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ABSTRACT

In today’s hypercompetitive global world of commerce there are two organizational
imperatives. The first organizational imperative is to have a distinctive that explains what
attracts customers: why someone would do business with your organization. Second is the
imperative to become and remain innovative which is absolutely necessary to assure that an
organization has an evolving distinctive that gives customers new reasons to use an organization
in an ever-evolving future. Together these imperatives require effective leaders who can lead
innovativeness into the future. This paper identifies key success factors (KSF) for innovative
leadership in the form of behavioral and attitudinal guidelines.
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INTRODUCTION

Using fads, theories, teachings, and personal stories of great and not-so-great individuals,
we have identified hundreds of enduring guidelines that can be of use to one who desires to
achieve personal leadership success (Service, Loudon and Kariuki, 2014).

Against our better judgment we are providing 10 graphically definable concepts that can
be useful in beginning the life-long journey to making yourself a better leader of innovation.

Our reluctance to identify the “top 10” stems from the fact that true understanding always beats
mere categorization. Moreover, careful study of this research will reveal that our Principles 1, 2
and 3 of the top 10 are themselves stand-alone models for overall innovation leadership from
three points of view: 1) Figure 1 is a Global Leadership Effectiveness model for guidance; 2)
Figure 2 is a more individualized Leadership Quotient model for self-development and; 3) Figure
3 is a Global Leadership Quotient model for development and selection. These three models and
all of our other Top 10 will come into focus as you study the following descriptives of our
leadership for innovation principles.

The fluff so prevalent in our media-genic information soaked society makes a direct
approach to leadership effectiveness rules in order. Those seeking to understand leadership must
be willing to start on a lifetime journey to leadership development. The current crop of
bestselling leadership books fall into two categories: egocentric philosophies and silly parables.
Likewise, the teachings provided by most academic articles are too stiff and narrow. Almost all
of the contemporary press articles, books, and academic based writings on leadership offer little
that one can adapt and use to lead in their specific situation with their unique followers. If one
cannot internalize a leadership principle and put it to use it is of little value. Moreover, what
worked for Colin Powell, Attila the Hun, Rudi Giuliani, Winston Churchill, Tony Soprano, and
even Santa Clause simply will not work for most of us in our situations with the followers we are



given. In fact, it would not have worked for many of those famous leaders without the situation
they inherited or the situation that was invented. In this paper we will present the concepts of
innovation leadership for the rest-of-us (Service and White, 2012).

Time after time when we are asked to define leadership we keep referring to one word:
influence. Leadership centers on human influence and a leader is the one exhibiting the
influence. Real leadership results in moving people into the unknown and requires leaps of faith.
Of course that influence can be for good or bad and leaders can be misleaders as well as real
leaders (misleader was a term often used by Peter F. Drucker for Hitler and Stalin among others:
Cohen, 2010). Often we have to wait for history to tell us which leaders are misleader or real
leaders. Sometimes if not most often, the winners are the leaders and the misleaders are the
losers. But regardless, the human influence that moves people into the unknown, are foundations
for principles of leadership for innovation which are of no value unless they can be tested
through application (Kerlinger, 1986).

All of the KSFs presented here are founded on the fact that when leadership occurs, it has
three components, 1) leaders, 2) followers, and 3) environments. And that overall, balance and
fit in those areas are the keys of what works for an individual in one situation that may or may
not work for someone in another situation or with different followers. To improve effectiveness,
academic articles on leadership must begin to take leaps of faith and learn to depend less on the
model of research and proof. Empirical evidence is not absolute gospel or even useful nor are
editorial opinions necessarily untrue or un-useful.

An example we would like to make about many of the academic writings on management
and leadership is illustrated quite well in an article from Organizational Dynamics (Bedeian and
Wren, 2001). In attempting to develop a list of the most influential management books of the
20™ century, the authors opted to say: “By ‘influential,” we mean those books that had a major
impact on management thinking at the time of their publication (p. 221).” The problem is they
should have looked for books that had the most influence on management not on management
thinking. Having spent the last 40 years studying and practicing management and leadership we
can testify that they did not identify the books that most affected actual management. They
selected the books that affected academicians studying management. Those are quite different
points of view.

Henry Mintzberg (2004) makes many points supportive of our preference for application
over theory in Managers Not MBAs. Mintzberg effectively disparages the way we currently
teach MBAs (also see Service and Cockerham, 2007). Mintzberg clearly shows that all too often
instead of teaching managerial practices we teach test-taking, how to get jobs and knee-jerk
decision making. Management is more of an art than a science and requires the ability to think,
define, convince, motivate and allocate and we must begin to teach the soft underbelly of
managing. “Calculate it” based teaching develops too many mangers with a false sense of
knowledge. If managerial decisions were calculate-able, management could be programmed
without humans making choices under varying degrees of uncertainty. Management cannot be
learned without experience. Anyone really serious about studying and teaching management and
leadership must read Mintzberg’s books (also his 2009 book and Cohen’s 2010 book on Drucker
are also must reads).

Academics investigating management and leadership most often follow the real world
and only test things after they have proven successful in the “real world” lab. The lab of
management and leadership research in the world of competitive organizations is practice and it
is going on out there right now. Medical and other related fields of study must reside outside the



area of actual practice, but not the labs of leadership and management. Theory over application
is not something you’ll find in this article. Remember, that in theory there is no difference
between theory and practice, but in practice there is!

Too many current writings on management and leadership exemplify the problem with
leadership development and they deserve the criticism heaped upon them. We argue that
management is being replaced with leadership, but that is another paper! Many of these fads
highlight our dumbing down through dependence on sound “bytes” and 60 second “in-depth”
news stories. And, way too many academic articles kill the living leadership events as we so-
called social scientist dissect the phenomena in order to operationalize or describes it. Many
demand a quick fix and most pay the price when they get it. Do not waste valuable time on
musing and temporal leadership fads: learn and practice the fundamentals. We like the analogy
of weight loss. Yes, the diets normally work, one can lose a lot of weight only eating bacon, but
for extended success, one must learn and practice the fundamentals of healthy eating with a
healthy lifestyle: don’t kid yourself.

Though we cite much here and base most of our pronouncements on many hundreds of
writings for the most part the literature does not provide the crucial information for leadership
knowledge. Leadership is way beyond a position or concept. It is a living influence with
definable principles and processes that is observable, understandable, and learnable through the
Leadership Quotient (Service and Arnott’s: LQ“, 2006) practices (study Figure 2 now and later)
that are available to everyone and are represented in the fundamentals shown in this article.
Leadership is a special field of great demand that is very recognizable in its affect or absence.
This article can enable you to become a better leader, but only
if you invest your time and attention to understanding yourself, others and situations in light of
truly understanding our overriding principles of leadership for innovation.

Historically leadership emphasized stability and control. Today's trends guide us toward
facilitation for speed, empowerment, flexibility, and organizational learning all directed at
increasing individual and organizational innovativeness. The information revolution,
globalization, technology, communications, and widespread education all make it necessary to
involve everyone in change. Drucker said innovation is exploiting change opportunities and all
organization (business and otherwise) will go down fast if they do not innovate. Drucker asserts
that not becoming and remaining innovative is the single largest reason for organizational
decline (Drucker, 1980, 1985 and 1999). Regarding leadership for innovation and change,
Fullan (2004 among many others) tell us that leaders are bridges connecting people to the future.
Yet, no trends lead to an envisioned future without a leap of faith and much hard work (Friedman
2005 and 2008). Warren Bennis said to be a truly innovative leader one must be curious and
daring; and that, study, travel, people, work, play, reflection and mistakes are all sources of
knowledge and understanding (Bennis and Bennis and others, all dates). Theories, suppositions,
innovative successes and failures, and experiences will help move inclinations outside the boxes,
frames and models that limit thinking and innovativeness. Leaders must understand the process
and context of leadership situations, and they must be innovative in their approaches to guiding
others to the "envisioned future." Current and historical events, people, places and times help in
gaining a better understanding of what it takes to be an innovative leader in the future. For truly,
leadership is defined by one's form of participation, so participate as you work toward the
following objectives to improve the ability to lead innovation:

1. Improve critical thinking skills and the ability to think outside the box: what’s inside the
box?



Experience leadership and innovation inside and outside a classroom or seminar.
Practice communicating: interacting, speaking, writing, and self-presentation.

