Leadership Management Institute™

Volume I, Number 5

LM]E)urnal

Provided by Magdy Mahmoud, Everest Leadership Group
110 Squire Hill Road, Montclair, NJ, 07043, (973)650-2009, Email: magdy7000@gmail.com, www.everestleadershiy

A Case Study Featuring Kopp Glass, Inc.

The Company... The Challenge...
For more than 80 years, Kopp Glass, Inc. has been th&eptember 11, 2001 had a sudden and detrimental i
industry leader in the manufacturing of clear and colonegict on Kopp Glass. The company lost a significant portion

used everyday, all over the world. Kopp Glass providessh reserves and elimination of dividend payments.
supplies and service to the aircraft industry, medical fielde next two years, the company found itself in a downward

traffic and railroad signals, and
many other industrial applica-
tions. The company’s succes
begins with the unique glass sci
ence they have spent years defi
ing. Kopp's tenure has earne(
them credibility, and their optical
engineering expertise and ability
to press glass that meets stri
quality and tolerance require:
ments, define their many years g
success. Mastering the skill o}
precision glass molding taked—=
years of experience to acquireBob Hand of Kopp Glass, Inc. (second from left) is honored as a
Considered a leader in the industMiClientofthe Year in 2006; pictured with him (from left to right)
try, Kopp Glass employs Seconéﬂﬁl’k Walter, John Gray and LMI President David Byrd.

and third generation craftsmen

matters worse, the managemept
team was in disarray and tw
long-time executive staff leve
positions had been eliminated.
The company’s direction wa
out of focus and the remainin
staff feared the company woul
not overcome the recent lossgs
and current obstacles it faced.
With a successful 80-year trac
record to boast about, the em-
ployees at Kopp could hav
never imagined their compan
would be in this seemingly irre
versible state. In 2003, Bo
Hand was appointed as Kopp|s
new CEO. He was determine

who give the company the abil-

ity to meet this distinctive chal-
lenge. Robert Hand came t8

. . . [l th mpan f th
Our success is a work in progress. We continue f,tggi@;mt itehg%I b%eényir? %tvgrtth

pply the tools of the LMI Process on a daily basis.|ast 24 months. Bob knew that

work for Kopp Glass in 2001 as —Robert Hand, CEO, Kopp Glass, InC. j grder to recover some of th
Manufacturing Director. He losses in revenue and reservas,
could not predict that the long-time success of the compangolid turnaround plan had to be developed and imple-
would soon be in jeopardy or that he would find himseffented. Bob had always been considered a student an
leading the company, as CEO, through its darkest hourpractitioner of organizational and personal development

— continued on page 2 —
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— continued from page 1 -

and he recalled the former CEQ participating inaprocess;q'a\he LMI Process has provided a frameworK
few years earlier that had proven to be beneficial at the time. : .
or the incorporation of

LMI Partner, Clark Walter had facilitated the process then,”" | _ _
and now Bob looked to him for support and direction. The§ontinuous strategic planning
determined that developing a strategic plan, involving Bolor Kopp Glass.”

and many other key positions in the company, was critical in

regaining losses and securing the future. Bob was readyto ~ — Robert Hand, CEO,
get started, because the alternative was not an option. Kopp Glass, Inc.
The LM __

Process™... € e

In April of 2003,
Bob and the execu-
tive team worked
with Clark, and an-
other LMI Partner,
John Gray, in Organi-
zational Strategic

pLANNINS

d
11'\.
ﬁé the efforts of a strong leader and a dedicated staff,
)
=
= survived the fall.

RESULTS ,A The Difference...

generating the company’s first profitin three years. Through

the

downward spiral had been halted, and Kopp Glass |hac

Analysis. They embarked Kopp Glass has seen many results since beginning thi
on a turnaround program that o LMI Process. In a two year period, overall sales incregsec
entailed regaining financial stability 28 percent to $12.9 million and profits rose 7 percent. |By

through cost reduction, increased productivity and salge5, the measurement of productivity grew by 28 percent.
and higher profit margins. Using the tools of the LMJohn Gray and Clark Walter continue to coach and meptor
Process, Kopp established a strategic plan that first deBb in the development and implementation of every aspec
mined the company’s position in the market place— &$the on-going plan. The development of the overall strat-
strengths and weaknesses, and threats and opportunitieggfsinitiatives, and execution of the strategic plan are base:

a result, a set of performance metrics was developed apdn “what matters most” thinking and defining SMART
ced

centered on a key metric of productivity as measured by gfagls. LMI concepts and principles were further introdu

output of the glass-pressing department. A production gipaP005 and the executive staff continues to participat in
in the glass-pressing department was defined to increasdddership development, goal-setting and time manage
$850 per hour average to $1,200 per hour. Practicing ifient training. The increase in sales and profits, as well a:

