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Preface

A few years ago, Warren Bennis, a prominent leadership scholar noted the following:Bad leadership at Enron alone impoverished thousands of employees, stealing their livelihoods, gutting their retirement accounts, and tearing them apart with stress. . . . There are, no doubt, people who took their own lives because of what was done at Enron by its lavishly compensated bad leaders.a





As it turns out Bennis underestimated the impact that bad leadership can have. A combination of greed, hubris, flawed judgment, and miscalculation has made the Enron debacle seem almost quaint by comparison to the global financial crisis that we now face. Although numerous pundits and scholars have advanced many reasons for the devastating situation, the bottom line is, as Bennis pointed out previously, bad leadership is one of the major reasons for the current state of affairs. However, it’s not simply dreadful leadership, it’s also the wrong kind of leadership for a new age.

If a group of typical corporate employees from the early 1980s could be time-transported into today’s interconnected, high tech, global world they would be astonished by the degree of change in the way that work is done. This same group of employees might also be surprised to learn that the same leadership models they learned about in the early 1980s are pretty much still applied in our academic institutions and our business enterprises, without any significant modifications or alterations to address the challenges leaders face in the digital age.

In the first book, Uniting the Virtual Workforce,b a new phenomenon was described. It’s called Virtual Distance. And it explains much of what had been highly misunderstood about the virtual workforce until then. The Virtual Distance model also shines much needed light onto what leaders of today need to do differently.

Virtual Distance is characterized by a combination of physical separation, technology mediation, and disconnected relationships. These dynamics lead to a psychological separation that builds over time. And the research documents the negative effects that Virtual Distance can have on productivity, innovation, and trust between employees and groups of organizations. This data should be of major interest to any leader trying to improve performance and advance competitive advantage.

When Virtual Distance is relatively high the following critical success factors significantly degrade:• Innovation falls by over 90% and competitive advantage is severely impacted.
• On-time/on-budget project performance suffers by over 50% and can cost a company millions of dollars.
• Trust declines by over 80%.
•  Job satisfaction drops off by over 80%.
• Goal and role clarity decline by over 60%.
•  Good citizenship behavior plummets by over 70%.



These results, which reflect outcomes in over 500 project teams from around the world, quantitatively show that the virtual workforce needs new leader focus. The original Virtual Distance research approach included interviews with dozens of managers, individuals, and leaders. Than, a survey was deployed to measure the Virtual Distance Index among hundreds of teams. Using this data, it was found that:• Virtual Distance has significant impact on performance and competitive outcomes.  
• Virtual Distance is not only measurable but can also be predicted, therefore it can be avoided with proper analysis, planning, or intervention.
• Virtual Distance is just as prevalent among co-located team members as it is among geographically dispersed groups so it should not be assumed that if you have people all working in the same place you are without Virtual Distance risk.
• When Virtual Distance is relatively high—leader performance suffers significantly more than when Virtual Distance is relatively low.



These findings have been used to help organizations improve performance, enhance innovation, and avoid problems before they emerge through Virtual Distance Indexing, Virtual Distance Mapping, and Virtual Distance Management, techniques detailed in the first book on the subject.

Survey research, which led to the ability to quantitatively measure the impact of Virtual Distance, is a powerful method for uncovering important information. But surveys are also limited in that they don’t give the whole story or allow for immediate follow-up when something interesting is found.

So in this follow-on work another approach was used. Interviews were taken with highly effective executives as well as other thought-leaders. The major participants, in order of their first appearance in the book, include:• Steven A. Tainer, Contemplation Scholar and Author
•  Susan Roser, Senior Vice President, Global Service Support, Western Union
• Robert McMahon, President of U.S. Commercial Operations, Merck & Co., Inc.
• Cheri Sterman, Director of Child Development and Consumer Relationships, Crayola
• Guido Petit, Director of Alcatel-Lucent Technical Academy, Alcatel-Lucent
• Gina Poole, Vice President of IBM Software Group Marketing 2.0, IBM
• Philip McKinney, Vice President and CTO, Personal Systems Group, Hewlett Packard Company
• Kathy Burke-Thomas, Associate Director, AT&T Project Management Center of Excellence, AT&T
• Lawrence A. McAndrews, CEO, NACHRI (National Association of Children’s Hospitals and Related Institutions)
• Jack Barsky, Vice President of Information Technology, NRG
•  Piet Hut, Professor, Institute for Advanced Study in Princeton, New Jersey



