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Warren Bennis, the late American leadership
1, once described leadership as having
pacity to translate a vision into a reality
apt quote for HR departments who,

recent years, have been grappling with the
concept and trying to translate a vision of

developin leaders into a reality

So far, this has boen a tough task. According
to Deloltte’s Global Human Capital Trends 2016
report, only 13% of global companies report
being ‘excell ding and growing

! s, The figure s ev

when

according to the report, only 7% of companies
reported belng ‘excellent at bullding millennial
leaders’, This is all the more worrying as fi
worldw arly USD 31 billion on

ship programmes In 2018,

in the spirit of Bennis
stion about how we turn a vi
dorship programmen into a reality.
Leadership is a diverse topic with many

different angles, and knowing how to put the

tesearch into pr can make a big difference

1o the impact that leadership development

can have. Programmes that are system

and grounded In the realities of a certain
nisational context will help organisations

1in the long term.
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Leadership is being touted in HR circles as being the skill

t that will drive organisational change and innovation—

but how does an organisation train someone to be a leader

effectively? For that matter, what does an effective leader
even look like? HR Magazine spoke to Randall Peterson,
Academic Director—Leadership Institute and Professor of
Organisational Behaviour, London Business School for his
perspective on what makes a leader and how organisations

can develop effective training programmes.

Why leadership is so important
There are many reasons why leadership skills are

nt than ever before: the workplace
is becoming increasingly ‘team-centric’
workforces have gotten both younger and older,
and business challenges have demanded a need
for more leaders. As firms strive to innovate
further, leadership is not just found at the top
level but is a skill set that should permeate

through the whole organisation

peaking to HR Magazine, Randall Peterson,
demic Director—Loadership Institute and
Professor of Organisational Behaviour, London
hool stated, “Today, as the business
environment becomes ever mor competitive,
everybody needs to be working at their maximum
tal—and yet the levels of disengagement
around the world are shocking, Never heen
mare important for all employees to have some
leadership skills: the world is becoming more and
mare complex, and sometimes the solutions t
these challenges can be found in the middle of our
arganisations. Organisations need people in the

middle to be putting forward their ideas.

Defining leadership

Leadership Is strategically important but it is

difficult to give It a precise definition. This

helped by the fact the rlous unde
tership: from Bennis, who belioved in

urning into reality, to the ancient Chinese
scholar, Lao Tew, who took a more laissez-faire
view of leadership stating that ‘a leader is best
when people barely know he exists’. This opens
up debate as to the right styles of leadership and

which ones are the moast effective.

Through his research, Peterson expressed
that to begin to understand what effective
leadership fs requires individuals to first
and themselves, their colleagues
and their environment. He explained, “In
ensence, loadership comes down to the
question of how do I best motivate and
engage those who follow me?” This, he

bel 4, comes down to five characteristics

In essence,
leadership come:
down to the
question of how do
I best motivate and
engage those who
Jollow me:

HOW TO BE AN

EFFECTIVE LEADER

sa0s In a poweriu
at & leam knows what

geting taster and groweg
e @ stong capabilty 10 06

How leaders derail

Organisations should also understand wh
leaders should not be. Peterson went on to say,
“Bad leaders are those who are arrogant, with
an unwillingness to both learn and listen. If
we look at why they derail, overconfidence
certainly plays a role but also bad leaders have
100 narrow a view—they are unable to see the

complexity of problems.”

He added, “These leaders tend to become too
political and focus 100 much on making i to the
top rather than doing what Is right, This keads &
burnouts for themselves and others—but can also
result in unethical and even illegal behaviour in

regards to cheating and corruption.”

The problems are not only moral but have huge
costs too. Scholars Joyce Hogan, Robert Hogan
and Robert B, Kaiser estimate that the cost of a
fafled executive is around USD 1 million with
anather study by Bradford [ rt saying it
uld be as high an USD 2.7 million. This ls not
even to mention the hidden costs associated
missed targets, disengaged employees and other

inefficlencies that occur.
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Academic Director—Leadership Institute and
nal Behaviour
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What can HR do practically?
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nd engagement, by
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Moving forwards

Leadership is a complex topic with many
dimensions. In the end, f

comes down to kn

says about le

this into practice.

