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A Note From Dave
We have all heard the old cliché,
“Our people are our most important
asset.” Nice thought, but we have all
also been around long enough to
know that there is another cliché that
applies here as well — “Actions speak
louder than words,” especially if you
believe a report released last month by The Conference
Board, job satisfaction is at its lowest in 20 years.

Couple that with research summarized in the 2009
Executive Retention Report from ExecuNet and Finnegan
Mackenzie that shows a high number of executives are
open to new job opportunities, and we have a huge
problem. Our report also reveals that many executives
don’t know how close their direct reports are to investi-
gating their own career options.

Kind of reminds me of the famous line in Cool
Hand Luke: “What we have here is a failure to com-
municate.” Why should we as business leaders be
focused on this? Because as the economy continues its
push to better times, those employees who are feeling
unappreciated are going to start voting with their feet.
Recruiting and training a replacement will cost several
times the amount of their annual compensation not to
mention the cost of the lost productivity.

The productivity that our employees bring to the
workplace is the most important competitive advantage
we have. We need to clearly understand that after the
courtship comes the marriage, and that takes real work.
If we forget that, we do so at our own peril.

Sincerely,

Dave Opton
ExecuNet Founder & CEO
www.execunet.com/davesblog
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Career-Enhancing Programs
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Expand your learning with expert-led presentations
and locate ExecuNet meetings in your area. [more]
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Where Members See
Global Opportunity in 2010
Peers share business and career insights in the
ExecuNet Roundtables. [more]

PAGE3

T
H
E
N
U
M
B
E
R
S

Preparing for Today’s
Interview Process
Understand how to showcase your value regardless of
the audience or medium. [more]
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Determination — and a Little
Luck — Serve Job Seeker Well
A focused job search leads ExecuNet member to a
new position. [more]
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The Five Mindsets of
Executive Development
The framework for a multi-faceted leadership
approach. [more]
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How to Avoid Making
the SameMistakes
End bad habits: Become a catalyst for change. [more]
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KEY EXECUTIVE MARKETPLACE INDICATORS
64% | executive recruiters confident employment market will improve in next 6 months
33% | search firms planning to add professional staff over the next 3 months
23% | increase in ExecuNet's executive job postings in December 2009 over December 2008
21% | companies adding new executive jobs in the next 6 months
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Networking Meetings in Your Area
February 2010

Hosted by ExecuNet Facilitators

Career-Enhancing Programs
February/March 2010

Hosted by Dave Opton, founder and CEO, ExecuNet
INCLUDED IN YOUR EXECUNET MEMBERSHIP

2/11 — Market Your Potential, Not Your Past
Karen Armon
Build a career that works for you, regardless of
what happens to you by understanding your
economic potential and preparing for the significant
employment trends.

2/19 — Build Real Relationships with Executive Recruiters
Dave Dart
The inside story and a “no holds barred” approach
to how to connect, build and maximize an effective
working partnership that can help your career and
job search campaign.

2/25 — Master the Phone Interview and Close the Deal
Paul Bailo
Your telephone interviewing skills could be the
deciding factor in getting a live interview and,
ultimately, landing the leadership role you want.
Be ready!

3/5 — Differentiate Yourself in the Marketplace
Jean Erickson Walker
Credentials, expertise and experience are not the
critical aspects of a successful job search. It’s all about
YOU. Learn how to differentiate yourself by focusing
on what has already led to your career success.

3/11 — Refocus Your Career
Jean Erickson Walker
Do you think now may be the right time to make a
career change, but you don’t know where to start?
Take this first step in repositioning yourself for a new
career.

3/18 — The MarketOne Executive: Landing a Top C-level Role
Karen Armon
To get the extraordinary results you desire, you need
an extraordinary approach that is designed exclusively
for moving into the top leadership role. Learn the
“musts” for executives like you who want to organize a
well-designed campaign and find their next top job.