Apply leadership and innovative thinking and precepts to life events.

Experience anticipating, analyzing, acting and adapting to new situations.

Contrast invention and innovation; and leadership and management.

Experience leadership during the relationships people form doing something together.
Explore leadership and innovativeness topics within professions outside your own.
Experience the contextual aspects of leadership and innovation.

0. Experience the process of leadership and followership.

Realize that every person has the potential to become a leader, though it is always harder
for some than others (Cohen, 2010, Pink, 2001 and Sternberg, all dates). And, forget that crazy
nature versus nurture debate. It is simply both and only a really dull person does not fully realize
that every single thing in the world is easier for some than others (Pinker, 2002 and Ridley,
2003). This article allows you to recognize what you have and do not have in your leadership
toolbox, and directs discovery of how to leverage your good leadership characteristics and negate
your bad ones. The principles here are a more comprehensive definition of leadership for
innovation and are more universal and applicable than those found in much of the literature.
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TOUGH IS NOT IMPOSSIBLE

Preparing one’s self or others to lead highly educated, and not always motivated, people
in today’s complex and ever-expanding world is relatively complex and confusing. For learning
to be an effective leader requires attention, focus, dedication, hard work, and rapid continuous
innovation. Simplifying fundamentals and developing the top guidelines for leaders and learners
to share in their quest to improve leadership is our goal. Enterprise and personal application and
university education should not be separated; excellence must be sought in everything related to
leadership. Science, especially social science, does not describe reality it represents reality with
models and a framework. Any so called scientific principles are our reality: it are not the reality.
The purpose here is to provide models and guidelines as frameworks on improving innovative
leadership education (self or otherwise). Improved effectiveness can only be realized through
understanding and application of derived principles that are solidly based in the extant literature
and experience. Our top 10 leadership principles are for application that can lead to enhanced
innovative leadership. They are given below in text form and followed by complimenting
“visual” models (Figures 1-10).

Self-discovery-a start to understanding and improvement

Many human activities, especially leadership, are concepts that are visible and yet not
thoroughly definable. However, all can agree leadership can and continues to be the focal cause
of accomplishments. Leadership, for innovation or otherwise, requires a high level of self-
discovery. Models, frames, modes, metaphors, rules, principles, filters, and so on, guide the way
we think, the way we make sense, and the way continue to exist. It is simply not a matter of
whether these many and varied oversimplifications exist (models are always there in our brains),
but how they influence us and our abilities to recognize, discover, sort through, select, learn, and
ultimately use effective philosophies to guide ourselves and others to accomplishment.

As we continue to stress, everyone has the potential to be a better leader. Think of
several of the world best singers: Justin Beber (ugh), Bocelli, Church, Elvis, Streisand, etc. They



all are good singers. But, can good always be defined? No. Then so it is with leadership, the
definition of good or effective leadership is difficult to articulate, as is good singing. The
continued study and practice of leadership has taught two overriding principles: 1) the rareness
of “real” knowledge and 2) the fact that almost anything can be made to work or to fail; can be
good or bad-often only thinking makes it so! It is apparent that in order to define terms and
success, if you would, to operationalize variables to study, and to make things into generalize-
able and transferable principles, we too often developed processes that destroy the very thing that
was trying to be described for purposes of replication: in this case, leadership. Leadership is
organic not mechanistic and it lives and breathes.

All research is a process of continuous expansion of knowledge that involves the
generation, acceptance or refutation, and application of ideas and theories. Anticipation,
research, learning, continual improvement and innovation are used by most successful people
and organizations. Moreover, the academic and current press, and instructive literature are filled
with examples of organizations that did not learn the lessons provided by innovative examples.
Ours is not to do or die in this debate on how to become better leaders, but ours as educators is to
determine how to develop the best questions and answers to help others realize more of their
potential. Leading anything is about influential leverage for ourselves and our followers. No
magic formulas, pills, or miracle moments will save us. We have only diligence, credibility,
desire, and a lot of hard focused work.

What really works as we apply it is what matters. After spending many years in the
practice and study of leadership, the truth is there is only one undeniable fact about leadership:
We have got a lot to learn about leadership, especially leadership for innovation. So, where do
we start? After desire to be a better leader, start with the simplest of concepts, the definition of
leadership as we have given you, and some of its principle rules. The principles outlined here
are a great foundation, but we are not bold enough to proclaim these principles as The principles,
they are simply Some of the “better” overriding principles we have discovered.

THE BIG 10 LEADERSHIP FOR INNOVBATION PRINCIPLES

The Be-Know-Do Leadership-life Effectiveness Model

Remember, the primary purpose of doing qualitative research is discovery, not

hypothesis testing (p. 317). . . . not trying to control variables, but to discover them

(Corbin and Strauss, 2008: p. 318).

Before looking at the other nine principles start by studying Figure 1 closely and
understand that the ideal sweet-spot of leadership effectiveness wisdom is an amalgamation of
other sweet-spots. Leadership Wisdom is an ideal balance of what fits the combination and
permutations of circumstances and people at the appropriate time and in the proper manner. The
key is to know what it depends on and to develop your own insights as to what it takes to Be,
Know and ultimately Do as you analysis yourself, others and situations in order to apply new
found knowledge to develop skills for leadership effectiveness. Only you can internalize your
insights by experiencing leadership. We realize this paragraph is dense. So it must be if one
desires something beyond the quick and dirty. The unfortunate truth is that you cannot give
another person an insight especially one you have gained through the experience of hard work
and sacrifice or loss. This applies most especially for an insight that one must internalize and
apply about themselves related to religion, relationships and our topics of management or
leadership. The only hope to gaining and using new found leadership effectiveness insights is to




be prepared to recognize the insights as you are exposed to them. But, they still won't be
effective insights until you adapt and adjust them for the people and circumstances involved.
This transcends us into the next section where we describe the first sub-model of our “favorite”
leadership for innovation models.

Principle #10: Match your mind-the rational, with your heart-your desires (Figure 10).

Humans take actions that take care of what is important to them, to serve their values. A
huge mistake is to think others value what you do as you do (Goldsmith, Govindarajan, Kaye, &
Vicere, 2003). We remind you that when someone meets you they want to know two things: 1)
can I trust you and 2) what can you do for me (Holtz, 1999). People are motivated in the way an
organization desires when they really believe the relationship between effort/performance and
rewards are as their leaders proclaim them to be (Covey, all dates-trust: and Robbins, 2002).
People change what they do because they see a truth that influences their heart and feelings
(Kotter & Cohen, 2002). “The litmus test of all leadership is whether it mobilizes people’s
commitment to putting their energy into actions designed to improve things. It is individual
commitment, but it is above all collective mobilization (Fullan, 2001: p. 9).” The hard and the
soft side of leadership and management can be equated to the heart and the head, tangibles and
intangibles, or the content and the context. For in leadership as in art and music there are those
that are nearly perfect, yet they are not as successful as those with a unique style. In leadership
being technically perfect does not guarantee success, you have to appeal to others sensibilities
within their situations. Hesselbein (2002) says leadership is more a matter of how to be than
how to do.