LMI concept, “what matters most”, Bob and his executiv®ntinual development, guided Kopp through another

LOSt

team focused on changing production practices and elimipact crisis due to the rising cost of natural gas. Applying
nating products that were not contributing to the glaske tools acquired in the process, they managed to remail

pressing standard goal. A number profitable. Kopp Glass is an examp

of sales, production, and quality “Bob Hand : learl of how a small American manufactuf
initiatives were developed and di- P90 Hand communicates clearly

rected at improving this key pro- and simply. His ‘yes’ means 'yes’ technology, can survive in the glob
ductivity measurement. Next, Ef- and his ‘no’means ‘no’. He uses two marketplace. Through the establi

fective Personal Productivity was words when two words will do. His ment of specific, measurable, attaip-

implemented to quality control carity is his power” able, realistic, and tangible goals, Ko
managers, manufacturing and ac- John G LMI Part survived a dire time in its history. Kop
counting supervisors, sales, engi- —Jonn Lray, artner

neering, and operations managers. will continually examine its place ir

e

ing company, using centuries-o£
I

p

has also embarked on a strategy that

As a result, a team was formed to develop a proceduretfes market, allowing the company to make timely decisipns

evaluating the profitability of loss leader products. Thg new products and processes meanwhile controll

results of their first project increased the contribution ofcasts. Clark Walter says, “Bob’s belief in the unlimitgd

ing

product over $300 per hour. Within months of executing thetential of people has been a driving force in the returh to

plan, Kopp Glass was operating at a break-even level. Lgssitability that Kopp Glass has enjoyed.”
than 12 months later, Kopp’s sales increased by 18 percent,
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Your Freedom to
Make Choices

You may lead a rich, full life
or a shallow, empty existence.
But whatever you gain from life
is largely a matter of choice —
your choice. You are free to
choose whatever you want to do
or to be. Your greatest power is
the power to choose your own
destiny. The reality of the power
that comes from your freedom
of choice becomes evident when
you understand the unalterable
principles under which this free-
dom works.

Choice is a talent that must be
developed. The power of choice
can be developed. If you are
reluctant to make choices and
decisions because you fear fail-
ure, you may choose to play it
safe and miss experiences that
could lead to making better
choices. Good decisions are
based on prior decisions.

You must choose for your-
self. Because no two people are
exactly alike, no one can make a
completely satisfactory choice
for someone else. When you al-
low others to make your choices,
you hand over to them your des-
tiny and rob yourself of your
birthright.

The choice determines the
consequences. You may select
any action you choose, but once
you make a choice, you must
accept the consequences. You
can use your freedom of choice
to make whatever changes of
habit or attitudes are necessary
for developing personal leader-
ship and self-motivation.

Give your choices time to
yield results. Today’s habits are
the result of choices made long
ago. Tomorrow's habits will be
the result of the choices you
make today.

FROM THE PRESIDENT

The Power of Expectancy

- [ —— -,

What is the key ingredient in the LMI concept and procs
# that is easy to understand and talk about but so very diffi
B to execute? | know that many of you already have the ang
and some are still thinking. Since | can't measure the sp
of response, I'll go ahead and tell you what | think it is
believe the answer Rositive Mental Attitude

Over the years through all the academic vocabulary dej
oped around organizational development and also the qt
fying input from human resources professionals, we h
downgraded the value and almost lost the impact of positive thinking. I've even
told that the use of the phrase is passé and simple minded as an industry st
Well, I've been around long enough to appreciate simplicity and also understan
“everything old usually returns to being new again.”