One of the greatest challenges, as well as greatest opportunities in writing this book, was the wealth of material and insight collected. Ultimately the analysis of this information led to the development of the Virtual Distance Leadership Model—comprised of the most salient features of the strategies and tactics used by the best to lead the virtual workforce. At the core of the model are three core competencies:1. Creating Context
2. Cultivating Community
3. Co-Activating New Leaders


The ability to create a common context for employees, contractors, part-timers, interns, and others in the virtual workforce was a key characteristic of the leaders interviewed and others studied. What is meant by context? It is everything around us that helps us to understand who we are, where we are and what our role is. Context is the foundation upon which we derive meaning from what other people say.

In the past, the requisite context needed to do a good job was readily available. We commuted from home to work, coworkers knew where we lived, how many children we had, what our marital status was, approximately how old we were, and so on. We went to an office every day and saw the same people. We knew a lot about our boss, and the boss’s  boss and that helped us see how we fit into the organization and what our career path might look like. We saw people day after day and knew about not only their work lives but their personal lives as well. With that information we could cipher who thought what about work as well as politics, family, and other important notions in life. And from there we could determine our relative positions and adjust our behaviors and strategies to best serve ourselves as well as the organization.

But today it’s not so simple. We may never see our boss and co-workers face-to-face. A lot of our work is done in temporary projects where people come and go, and organizational affiliations change with each new project or merger or downsizing. Our physical space can be a remote office, or even a space in our home. Others’ view of life beyond work is often shielded by electronic gizmos and we may never know how someone feels about some of the very things that we care about most.

And while it might be easy, neat and logical to think that we don’t need such things to stay on task, that’s just not the case. That kind of magical thinking has led us astray. It’s unrealistic to believe the “hype” that suddenly, given technological tools, we will simply behave in a way that is fully rational, finely tuned, and in synch with others. No. That’s just not true. Instead, under such circumstances, people remain highly emotional beings as well as rational workers. When we are blind to others’ contexts—their surroundings, the way they think, and more, we simply do not operate with maximum effectiveness. So one of the things that leaders need to do most is to help individuals and teams in the virtual workforce see the context that is otherwise invisible. They do this by understanding how to use technology to communicate effectively and by serving as a human anchor, or constant, to help everyone stay connected.

The second key characteristic, cultivating community, is not one normally associated with corporate leadership. But today much of the work is done by loosely connected individuals who come together in teams to accomplish some objective and then go on to work in other teams or assignments. As organizations have become flatter and more matrixed the ability to “recruit” people to work on projects or other assignments has become an important aspect of leadership. One way that effective leaders do this is by building diverse communities of people who have  the skill and commitment to help, even though this may fall outside their prescribed organizational roles. In other words, a lot of what happens to get work done in organizations today is voluntary. Organizational psychologists refer to such voluntary activities as organizational citizenship behaviors because they help maintain the growth and sustainability of the organization in ways that are not role specific. Mentoring others, taking on a project to build a wiki, and acting as a coach are examples. Leaders can create a sense of community that activates a kind of virtual team spirit and produces extraordinary behaviors—even among the most dispersed set of workers.

The final characteristic is called co-activating leadership. A lot of thought was given to the notion of “shared leadership” first. Shared leadership makes sense when you are talking about a project team. Each member can play a leadership role at different times during the project lifecycle, for example. But senior leaders told a different story about working with others. They often lead in an indirect way, using what we call “leader intent” to influence and motivate others to lead. This may come from encouraging employees in a community or it may come from writing an engaging article on a blog that inspires others in a new way. A lot of what these leaders do is outside the usual lines of authority. Instead it relies on influence that comes from their expertise, personal qualities, and a keen understanding that informal networks, as opposed to more traditional formal networks, are the main routes into developing leaders of the future.