Principle #9: Build foundational relationships as you do things with others (Figure 9).

One becomes a leader by virtue of their form of participation and in no other way. Power
alone does not equate to leadership. All organizations have Social Capital that acts as the
connectors among people which make an organization more than a collection of individuals out
to achieve their own private purposes. It is not simply about being nice, liking or accepting one
another, it is about the collaboration involving many people. That is, demonstrating in practice
what is of value to the group. Core competencies revolve around “creativity, entrepreneurial
zeal, and institutional dynamism (Cortada & Hargraves, 1999: p. 27).” “In the long run, all
enduring and effective relationships—including leader-follower relationships—are voluntary and
reciprocal in nature (Clawson, 1999: p. 117).” “The leader has to set the tone for the quality of
relationships (Hesselbein & Cohen, 1999: p. 20).” “What counts most in creating a successful
team is not how compatible its players are, but how they deal with incompatibility (Sports
Hllustrated Advertisement, 2002).” It can be argued that far too many of today’s challenging
problems result from education that stresses technical competence over relationships, context,
and process. Strategy for investing in and exploiting your and your organizations intellectual
assets must be the focus. The efficiency of knowledge work and knowledge workers must be a
key goal. Effectively successful leaders see relationships as multifaceted: linear, sequential and
serial, discrete, singular and independent, parallel and simultaneous, connected, murky, multiple,
interdependent and on and on in all combinations and permutations you can imagine. Itis a
necessity to go outside of the normal boxes, frames and models, and direct our thinking toward
developing a truly innovative spirit within all organizational members. Understanding self,
others, and the basic principles of leadership is required as a starting point to building enduring
relationships that are authentic.



Principle #8: Embrace leadership over management (Figure 8).

We are not saying to forget management but we are saying that every good manager must
be more than just a bit of a leader of innovation in today’s fast paced and globally
hypercompetitive world. The central business paradigm has shift from an effective leader or
manager of the past where power, position, and fear were paramount fo a new model based on
openness, trust and knowledge just as society is in the midst of change to an
“instatinterinfovideodigitialreligosity” age where everything “works through sound bites and
film clips (our word, concept comes from Barber, 1996: p. 17).” Our constantly evolving and
increasingly complex globally diverse world requires executives, managers, supervisors, and
team leaders that have shifted their thinking from that of a past manager to that of a modern
leader. Modern leaders deal with many external and internal ambiguities, and internal and
external people that demand, and deserve equal consideration: note we did not say equal
treatment. Treating un-equals as equals is perhaps the greatest most heinous forms of
discrimination (Service and Carson, 2010b). The models, paradigms and rules of the past are
being replaced by unknowns and complexity coupled with more information than even the most
brilliant can perceive and use to solve the major issue they face. These varied complexities
coupled with the limitless choices boggle our minds and past understandings. The dichotomies
shown in Figure 3 will guide one toward acting as a modern leader versus staying a manager.
The science of leadership is management which is reducible to measurable principles and
policies. The leadership side is the art component which is much more difficult to systematize
and measure though the lines between leadership and management are blurred. Understanding of
management’s and leadership’s art and science is a precursor to effectiveness improvement.
Management must replace leadership as we manage people who can think and are as educated
and informed as their influencers.

Principle #7: Realizing that good often is the enemy of great (Figure 7).

Collins in his top selling and influential book, Good to Great (2001) said, “Larger-than-
life, celebrity leaders who ride in from the outside are negatively correlated with taking a
company from good to great (p. 10).” He also discounted strategy, forms of executive
compensation, concentrating on what to do to become great, technology, management of change,
named programs, and a great industry as a cause of good to great moves. This begs the
question, what type of leadership style does it take? Collins says very directly it is “Level 5
Leadership [which is] . . . self-effacing, quite, reserved, even shy—these leaders are a
paradoxical blend of personal humility and professional will (p. 12) . . . leaders [who] look out
the window to apportion credit to factors outside themselves when things go well (and if they
cannot find a specific person or event to give credit to, they credit good luck). At the same time,
they look in the mirror to apportion responsibility, never blaming bad luck when things go poorly
(p- 35).”

Charisma and strength of personality can cause problems, when people see the brutal
facts separated from personality. Drucker simply would not believe charisma was of any
positive use (Cohen, 2010 explains this well). Overcoming the liabilities of charisma require a
conscious effort. Winston Churchill compensated from the liabilities of his strong personality
beautifully during the WWII (p. 73). When one starts with a diligent effort to determine the truth
of the situation, right decisions become self-evident (p. 88). “Good is the enemy of great”
exemplifies Good to Great’s message.



Principle #6: Commit to real two-way communications (Figure 6).

Meaningful dialogue allows leaders to continuously give and accept honest feedback:
there is no communication unless there is mutual understanding--it is two-way. It should baffle
our minds that businesses and universities operate with a one-way model and expect good
results. I told you so you know, just “ain’t” so. Ensuring high levels of understanding in
communications between management and employee, and organization and customer, and so on,
requires questions and answers; listening and understanding all around. When it is done right
talking as communicating is an incredibly effective business leadership tool. We all need for our
leader/ follower relations to progress from shared feelings, beliefs, and ideas to an exchange of
wants and needs to clear action steps and mutual commitments. Discuss any and everything and
follow that with action (Gaynor, 2002; Harkins, 1999).

Information and communication are not one and the same. For communication we must
have mutual understanding. Do you get it? If not, have we communicated? Absolutely not!
Information is the most expensive item in most products and services. "Look at your company's
budget: Add up all you spend for accounting, advertising, brochures, catalogues,
communications, computers, conventions, faxing, newsletters, networks, overheads, research,
software, training, videotapes, xerography -- estimate the value of the time people spend looking
stuff up . . . i.e. the total cost of obtaining, maintaining and producing information (Stewart,
1995: p. 119).” However, information is only valuable when it gets communicated to the right
people at the right time and used in the right way.

Leadership is judgment, integrity, self renewal, managing and appraising performance,
attention, courage, open minded, challenging, problem solving, anticipation, consequences,
confidence, dedication, perception, collaboration, culture and climate, attitude, keeping score,
involvement, significance, consequences, feedback, appropriate behavior, inspiration, desire,
luck, timing, enthusiasm, serving, following, contextualizing, influence, and on and on, but none
are important without communication Adding meaning to these many and varied leadership
terms challenges even the strongest of communicators.

Principle #5: Embrace, start and implement change (Figure 5).

Change has always occurred over and over, and it's not just the same old thing! When
leaders wish to facilitate organizational change, they must continually increase the number of
individuals taking responsibility for their own change. “...the charisma of certainty is a snare,
which entraps the child who is latent; in us all . . . the most powerful coherence is a function of
having worked through the ambiguities and complexities of hard-to-solve problems (Fullan,
2001: p. 116).” Change will happen whether you cause it or not, or embrace it or not. But, you
have got to anticipate and monitor it so that you can adapt to and possibly even enjoy it
(Johnson, 1998). “All living things, whether plants, animals, people, or groups of people,
exhibit patterns or cycles of development, moving from periods of vitality and growth, to periods
of decay and disintegration. The pattern of business growth and decline—and the behavior of
leaders—follow this same course (Miller, 1989: p. 1).”

All failures have the potential to be turned into successes when lessons are learned from
failures. We all need to stop and review the old beliefs seeing what has changed and make
conscious decisions about current applicability before moving to a new way of doing things.
Way too often we keep asking the wrong questions and making the wrong assumptions as we
wait for that miracle moment when everything will turn around (Collins, 2001).