David Byrd
President, LMI

When we develop the attitude pdsitive expectangyve set the base line for our
long-term achievements. Our attitudes are simply the habits of our thoughts|

yourself these questions. Now, these questions require some deep self analy
soul searching and that is difficult for most of us. But, “no pain no gain.” Herg
several questions for you to think about:

[0 What are the habits of my thinking?
(1 Am | generally positive or negative?
[l Do | expect to succeed or fail?

[0 Do | seek to support or criticize?

[l Do | seek to praise or find fault?

[l Do | focus on my strengths or seek to
hide my weaknesses?

[l Do | seek to learn from my mistakes or be defensive about my perfection?
[l Do | expect the best or the worst?
[0 Do | seek to build others up or tear them down?

This list of questions can go on forever because every thought you entertain ¢
the day is either positive or negative. Being neutral is usually negative in a tu
Your thoughts either energize or drain your vital emotions. There is no in-betw
Look at nature; everything is either growing or decaying, there is no in bety
Remember, positive thinking and expectancy are the keys to effective leade
We are all products of our own thoughts. Our client’s success depends on it. “W
rise or fall to the quality of our thinking and expectancy.”

‘...everything old usually
returns to being new again.”

With Positive Expectancy,
Y A
xé}!ff;;/gf—f‘*

deid Byrd
President, Leadership Management Institute

PSS

cult

wel

eec
I

vel-
hali-
Ave
bee
And
d th

As
SIS
are

duril
xed
eel
eel
rshi
e w




ORGANIZATIONAL LEADERSHIP LMI' JOURNAL

Using Power and Power is built over a period of time through multiple

complex actions and reactions between you and your tean

A“thOrity EffECtiVEIy members. It is primarily a function of your personal compe-

Empowerment of people is the overall goal of leaddfIce and credibility. While power is sometimes tenugus
within organizations today. Far from being a fad, empoﬁ-‘oI ﬂuc:ua;tmg, It ql(;es _tten_d t.? grow and stabilize as you
erment of workers at all levels is a means of coping w ffmonstrate your integrity in Its use.

challenges and problems. Empowerment means not,sd O"e" %nd autho_rti:]y are ext_rerrely impofrtant ?}‘?C. S€
2 . y provide you with a practical means for achieving
uch giving people power but recognizing the power th anizational goals through leading the effort and proquc-

have and unleashing it to help the organization oper

more effectively. To maximize empowerment of peopl vity of other people.

many of the traditional principles of power and authoriffiaking the Most of Power and Authority
are as applicable as they ever were. To increase your effectiveness as a leader and to increas

Authority and power are so closely allied that it e resources available to you in your position within the
difficult to discuss one without also discussing the otherganization, make the most of your power and authofity.
Leadership authority is often The goals you are pursuing in the
difficult to define precisely, but ' career area of life are highly impo
this definition fits most situa- tant, and they are advanced through
tions: Authority is the right the authority and power you exef
vested in a position to accom cise. Be sure that your career goals
plish the goals of the organiza W include specific goals for personal
tion through supervision of th e, growth and development. Authorit
time and effort of other people — and power are derived directly fror
and the enhancement of organ your personality and competence,
zational productivity through and are enhanced by your personal
motivation. growth.

Authority, then, implies that : Authority and power, wisely
you have a right to direct the activities of the group. Powesgd, are never dissipated. They are enhanced by practic
on the other hand, is based on the relationship leadad personal growth. A leader who uses authority and
typically develop with the members of their tedtower is power skillfully finds that team members are less likely|to
influence, derived from the respect and trust developedrégort to personal power plays or to develop opposing
an individual, and is based on relationships developed witlocks of power. Instead, team members are motivated tc
others. work cooperatively with others.

From the dawn of recorded history, the right to exerciseBoth authority and power are most effective when they
authority has been tied to ownership — ownership of laade least evident. In fact, authority has failed when power
property, or the means of production. Authority derivedust be used to enforce it. When your authority is respegtec
from ownership is delegated to leaders with the expectationdl fully recognized, you are able to function withqut
that they will use that authority to further the interests of tinwoking the use of power. You can, by your authority, gjve
owner. Thus, authority is inherent in your role as a leadgiirect order; but if, instead, you make a request accompa

Authority’s companion is power. No matter how muchied by an explanation, you build a reserve of goodwill and

-

else can give you that ability — it comes from within. Thavert exercise of your authority.
ability is what we call power. While power can be withheld The best use of authority and power is to use them to

via e-mail. It is possible for leaders to have authorignhance their contribution to the organization as a whple,
because of their title but to lack any real power to exercighile your power enlists their cooperation. As you help
it. Lack of power may be a result of the leader's ovteam members identify their own personal goals, you can
personal qualities, or waning influence may stem froemonstrate to them that increasing their productivity will
unrealistic constraints imposed by top leadership. enable them to move closer to their personal objectives.