Reserve your space! Call Member Services at 800-637-3126 or visit ExecuNet.com

2/8 — Miami/Hollywood — Jeannette Kraar
2/8 — Boston — Marg Balcom
2/9 — Phoenix — Fred Coon
2/9 — Orlando — Catherine Coates & Mike Murray
2/10 — Seattle Sr. Executive Roundtable — Susan Stringer
2/10 — Stamford — Linda Van Valkenburgh
2/10 — Toronto Sr. Executive Roundtable — Martin Buckland
2/10 — Philadelphia — Mitch Wienick & Ed Kelleher
2/10 — Portland — Jean Erickson Walker
2/10 — Cleveland Sr. Executive Roundtable — Rick Taylor
2/10 — Philadelphia Sr. Executive Roundtable — Mitch Wienick

& Ed Kelleher
2/11 — Atlanta — J. Patrick Haly
2/11 — Columbia-Maryland — Ed Loucks
2/12 — Buffalo/Niagara — Beth Stefani
2/12 — Parsippany — Nancy Sutter
2/12 — Tampa Bay — Gina Potito
2/15 — Detroit — Mark Cory
2/16 — Wilmington — Rick Hays
2/16 — Irvine (Orange County) — Mark James
2/16 — Seattle — Susan Stringer
2/16 — Cleveland — Rick Taylor

2/17 — Chicago — Gail Sussman Miller
2/17 — Raleigh/Durham — Stuart Levine
2/18 — Milwaukee-Northern Illinois — Paul Bors
2/18 — Vienna/Tysons Corner, VA — Peter McCarthy
2/18 — Minneapolis — John Wetzel & Barbara Johnson
2/18 — Indianapolis — Romona Camarata
2/18 — Louisville — Thom Crimans & Cathy Fyock
2/18 — Pittsburgh/Cranberry Township — Donna Korenich
2/18 — Toronto Sr. Executive Roundtable — Martin Buckland
2/18 — Houston — Yolanda Brown
2/23 — Greensboro — John M. O’Connor
2/23 — Vienna/Tysons Corner, VA — Peter McCarthy
2/24 — Toronto — Martin Buckland
2/24 — Stamford Sr. Executive Roundtable — Linda Van Valkenburgh
2/24 — Denver — Karen Armon
2/25 — Atlanta Sr. Executive Roundtable — J. Patrick Haly
2/25 — Dallas — Bob Hueglin
2/25 — Columbus — Janine Moon
2/26 — St. Louis — Ken Coleman & Randy Hove
2/26 — White Plains — Linsey Levine
2/26 — Detroit Sr. Executive Roundtable — Ruthann Liagre
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ExecuNet member TC: I have been
traveling throughout Asia, Europe and
North America and have been finding a
general optimistic outlook for 2010. That
optimism is not rooted in expecting a
record-breaking 2010, but more in line
with the companies expecting and fore-
casting a “normal” year. The industries I
have been focusing on are plastics, metal
casting, assembly and machining. I
am curious about what other industries
are forecasting for 2010 and what critical
factors you feel can/will influence per-
formance in 2010.

ExecuNet member RK: I have been trav-
eling recently in India. The mood there
is very upbeat, and companies are fore-
casting phenomenal growth for 2010.
Infrastructure-related industries, con-
sumer goods, entertainment, education,
food services, fashion, defense —almost
all sectors of the economy are booming.

ExecuNet member JS: I have not been
traveling much lately in order to gather
first-hand knowledge. But as I have been
networking with people in the various
industries, everyone seems to be cau-
tiously optimistic for a slow but steady
increase in 2010 to a level still below
“normal” (if there is such an animal as
normalcy). A lot of companies are prepar-
ing for the slow climb but still have the
plans B and C ready in case the world
does not go as they predicted/budgeted
for in 2010. People do not want to have
to make drastic cuts again because they
were too aggressive/optimistic. It will be a
balance of how to respond going forward.
Those that anticipate it appropriately will
be well-positioned, and those who do not

will have to scramble to catch up or slow
down accordingly.

ExecuNet member LV: As you can
see from RK’s (as a representative from
one of the BRIC countries) reaction, the
feeling in the developing world is quite
different. I have lived in Shanghai for
almost four years now. What I see, hear,
and experience in China is quite similar
to what RK describes.