Peter F. Drucker believed in strategy and continuously said you cannot predict the future
but you can create and enact it (Cohen, 2010).

Principle #4: Develop self-perpetuating learning organizations (Figure 4).

Continually reassess and ask these two tough questions: 1) Why would someone do
business with me or my organization? 2) How can I become (and get others to become) and
remain innovative? Bennis and Nanus state “management controls, arranges, does things right;
leadership unleashes energy, sets the vision, does the right thing (2003, p. 701).” “Leadership
plays the prime role for the creation of excellence in an organization (1985, p. 21, cited in Kanji
and Moura e SA, 2001: p. 701). Our globally complex hyper-competitive world requires that we
shift managing from a focus on stability and control to leadership focusing on speed,
experimentation, flexibility, change, innovativeness and continuous leaning.

In The Future of Leadership (Bennis, Spreitzer and Cummings, 2001) it is clearly shown
that it is not an individual’s leadership that ensures lasting organizational success, but the degree
to which leadership is institutionalizing and embedding in systems, practices, and cultures of
organizations that establishes permanence. Management of teamwork is another important must.

“There are major differences between leaders who gather followers and leaders who develop
leaders (Maxwell, 2000: p. 348).”

Principle #3: GLQ and SQ-Global Leadership Quotient and a new IQ that is SQ (Figure 3)

In our top 10 countdown you will notice that principles 3, 2 and 1 have longer
descriptions than do the preceding seven principles. This is by design because these top three
principles are super principles, for want of a better term, which are composites of much in the
preceding principles.

Developing your successful intelligence (SQ) and emotional aptitudes always seem to
lead to success in leading innovation. And, indeed there are differing types of intellect, some of
which are more conducive for innovativeness and the most meaningful areas of intelligence can
be improved. In Howard Gardner’s pioneering book Frames of Mind (1993), the notion of many
types of intelligence was presented. Gardner noted seven basic types of intelligence: verbal,
mathematical-logical, spatial, kinesthetic, musical, interpersonal, and intra-personal. His work
seems to explain why traditional IQ tests are poor at predicting success in many of life’s
endeavors. Goleman’s (1995) work extended Gardner’s into the area of emotional intelligence
(EQ—how well someone manages their own emotions), which is presented as more predictive of
managerial and leadership success. The next step would be to propose that just as there are many
ways to measure Intelligence (IQ) so there are many ways to measure Leadership. IQ and EQ
are not enough, intellect and people abilities only help if they are properly honed and applied.
Dimensions of EQ, self-awareness and management, social awareness, and relationship
management, are critical to accomplishment of innovation through others (Goleman, Boyatzis, &
McKee, 2002). Goleman (1995) said that emotional maturity and soft skills play a greater role
than intelligence in eventual success in part because differing EQs lead to more innovation. Two
characteristics, the ability to manage one's self and the ability to handle relationships are
requirements for directing the development of an innovative learning organization.

Characteristics displayed by those with SQ are directly related to becoming a more
successful person. A person that is effective because in part their successful intellect is more
controllable than traditional IQ. We must seek to make 1Q meaningful and applicable to you and
your situation now and as your new situation will be in the future: make IQ SQ. Most of us will



die regretting not mistakes, but never trying (Covey 1990; Gulford 1967 and 1986; Pinker 2002;
Service and Arnott 2006; and Sternberg all dates):

A substantial amount of progress on studying the neurological basis for human intellect
has been made of late. However, the developing nature of research, and its potential and
drawbacks to advancing our understanding of the neurological basis of intelligence often goes
array and simply becomes too complex. The notion of SQ presented here (see all Sternberg and
Service, 2005b and ¢ for complete descriptions of SQ) must make sense to be useful. Much of
the research we found during the development of this paper shows that the mental efforts related
to intelligence testing are often exercises that most normal people cannot use.

Developing your nurtured and natural skills requires a good understanding of what you
can control and what you are not likely to control. Simply put, the leadership nature versus
nurture debate has been settled. It is nature plus (+) nurture and anyone can improve as a leader
by correctly identifying what leadership enablers they naturally have and those that they don’t;
and then developing or improving those that they have the potential to mold and compensate for
those that they cannot develop. As Pinker (2002) said in his book The Blank Slate: “Haven’t we
all moved beyond the simplistic dichotomy between heredity and environment and realized that
all behavior comes out of an interaction between the two (p. vii) . . .differences of opinion arise
not because one mind is equipped to grasp the truth and another is defective, but because the two
minds have had different histories (p. 5).” For anyone still doubting the complexity of the
interaction of the nature and nurture effects on leadership you should read Pinker’s book and
study closely the theories of the blank slate, the noble savage, and the ghost within with an open
mind! Figure 3 is useful for an aspiring leader, for if one can categorize their natural and
developed strengths and weaknesses then they can began to use them to their fullest and help
others develop as leaders as well.

Look closely at the precepts defined in the SQ model and realize the importance of these
elements over the normal 1Q measurement factors and realize that a good SQ is required to
develop innovations that are useful and sellable. Now let us shift to the GLQ-Global Leadership
Quotient-part of this principle which can assist in meeting the called for necessity to gain
intercultural competence (Bennett and Castiglioni, 2004).

Using our extensive literature review, SQ model, LQ“’s research and a GLQ
questionnaire (described more fully in Service and Carson, 2013) we have developed our GLQ
Model which revolves around intentionality (Glynn. and Giorgi, 2013 and Groves and
Feyerherm, (2011). Vigilant attention and sustained effort to understand the precepts represented
in the model and to maximize strengths and to minimize or deflect weaknesses are required for
GLQ to be of use: as described above for SQ. The GLQ can be used as a developmental,
measurement and selection tool providing a launching point to propel dialogue on cross-cultural
leadership and how one might get principles across. Mendenhall, et al. offers several concepts
that map nicely onto the GLQ.

Today's world of global business requires that companies must "innovate by learning from
the world . . . transform individuals in ways that make them more valuable employees (p. 129). .
.. today's leadership will not be sufficient for the future (p. 50). . . . The passion to make a
difference and the willingness to allow others to participate in creating it is more likely to lead to
leadership success than simply acquiring and checking off a list of skills (2008: p. 62).”

The GLQ precepts were tested and extended by mapping the results of interpretive analysis
of 50 preliminary questionnaires (Service, 2012). Using methods clearly described in Chopra and
Mlodinow (2011), Corbin and Strauss (2008), Eisenhardt (1989), Mendenhall et al (2008), and



Ropo and Hunt (1991), the GLQ precepts shown below were developed—coded from the
questionnaire narratives in light of the research and writings outlined in this paper. It proved
difficult to code varied statements into meaningful concepts that could be defined and
researched. We realize that the “coding” as percepts-labels is subject to normal human biases and
knowledge, but that does not make them un-useful.

The range of nationalities and situations represented in the completed questionnaires
(shown in Service, 2012) was broad. It included people with experiences in America that are
from Germany, Vietnam, China, South Africa, Sweden, Cuba, and Spain; and Americans who
have worked or lived in many countries.