Of course there are additional characteristics that enable the three core competencies of the Virtual Distance Leadership Model. One critical aspect is called techno-dexterity. This includes not only mastering a keen understanding and facility with different technologies but also knowing what kind of communication technology to use and when to use it. E-mail, teleconferencing, video conferencing, web conferencing, and face-to-face are all available, but the leaders showcased use these applications in a way that matches the need and the significance of the communication. They make a conscious, selective decision depending on the message and it’s importance to the receiver.

Another aspect has to do with understanding how to use social networks that can be based on technology-enablement or old-fashioned professional societies. Having a strong, extensive social network allows leaders to build their own communities as well as communities for others, span cultural and geographic boundaries, and identify the right people when an important issue needs to be addressed. And while this aspect of leadership, seen in isolation, is nothing new, with so many choices for how to spend one’s time developing these crucial synergies, its not necessarily intuitively obvious, to even the most senior management, what works best. And as is pointed out later, only ten percent of executives use social media on a regular basis—but great leaders experiment and find an optimal mix of in-person and on-line interactions.

One final characteristic for mention here (there are others discussed throughout this book) is authenticity. Today’s workforce is very different than the workforce of 20 or even 10 years ago. Authentic leaders are not only genuine, but also transparent. This allows them to create a level of trust and commitment that is essential in leading a multicultural, multi-generational global workforce.

Throughout the book Virtual Distance is discussed. Virtual Distance, if well understood, can provide an ideal road map for leaders on how to increase productivity and innovation. In the Virtual Distance research, it was found unequivocally, that leadership means more in the virtual workforce than it does in a traditional one—it has an even greater impact—both on the positive as well as the negative side. Together with the unprecedented data set collected and the information gathered in the interviews that follow, the Virtual Distance Leadership Model  is offered.

Virtual Distance Leadership is a breakthrough approach to enhancing innovation and productivity in the virtual workforce. The Virtual Distance Leader transforms organizations, in many ways differently than leaders who have come before them. They are much more successful at increasing financial performance and setting the stage for competitive advantage in the new world of work.




ORGANIZATION OF THE BOOK 

In Chapter 1 a brief overview of the myriad of changes that require us to look at leadership differently is discussed. With leadership books available by the hundreds, it was important in this work to focus on “What’s Changed,” “What’s New,” and not simply on yet another way to say the same old thing about leadership. Traditional leadership models continue to proliferate but they tend to ignore the fact that the assumptions on which they are built have all but collapsed, creating a whole new set of circumstances that rarely gets mentioned when leadership for today’s workforce is discussed. This chapter highlights some of these gaps.

In Chapter 2 a brief history of leadership models is given. Most of the leader models we are familiar with focus on traits, situations, or behaviors. And while some or all of these models may still have some useful life in the new world of virtual work, many of them do not speak to the most fundamental change of all—that we rarely see each other and therefore have little opportunity to use charisma, transformational styles, or any other trait or behavior ideal for the “in-person” world, but not necessarily the virtual world.

Chapter 3 shows how great leaders build context. Three executive interviews are showcased in this chapter; Susan Roser, Senior Vice President of Operations for Western Union, Robert McMahon, President of U.S. Commercial Operations for Merck, Inc. & Co., and Cheri Sterman, Director of Child Development and Consumer Relationships, Crayola.

Chapter 4 details how great leaders cultivate community. Two executive interviews are showcased in this chapter; Guido Petit, Director of Alcatel-Lucent Technical Academy, Alcatel Lucent, and Gina Poole, Vice President of IBM Software Group Marketing 2.0, IBM.

In Chapter 5 co-activating new leaders is discussed. Three more executive interviews are included in this chapter; Philip McKinney, Vice President and CTO—Personal Systems Group, Hewlett Packard Company, Kathy Burke-Thomas, Associate Director, AT&T Project Management Center of Excellence, and Lawrence McAndrews, CEO of  National Association of Children’s Hospitals and Related Institutions (NACHRI).

In Chapter 6 the concept of techno-dexterity is revealed through discussion and more interviews. Highlighted here is the need for a firm grasp and understanding of technology for leader communications. Many of the executives listed above are quoted about this topic. In addition, Jack Barsky, Vice President of Information Technology at NRG talks about his use of video conferencing and Piet Hut, Director of Interdisciplinary Studies from the Institute for Advanced Study at Princeton is highlighted as a pioneer in using virtual world technology in the scientific and contemplation realms.