I would like to add a few comments
on China specifically. A lot of people give
the impression that China together with
the other BRIC countries (India, Brazil,
and Russia) will take over the world
growth engine from the developed world.

At first sight, that looks to be correct.
Look, for example, at the staggering
growth that China realized in 2009
compared to the negative growth in the
developed world. Look at the healthy
financial situation of Chinese govern-
ment. Look at how China was not
involved at all in the financial crisis.

However, most of these results are
built on China’s government investments
in infrastructure. How sustainable is that?
Moreover, how much overcapacity will
this generate? China claims that it will
boost consumption. Of course it will grow
quite fast, but don’t forget the constraints.
China has almost no health security
system (e.g. migrant workers have to go
back to their hometown for basic medical
services; they can’t get it in their working
town), has no employment security system
(e.g. when one loses his/her job, he/she
doesn’t get any unemployment support,
not even for one day), has no pension
system, has no affordable educational
system for all, has no affordable homes for

all in the big working centers, etc.
So, as a conclusion: yes, the global

economy is recovering; yes, the balances
of power and economic growth are
changing for the better; but, we should
stay cautious and realistic.

ExecuNet member CB: As an experi-
enced international executive and adjunct
professor at University of Maryland
University College, I teach Global Mar-
keting and Global Business Management
and have been a close observer of the
global financial meltdown and the ensu-
ing recovery. As LV alludes, the BRIC
countries (Brazil/Russia/India/China) are
commonly seen as the global growth
engines of the future, but are still gaining
traction internally. Consequently, their
ability to be principal drivers of the
current recovery is limited, and we must
continue to look to the US and Western
Europe for economic leadership.

ExecuNet member TP: I am currently
the CFO of a smaller state agency, and
came out of a similar position in agricul-
ture. We are seeing a need to begin to fill
jobs that were defined, but held vacant.
That trend should hold through the first
half of 2010. New jobs have not begun to
emerge, and may in the second half,
although that isn’t clear yet. I’m seeing
executive-level resources that have been
stalled in the market beginning to engage
in more interviews and opportunities.
There continue to be proportionally more
excellent resources available than normal,
but I think the really qualified candidates
will begin to be drawn off in the first half.

ExecuNet member ZE: I have 30 years
of experience working in different envi-
ronments and operations. The trucking
industry is one of first indicators of the
condition of economy. So far, all indica-
tions show a very slight increase in this
industry, and for most of 2010, forecasts
reflect the same trend. �
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From the Roundtables

Where Members See Global
Opportunity in 2010
ExecuNet’s Roundtables are the online community area where members can meet
and help one another support their daily business activities or share information and
experiences. [Access the Roundtables under “Make Connections” on the ExecuNet member
homepage.] In this excerpt from a recent Roundtable conversation, the question about
current economic conditions and where opportunities exist globally is discussed.
[Some content has been edited].



By Marji McClure

Interactions between potential employerand candidate have changed in recent
years, often utilizing a combination of
online resources, informational meetings,
technology enablement and interviews
with a number of organizational stake-
holders. Against an insecure economic
climate, companies are more mindful of
the costs associated with hiring mistakes
and are putting candidates through rigor-
ous screening processes — sometimes
generating a number of contacts before
a formal face-to-face interview. And
with the increasing ubiquity of webcams,
those face-to-face sessions may not even
occur in person.

While the formats, venues and tools
may change, this point remains constant:
Interviews provide job candidates with
the best opportunity to demonstrate their
value to a potential new employer and
show how they are the perfect fit for a
job. And executives must understand how
to most effectively use all the different
interviewing channels available today in
order to achieve their professional goals.

The Networking Interview
Executives actually begin their interview-
ing process whenever they conduct
networking activities. When people
meet within a networking session, there
is an informal assessment that helps them
mutually understand who they are
and what they do. Judy Rosemarin,
founder and president of New York-based
Sense-Able Strategies Inc., says that
people need to speak less and listen
more when they are networking.