Hall said, "[W]hatever wisdom we manage to achieve derives from genes, nurture,
mentorship, culture, and, perhaps most of all, an openness to the possibility of continual leaning
and self-improvement (2011, p. 225)." Corbin and Strauss provide an important message
regarding the Model’s complexity: “What is important is that research findings don’t
oversimplify phenomena, but rather capture some of the complexity of life. . . .
conditions/consequences do not exist in a vacuum (2008, p. 91).” Harrison, Shaffer and Bhaskar-
Shrinivas (2004), Shaffer, Harrison and Gilley (1999) and Shen and Hall (2009) add empirical
research that declares expatriate situations are complex and filled with dimensions and
determinants that all must be considered GLQ precepts shown in Figure 3 are to be selected,
trained, developed, studied and considered for any wishing to more successfully lead diverse or
differing followers ((Allik’s, 2013; Andreason, 2008; Earley, Ang and Tan’s 2006; Ang and
Van Dyne, 2008 (all referenced Handbook), Bardi.and Guerra, 2011; Caligiuri, 2006; Kim and
Van Dyne, 2012; Ng and others, all dates; Service and Arnott, 2006 and Service and Kariuki,
2012: provide more complete descriptions of key precepts).

Principle #2: FISO: Fit in before you stand out-LQO© (Figure 2).

In this principle and principle #1 we began to see overall influences that direct all of
leadership for innovation. This principle sets on a firm foundation of the notion and detailed
definition of our Leadership Quotient: LQ©. Stay with us as we describe the next two principles
in greater detail.

“We are in the midst of a major managerial paradigm shift that is transforming what it
means to be an effective leader (Clawson, 1999: p. 171).” “But leadership isn’t a position; it’s a
process. It’s an observable, understandable, learnable set of skills and practices available to
everyone, anywhere in the organization (Hesselbein and Cohen, 1999: p. 37).” LO° innovatively
clarifies the complexities of interactions of people and processes involved in measuring and
improving leadership. For as Einstein said, “The significant problems we face today cannot be
solved at the same level of thinking we were at when we created them (cited in Oakley and Krug,
1991: p. 13).”

Our LQO as depicted in the formula in Figure 2 did not come from thin air. It came from
over 1,100 respondents (average age of 36 with 15 years of working experience and 17 years of
education), over 50 years of combined personal experiences and observation, and literally 1,000s
of published sources (Service and Arnott, 2006). The leadership quotient being defined here
evolved over 10 years as shown in some 50 of the first author’s academically referred articles.

Development started with research in the areas of the 1Q, EQ and related psychological
and instructive literature in an attempt to go beyond the normal “business leadership” disciplines.
Additionally, many pre-test and re-test efforts have solidified the understanding of all aspects of
leadership. The resulting LO® defines leadership as a measure of the components that are



observed as key when leadership occurs. Positive elements indicate effective or good leadership,
and negative elements indicate poor or ineffective leadership. LQ® is a function of the
interaction of: 1) Leader, 2) Followers and 3) Environments (Situations) as shown in LO“’s
formula (and relationally) in the leadership success triangle in Figure 2.

It should be noted that the LQ® efforts being recounted here only scratched the surface in
explaining the depth of effort, work and rework that has resulted in the individual quotients and
their noteworthy precepts that are detailed here as guides to measuring and consequently
improving leadership. LQO® s concepts have been used successfully by its original authors and
others with college students, in military training and in T & D organizational efforts (Service and
Arnott, 20006).

The Leadership Quotient helps one realize the traits, abilities, and behaviors that they
naturally have and do not have and how to adapt those to followers and environments. It stresses
honing those possibilities (maximize strengths) and figuring out a way around shortcomings
(minimize weaknesses). This is the application of the current author’s max-min principle
(Service, 2005a). Once possibilities are realized, wisdom through appropriate leadership can
occur to match capabilities with the situation and follows at hand. This is not a simple task and
I am not offering a pseudoscientific pill to cure all leadership ills. Remember, however, “The
more complex society gets, the more sophisticated leadership must become. Complexity means
change, but specifically it means rapidly occurring, unpredictable, nonlinear change (Fullan,
2001: p. ix).” Some will misinterpret this quote and think they need to lead with complexity.
Nothing could be further from the truth. The successful leader is the one who can interpret the
difficult and complex, and present it in a simplified and understandable way to followers.
Leadership style can be developed and honed as appropriate using the 12 Quotients. Though the
measures are simple, their development and eventual application is rather complex. That has to
be so, because leadership is a complex human interaction that can be simplified only so much.

As a practicing managers, consultants and professors, we see management as controlling,
arranging and doing things right. Whereas leadership sets visions and does the right things
(inspired by Maas, 1998; and Service all dates). And, “leadership plays the prime role for the
creation of excellence in an organization (Kanji and Moura e Sa, 2001: p. 701).” Moving into
the arena of global competition requires shifting from managing with a focus on stability and
control to leadership focusing on speed, experimentation, flexibility, change, and innovativeness
(Service 2006). “Leadership is the art of accomplishing more than the science of management
says is possible (Colin Powell quoted in Harari, 2002: p.13)”

The three-point outline in Figure 2 demonstrates the art and science of leadership as it is
used to characterize the interactive influences of leaders: The Leadership Quotient Triangle.
Study to understand the three interactive angles of leadership and the 12 associated quotients:
individually and interactively. Following are very brief overviews of each of the quotients
represented in the leadership quotient concept.

DQ—Desire Quotient: Effort, persistence—basically a willingness to do whatever it takes.
Figure 5 depicts the traits, actions and characteristics leaders must display in the arena of DQ.
The most often cited exemplars of DQ were Lance Armstrong and Nelson Mandela.
RQ—Reality Quotient: Correctly clarifying inclusiveness, objectives, forward-sightedness, and
visions. Eighty percent of the respondents listed Winston Churchill as the exemplar.
EQ—FEmotional Quotient: Self-awareness, social awareness, empathy, exhibited mood, ability
to control first impressions of self, and level of validity of assessment of self and others. Dr. Phil



and Oprah were the most cited in this area which indicates impressions can be controlled by the
media.

1Q—Intelligence Quotient: Read on and understand how LQ’s IQ replaces the IQ of academic
fame with successful intelligence. Albert Einstein, Steven Hawkins and Bill Clinton were most
common exemplars.

CQO—Communications Quotient: Verbal, written, body language, dialect, clarity, command,
presentation skills, and listening effectiveness. All of these aspects of communication must fit
with the leader’s followers and environment (Service, 2005a contains a more complete
description of CQ). Old and young mentioned Ronald Regan.

PQ—People Quotient: Ability to relate with people; includes relationships, social skills, poise
and demeanor, teaming, networking, etc. Newscaster Charlie Gibson and Raymond from
“Everybody Loves Raymond” were exemplars. Bill Clinton was mentioned often as a negative.
BQ—Behavioral Quotient: Exhibited external focus, ethics, values, credibility, direction,
flexibility, savvy, social graces, timing, inspiration, and dependability. Does the leader behave
in a way that appeals to the followers? Billy Graham’s “good” behavior was most often cited.
AQ—Appearance Quotient: Manifestation of correct level of confidence, appropriate dress,
vitality, mannerisms, physical appearance, posture, poise, demeanor and fit with the environment
from the perspectives of the followers. Examples were basically all athletes or “stars.”
XQ—eXperience Quotient. Accomplishments. Gates and Warren Buffet were examples.
KQ—Knowledge Quotient: Leader’s ability to learn, pay attention, recognize, imagine, and
keep up to date on technologies. Alan Greenspan and Bill Gates were often cited as exemplars in
this area (Harris, Johnson and Souder, 2013).

SQ—Situational Quotient: Ability to interpret cues and develop appropriate strategies for
addressing. Jay Leno and David Letterman were exemplars mentioned in this area.
MQ—Management Quotient: General admin skills for systems and procedures, planning,
organizing, controlling, ability to motivate, evaluate and manage. Jack Welch was the most
often cited example. A new book, Jacked Up, by Welch’s former speechwriter is a new view of
Welch’s impatience, wit and disdain for those that don’t speak candidly (Lane, 2008; also see
Hersey, Blanchard and Johnson, 2013).