LMl JOURNAL SUPERVISORY MANAGEMENT

i Avoid the temptation to re-
Impro‘"ng Results sp_ond to_e-mail, faxes, or /._-\
ThrOugh Better voice mail as soon as you i

s know about them. Your tele- "D
Time Management phone, faxes, and e-mail ar
s to help you reach your

Your success as an effective team leader and cogm. _
requires a wide range of skills, but one of the most import3HEINESS goals; use them t
is how you manage your time. The effectiveness of teHr advantage. .
activities in each hour of the day — not the number of h%FrSKeep the time required

you work — determines the results you and your work gr gg meetings to a minimum.
accomplish. nsider using a meetin

plannerfor the best use of

Maximizing Time Use time spent in meetings. Fo
Becoming more aware of the need for more effectiggch meeting, send out in

time management is the first step toward maximizing tif'mation on the agend
use. DGVG'Qp Creati\{e ideas that flt your own job situati¢thead of time so people will come prepared. Invite gnly
These basic strategies can benefit everyone: those who actually need to be present to achieve the pufpos
= Control accessibility to you/Vhen you have importantof the meeting. Send others a copy of the minutes or a rrem:
work to do, close your office door to discourage interrugnd do not waste their time by asking them to attend. $tar
tions. The “open door” concept means only that peopifeetings on time, and stop them on time. If more time is
should be able to get your help —to “open your door” —whegeded on important issues, set a date for another megtin
necessary. But an office door standing open invites pegglgore late arrivals as much as possible, and keep| the
to stop and chat for a moment. If it is closed, they assumeeting progressing. When attending meetings run| by
you are busy and think no more about it. Many leaders wetkers, be sure to know the agenda in advance so yol ai
in modular work stations or other open areas, so a cloggshared to contribute appropriately.

door is not possible. Find a system that works in yolliFocus conversations on actions and resifithile friend-
situation to set boundaries yet provide reasonable accagfiss is important, there is wisdom in keeping convefsa-
bility. An additional technique is to simply tell people thgons short. Focus on actions, not on philosophizing and
times you prefer to be available to them and the times ¥@j¢ializing. Self-control in conversations prevents counter-
prefer to spend on other work. _ productive excuse making, self-pity, gossip, “paralysig of
= Make “appointments” with yourself for completing yougnalysis,” or criticism. There is power in being brief.
work. Block off appropriate time periods on your calendar Cut outunnecessary paperwork and e-nailke memos,
and consider them “appointments” to do important wolltters, and e-mail concise, to the point, and clear. [Jse
Protect this time just as you would a meeting with the pers@fitten methods of communication only when a written
you report to or an appointment with an important cliefgcord is needed or whenever you consider them the mos
Callers may be told that you are not available but will retuffective method to communicate in a particular situatipn.
their calls after a certain time. Handle paper flow efficiently. Set a goal to handle each
m Control interruptions caused by telephone, e-mail, agkce of paper only once. If you have an assistant, dictate o
fax.If you have a receptionist or assistant who answers y@uiite an answer, attach a note on how to handle it, send it t
telephone, ask this person to hold your calls and give ygu file, or read and discard it. Place items that relatg to
messages to you all at one time. Reserve a particular t§pecific projects, meetings, or later events in an appropiate
during the morning and again during the afternoon to retggflow-up file so they will be at hand when needed.

all telephone calls. If you have a person to answer y@uiearn and use the principles of behavior modificatign:
telephone, teach this individual how to recognize importantientify a behavior you want to adopMake a persona
calls that should be put through immediately and howdemmitment to develop it. Plan small actions to practic
handle other callers politely and still protect your time. lising the new behavior. Choose ways to reward your

you answer your own line, do not let it control you. Allowyccesss Check progress regularly and make any neges-
your voice mail or answering machine to pick up if you aggry adjustments.