“Too many executives, since they
are anxious (understandably) and eager
(also a reality), tend to talk more about
themselves and listen little to the other
person,” says Rosemarin, who facilitates
ExecuNet’s monthly New York City net-
working meetings. “I was once told that
the most interesting person at a cocktail
party is the one who listens to me.”

But to help gain relevant referrals,
executives need to speak confidently and

clearly when they converse with people
they meet while networking. Sales con-
sultant Michael Goldberg, in his program
for ExecuNet members, The Top 5 Ways
to be Remembered and Referred, scheduled
for March 26, recommends executives be
specific in communicating with others
and not appear to be “everything to
everyone.”

Individuals who can clearly articulate
who they are and what they need will more
quickly enable others to mentally connect
them with a referral or opportunity. It’s
important to make it easier for people to
“connect the dots” so they can offer the
most relevant and valuable connections.

“Know your value proposition and
be ready to state it from your heart, not
your head. We want it to resonate with
sincerity,” says Linda Van Valkenburgh,
managing partner and executive career
coach with Connecticut-based Hire
Aspirations. “Keep it to a minute and
half and make it compelling. We want the
interested person to ask you for ‘more.’”

Adapt to a Changing Process
Because the job market is so competitive
today, business leaders need to do all they
can to separate themselves from the other
candidates throughout every stage of the
job search process. “The overall process
is now leaning in favor of the employer,”
says Van Valkenburgh. “With greater
competition for a position, your mission
is to stand out better and differently than
everyone else.”

Candidates certainly have plenty
of opportunities in which to accomplish
this, especially since today’s official
interview process is certainly more time-
intensive and demanding than ever
before. It’s not unusual for a candidate
to meet a double-digit number of people
while interviewing for one new job.

Why are so many people involved
in the process? Recruiting expert Tony
Beshara, author of Acing the Interview,
says the main reason is companies are
scared. “The attitude toward hiring is out
of fear of loss, not vision of gain,” he
says. “Nobody wants to make a mistake.

In order to think they’re not making a
mistake, they increase the number of
people involved in the process.”

As a result, candidates need to pre-
pare well for interviews and effectively
sell themselves, says Beshara. He advises
candidates to prepare for their second,
third and fourth interviews the same
way they prepare for a first interview.
“[Hiring managers] are overwhelmed
with candidates, so it’s important for you
to distinguish yourself early on with a
memorable, value-laden story, something
that is totally yours, that no one else can
tell,” says Rosemarin.

Since each interviewer (from prospec-
tive bosses to subordinates) will have a
different perspective about a position,
it’s crucial for candidates to understand
those views prior to their meeting.
Beshara suggests conducting web searches
to uncover information about the inter-
viewers. Research about a company’s goals
can also be helpful, adds Dave Dart, an
executive recruiter and managing partner
of Florida-based Morisey-Dart Group.
He suggests looking for executive quotes,
stock analyst comments, competitive
comments and rumors. “Once these
goals are discovered, the candidate can
prepare questions that get the individual
on the team to disclose what they are
being held accountable for and the inter-
view can become about helping achieve
those goals.”

Workplace best practices expert
Leigh Branham, author of the upcoming
book, Re-Engage! How America’s Best
Places to Work Inspire Extra Effort in
Extraordinary Times, in his recent
presentation exclusively for ExecuNet
Roundtable members, said interviewers
can assess candidate fit by asking, “Tell
me what you know about this company.”
Executives who are well-prepared
demonstrate their depth of knowledge
of the organization to the interviewer.
It helps candidates make a better impres-
sion while confirming their genuine
interest in the company.

Continued on page 5
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Preparing for Today’s Interview Process
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Answering, Asking Questions
Regardless of who is asking the inter-
view questions — from a potential boss
to a potential co-worker — executives
must be able answer them in a way that
demonstrates their value proposition
and their fit for a position. They must
also make sure the interview is a true
conversation, with all participants
taking turns speaking during the
interaction. “The conversation should
be 50/50,” says Van Valkenburgh.

“A primary interviewing mistake
many executives make is attempting to
provide ‘perfect’ answers to questions
rather than engaging in a thoughtful
dialogue with the interviewer,” says
résumé expert Louise Kursmark. “If you
can change your perception of the inter-
view from an ‘interrogation’ to a ‘business
meeting,’ you’ll be in the right frame of
mind during your preparation and during
the interview itself.”