Study Figure 2 and think about each of the quotients defined and remember that effective
leadership, and a happy successful life, requires a balanced fit among environments, behaviors,
contexts, processes, contents, and needs. Apply the previously defined max-min principles to
make the best use of what you have and to make irrelevant weakness you cannot (or even will
not) change. Balance and fit are key also to so many things. “Do not separate yourself from the
community (Hillel; from Safire & Safir, 2000: p. 187).” “Consider well who you are, what you
do, whence you came, and whither you are to go (English proverb; from Safire and Safir, 2000:
p- 209).” Learn from the people who not only challenge and conquer the context but who change
it in fundamental ways (Bennis, 1989). “. .. leadership . . . is about getting alignment and it’s
about inspiring people to achieve (Fullan, 2001: p.19).” Well thought out organized processes
do not become effective until the right people are in place for execution of the processes. By the
same token, great people need to have good processes to be successful. The balance is
precarious and difficult, yet powerful when achieved through application of the following: a)
Adapt to followers. b) Fit with environments and tasks. c) Balance self, followers, and the
environment. d) Create adaptable “fitability” with time, place, people, and things. e) Fit in before
you Standout.



Principle #1: Cross-Cultural Leadership for the Rest-of-us (Figure 1).

All of the prior 9 principles are amalgamated into the comprehensive Global Leadership
Effectiveness Model. This overriding model provides a comprehensive view of leading
innovativeness in a flat world. Drucker said becoming a more effective leader for innovation is
possible if it becomes a life-long self-development activity (Cohen, 2010). Drucker stressed the
fact that people can learn to be more innovative and more effective leaders and ends much of his
writing by saying not only can we all improve, but that we must continue progressing in these
areas if our society is to continue to progress. The learning never ends if cross-cultural intellect is
the objective (Blasco, Feldt and Jakobsen, 2012)!

The rest-of-us leadership model shows the amalgamation of sweet-spots of leadership
effectiveness as the "wisdom" to balance combinations and permutations of circumstances that
are a timely fit for the involved people in the proper manner. Focus must be on analyzing
yourself, others, and situations and applying new-found knowledge to improve leadership
effectiveness in the ever more complex contexts of leading innovation. A complete description

of this Model is limited by space and the reader is encouraged to review Service and Carson
(2013) for additional detail.

Individual Realism-Personal and Professional-History: “[N]one of us exists, self-
made, in isolation (Brooks, 2011: p. 32).” This sub-model centers on introspection and reflection
through “thought experiments” where you mentally practice leadership precepts
(Csikszentmihalyi, 1990; Gopnik, 2012; Isaacson, 2007; and Service, 2009 a and b). One’s
history determines their KSAs-knowledge, skills, and even abilities to a great extent. The might,
can, want and ought of leadership requires philosophical and psychological understandings.
Might is the market for a given leader. Can rests on abilities and knowledge. Want is desire.
Ought is the ethics and values involved. When one contemplates introspectively the variables
about themselves they are being philosophical; when they help others, they use “reflective”
psychological skills (Service, 2012).

Collective Realism — Perspectives and Practices: The perspectives aspect of this sub-
model shows collective humanistic influence that gets to the nature of leadership where leaders
motivate and move “groups” of people: sociology. Management-practices start with “Knowing
thyself—and being ready for reinvention (Lublin, 2010: p. D4).” Management to us is
characterized by ambiguity and uncertainty. “That leaves the managers mostly with the messy
stuff—the intractable problems, the complicated connections. And that is what makes the
practice of management so fundamentally ‘soft’ (Mintzberg, 2004: p. 13;alos see Service and
Carson, 2009; and Service and Lockamy, 2008).”

Leader-perspectives: “Leadership is a combination of strategy and character. If you must be
without one, be without the strategy (Schwarzkopf in Corsini, 2006: p. 33).”
Follower-perspectives: All successful global leaders understand their followers’ cultural
orientations (Goleman, all; Service and Fekula, 2008; and Yukl, 2013).

Situation-perspectives: Situational awareness is directed toward developing strategy that
encompasses people for it is through people (leaders, followers, stakeholders, societies, cultures)
that goals get accomplished (Hunger and Wheelen, 2011).

Contextual-perspectives: Humans are unable to understand total reality (Gladwell, 2008; Levitt
and Dubner, 2009; and Pink, 2009). However, one can move their perception closer to reality
and manage the others involved to move them to enact the situations one wants. Solid global
leadership moves beyond solving problems to new ideas and views (Charan, 2007; Collins,



2003; Mintzberg, 2004; and Service, 2009a).

The practices part of this sub-model is where collective wisdom starts for in one
situation "management" (doing things right -- efficiency) is called for; or the situation might call
for "relationship building;" or it might require "innovation;" or it might require "leadership" to
move people into new directions. Leadership-practices-overview: Leadership wisdom only
comes when one knows when to tell, sell, ask, collaborate, back off, jump in, shoot from the hip,
do research, become a follower, create or enact a new situation, recruit different followers, return
to the old followers, jump up and down and shout, be still and quiet, and so on. There are no
simple answers. There exists only balanced hard work and focused discipline behind becoming
an effective global leader that fits culture and more (Service and White, 2012).
Leadership-practices-LQ®: “The leader must be able to self-diagnose and have a high degree of
self-awareness. . . . an expert observer of others. . . . able and willing to intervene, coach, and
influence. . . [the] leader’s ultimate task is to build organizational competence (Runde and
Flanagan, 2007: p. 83; also see Potoker, 2011 for cross-cultural imperative).”
Relationship-practices: Enduring relationships are based on mutual benefit and trust (Covey,
1991 and 2004). Saba (2011), a true expert in crossing-cultures, says clearly that curiosity that
enables one to relate “with” not just “to” others and their situations is the clear game breaker in
success within new cultures.

Innovation-practices: Friedman and Mandelbaum (2011) proclaim, “Continuous innovation is
not a luxury anymore—it is becoming a necessity. In the hyper-connected world, wherever can
be done, will be done (p. 96).” Hall (2010) and Porter (1990) among many others stress the need
to become and remain innovative (also see Service and Loudon, 2013 for an example of
innovation in an unusual way and area).

How can we apply?

In this model we see the influence of worldviews and leadership concepts coming
together to foster applying all parts of the other sub-models by using relevant earned and learned
relational, management and leadership "wisdoms." "Wisdoms" can NOT be reduced to
principles or secrets presented by the rich and famous (Gladwell, 2008). The Global Leadership
Effectiveness Model (Model 3) provides a roadmap towards becoming a cross-cultural leader
capable of understanding the wisdom sweet-spots of varied reflections, perspectives, and extro-
and introspections.

Lastly remember “All generalizations are false—including this one (Rumsfeld, 2013: p.
xiii).” The point is that rules can never replace considered judgment. Each situation and all those
involved are at best slightly different. Recognizing the appropriate differences and applying all
principles in a balanced way is cross-cultural wisdom. Contemplate another warning from
Rumsfeld: “What should they know of England who only England know (citing Rudyard
Kipling: p. 106)?” An inside only view is seldom a fully intentionally useful reality. Consider
GLQ as a bridge to success in another culture that is supported by the solid “rest-of-us”
leadership paradigm.