in the middle of focused work; you can return the calls whenimproved time management offers one of the quickest,

you come to a more convenient stopping point. Using e-maikiest, and most effective strategies for improving progluc-
or faxes may also minimize time spent on the telephofigity and increasing results.
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Designing Your Self- social acceptance is the need for self-acceptance, or

eg
= = and self-esteem need. In fact, the need for self-acceptanc
MOtlvatlon Program is largely the inward basis of the more easily obseryed

Self-motivation is absolutely essential to the developatward need for social acceptance. The basic reasoning

ment of personal leadership and the achievement of sseems to be that acceptance by others proves that you
cess. If success is defined as the progressive realizatiochaen a worthwhile value system and that your actions

ha\
are

your own worthwhile, predetermined, personal goals, thienbe trusted. As a result, you feel a confirmation of your

goals also play a key role in motivation. In your quest for teense of personal worth. Considered in this light, the ne

eds

development of personal leadership and success, youf@réoth social acceptance and self-respect are obviopsly

looking for a way to motivate yourself toward greatémternally motivated.
creativity, responsibility, and productivity. Without a planned Self-actualization or self-fulfillment needelf-fulfill-

self-motivation program, you risk becoming one of thoseent needs spark the search for continuous personal devel

who have boundless energy, initiative, and interest in litggment — for progressive realization of goals. But self-

but never seem to be able to settle down long enougliuttiliment needs are noticed only after other needs pre

achieve anything.
In designing your self-motivation pro e for your safety, or feel rejected, self-fulfill;
gram, itis important to understand the roFSS T ment seems unimportant. As a consequen
played by automatic or basic needs : the struggle to satisfy these more basic driv
controlling desires. Five broad basic neec dilutes and diverts energy from self-fulfill
first brought to general attention b ment and leaves this last, but all-import
Abraham Maslow, seem to be the univer need unsatisfied. The most successful pe
motivators of human behavior:
[1 Physical needs or biological require
ments.People seldom are conscious fq
any length of time of the primary physica
needs such as the biological requireme
for food, drink, air to breathe, and shelte
from heat or cold. Remember, howeve
that these primitive needs are extreme

need for self-fulfillment.

The Exchange System
In its broadest sense, all motivation

water, resort to cannibalism to avoid starving, or becomguitable exchange. Remember our definition of moti

frantic for air to breathe to avoid drowning. Physical neetilsn: motivation is a desire held in expectation with the

are important because only when they are reasonably sagdief that it will be realized. Though not obviously state
fied can we concentrate on meeting higher needs. the exchange system is definitely implied. Suppose,
[1 Safety or security needdust as biological needs arexample, you have a “desire” or need for food. The simp

moderately satisfied. If you are hungry, fear

based on an exchange system. Motivatipn
important. Human beings will kill to get requires at least the promise of a fair apd

ce,
es

t
le

have found satisfaction for all of the stron-
ger but lower human needs and can, there-
fore, devote more time and attention to the

S

a-

d,
for
est

rarely noticed, only in rare emergencies are safety neagproach to satisfying your need is to “exchange” work for

obvious. Safety needs come disguised in subtle forms likenger satisfaction.

the insistence on fair play, or a desire for the security of jobMotivation begins by discovering a need so strong that
tenure. But the only true security comes from your idedstriggers action. The process is most effective when the

attitudes, and values. A job, a salary, and a title are oattion carries some tangible or intangible evidence

of

symbols of security. You may have them all and still feekchange. You never get something for nothing, nor do you

insecure. Or you may lack all of them and still experienkeowingly give something for nothing. Accept and belieye

security. It is your attitude that counts. wholeheartedly in the principle and base your motivation

[1 Social or love need3he quest for social acceptance —fan a fair exchange.

belonging, for association, for friendship and love — is the Motivation must also be based on needs or desires. [You

need that prompts you to want a bigger home, a bigger aeg,never motivated by an appeal to a nonexistent need

an

more expensive clothes, and added money as symbolgoof are not likely to be motivated by an appeal to a higher
social acceptance. The social needs also include the dessszl when lower, more basic needs are yet unsatisfied

to belong to certain groups. Attempts to motivate yourself must always appeal to
[1 Ego or esteem need3losely associated with the need fadesires that are strongest at a given moment.