The Telephone Interview
Sometimes a decision is quickly reached
via telephone. The purpose of the tele-
phone interview, 90 percent of the time,
is to screen candidates out, not in, says
Beshara. So don’t make it easy for the
person on the other end of the phone
line to eliminate you from consideration.
In telephone interviewing, preparation is
especially important.

Paul Bailo, CEO and founder of
Phone Interview Pro and author of
The Official Phone Interview Handbook,
who will present Master the Phone Inter-
view and Close the Deal to an ExecuNet
audience February 25, offers these sug-
gestions: Only use a landline phone;
never use a cell phone. If you are called
for a telephone interview and it’s not the
ideal time to speak, Bailo says that it’s
acceptable to ask the interviewer if you
can reschedule for another time. “People
want things they can’t have,” says Bailo,
so asking to reschedule the call will make
you appear more in demand and will
likely make an interviewer more eager to
speak with you.

Dedicate one phone line for interviews,

make sure you have a space that offers no
distractions and disable the call waiting
feature on your phone, advises Bailo. If
you’re home, schedule a call for a quiet
time of day — without pets, children or
TVs, adds Van Valkenburgh. To make the
interaction more personal, both Dart and
Bailo suggest posting an image of the
interviewer in your office. “That gets you
a human connection,” Bailo says.

The Video Interview
As companies continue to seek ways in
which to cut costs, those involved with the
hiring process are not immune. As a result,
many are beginning to experiment with
video interviewing to avoid travel costs
associated with a global search. And as the
technology continues to improve, compa-
nies will likely increase their reliance on
video interviews as an important part of
the candidate selection process.

“If I was a candidate today, I would
get up to speed [on video interviewing]
so when I get the opportunity, I am
prepared,” says Bill Vick, a coach and
recruitment industry consultant. Video
interviews can be conducted in a variety
of locations, from a company that pro-
vides such services, a recruiter’s office
or at the hiring company’s office, says
Kimberly Bishop, an executive recruiter
and CEO of KimberlyBishop.net, a
career management and leadership
services firm.

Darren McDougal, managing partner
of marketing communications for Texas-
based executive recruiting firm Kaye/
Bassman International, says an important
part of that planning is practice. He sug-
gests rehearsing in front of a mirror and
even leaving yourself a voicemail message

so you can gauge how you sound to
others. Record yourself on a small video
camera to get a clearer sense of your
on-camera presence.

Demonstrate a relaxed energy, says
McDougal, and don’t forget to smile. And
don’t be afraid to ask if the interviewer
can see and hear you clearly. “Take that
initiative,” suggests McDougal. “And
compliment them on their use of technol-
ogy.” Also important, keep focused on
your goal for the interview: to get the
face-to-face meeting and the offer.

The Follow-Up
Following-up after an interview has
always been a necessary next step,
and it’s really a simple way in which to
separate a candidate from the competi-
tion. Opinions are mixed on whether
candidates should send thank-you notes
via email or traditional mail. But all agree
that the contents of the follow-up letter
should reiterate a candidate’s interest in
the position and the skills that make the
candidate an ideal fit for the job. It’s also
appropriate to ask about next steps in the
interview process.

Rosemarin says executives should
take notes immediately after an inter-
view and “write a note that hooks
back to what was said, agreed upon
and stimulated your thinking in the
interview. Make something stick in
the mind of the interviewer by remind-
ing him of where you both really
connected.” If you didn’t connect with
the interviewer, Rosemarin suggests
demonstrating your enthusiasm for the
job and echoing some of the words that
the interviewer used. �

Interview Process
Continued from page 4

Expert Resources:
• Paul Bailo, Phone Interview Pro (PhoneInterviewPro.com)
• Tony Beshara, Babich & Associates (Babich.com)
• Kimberly Bishop (KimberlyBishop.net)
• Leigh Branham, Keeping the People Inc. (KeepingthePeople.com)
• Dave Dart, Morisey-Dart Group (Morisey-Dart.com)
• Michael Goldberg, Building Blocks Consulting LLC (BuildingBlocksConsulting.com)
• Louise Kursmark, Best Impression Career Services Inc. (YourBestImpression.com)
• Darren McDougal, Kaye/Bassman International (kbic.com)
• Judy Rosemarin, Sense-Able Strategies Inc. (Sense-AbleStrategies.com)
• Linda Van Valkenburgh, Hire Aspirations (HireAspirationsUSA.com)
• Bill Vick (BillVick.com)
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W ith today’s high unemployment
rate, the stigma in the job market

attached to being unemployed isn’t as
prevalent as it typically is in good eco-
nomic times. But regardless of when an
executive becomes unemployed and the
circumstances behind the separation
between him or her and their organiza-
tion, dealing with the new status of being
unemployed is one of the biggest strug-
gles executives face as they work to get
their careers back on track.

“It’s not the end of the world to lose
a job, but it certainly feels that way ini-
tially,” says ExecuNet member Roxanne
Harris, who landed a new job as a con-
troller for a manufacturing firm after a
four-month search. “Working through it
is part of the process, but I would try not
to take it too personally.” Still, Harris
admits the challenge can be difficult to
overcome. “This is easier said than done,”
she adds. “If you were asked to leave, get
over ‘feeling hurt’ quickly.”

Focus on the Future
The best thing to do is to become
immersed in more forward-thinking
activities. Instead of focusing on what
happened in the past, set your sights on
a brighter, successful future. While it’s
easy to retreat and not share the news of
your unemployment with anyone, the
truth is, the more people who know
you are in transition, the better. Most are
willing to help in your quest for a new
position. “Get ideas, opinions and advice
from everyone,” says Harris. “Discount
nothing and consider all options.” Harris
suggests speaking with as many people as
possible and to “be confident, assured
and articulate.” If you’re not, don’t be
afraid to ask for help.

Harris notes that she felt especially
confident in her interviewing skills. For
job seekers who lack that confidence,
Harris suggests conducting mock inter-
views with professionals. “Review the
tough questions that get asked, and be

prepared,” she advises. “If you need to
brush up on your speaking skills, seek out
a Toastmasters group in your area.”

Maintain Control
For many, seeking out recruiters who can
facilitate a connection between an execu-
tive and a hiring company can prove to
be a valuable strategy. While recruiters
do work for their client companies, and
not individual candidates, it’s still a good
idea for those candidates to build rela-
tionships with recruiters. Recommend
other candidates you feel would be a
good fit for the positions the recruiters
are trying to fill, and chances are, they
will remember you when an open posi-
tion fits your expertise.

Harris says she found the recruiting
community to be polite and professional.
And while recruiters can be helpful advo-
cates in the entire job search process, it’s
important to realize that the individual
job seeker must take control of and man-
age his or her own job search “Work as
hard for yourself as you think they’ll work
for you,” she suggests. Harris adds that
executives need to make their job search
a full-time job.

Networking with recruiters as well as
others within your list of contacts (from

close friends to former colleagues) has
become one of the most effective job
search strategies, and Harris confirms that
it worked well for her during her latest
quest for a new position. She states that
she didn’t use the Internet as a job search
tool as much as she thought she would
when her search began.

Luck, Optimism Converge
Harris says that she landed her new
position more quickly than she thought
she would. She believes that she faced a
challenging marketplace when entering
the job market, since the timing of her
search coincided with the holiday season
and a sluggish economy. But she dedi-
cated plenty of time to her search, trying
to do all she could to eliminate those
potential obstacles.

While her diligence during the job
search undoubtedly played a role in find-
ing a new job in such a short period of
time, Harris concedes that luck played a
part, too. “I was in the right place at the
right time,” she says. “I’m fortunate and
I know it.”

At the same time, optimism is also key
when searching for a new job. “A positive
attitude is everything,” Harris concurs. �

Learnings From Landings

Determination — and a Little Luck —
Serve Job Seeker Well
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How Recruiters Can Help
ExecuNet member Roxanne Harris utilized a variety of resources in her job search, including
an assist from the recruiter community. They can be a valuable resource if you know how to
manage recruiter relationships effectively.