In Chapter 7 all of the ideas highlighted come together into a new leadership model for the twenty-first century, The Virtual Distance Leadership Model. Remarks are extended on how the Virtual Distance Leadership Model reduces Virtual Distance fueling higher levels of trust and an increased willingness on the part of individuals and teams to do more for those they follow.

In Chapter 8 the future of leadership in a digital age is discussed. Now more than ever good leaders need to step up, challenge old assumptions, and help forward an agenda that serves the people in the workforce—not just a goal to get as “techno-connected” as possible which actually bears little on how human beings perform at their best.

In Chapter 9 the full interview with Steven Tainer is put forth. Steven is a world-renowned contemplation scholar whose view of leadership is much different than others interviewed. Yet his comments have a great deal of relevance to today’s leader and also speak directly to those of us who seek to be better human beings and live a more complete life.

In Appendix A an overview of the Virtual Distance Model is provided. The central tenets of the Virtual Distance Model are highlighted which will help the reader understand more fully how he/she can develop into a great leader in today’s world and prepare others for what is yet to come.




 About the Interviewees

As mentioned in the Preface, a number of people thought to represent great leaders in the digital age or others who had interesting insights into leadership in a technological world were interviewed extensively. At times their comments are featured in case studies. At other times quotes were used to underline certain key points.

Following are the interviewee profiles. They are listed in order of their first appearance in the book.




Steven A. Tainer 

Steven A. Tainer is one of the first students of Tibetan Buddhism in the West. He has studied Eastern contemplative traditions intensively for forty years with many Tibetan, Chinese, and Korean masters. After practicing for a number of years in mountain retreats, he now teaches Buddhist, Taoist, and Confucian views and methods. His specialties are Indian Buddhist philosophy, the “Unity of the Three Traditions” in Chinese thought, Taoist yogic practice, and Ch’an contemplation. One of his main areas of investigation and teaching has been the application and implementation of these traditional insights in modern workaday lay life.

Steven has served on the faculty of the Institute for World Religions and the Berkeley Buddhist Monastery since 1995. He is a faculty member of the Kira Institute (www.kira.org), which explores the interface between modern, scientifically-framed perspectives and matters involving human values. He is also the co-founder and Editor of WoK (www.waysofknowing.net/).

Working on behalf of his teachers, Steven has been the coauthor or editor of over eighteen books on Buddhism and Taoism (including  Dragon’s Play, and Time, Space, Knowledge). A new series of books on his own teaching is also in progress.




Susan Roser 


Senior Vice President, Global Service Support, Western Union 

Susan Roser is Senior Vice President, America’s Operations for Western Union Financial Services Inc. Ms. Roser has responsibility for overseeing agent operations for North and South America and Anti Money Laundering (AML) compliance operations.

Ms. Roser has 15 years of experience with Western Union / First Data.

Previously, as SVP of Global Service Support, she was responsible for customer service for agents and consumers, management of our global call centers, in addition to AML and Fraud Operations.

She led Operations for TeleCheck, a subsidiary of First Data, where she was responsible for customer service operations and relationship management.

Ms. Roser also worked in the Integrated Payment Systems business where she was the Vice President of Official Check and Money Order Products. In this capacity, she was responsible for sales, service and product development for Official Check and Money Order products for financial institutions.

Prior to First Data, Ms. Roser spent over 13 years in the banking industry where she held various positions in the customer service and operations functions.




Robert McMahon 


President of U.S. Commercial Operations, Merck & Co., Inc. 

Robert A. McMahon is President of U. S. Commercial Operations at Merck & Co., Inc., where he has worked his way up through a progression of increasing responsibility over the last 25 years. Throughout his career, Bob has developed a reputation as a passionate leader with a keen ability to motivate a diverse employee population scattered throughout the nation. He is also known as a steadfast advocate of Merck’s mission of putting patients first.

Mr. McMahon is a graduate of Villanova University where he earned a Bachelor of Science degree in accounting. He began his career with Arthur Andersen & Co. in their New York Office. He also worked at the Squibb Corporation prior to joining Merck.