he
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Measuring Production While team performance is a valuable measuring fool,
each team member is still responsible for a portion of| the
and Performance organization’s monthly revenue. For that reason, mosi

In almost every workplace, the terms “production” aratganizations attempt to measure individual performance

with what, andperformancedeals with howProduction commitment. Capacity is a measurement of capabllity,
focuses on the output of an organization, peadormance rated on a scale of 1 to 10, with 5 as the average. Capabi
deals with how the organization is productive. ities include intelligence and experience. Commitment| on
Both production and performance are essential terthe other hand, is made up of an attitude, motivation,
to understand. You cannot adequately measure team @ed initiative. All these factors focus on the ability|to
formance or individual efficiency without them. Withougenerate action and produce something for the teamn] an
adequate measurement, there is neither an easy wayth®iorganization.
a sure way to tell if the organization is continuing to grow Measuring individual performance with the formula,
and move forward. That is why understanding thesapacity times commitment, means that a team member wit
terms is vitally important to orga- a low capacity and high commitment
nizational success. can still perform well. However, a tea
Methods of member with high capacity and lo
Measurement commitment may not necessarily b¢ a

Productivity is output divided mosjel of peak perforr-nance.
by input. For example, if a team’s Using Your Potential
output brings to the organizatio Think of your own innate potentigl
twice the revenue required to pro for making a contribution to thg
duce it, the team might be consid organization. On a scale of 1 to 10,
ered highly productive. Of course where would you rank yourself gn
if an organization expected a 10:1 the use of your potential? If you in-
return on its input investment, merely doubling that investease the percentage of your potential that you actjiall
ment might seem hardly worthwhile. use by just 10 percent, you may find that you can impfove

Performance measurements are highly dependent orf&sllts by 50 to 100 percent. This is known as the multiplie!
work environment and the previous experience of the orgffect —adding to the percentage of your potential you
nization. If a team or organization sees mediocre productigrmally use will multiply your productivity and enhance
ity as the norm, peak productivity might be more of y@ur performance.
surprise than anything else. Conversely, if the team isLeaders and organizations understand that increase
known throughout the organization for high productivitydsage of individual potential also increases the productjvity
anything less than that standard of excellence might réiééhe organization. The challenge is to effectively utilize
eyebrows among members of the leadership group.  team member potential.

Additionally, performance standards vary depending onThis is because increasing the utilization of team merpbe
the nature of the organization’s business. For example, ifigéential is something only team members can doj| the
company generates revenue by delivering a service, @ganization can only encourage the effort. Team member
measure of performance is far more important than #@o have learned to use more of their innate potential ar
measure of productivity. If the company delivers a produiferred to as self-motivated.
on the other hand, productivity is probably more importantEach of us is filled with abundant potential. But itf is
than performance. somehow easier to see the abundance in the world afour

Leaders and managers recognize two primary methgdsthan recognize the abundance of potential within jour
of measuring performance: team performance and irgglves. In fact, most people barely scratch the surface of th
vidual performance. Team performance involves a calcuients, abilities, and powers that lie within them. The rjeec
tion of revenue earned, divided by the number of te&@continuous improvement is why itis so important for you
members. High team performance involves a balancing @ié¢ your team members to rise to a new level of excellenc
between managing costs and increasing output. each quarter and every year.
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Bridging the Gap Between Potential
and Performance

Since 1966, Leadership Management Institute
has been bridging the gap between potential
and performance by helping organizations
and individuals evaluate their strengths

and opportunities through implemen-

tation of the unique and proven

LMI Process.

The LMI Process..

o Develops leaders who, in turn,
empower their people to use their
untapped talents and abilities.

o lIdentifies key areas the organiza-
tion should focus on in order
to reach the next level of success.

¢ Gives direction to an effective solu-
tion and delivers measurable results.

o Practices a 93 percent effective

leadership model. I

The LMI Processis designed around a Strategic
Development model with four vital components:

o Awareness o Development

* g
o Planning o Results Management. lll
LMI” tools and processes have been making a difference in organizatic "’"”"
and individuals for 40 years in more than 60 countries. LEADERSHIP mnmrm |,.5mmr.
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