While it can be challenging to get a recruiter to return your phone call, there are many
reasons why you should call them back if they reach out to you.

Executives surveyed in ExecuNet’s 2009 Executive Job Market Intelligence Report listed
the following reasons why executives should return recruiter calls:
1. I hope to build a relationship with the recruiter.
2. I always return telephone calls.
3. The position would provide more advancement for me.
4. I know the recruiter.
5. The hiring company’s reputation.
6. The “brand name” of the search firm calling.
7. The caller sounds credible.
8. I know someone I’d like to refer.
9. I trust the person who gave my name to the recruiter.



By Francis Petit, EdD

I strongly believe that we, as a society,must seriously explore how our
executives and individuals with power
are educated, trained and professionally
developed throughout the course of
their careers and lives. We, as a business
community, must develop a deeper
understanding of our priorities beyond
the immediate bottom line and to dis-
cover a better course of action that is a
win-win within today’s business climate.

To start, executive education should
move beyond focusing on functional skills
that fill an immediate need quickly (such
as, for example, finance for the non-
financial professional), Instead, the goal
should be to develop and instill various
“mindsets” among the employees for the
longer term.

Developing a Cultural Mindset
The world is becoming too homoge-
neous. If one travels internationally,
one notices that certain brands appear
everywhere and that English is becoming
the common dialect. Despite this, organi-
zations put themselves in great danger
by assuming the homogenization of the
world. Understanding cultures matters.
In order to develop new blockbuster
products and services, executives must
make it a point to learn and understand
the many cultures that encompass our
world. This must go beyond the tradi-
tional “consumer behavior” course in
graduate school. This understanding must
encompass, in the larger context, geo-
graphic history, the surrounding countries
and the religious values of the people.
The world doesn’t revolve around the
US. Executives must develop a compre-
hensive cultural mindset in order to
understand people and how they think.

Developing an Innovative Mindset
Organizations can be their own worst
enemies when it comes to innovation.

A typical CEO tenure is now at about six
years. Given that short amount of time,
they are unwilling to spend the necessary
time for innovation (given that innova-
tion is a time-consuming process), as they
have to report earnings to the market
every 90 days. As a result, organizations
usually take a very conservative approach
to innovation and new product develop-
ment. What is usually done is develop
“product extensions” to an existing cus-
tomer base as opposed to developing
“new-to-world” products to an entirely
new market segment. Overall, innovation,
if done correctly, is time-consuming and
it can sometimes result in failure. That
is part of the process. However, CEOs
are now more unwilling to tie their legacy
to a new product failure. It is critical that
the executive of the future instill an
“innovative mindset” within an organiza-
tion. This mindset will encourage
employees to think outside-the-box and
take chances — which can sometimes
result in failure. To really be innovative,
an organization has to create and foster
an innovative mindset. Few do.

Developing an Ethical Mindset
Since 2000, corporate scandals have
abounded: Enron, Adelphia Communica-
tions, Tyco, Arthur Anderson, Global
Crossing, WorldCom and Bernie
Madoff ’s Ponzi scheme, as well as the
subprime mortgage fiasco. Overall,
there is a disturbing ethical crisis among
individuals with power. This unethical
behavior, in most cases, is at the expense
of the primary stakeholder: the customer.
Executive education must focus on instill-
ing an ethical mindset among future and
current executives. Each day, professionals
are confronted with ethical dilemmas that
are either detectable or non-detectable to
the public. How do we move forward in
the right direction? How do we instill
public trust back into corporate America?
By developing the ethical mindset.

Developing a Holistic Mindset
The adult obesity statistics in the US are
a growing concern. Many publications
indicate that the obesity rate is approxi-
mately 25 percent among adults and
increasing. Adult obesity, according to
the literature, can lead to a variety of other
ailments including Type II diabetes and
cardiovascular disease. It can also cause
social complications including depression,
stigmatization and low self-esteem. Well-
ness should be a key direction in executive
education. Balance between the mind,
body and soul leads to better performance,
better decision-making, and a happier and
satisfied workforce.