The literature base is clear and our Models show how: 1) There is huge need to develop
people with the right knowledge, skills, and abilities that are willing to work for success in global
leadership (Earley and others all dates). 2) Finding and developing people with the relatively rare
and correct balance of knowledge, skills and abilities are difficult (Caligiuri, 2006). 3)
Comprehensive interdisciplinary approaches to research in this area are required (Bate, and
Child, 1987). 4) Globally leadership occurs in a world of varied complexity, with interactive



patterns among subunits of many varied constituents with pressures for stability and change
(Crowne, 2013). 5) The wisdom of leadership and culturally appropriate actions requires a life-
long commitment to searching and learning (Elmer, 2002). 6) Re-asserting your or your
organization’s competitive identity in this web of relationships is the expected norm (Hofstede,
2001). 7) Power, feelings, concerns, dependences, collaborations and competition, team and
individual efforts are foundational considerations (Bhaskar-Shrinivas, Harrison, Shaffer and Luk,
2005; and Mendenhall et al., 2008).

Influence through leadership, global or otherwise, is characterized by ambiguously-
complex interrelated relationships, communications, values, missions, motivations and visions
(Gundling, 2003; Kupka and Cathro, 2007; Lee, 2005 and 2007; Lee and Sukoco, 2008; Lee,
2009; Service and Arnott, 2006; Service and White, 2012). This complexity shows when one
views the varied constituents commanding attention with their all too often mutually exclusive
desires (Furrer, Tjemkes, Aydinlik and Adolfs, 2012;. Takeuchi, 2010; and Takeuchi, Seakhwa
Yun, and Tesluk, 2002). It seems “unconscious processes are better when everything is
ambiguous (p. 243)... [Acquire] a set of practical skills that enable [you] to anticipate change
(Brooks, 2011, p. 249).”

CONCLUSIONS

Everyone wants to feel needed and appreciated and they want something to build their
lives around. Leaders have to give them those things and more importantly remember: “What
people want in leaders today, more than ever before, is integrity—walking their talk, (Blanchard
in Despain, & Converse, 2003: p. xvii; also see Shinn, 2011).” J. Dennis Hastert, Speaker of the
House (Despain, & Converse, 2003: first unnumbered introductory page) “I have come to
understand the truth behind the saying ‘leaders aren’t born, they are made.” Despain and
Converse (2003) based their book on a lifetime of experiences and they espoused that the key is
values defined with shared beliefs coupled with standards for workplace behaviors. “Leadership
is about others and not about self (p. xxii).” James Despain, “I give people freedom to handle
work their own way, I listen more than I talk, I work with ever employee to create a development
plan, and I say something positive to every employee in my group every day (p. 148).” Indeed,
leaders must move from a control-based leadership to a values-based-leadership model.

Yes, leaders need enough intellect to handle the tasks, but they also must motivate, guide,
inspire, listen, know how to gain consensus, teach and learn, innovate, anticipate and analyze
(Phan, 2011 and Pink, 2009). Leaders must ultimately move and act because beyond talent and
principles lay all the usual words: discipline, endurance, love and luck. Life and its close subset,
leadership are truly tests and they do not come with clear exact directions. The 10 principles
briefly presented here can lead on to a life-time desire and lead a shift toward a more effective
way of leveraging leadership for innovation given the desire and effort.

(Note: references shown within the following 10 Figures are the primary one’s for the overall
ideas of the models; many other references went into the components of the models as noted in
the entirety of the paper).
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Figure 1: LO®’s Global Leadership Effectiveness Model
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> Sweet spots are intersections that satisfice through optimizing differing perspectives in a
balanced and appropriate way that
fits the people and situations: it depends!

> The multiplicity of wisdom is knowing what “it” depends on and being able to apply "it."

> Effectiveness of personal and professional (job-social) emotional and intellectual cosmopolitanism,
acumen and relational abilities merge to form GLQ worldviews (intellectual and emotional).

> GLQ revolves around generalizeable reflective, relational, analytical, creative, applicable, worldly,
collaborative, action orientated actions and mindsets (Service, 2011; and Mintzberg, 2004 & 2009).

Success in global leadership requires worldviews that are useful across varied contexts.
(Hubbard. and Kane, 2013; Klopfand McCroskey, 2007; Service, 2012; Service and Arnott, 2006; Service

and Kennedy, 2012; Service and Loudon, 2012; Service and White, 2011; and White and others, 2008 and
2011




FIGURE 2: FISO - and its Leadership Success Triangle=LQ©

LEADER’S

motional Intellige\e
Successful Intelligenc

FISO-Fit in yet Stand Out

©
Relatigyfships L Q

EOLLOWER’S (people) —>balance—> ENVIRONMENTS (taXs)
Perspectives Ccontext

Perceptions link Fitability of

Leader through relating Leader through matching
Your Appearance and Your Knowledge of
Behavior; through management of the
Communications and situation and
People skills. Experience in leading.

Leadership is human influence occurring as people do things together (Blanchard, 2007). It
requires: an understanding of self, others, and environments; learning to balance people, contexts
and tasks; commitment, fit, intellect, principles, desire, and more. A leader’s goal should be to
help others learn how to fit in yet stand out and make a difference through others. A truly self-
perpetuating leader develops others as leaders first and foremost. The road to personal
leadership improvement starts with desire and self-awareness, and goes on to continuous
commitment to development, and ends with practice: application by you and your followers
(Yukl, 2013 and Zecca, et al, 2013.

Learn to understand the quotients and apply for you, your followers and your situations.
LQO=function of:
Leader’s characteristics and traits

DQ-Desire + RQ-Reality +BQ-Behavior +AQ-Appearance +
Follower Qs perspectives of leader

CQ-Communications + PQ-People + EQ-Emotional + [1Q-Intelligence] +
Environmental influences and perspectives

XQ-eXperience +KQ-Knowledge +SQ-Situation +MQ-Management.



FIGURE 3: GLQ "Required Worldview" Strengths and Weaknesses
I. Strengths — advantages, enablers in contextual adaptive development
A. Natural - more uncontrollable ‘good’ traits-key abilities and attitudes

1. Flexible-openness: equifinality 2. Dispassionate

3. Gender and gender orientations 4. Internal locus of control

5. Ability under psychological hardiness 6. Attitudes & awareness-curiosity

7. Humility 8. Empathic listening

9. Time is theirs 10. Identificational-new as different
B. Nurtured - more controllable ‘good’ traits-key knowledge and skills

1. Known "open" mindsets 2. High social/cultural intellect

3. Weak ethnocentricity 4. Observant

5. Knowledge/skills-job/tasks 6. High EQ

7. Patience 8. Cultural sensitivity

9. Preparation 10. Integrity

II. Weaknesses - disadvantages, derailers to leadership development
A. Natural - more uncontrollable ‘bad’ traits-key self-centered

1. Strong national affiliation 2. Narcissistic

3. Change avoidance 4. Large power distance

5. Cognitive simplicity 6. Psychological immaturity

7. Fixed worldview 8. Blunt-dogmatic

9. Knows without study 10. Lacks moral compass-integrity
B. Nurtured - more controllable ‘bad’ traits-key avoidance

1. Disdaining other views 2. Confirming mindset

3. Learned behavior pervasiveness 4. Un-accepting of differences

5. Low EQ 6. Relationship challenged

7. Extractionist-to change worldview 8. Telling over discovering

9. Seeing as right or wrong 10. Timeframes vs. events

(Hampden-Turner and Trompenaars, 2006; and Lamoreaux and Morling, 2012: Landis, et al,
2004; Landis and Bhawuk, 2004; Moon, 2011; Smith, 2000; Storti, 2000: Ward, 2004;
Wasti and Order, 2009: provide evidence of a Leadership-Cultural intellect).

1Q as SQ: Strengths and Weaknesses
I. Strengths - advantages that are enablers in leadership development
A. Natural - more uncontrollable ‘good’ traits
1. Memory and scholastic abilities. 2. Rationally creative.

