Can Your Organisation Do This?

You're a director of a successful
company. But during the global
financial crisis (GFC) the company
slumped.

The CEO left after the first downturn
quarter. Some long-serving staff
followed. Some key clients went
elsewhere.

You (and the board) appointed Gary
as CEO, to turn the business around.

Gary didn’t immediately make

changes. Instead he invested time in

understanding the culture, current
performance and their drivers. He
noticed: -

e The senior leaders were
experienced individuals  with
sound strategy skills.

e There was a gap between
planning and execution.

e The teams were doing their best
and much of what they did was
great.

One day he overheard two team
members talking - “That was another
payback for Joe getting that budget
increase instead of Michael” said one
member. “When will they bury the
hatchet?” asked the other.

Gary dug deeper. He discovered the
divisions worked well within their
area, but when they needed to
collaborate, productivity slipped.

Inter-divisional ~ cooperation  and
collaboration is essential to provide
customers with complete solutions.

Gary saw that the senior leaders
weren’t working together.

They had conflicting priorities;
competing agendas and personality
differences.

They were unaware of how closely
they were being watched and either
copied or criticised.

They weren’t aware enough of how
other departments were operating.

They weren’t as people-centred as
leadership requires — they spent too
much time managing process and

doing tasks.

He saw the connection between the
state of the senior leadership as a
team, and the culture, performance
and productivity of the business as a
whole.

Solution?
Gary decided the senior leaders
needed a team building program.

First he met with his mentor, a
retired CEO and company
chairperson. Good thing he did!

“Do you think you should use the
same approach that you use for
operational teams?” she asked.

“Why not harness their expertise in a
unified way — where the whole is
greater than the sum of their
individuality? They must practice
being a team consistently, it won’t
occur on its own.

“Don’t be tempted to treat it as an
event or even a series of events. It
must be ongoing.”

“As a unified high performance team,
the law of gravity positively affects
the whole organisation”

“At these meetings focus on: -

e Their own relationships.

e Changing the status quo.

e Resolve uncomfortable truths —
like tolerated dysfunction that
junior leaders may not have the
courage, knowledge or authority
to change.

e They need to agree, act and be
accountable to each other”
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“You must be a participant, not the
facilitator — you can’t do justice to
both” was a key insight.

“You’ll . need an  experienced
facilitator who has walked in their
shoes to handle those meetings”.

Crucial Practice!
Gary found the right facilitator and
formed a Senior Leaders Round Table.

They met regularly to be a better
team. They focussed on the areas the
mentor had spoken of, not usual
operations.

They made time to actually lead. They
held each other accountable for their
agreements.

They measured their results as a high
performance team and its impact on
the whole organisation.

The last two quarterly results since

forming the Round Table showed:-

e The silos had evaporated.

e They collaborate.

e The culture has improved.

e Positive client feedback.

e Growth was on track,

e Employment stabilised.

e A smaller gap between planning
and execution.

e A succession plan exists and more
importantly, is practiced.

“The return on investment s
massive” said Gary, “We’re proud
of our Round Table”

How does that apply to your
organisation?

What action wuld you take?
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e  The senior leaders have the greatest influence on the
culture, by what they say and do, tolerate and don’t
know about.

e They must be the primary high performance team,
not merely high performing individuals.

e  They need regular never-ending practice at being the
high performance team, additional to their other
duties.

e  That practice focus must be on: -
0 their relationships with each other;
0 harnessing their collective wisdom to
challenge and change the status quo;
0 resolving those uncomfortable truths that
hinder the organisation from being its
best.

e Leaders need more time to actually lead, not just
manage.

e They must agree, act and be accountable to each
other.

e They must measure their own performance as a team
(not only as individuals) and its impact on the
organisation.

When the Senior Leaders are an authentic high performance
team, the law of gravity prevails and they influence the
organisation’s culture and performance more easily.

Culture and performance/productivity enhancement is
usually an expensive and time consuming activity when
approached from the other end, and suffers from a 70%*
failure rate.

Senior leaders, when a high performance team, can superbly
deliver their harmonised operational focus, which are these

e Values and Vision

e  Culture and Structure

e  Objectives and Systems
e Resources and Execution

Then productiity and progress happens more easily

I S N&hatat looks like:

Senior Leadership Team Focus
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None of the above is achievable without consistent correct

practice.

Leaders must model, engage, coach and suppomot just
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* This statistic has remained consistent over the last 30 years
of measuring the outcomes of organisational change
programs targeting culture and performance/productivity.

Will you launch a Senior Leaders Round Table

Senior Leaders Round Table
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