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Executive Summary:
Objectives: 
To deliver a learning encounter which will point executives and managers to the sponsor’s products and services.  

To provide participants with a balanced framework and system which would allow them to leverage their organization's original leadership development and team skills work and outside resources, not reinvent them.
Concept:  
Two targeted, 2.5 day focused leadership learning encounters.  Target one is the senior HR executives who are members of SHRM and target two is the management level HR professionals who are members of SHRM.  The over-riding purpose is to point participants to an actionable, results getting process for effective leadership thought and skills development.
Design:  
The Reality Leadership Process is designed around a simple premise:  doing flows from being.  In other words, the actions of leaders, and ultimately the actions of an organization, are the result of  character.  The learning encounter leads the participant into an examination of contemporary organizational development efforts and classic schools of leadership thought in order to test the premise and to discover the missing elements of current efforts.  The Reality Leadership Process is introduced in order to provide a framework for organization specific processes that perpetuate leadership character development at both the personal and organizational levels. 
Justification:
Nation-wide, interest in the topics surrounding leadership is extraordinarily strong.  In the October 1996 issue of Training magazine the Training Market 1996 Industry Report was presented.  This report highlighted the 41 most popular specific types of training (and had an additional category for other topics not listed which accounted for less than 4% of all training).  The topics which the Executive Roundtable form of Catching Fire: Reality Leadership Process  would frame and their popularity are listed below:
	
	Designed and Delivered By

	Types of Training
	% Providing This Type of Training
	In-House Only (%)
	Outside Only (%)
	Both (%)

	Leadership
	73
	14
	14
	45

	Team Building
	67
	22
	7
	38

	Hiring/Selection Process
	65
	32
	8
	25

	Managing Change
	61
	17
	10
	34

	Planning
	50
	16
	6
	28

	Strategic Planning
	49
	17
	9
	24

	Ethics
	37
	16
	7
	15

	Re-engineering
	31
	8
	7
	16


In February, 1997 the Society for Human Resource Management (SHRM) did a survey to determine their member’s interest and inputs for development of a comprehensive learning series on Leadership Development.  Four hundred fifty eight respondents provided the following inputs on what the series should include:
Based on the description of the offering being a performance based development process and involving two and a half days of intensive learning, indication of interest came back very positive:
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Respondents added these requests and comments:
· This should be a round-table -- teaching, sharing, action plan development.  
· We need a process that will teach team goals setting, will reduce turnover and improve profits.
· Can you offer a way to build effective leadership competencies within the scope and duties of a current job, that is, not Wharton, not a lot of programs pulling people away from their work?
· How do you add value and blend various leadership styles without sacrificing corporate culture?
· Explain leadership vs. management.
· Provide instruments to define leadership skills and determine areas needing improvement.
· Include information on change management, executive roles in change management.  
· Include best practices and success stories from those who have built strong leadership programs.
· Include methods for getting leaders to identify and act on their own development needs.  
· Include leadership mentoring.
· Teach leadership skills required for a multi-cultural environment.  
· Include an actionable process for conflict resolution.
· Provide a continuous development process.  
· Include communication skills.  
· Show us how to identify and address individual and team weaknesses which hinder the leadership process.  
Revenue:
The funding will come from sponsors and tuition.  The sessions will be held at attractive destination resorts where participants will have a “free day” to enjoy golf, tennis and other leisure activities.  
Residuals:
The process would be available under the SHRM umbrella to licensed organizations and through SHRM sponsored seminars.  Protential and its publisher, Milestone Press, would remain the copyright holder, certify the trainers, and retain a copyright royalty.  SHRM would obtain the sponsorship of and rights to Catching Fire:  The Reality Leadership Process, thereby sharing in significant new revenues.
Competition:
The first Leadership Conference for corporations was held the week of October 14 by Linkage Corp.  Other than that, the only thing we have seen are the multitude of one-day seminars from retail seminar specialists (including tele-cast hook-ups combining celebrities like Covey, Senge and Peters).  We cannot define a dominant player in this expanding market.  However, we are convinced that it is a sound-bite market where no meaningful, actionable information is passed to participants. 
The participants in this market do not focus on the full spectrum of leadership and practice.  Rather, they choose specific, even exclusive habitats which include such arenas of leadership thought as:
	Leadership Arena
	Significant Contributors

	
	

	Personal
	Covey

	Power
	Burns 

	Structure
	Hammer 

	Visionary
	Senge 

	Ethical
	Many “niche” players

	Team
	DDI, ODI, Zenger Miller, etc.


