Prince and Rebecca Prince, Perth Leadership Institute

There are some great assessment tools that allow executives and other leaders to gain personal and
professional insights. These approaches can be helpful at levels where building self-awareness and
organizational skills is important. But it is often the case that the more senior executives and other leaders
who are good at their jobs are ultimately focused on one thing: the bottom line.

Where assessment is concerned, senior executives need to be treated differently. Many have one critical
objective that they are measured against — and that is whether or not they make money. As such, it’s of
decreasing relevance to know more about their personality type. Instead, leaders want to know if they are
“naturally profitable.” And, if they’re not, they want to know what to change in order to get there.

We believe that organizational development must become increasingly focused on the bottom-line in order to
gain relevance in modern corporations. A key part of the job of developing business acumen will be to focus
not only on individuals within the organization but on the organization’s culture so that the elusive profit-
making behavior can be developed in all employees. Concepts such as key financial traits - which can be
identified, measured and developed - help to give business leaders a common language that directly links the
behavior of all those in the organization with the bottom line outcomes of that behavior.