Putting leadership into pr
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Reality-based development

Once potential leade

expl

how
be

Is ther

empl

carry

skill? HR could a

levant workshops and coachi

iming to do. Partnering from all
walks of life, hearing from them and ca:
arch {s what helps to create practical
on concluded,
tute alms to create a generation
leaders who have o g
of community and get the job don

from the heart, | as their hea




london.edu

Recent P

DALY EDITION APRL 13,2020

ress from WWD

WD

Fashion. Beauty. Business.

No Immunity Changing With Ending Spending
The Times

Japan sales plummet Media spends seen hitting
in March, seen
Page2 new normal. Pageto

Pageasanas

BUSINESS

How to Lead During a Crisis
— And What to Avoid

e “They signal. 1 care,
T'm here, and I'm of value.”
‘On the phus side, being acive and

® Don't hide, don't panic, shortcomings of leaders, whether that's a for cold,
communica hmpanesw and ol they agreed. “Ina crisis, the good news is people
e ~Conversely, some leaders reveal their ‘Nox thar overly are wally
ﬁ-equmdyandseekadvnoe " the leader o heor sheis
everywhe: ly of times,
experts dxvem X f and oty 3 Peerson said.
aOvEe - hesaid. Thar's not a good ractic in crisis. “You
BYMRESSOCMA WTHOONTREUTONS  Here, their upy y DO: SHIETYOUR FOCUS TO
FROM EVAN CLARK leader.” he advised.
DO: FORGET THE PAST uguhrdmlmnes.
“Crisis is DO: STEP UP TO THE PLATE Indelsnbetopimxﬁxuedm

separate leaders by name only, and leaders  needs t let go habits and reflexes of “During any
by character and abiliy.~ the last decade, when many industries, 5 10 have leaders display executive the presenr, o ot be out af touch.~
a professor ‘huxury, were presence, said you
ofoepanizaionalbetuiot at French flourishing. _“The need . You up,
‘business school INSEAD, among the -Our the last be available,
20,30 years b Dr. Anthony now. The 20 percent becomes what does
nshecﬂ—mpmgd:mmm pushing, controlling, efficiency. Whar's Pamn-ddﬂzus.n:mmum this mean for the future? Whar if this isnt
and reassuring  of Allergy and Infectious Diseases). He just an interruption bur a disruption? A
has wrough. employees. This crisis is exposing the s shown & comumanding and confident o ofpeople are sl wesung i ke an
Chief among their advice: don't hide. y presence. how hull~
domre panic. delivers.” Indeed, it vital not 1 forge the
and frequenty. You a - he said, evenual rebound.
video address. ‘word “holding’ “Especially in this sinuarion, leaders
Perriglieri, are g
are benter ar leading through a crisis have disappear in the manter of a few months. It
cne characrerisic: They know bow o deal effect.” youare vision,” advised Tomaso
‘with high uncercainty and Essenally, when Gall, of
withe  they people’s fears. People “1n addison, for the
qualay for y you =
things go well~ concurred Randall Peterson,  in the pas.™ Have theirbes merest at et~ “Terry J. Lundgren, former chairman
professor y
mhgu noted that expectarions are low in a crisis.
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Crisis

A time of intense difficulty or danger.
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When people feel threatened.

1) Narrowed Focus: The search for solutions is restricted to what is
iImmediately around.

2) Constriction of Control. \We look upwards for help and direction.

3) Pressure for Uniformity: All of us become more willing to work together.

london.edu



When people feel threatened.