Summary:
SHRM's members will have a comprehensive, actionable leadership development framework which will be open to contribution and tools from members and selected outside resources.  The ultimate result:  by collecting these tools and providing them in the context of  The Reality Leadership Process a living, growing  body of  leadership development curriculum and learning encounters will be available to the members of SHRM.  
Background
The Dilemma
As Human Resource and Organizational Development professionals look into issues surrounding leadership training and development, they are being confronted with this shocking reality:  Most leadership development efforts fail.
The most stunning insight that most of these professionals never come to grips with is that today’s body of leadership development curriculum still focuses on formulas and how-to’s which pay little regard to combining organizational context, individual strengths and interpersonal common bonds.  In effect, these leadership programs speak only to competency accumulation -- but not to the leadership process, systems and structures.  
What is even more frightening:  most of the popular notions about what makes a great leader is myth.  
Leadership myth paints the leader as a renegade who magnetizes a band of followers, creating personal loyalties that result in the followers executing courageous acts in order to prove their undying faith in their leader.  But the truth is that real leaders attract followers not because of their personal magnetism, but because of their deep respect for the aspirations of others.  
What We Have Experienced
The leaders who we know that are consistently successful talk about their personal best coming from their procedure for challenging the process, reforming the environment so that people can change things and choosing the right people with whom they can share their mutual values and visions and thereby align their personal missions.
Leaders in the outstanding  organizations we have worked with are not cool, aloof, heavy handed, manipulative or overtly analytical -- separating emotion from work.  They are enthusiastic, energetic, talk about feelings of inspiration, passion, elation, intensity, challenge, caring, kindness and even love.  These leaders’ influence does not come from special powers or dynamism.  It comes from a strong belief in a purpose, a willingness to express that conviction, the internal strength to consistently act in a way that reflects that conviction and a credible, clearly defined  process that invites committed participants to earn and maintain ownership in the achievement of their common purpose.  
Great leaders attract greater leaders.  Traditional management tells us that the job of manager is primarily one of controlling resources, which includes people.  Leaders know that the more they control others, the less likely it is that people will excel.  Leaders do not control, they enable others to act for the common good.  They ready the means, focus the process and encourage others to participate in the journey that culminates in the development and perpetuation of great leadership. 
Effective leaders have learned that it is lonely at the top when you don’t communicate with those that you lead.  The most effective leaders are involved and in touch with those they lead.  Their method of communication is multi-directional and embodies mutual respect between leader and those whom s/he leads.  Great leaders know what those that they lead expect from them and those that they lead know what the leader expects.  
The best leaders care deeply about those whom they lead.  That care is revealed through their actions -- because great leaders know that credibility emanates from their actions.  In fact, the greatest leaders know that how their actions are perceived is the single most significant determinant of whether they will be followed over time.  
Leadership is exhausting, stressful, exhilarating, fun and rigorous.  Leadership is disciplined passion.  Because leadership development is ultimately self-development, when it is all said and done, the leadership challenge is a personal challenge.
Applying Our Experience Through Catching Fire:  The Reality Leadership Process
Traditional views of leadership are incomplete and blurred when viewed against the backdrop of today’s organizations, markets, and demographics.  The rules have changed; the “rulers” must as well.  Looking to the past is only applicable to the extent that the past represents the future or the unchanging aspects of organizations, such as the nature of people.  Looking to the future, the real challenge of leadership is not benchmarking, but benchmaking. 
Perhaps a new definition of leadership is in order.  If it is not power, and it is not charisma, then what is leadership?  Here is our definition:

There are four important implications of this definition:
· Leadership is a process.  It is not an art.  It is both definable and learnable. There is far less art to leadership than many lead us to believe. It is not about charisma or charm or outright manipulation as much as it is about sweat hard work and credibility. Leadership cannot be learned in just a seminar setting.  Nor can it be maximized through OJT alone.
Leadership is about maximizing capability of people.  There are specific skills that make up the body of leadership.  They have to do with values, character, and purpose.  Because these are the endeavors of every person, everyone can be a leader.  Like any skill set, there must be a development process, it takes time, knowledge, experience, and good measurements of progress to be successful.
· Leadership is about fulfilling purpose.  This is both individual and organizational purpose.  Leadership is about giving meaning to the human experience.
· All of this occurs through the development of character.  Therefore, character development is the essence of all good leadership.  Most of the contemporary efforts focus on culture change rather than character development.  Culture is difficult to define, much less change.  Organizations most often do not lack the culture to fulfill their purpose; they lack the character.  Therefore, the efforts of a true leader begin -- and ultimately end -- in character.  The organization’s character is a reflection of the leader’s character.
The Reality Leadership Process
Highlights of the process include:
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· The basic process is identical for the development of personal and organizational leadership.
· The process has three cornerstones:
· Being:  The Development of Character.  This includes the articulation of values and the continued search for deeper understanding of them.
· Doing:  The Pursuit of Purpose.  This is the “action” portion of leadership, which incorporates such concepts as responsibility, vision and mission, and accountability.

· Legacy:  The Fulfillment of Potential.  This includes the issues that make leaders truly great, such as constancy of purpose, courage of character, and the ability to learn and grow.
· The three cornerstones are tied together by systems and structures.  It is the systems and structures that separate the “flash in the pan” leaders from those who make a meaningful and lasting difference. 
· The process is designed and represented as a continuous, open framework on which good efforts from any source can be evaluated and integrated into one’s leadership process. 
Senior Vice President Level Session
Catching Fire:


A Roundtable Built Around The Reality Leadership( Process








Leadership is the process


 of maximizing the capability of people


to fulfill purpose through the development of character.   
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