A CPA by training, Mr. McMahon began his Merck career in finance. Over the course of his career, he has held a variety of commercial roles with both domestic and international responsibilities. From 2000 to 2004, Bob served as Vice President and General Manager of Merck/Schering-Plough Pharmaceuticals. He was then appointed Vice President, Marketing and Franchise Business Group Leader of the Arthritis and Analgesia Franchise Business Group. In 2005, Bob was appointed General Manager, U. S. Human Health, Hospital and Specialty Products and then became General Manager of the Cardiovascular /Metabolic Business Unit. In October 2007, Mr. McMahon was promoted to President, U. S. Pharmaceuticals and in August 2008, Bob assumed his current position as President, U. S. Commercial Operations.

Mr. McMahon and his wife Andrea currently reside in Bucks County, Pennsylvania. They have two adult children.




Cheri Sterman 


Director of Child Development and Consumer Relationships, Crayola 

Speaking on the behalf of children—helping parents and educators understand children’s abilities and interests—has been Cheri Sterman’s career.

Cheri Sterman is an experienced child advocate and “kid expert” who helps others understand what children, their parents, and teachers want and need. Cheri taught child development to future teachers at the University of Cincinnati and Sinclair College in Ohio. She lead parenting programs for Head Start and Preschool Enrichment Programs. She’s authored Crayola publications entitled, How Children Learn and The Power of Creativity, helping adults understand children’s potential. She’s advised policy makers and business leaders on kid trends and child development issues.

She has provided leadership to regional and national child advocacy associations and serves as a spokesperson on children’s issues to media, businesses, government, and academic organizations:• Member of United States White House Committee for Children and Youth, 1984
• Governor Richard Celeste’s Director of Children’s Programs—setting policies and administering funds to educate and protect children in Ohio, 1984-1987
• Member, Governor’s Commission for Children and Families, Ohio 1983-1987, Pennsylvania 1987-1994
• Treasurer for the National Association for the Education of Young Children, 1985-1989
• Governing Board of National Association for Child Development Credentialing, 1985-1989
• Conference Chair for Ohio Children’s Defense Fund, 1984-1987
•  Child Development Regional Training Director, U.S. Administration of Children, Youth, and Families Child Development, 1980- 1984
• Presenter on “State of Childhood Today” for the National Governor’s Association, 1986
• United Way’s Women’s Leadership Initiative, Early Childhood Mentors Program, 2006-2008
• US and Canada satellite media PR tours on Children’s Creativity; How Children Learn, and Childhood Today, 2006-2008



Twenty years ago Cheri joined Crayola as the Director of Child Development. She provides “kid expertise” so Crayola products and programs meet children’s, parents’, and teachers’ needs. She guides the company on how to communicate with children and the adults who inspire kids. Cheri supervises the Crayola Editorial-Content Group, assuring a consistent brand voice that’s relevant to today’s families. She directs the Brand-Consumer Relationship, supervising the Consumer Contact Center, a team that interacts with 350,000 consumers each year.

James McNeal states in his publication, The Kids Market, that Cheri Sterman is one of the top five experts in kids marketing. McNeal credits Cheri with having “insightful interpretations of children’s thinking and behavior that gives her a sixth sense—a unique way of knowing what children want and need.” You can read Cheri’s parenting tips on How to Raise a Creative Child and Find Out Your Other IQTM—Imagination Quotient on Crayola.com.

Credentials—She credits her three kids with teaching her most of what she knows about parenting and child development—yet her academic background is rooted in researching childhood.

Master of Education, Early Childhood, University of Cincinnati, 1977

Bachelor of Science, Child Development and Family Life, University Cincinnati 1976

Bachelor of Science, Education—Elementary and Early Childhood, University of Cincinnati, 1976




Guido Petit 


Director of Alcatel-Lucent Technical Academy, Alcatel Lucent 

Guido currently leads the Alcatel-Lucent Technical Academy, a program to recognize individuals who have made exceptional contributions to Alcatel-Lucent technological leadership and who volunteer to act as a think tank to come up with proposals to improve R&D effectiveness in domains such as innovation, knowledge sharing and networking. Guido is also secretary (and active member) of the Innovation Board at Alcatel-Lucent in Belgium and is member of the project team responsible for the organization of Entrepreneurial Boot Camps.

