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Harmonizing Leadership: Eastern Wisdom; Western Results

Described as an intellectual and physical feast of learning, Harmonizing Leadership is a unique leadership approach and style from a 2,500 year-old oriental philosophy. Through one- to three-day Harmonizing Leadership workshops, you will take your organization to places it has never been before and discover your own intellectual, emotional and physical balance points. Dr. Thomas Krapu, who created Harmonizing Leadership, has extensive experience and a proven background in leadership workshop practices. Tom combines ancient eastern philosophies such as T'ai Chi Chuan and Taoism for the quintessential retreat that will impact your leadership style, your business and your life.


	
	
	
	Our secrets aren’t so secret
	

	November 7th, 2023 
	
Here is a secret (not really) about 360 feedback and really all constructive feedback for that matter.
You probably think people don’t see and know your personality, that there are parts of your personality that you are able to hide from others. There is comfort in this belief but in my years of debriefing 360 feedback I can now see that this is a lie we tell ourselves. Why? Perhaps to maintain some sense of control and safety in our interpersonal world.





I would say that one of the greatest benefits of 360 feedback and any other quality feedback is that we can learn that others actually DO see those parts of ourselves we think we are able to hide from others. In my experience this happens much more often than “blind spots” being revealed. And there is an incredible liberation that lies in the knowledge that other actually see those parts that we think we can hide, because when we relinquish our belief that we are hiding those things it paradoxically frees us to embrace every part of ourselves and not try to be something we are not. And we know how impactful authenticity is in leadership.





From this liberation also comes the empowering opportunity to accept responsibility for every part of ourselves. This positions us in a place of choice about what we are going to do about ourselves and who we will choose to be in our life. It allows us to embrace all that is good about ourselves and commit to being better about those parts of ourselves that are not as flattering. In the area of personality, maybe we judge others too quickly or become impatient. Or maybe we are great at strategic thinking but not so great at tactical execution (or vice versa). Whatever the “weakness”, acknowledging it helps us “name it” and it immediately has less power over you.





There is research (Walker & Smither, 1999) suggesting that if a leader identifies things they want to work on to be a better leader and they share those things with the people who rated them, it tends to result in higher subsequent ratings in the future. Of course, this does not “magically happen”, it is more likely that the vulnerability of sharing what you are working on will make you more accountable to YOURSELF to change things that you see are important to being a better person (and leader). The act of vulnerability itself invites your raters to extend some trust toward the relationship. This can also make it easier for you to devote time and energy to positive change in your life. But be aware that if change is not observed over time, there might be a net negative for being vulnerable in this way. Others may start to think it is in words only that you shared such things. Such are the high stakes of leadership.





Of course this type of commitment to yourself has consequences. As a client of mine said last week, “It takes time to change people’s perceptions”. So true. Sharing in this way with others is a commitment to working on becoming a better person for however long it takes for perceptions to be changed. Of course, it probably does not need to be said that we do these things because it is the right thing to do, not primarily to change the perceptions of others.





If you are the kind of leader who wants this type of growth (or you work with leaders who do), reach out to me for a round of 360 feedback and the professional debriefing that can help you identify both the strengths you should be fully leveraging and what positive change looks like for you. If you also decide to access the kind of support that makes this type of change more attainable, the benefits are endless.





Ref:
Walker, A. G., & Smither, J. W. (1999). A five-year study of upward feedback: What managers do with their results matters. Personnel Psychology, 52, 393–423.






	



	
	
	
	Curiosity: The key to growth through coaching
	

	June 8th, 2020 
	
Whether you are developing as a “leader as coach” or are already a professional coach, curiosity is an important skill to be effective as a coach or a leader. My ICF PCC Marker Taxonomy discusses coach behaviors that are specifically rooted in curiosity (more below).  




 (more…)	



	
	
	
	A Caution about Coaching Supervision
	

	October 10th, 2019 
	
Taking a break from my writing for the leaders I work with, I am writing today on the topic of coaching supervision for my colleagues who are coaches and coach educators.



 (more…)
	



	
	
	
	A PCC Marker Taxonomy
	

	March 9th, 2019 
	
I am taking a departure from writing for my executive coaching clients to Blog as a coach educator. The International Coach Federation has developed 47 behavioral Markers that are being used to define and evaluate coaching conversations. While some leaders might be interested in the coaching behavioral markers, I am writing this primarily for my coaching colleagues. 




This is the debut of the ICF PCC Marker Taxonomy that I have developed. It is a tool that can make understanding and integrating the 47 PCC Markers into one’s coaching practice less formidable. 



 (more…)
	



	
	
	
	Systemic Onboarding
	

	July 5th, 2018 
	 

How do you keep your workforce strong even when you have turnover?

Systemic onboarding. I will tell you what I mean by that.

The importance of effectively onboarding new employees can’t be emphasized enough, regardless of what level of the organization they are entering. Training is essential, but a narrow focus on training is not enough. There is more to consider.

 (more…)

	



	
	
	
	360 Surveys Part 2: Changing Culture
	

	September 12th, 2017 
	This is part two in a series of blogs about 360 feedback.

For a video presentation of this case study see: https://youtu.be/xRy_oBOW-3w

For a broader discussion about creating a feedback culture see:

https://starcoachshow.com/321-creating-a-feedback-culture-dr-tom-krapu-pcc/

When people think about 360 feedback they usually think about an individual getting feedback for their personal development. This certainly is a benefit of getting feedback from “all directions” (360 degrees) in one’s work life. But the impact on 360 feedback programs on an organization is often overlooked.

 (more…)

	



	
	
	
	360 Feedback Surveys Part 1: How They Can Be Helpful?
	

	July 13th, 2017 
	Today’s blog will consider the ways that using 360 feedback surveys within your organization might be helpful.

You may have heard some of the negative press about 360 feedback surveys and their use. However, if given the opportunity I am sure that I can bring some clarity and sanity to this topic. Research has some much needed light to shed on the topic, and real world professional experience in organizations can add even more perspective.

 (more…)

	



	
	
	
	Informing not Hoarding
	

	April 27th, 2017 
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Informing not Hoarding

Lominger has a competency named Informing (ref). This competency is about how we share information and the impact that that has through our work.

Many of us take this impact for granted and aren’t as intentional or as fully impactful as we could be in this area. The subject of this blog entry is how to become more powerful in how you inform others at work.

 (more…)

	



	
	
	
	Can You Coach Via Email?
	

	November 1st, 2016 
	If coaching is a continuous process, then it is not uncommon at all for coaching clients to email their coach about non-administrative matters. You may be wondering, how does this work? Is it coaching?

Today’s post explains how some emails are considered coaching and will discuss some best practices that can be rules for the road. These rules can also apply to voice mail correspondence.

 (more…)

	



	
	
	
	Creating a Feedback Culture: Stop, Start and Continue
	

	October 11th, 2016 
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Feedback is the life blood of high functioning organizations, hence the popularity of 360 methods for creating feedback loops within the organization.

But formalized 360 methods are not the only way to create feedback loops.

 (more…)
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