1) Narrowed Focus: The search for solutions is restricted to what is
iImmediately around.

a) Well-practiced skills are efficiently and effectively delivered
b) Creativity and flexibility are seen as risky, adding to the sense of threat

2) Constriction of Control. \We look upwards for help and direction.
a) Leaders have more power and can expect greater compliance
b) Followers will choose leader strength over competence

3) Pressure for Uniformity: All of us become more willing to work together.

a) There is less public dissent and disagreement
b) Everyone is inclined to collaborate

london.edu



For Leaders

In difficult times we seek and defer
to strong

london.edu

Strong Leadership

o Look the part: height, energy,
being engaged

o Act the part: dominance,
assertiveness

o Consistent values

o Be inclusive and open



For Leaders

Crisis is a time of opportunity as
well as risk.

london.edu

To find opportunity

o Forget the past...you cannot
undo the crisis

o Step up to the plate
o Shift your focus to the new

o Communicate often and
honestly

o Look at the role models



For Followers @ndeaders)

There is less public dissent
and disagreement.

london.edu

To be most helpful

o Share key information

o Look outside for insight

o Keep a growth mindset

o Ask questions, be sure you

understand what is being
asked of you and why



For Followers @ndteaders)

Asking questions and seeking honest answers feels like slowing
down the response in a crisis — it is actually preparing for the future
rather than wasting time trying to protect the now outdated old ways.

Don’t forget... you cannot undo the crisis.

london.edu



Some thoughts to inspire
you In a Crisis.

“The price of doing
the same old thing
Is far higher than the
price of change.”

“There is no passion
to be found playing
small - in settling for
a life that is less
than the one you
are capable of
living.”

—President Bill Clinton

—Nelson Mandela
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Connect with me
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www.RandallSPeterson.com
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TEDx LBS 2017:

https://vimeo.com/absolutefluidity/review/217620294/2318ca120a
Leadership insights: What makes a great confidant?

https://vim m lutefluidity/review/2 183252 4 11
Are you in the market for a narcissist?

h :/[vimeo.com lutefluidity/review/2054 137 33/1 4 7
World Economic Forum Davos, 2016:

h /lvimeo.com lutefluidity/review/2 79769/f31b1 2
Creating conditions for your dream team:

h /lvimeo.com lutefluidity/review/2054 1994 762 9f

Global Leadership Conference, 2015:
N lutefluidity/review/30602976/413939a08

Written Work (Academic)

1.

Behfar, K. J., Peterson, R. S., Mannix, E. A., & Trochim, W. M. K. (2008). The
critical role of conflict resolution in teams. Journal of Applied Psychology, 93, 170-
188. doi 10.1037/0021-9010.93.1.170

Ferguson, A. J., & Peterson, R. S. (2015). Sinking slowly: Diversity in propensity
to trust predicts downward trust spirals in small groups. Journal of Applied
Psychology, 100(4): 1012-1024. doi: http://dx.doi.org/10.1037/apl0000007

Peterson, R. S., & Ferguson, A. J. (2014). Strategies for Developing Trust
Through Constructive Conflict Resolution in Teams. In N. Ashkanasy & K. A. Jehn
(Eds), Handbook of Conflict Management.

Ronson, S. & Peterson, R. S. (2007). The paradox of conflict in groups: Conflict
with trust is the basis for deep-level cooperation in work groups. In B. A. Sullan,
M. Snyder, and J. L. Sullivan, (Eds.), Cooperation: The Political Psychology of
Effective Human Interaction (pp. 181-198). Malden, MA: Blackwell.

Written Work (Practitioner)

1.

2.

Peterson, R.S. (2015). Trust Us. London Business School Review.

Peterson, R.S. (2016) Four ways to get the best out of diverse teams. London
Business School Review.

Peterson, R.S. (2016). 5 Coaching Myths and a 5-step Coaching Reality Check.
London Business School Review.

Peterson R.S. (2016). Eight must-read books on leadership. London Business
School Review.

Peterson, R.S. & Wakeman, S.W. (2017). The type of narcissist that can make a
good leader. Harvard Business Review. 3 March 2017.
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https://vimeo.com/absolutefluidity/review/217620294/2318ca120a
https://vimeo.com/absolutefluidity/review/218325266/946dd05116
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https://vimeo.com/absolutefluidity/review/30602976/4f3939a081
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