Previously, Guido has held various positions in Alcatel (before the merger with Lucent) such as Director of the Network Strategy Group in Antwerp (Belgium) and Plano (Texas, USA), Project Manager of the Network Performance Modeling Group in the Corporate Research Center in Antwerp and Project Lead for Traffic Engineering of Digital Switching Systems.

Guido has published more than 70 papers in leading technical journals /conferences. From 2001 till 2004, he was a visiting professor at the Department of Telecommunications and Information Processing of the University of Ghent (Belgium).

Guido is member of the Scientific Advisory Board of the Expertise Centrum for Digital Media (University of Hasselt-Belgium) and of the Strategic Advisory Board of the Industrial College School in Antwerp.

He holds more than 14 European Patents and he is passionate about improving innovation effectiveness.




Gina Poole 


Vice President, IBM Software Group Marketing 2.0, IBM 

Gina Poole is Vice President of IBM Software Group Marketing 2.0. She has worldwide responsibility for driving high impact demand generation programs and tactics; transforming the marketing mix to increase use of digital and social media; and leveraging marketing automation and analytics to optimize results. She leads software Web Marketing and Sales; directing a worldwide team to deliver IBM’s software web presence, web marketing tactics including social media marketing, and web-based sales channels. Gina also leads the portfolio of software events including thousands of in-person and virtual events ranging from localized sessions to large worldwide conferences. In addition, Gina is responsible for creating and optimizing programs that use IBM social software offerings and technologies to drive innovation, collaboration and productivity. She is charged with establishing IBM as the showcase for the benefits of social computing.

In her previous role, she was Vice President, Innovation and University Relations for IBM. She had worldwide responsibility for developing and executing IBM’s internal and external innovation programs for collaborating with employees, clients, partners, governments and academia to foster innovation. Prior to that Gina was Vice President of Developer Relations for IBM where she had worldwide responsibility for IBM’s developer programs that attract early adopters of technology, individual developers, and independent software vendors to IBM with tools,  technical information, education, and interactive on-line resources. She launched and led IBM’s developerWorks web community growing it to 8 million members worldwide.

Gina began her career with IBM in 1984 as a programmer in the personal computer division. She has held a number of management positions in IBM’s software and hardware divisions including: strategy and operations, technology and industry relationships, product management, and software development. Gina is a certified Project Management Professional (PMP) and holds degrees in computer science, business management, and economics




Philip McKinney 


Vice President and CTO, Personal Systems Group,  Hewlett Packard Company 

Philip McKinney is HP’s Vice President and Chief Technology Officer for the Personal Systems Group (PSG). In this role, he oversees the long-range technical strategy and research and development for HP’s laptops, desktops, converged mobile phones, workstations, digital home and consumer media devices.

Prior to his current role, Phil was the Vice President and CTO for HP’s Network and Server Provider Business, responsible for the executive CTO relationship, long-range strategy and R&D for HP’s largest industry vertical business segment.

Before joining HP, Phil was engaged in the day-to-day operational challenges as the Senior Vice President and founding CIO for Teligent, a global provider of fixed-wireless services. At Teligent, he led the strategy development, IT infrastructure build out and ongoing operations, managing a team of more than 1,000 technology professionals.

Prior to joining Teligent, McKinney was the senior executive responsible for the Communication Industry Consulting Practice at Computer Sciences Corporation (NYSE: CSC) where he directed consulting engagements worldwide. Earlier in his career at CSC, he oversaw the communication industry managed services division that provided  mission critical system outsourcing for more than 165 network and service providers worldwide.

McKinney currently serves on the Board of Directors for Signafor, Inc.




Kathy Burke-Thomas 


Associate Director, AT&T Project Management Center of Excellence, AT&T 

Kathy Burke-Thomas has worked with virtual teams for over 25 years, performing many roles in AT&T’s Information Technology and Product Development departments. She joined the AT&T Project Management Center of Excellence at its inception, and now provides services and creates products and training to support the development of project management competency throughout AT&T.

Kathy has earned a bachelor’s degree in Business / Computer Science, and an MBA. She is certified by the Project Management Institute as a Project Management Professional. As a Project Manager, she has been responsible for delivering project results through others, typically without the direct supervisory authority provided to the traditional manager. At AT&T, her teams have been located throughout the U.S., and often have not ever met in person.