Developing a Heroic (Fellowship)
Mindset
Executives must not be driven just by the
bottom line. Research indicates that there
exists a growing number of unfulfilled
employees just going through the motions.
Fellowship for others and thinking beyond
the bottom line for a greater good can
energize a workforce and give it momen-
tum. Achieving that noble enterprise
can give employees that needed hope if
there exists personal issues on “purpose,”
“identity” and “fulfillment.” Some of the
literature has indicated that professionals
are becoming “spiritually bankrupt.”
Overall, there has to be a need for
corporate social responsibility within each
organization. Executives must understand
this and must lead the way.

Organizations must report earnings
every 90 days and do not have the luxury
of time to think so strategically. Perhaps
they should. It will allow them to poten-
tially enhance their bottom line in the
long-term. Developing these mindsets will
give them a leg up on the competition. �

Francis Petit, EdD, is assistant dean and
director of executive MBA programs at
the Fordham University Graduate School
of Business Administration. She can be
contacted at Fordham.edu
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By Sylvia Lafair, PhD

W hen was the last time you kicked
yourself saying, “Oh, I did it

again”? Maybe you forget to call someone
back after you promised, told a bad joke
when the meeting was overly tense, or
maybe overpromised, knowing you could
never get the project finished on time.

We all know better, or at least we
consciously think we know better. So,
why the muck-ups? It’s mainly because
our brains are wired to repeat behavior
patterns we learned as kids, and when
stress hits the hot button, there is an
automatic tendency to go back to what
we learned for survival and security.

Here is how it works: Our habits are
formed in our families before we even get
our baby teeth. This is our original organ-
ization, where we learned about fairness,
favoritism, betrayal and appreciation.
As we grow, these behaviors are reinforced
by parents, caregivers, siblings and the
culture in which we are raised. When
times are calm we can take a deep breath
and think through the implications of
what we need to do and respond in a
mature manner. However, when we are
on a tight schedule, feel rushed and anx-
ious, old patterns take over and we make
decisions without that extra breathing
room. Before we can blink an eye, old
ways of responding leave us with that
proverbial egg on our face.

Removing the Repetition
Now that you know where these annoy-
ing habits come from, what really matters
is the action plan so you don’t get caught
into a “Groundhog Day” of repeating
what doesn’t work.
• Conduct a review of your career
and notice where you have trapped
yourself in pattern repetition.
• Write a short list of your most annoy-
ing behavior patterns and read over
this list at the beginning of each day
(It should take less than five minutes).
• Each time you are in a situation where
you feel a reaction rising in your gut,
stop and take a breath.
• Do the OPPOSITE of what you
normally do (i.e. if you usually speak
out, be quiet; if you tend toward exag-
geration, use a short simple sentence;
if you always acquiesce, remember
“no” is a complete sentence).
• Take a minute to write down what
happened when you did the opposite
(This is called a pattern interrupt).
• Notice how others react to you and
write that down as well.
• Keep this going for a minimum of six
weeks — the average amount of time
for behavior patterns to diminish in
intensity.

Commit to Change
This is some of the most important
personal work anyone can do, and it is
critical for those in positions of authority

and responsibility. The best leaders are
those who are willing to lead by example
rather than merely talking the talk. When
you can be observed making obvious
changes to the way you normally respond
that “get in the way” of optimum effec-
tiveness, it encourages others to take the
risk of doing things differently.

It is amazing to watch a senior team
come together when each individual has
made a commitment to change behaviors
that interfere with the productivity of the
larger collective. Being a catalyst for
change is an important and powerful role
for leaders in all organizations and it is
fascinating to watch how new, creative
ideas show up when the old patterns are
flushed from the organizational system. �

Sylvia Lafair, PhD, is president of Creative
Energy Options Inc. and an expert on
leadership and workplace relationships.
She is the author of Don’t Bring It to
Work: Breaking the Family Patterns that
Limit Success. Lafair can be contacted at
CEOptions.com or SylviaLafair.com
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