3. Quick and bright. 4. Analytical-inductive multi-var. methods.
B. Nurtured - more controllable ‘good traits

1. Thoughtful and reflective. 2. Education for success.

3. Wise and witty. 4. True thirst for knowledge.

Il. Weaknesses - disadvantages and derailers to leadership development

A. Natural - more uncontrollable ‘bad’ traits
1. Poor memory and or vocabulary. 2. Inability to use 1Q.
3. Unprepared and or nervous. 4. Gives poor impression of intellect.

B. Nurtured - more controllable ‘bad’ traits
1. Poor study and scholastic abilities. 2. Unfocused and inattentive.
3. Doesn’t learn from experience. 4. Poor mathematical abilities

(Gilford, 1967 and 1986; and Sternberg all-provides the idea of Successful Intelligence).



FIGURE 4: Develop self-perpetuating learning organizations
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UNDERSTANDING LEADERSHIP FUNDAMENTALS
(Mathis and Jackson, 2013; Service, 2009a and b; Tracy, 2010; Zander and Zander, 2000).




FIGURE 5: Embrace, start and implement change

Four of five change efforts
fail. Why? Keep performance
key, get more people involved,
harmonize, synergize, use
teams, structure for
effectiveness not authority,
create energy, AND stay open.
Lead with the courage to
change your self first.

Reinvent to survive
Self, Others, Organization.
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Innovation

Use all
innovations,
technological or
not: structure to
take advantage.

New realities of
flexibility, speed,
experimentation.

SKILLS NEEEDED - FORGE ALLIANCES -

kaleidoscope thinking, with constituents in global and

communications, persistence, dynamic business communities

coalitions, teaming, sharing (Drucker, 1980 and 1999;

credit. Mclntosh, 2011; Michelli,
2008).




FIGURE 6. Commit to real two-way communications

Information + Mutual
Understanding

—

Communications
& Use

Knowledge
& Abilities

Content

Status
&
Attitudes

Message

maow —

Roles
&
Rules

Received

Purpose &
Emotions

Process

Data + _>
Meaning
R
Sender
M Encoding
E
S
S
A
G
E
S
E Sender
N Perception
T
—
Actions

—>

Rules
& Norms

—>

Culture

Effective

Communications =

Enables one to lead others.
Leaders are measured by ability to speak and write with clarity and conviction.

Develop organizations that interacts at all levels to foster an innovative, timely, quality

Foundation for Management &

Leadership

conscious, customer focused organization.
Understanding yourself & how you communicate before asking others to improve.
(Mathis and Jackson, (2013); Service, 2005a; Service and Carson, 2010a and b-and 2013).
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FIGURE 7: Realizing that good often is the enemy of great

You as a leader-iook, listen, ask, and seek (research, practice, and theory)
Understand your-might, can, want, ought capabilities and possibilities.
Have a strong vision you sell.

Ask the right question of your self!

1. Determine how to increase you odds of becoming a great leader.

4. Speed,
too late-
vou die!

5.
Necessity to
Gain
Commitment

<
3. Necessity to become and remain 2. Organizational excellence
innovative—constant improvement Dealing with paradox
and updating. New and better Level 5 Leadership, right people,
ways to do are a fact of life (Gaynor, never lose faith, hedgehogs,

2002; and Peters all dates). flywheel vs. doom loop (coliins all dates).



FIGURE 8: Embrace leadership over management:

Dichotomies of management vs. leadership
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Outsourcing
[use the best]

I [win]

We [win—win]

Control
[demands respect]

Trust
[is respected]

Autocrat [administrates — authority]

Coach [leads - good will]

How
[not enough time]

Why
[makes the time]

Credit or blame [fear]

Shared responsibility [enthusiasm & fixes it]

Administer
[watches the bottom line]

Innovate
[watches the horizon]

Maintain [gets worse on its own]

Develop [use everyone & thing]

Accept status quo
[and don’t improve]

Challenge
[to always get better]

Surrender to context [it controls you]

Masters context [you control it]

A good soldier
[gets killed]

Own person
[kills the enemy]

(Keller and Barry, 2003; Kennedy, 1987; and

Li, 2010).




FIGURE 9: Build foundational relationships as you do things with others

What

Why

1. Build and treasure relationships.

2. Visualizing the end in mind.
3. Set goals that are step-by-step ways
to reach your vision

4. Be proactive and try.

5. Success is hard work--there are no
shortcuts.

6. Teamwork wins the war even
though an individual may win a battle.

7. Learn, refine and practice the
fundamentals.

8. Participate—set the example—I will
be a good leader and a good follower—
better yet, I will be both!

9. Learn to listen.

10. Reinvent myself and commit to
continuous learning.

1. Start with a higher being, friends and family
and add professional relationships. Character,
integrity and ethics show.

2. Think big, but start small. Ben Franklin said,
“By failing to prepare we prepare to fail.”

3. Focus. Set initial short-term goals that build
to your ultimate goal.

4. Successful people and failures fear the same
things: the desire to succeed overcomes fear for
the successful. Passivity leads to failure. Not
good enough beats not trying.

5. Put in the work and results will follow. Don’t
do thinks half-heartedly. Don’t let others pull
you down.

6. Selfless process—always thinks win-win.
Talent or luck may win one or two times, but
teamwork wins out over time.

7. Covey’s 7 habits of effective people:
1) Proactive 2) Begin with end in mind
3) 1* things 1** 4) Think win-win — establish a
relationship 5) Seek first to understand 6)
Synergize 7) Continued self-renewal

8. Learn awareness of self, others and the world.
Back-up talk by example. Earn the title of leader
or follower. Servant leadership should be a goal.

9. Develop an external focus. Become an
information junky. Leverage what I know.

10. Drucker said, “Knowledge has become the
key economic resource and the dominant, if not
the only, source of comparative advantage.”
(Lombardi, 2001; Madjar, Oldham and Pratt, 2002:
Reagan, 1990; Stidder, 2011).




FIGURE 10: Match your mind-the rational, with your heart-your desires

e
e

{:JJ
Mind vision------ >communications--------- >empowerment

(ideas) (words) (actions)
(Thornton, 2012).

I - I
Heart repetition<-------- >representation<---------- >assistance

(commitment) (necessity) (emotion/support)
(Saroglou, 2011).

Metaphor of a Play:

(style, process, content, context, timing audience, players, music, etc. all must work together for success)

Actions for a new heart and mind leadership view

CHALLENGE VS STATUS QUO - REINVENT VS REDO
MORE COMPETENCIES GREATER SHARE OF REWARDS

BENCHMARKING, REENGINEERING AND TQM ARE OUT- YOU ARE
FOLLOWING--GET OUT FRONT

CREATE NEW MARKETS & THE FUTURE-CULTURAL INTELLIGENCE

5. IMAGINE, EXPLORE & ENLARGE THE FUTURE

LEVERAGE EVERYTHING - CONCENTRATE, COMPLEMENT, CONSERVE,
RECOVER, FOCUS, OPEN

MEGA-OPPORTUNITIES VS OPPORTUNITIES

8. MUST HAVE EXCELLENT HUMAN-RELATIONS SKILLS

10.

COMMUNICATION--INCLUDE & TRUST PEOPLE, RECOGNIZE, PERSUADE

SUCCESS REQUIRES BUILDING A REPERTOIRE OF HABITS, SKILLS,
STYLES, BASIC VALUES & A PROPENSITY FOR ACTION
(Jackson, Meyer and Wang, 2013: Jepson, 2009; Livermore, 2010: Matsumoto and

Hwang, 2012; O’Callaghan, 2010).