Kathy has served on the Board of Directors of the Junior League of Wyandotte and Johnson Counties, as the Vice President of Finance and as the Treasurer, and various other leadership roles for approximately 13 years. In these positions she directed organizations made up entirely of volunteers as they carried out at least four major fundraising events per year, and disseminated grants and support funds nearing $500,000 annually.

She has also led a nationally affiliated arts program at the local elementary school for several years, coached girls’ soccer, been the “camping mom”, and led a record-breaking school fundraiser, all with volunteer committees. She currently is active in playing and promoting the St. Andrew Pipes & Drums band in Kansas City (www.kcpipeband.org).




Lawrence A. McAndrews 


CEO, National Association of Childrens Hospitals and Related Institutions (NACHRI) 

Lawrence A. McAndrews has become a national spokesman on children’s issues and the changing health care marketplace since becoming president and chief executive officer of the National Association of Children’s Hospitals and Related Institutions (NACHRI) in September 1992. He also became president and chief executive officer of an independent trade association which is the public policy affiliate of NACHRI, the National Association of Children’s Hospitals.

Mr. McAndrews has testified before Congress, met with Executive Branch leaders, been interviewed by print and electronic media, and addressed national conferences on a host of issues involving children’s health coverage, graduate medical education, pediatric research and public health protection.

A hospital executive since 1971, Mr. McAndrews was president and chief executive officer at Children’s Mercy Hospital in Kansas City, MO, for six years before coming to NACHRI. Mr. McAndrews previously served as administrator of the Prentice Women’s Hospital and, before that, of the Institute of Psychiatry—both components of Northwestern Memorial Hospital in Chicago, the teaching site for Northwestern University. Previously, Mr. McAndrews was Vice President/Professional Affairs at Lafayette General Hospital in Lafayette, LA, and administrative assistant at MacNeal Memorial Hospital in Berwyn, IL.

He is the current Vice-Chair of Generations United and is a member of the Coalition to Protect America’s Health Care. He served as the past chairman of the Governing Council of the Section for Maternal and Child Health of the American Hospital Association and served on the boards of the Missouri Hospital Association and the Kansas City Area Hospital Association. He also served as a preceptor for the University of Missouri and Northwestern University. Mr. McAndrews is a Fellow of the American College of Health Care Executives.

Mr. McAndrews, 62, holds a Master of Health Administration degree from The George Washington University and a Bachelor’s in Psychology  from Vanderbilt University. He served two years as an officer in the Army. Mr. McAndrews, a resident of Alexandria, VA, is married and has two adult children.




Jack Barsky 


Vice President of Information Technology, NRG 

Jack Barsky is the VP of Information Technology at NRG Energy, a $10 billion electric generation company. This role is responsible for all aspects of information technology in the company.

Jack has over 25 years experience in the realm of information technology. He has held management positions at several Fortune 100 companies, such MetLife, United HealthCare, Prudential, and ConEdison Inc. The diverse assignments include Database Administrator, Project Manager, Director of Technology Assessment, Director of Data Center Operations UNIX, Vice President of HR Systems, and Chief Information Officer.

Jack authored a chapter on strategy for the book Inside the Mind of a CIO/CTO (Aspatore, 2005). He has given guest lectures at Columbia University and the City University of New York and has spoken at several conferences. He is an active member of the Society for Information Management and a mentor for the Masters in Information Technology program at Columbia University.

Jack graduated as valedictorian with a Bachelor’s of Business Administration from Baruch College. He also holds a Master’s in Chemistry from the Friedrich Schiller University, Jena Germany.




Piet Hut 


Professor of Astrophysics and Head of the Program in Interdisciplinary Studies at the Institute for Advanced Study at Princeton 

Piet Hut is currently a professor at the Institute for Advanced Study in Princeton, New Jersey. His main research interest concerns investigations of the structure of the world from different points of view. His work as an astrophysicist aims at increasing our understanding of the physical  world on the largest scales of time and space by studying the history of the Universe. Interdisciplinary collaborations have allowed him to branch out from astrophysics per se to physics in general, as well as to geology and paleontology, where he has found each discipline to rely on remarkably different views of the material world. In addition, his research in computer science showed yet other views of the world when seen in the light of structures of information. Over the last several years he has attempted to summarize what he has learned in these various areas through some journeys into natural philosophy.
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‘Consider for a moment the seminal work of Michael Porter, Competiive Advantage, 3
must-read for any self-respecting MBA student. Poter describes thee main strategies to
competitive vctory: Cost Leadership, Differentiaion, and Focus, Using the Cost Leadership
Strategy, organizationstry to establish themselves as the lowest cost producer of goods or
Services. Inthe Differentiation strategy, organizations ty to buld unique value across
broad market segment. And in the Focus stategy, organizations target 2 narrovier segment
wsing ether Cost Leadership or Differentiatin.

Porter espoused that executing competitive strategies successfuly required resources with.
specific kil sets against the backdrop of particular rganizational elements. For examle, in
the Cost Leadershipstrategy, “intense supervision of resources” is required along with
“highly structured organizations and responsibiiies- But today's modem executive wants
lttle to do with close superision of anyone. As a matter of fact,many cost-cutting
strategies ely upon flatening the organizatio, allowing people to work from anywhere,
shedding real estate as well as management layrs tostreamiine operations. Organizations
and their underying sructure change rapicly these days. Therefore any attempt to enforce
discrete divisional definitons or teritorial margins i ikely to fi.

In Porter's Differntiation trategy, leaders re guided to ook for people with “creative
A" and pay them on the basis of ‘subjective measurement and incentives that are not
quantitatively based.” Of course anyone who has been inthe workforce for any given
amount of time knows that performance metrics i the twenty-frst century are based
almost exclusively on hard numbers—exactly when and how much of something is
elivered. Can you imagine going 1o a conference offering  track entited, “Subjective,
‘Qualitaive Incentive: The Key to Innovation and Proft? Not one manager we know would
spend precious financia resource to send anyone to that one. And yet we stil expect Cost
Leadership and Differentiation srategies as orginally designed and currently taught. o
work n today's marketplace.





OEBPS/loje_9780470561898_msr_cvt_r1.jpg





OEBPS/loje_9780470561898_oeb_007_r1.gif
RETIVELEEN - 6o to be great

VU - 6ccome great through
Models effort

[EIUNEUR « Greatness thrust upon them
Models depending on the situation






OEBPS/loje_9780470561898_oeb_023_r1.gif
areTy
DISTANCE

Coltral Distance
SocialDistance
Relationship Distance
Interdependence Disance

Virtual
Distance

PHYSICAL
DISTANCE

OPERATIONAL
DISTANCE

Communicatons Distance
Hulitasking
Reatiness Distance

Geasraphic Disance
Temporal Distance
OrganizationalDistance






OEBPS/loje_9780470561898_oeb_002_r1.gif
1BM's Global Human Capital Study identified some of the most important critical success
factors o developing an adaptable workforce. The top three highighted were:

1. The sbily to predict future skils
© Successfully anticipating future business scenarios enables organizations to know
what key competencies to target in advance of criical market shifts.
Only 13 percent of organizations interviewed believe they have a vry clear
understanding of the sils they will reqire in the next three to ive years,
2 The abiiy o locate experts
Wil predicting future skills s important, 5o s the ablity to apply exsting.
knowledge and skils o new challenges.
© Expertse location i cited by respondents as critial in identifying and allocating
resources to address new opportunities and threats.
Only 13 percent believe they are very capable of identifying individuals with
specific expertise within the organization.
© Companies are sing a varety of techniques to improve their expertise location
capabilty.
More than 50 percent of companies that rate themselves a “ery effectiv’ in
locating experts use some form of employee directory while only 39 percent of all
respondents report using then.
3. Theabiltyto foster collaboration
© Once the experts are located and identifed,collaboration i the next step to
foster innovation and growth
According to the study, only 8 percent of companies believe they are very
effective infostering collboration across the enterprise
© Surprisingly, technology is not the deterrent t effective collaboration, with only
28 percent of companies indicating this s  significan factor.
Instead, organizational slos 42 percent) are the eading barrier of collaboration in
anorganization, followed by time pressures (40 percent) and misaligned
performance measures (39 percent)
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