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The LEAD360 Think Tank is a five-year 
undertaking, aiming to increase the prev-
alence and success of Black leaders with-
in the E-suites and C-suites of corporate 
America. It is understood that bringing 
about the necessary changes won’t hap-
pen alone; the process will require the 
collective action and sharing of ideas, 
strategies, and best practices of all the at-
tendees and their organizations. Togeth-
er, a cohesive community of motivated 
leaders—from different industries, ge-
ographies, and organizations—can drive 
meaningful change.

 Form a team of highly success-
ful and high-profile commercial 
and diversity executives.

Confirm the current relevance 
of previously observed obsta-
cles and solutions.

Explore current strategies to 
increase the number of Black 
leaders at middle and senior 
levels.

Create an introductory white 
paper with researchers inde-
pendently observing interac-
tions, processes, and strategies 
of the group.

Create a calendar of member-
ship interactions for the next 18 
months

Drive positive, disruptive 
change.

Think Tank Goals
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S U M M A R Y
MAGAZINE

REPRINT SERIES

LEAD360 is a global senior leader 
development organization. Our 
purpose is to increase the success 
of black senior leaders through 
training and career development. 
LEAD360 delivers premium learning 
experiences and talent connects 
through a community of high-caliber 
leaders and inclusive companies. Our 
training programs focus on Executive 
Communication, Business Financial 
Mastery and Leadership Development. 
Annually, we hold a combination of 
summits, roundtables, and master 
classes that are geared towards the 
professional development of black 
middle and senior leaders.

How Effective Leaders Cope with Crisis 
In a VUCA World and WYN Anyway

Leading change today 
presents a different dynamic

Agility is a must to move your 
business forward

Leading from within is 
becoming an essential skill set

Leaders must prepare for the 
challenges that come after 
strategic launch

Key Points
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This article was developed exclusively for the LEAD360 Magazine.

Karima Mariama-Arthur, JD

TM



LETTER FROM THE CEO

Dr. Eric Wynstin Walton, founder of LEAD360, 
sought out how to together create a sustainable 
effort that produces long-term results. Fortu-
nately, LEAD360 has engaged some well-recog-
nized thought leaders for their valuable insight. 
Game-changing executive leaders Cindy Kent, 
former unit president at 3M, and Rodney Gilles-
pie, president, South Africa at AstraZeneca, feel 
that to have truly significant results we must craft 
strategies and approaches that are courageously 
disruptive. Further, Dr. Lisa Coleman, senior vice 
president, Global Inclusion and Strategic Innova-
tion at New York University, and Dr. Tiffany Dot-
son, vice president of Global Talent, Leadership 
and Learning at Liberty Mutual Insurance, advised 
that our new think tank approach contain the fol-
lowing elements: 

E. Wynstin Walton, PhD

4
3 Inclusion of both senior commercial and 

diversity champions

2
1 A consistent yet expandable group

A five-year plan and corporate
commitment

A stream of cutting-edge publications 
(white papers, electronic documents, 
magazine articles)

CINDY KENT
BOARD OF DIRECTORS
BEST BUY

Kent has more than 25 years of experi-
ence across a variety of roles and seg-
ments of the health care industry. Prior 
to joining 3M in 2013, she worked at 
medical device maker Medtronic and 
pharmaceutical company Eli Lilly & Co.

PROGRAM LEADERS

DR. TIFFANY DOTSON 
VP, GLOBAL TALENT, LEADERSHIP 
AND LEARNING

LIBERTY MUTUAL INSURANCE

An executive development and lead-
ership scholar-practitioner with over 20 
years of experience, Dotson is a highly 
accomplished, results-driven executive 
leadership and organizational develop-
ment professional with proven ability 
to facilitate corporate and academic 
success.

DARRYL SMITH
SENIOR CLIENT PARTNER

KORN FERRY HAY GROUP

Smith is an executive within the leader-
ship and talent consulting practice with 
over 25 years of experience covering a 
broad range of professional roles. Cur-
rently, Smith is a specialist in the areas 
of diversity and inclusion, employee 
development, and employee engage-
ment.

LA'WANA HARRIS
GLOBAL DIVERSITY AND INCLUSION 
CONSULTANT

HEALTHCARE BUSINESS-
WOMEN’S ASSOCIATION

An inspirational leader and dynamic 
speaker, Harris is a Certified Diversity 
Executive, an ICF credentialed coach, 
and a global leadership development 
professional who has dedicated her ca-
reer to aligning performance with busi-
ness strategy.
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BACKGROUND 

Since the economic downturn of 2008, the number of Black executives has decreased significantly. Today, only a handful 
of Fortune 500 companies have a Black CEO. Various studies suggest that the road leading to E-suite and C-suite roles 
requires career momentum that is tough for Black executives to generate; few enjoy the journey. Those who are charged 
with addressing the challenges are finding it harder to determine fitting strategies and secure the resources necessary to 
implement them for real change in the downward trajectory. We hear announcements of more companies naming chief 
diversity officers, but we see less apparent cultural diversity. Still, we believe that when we develop and share game plans 
across industries, we win. We feel that taking a calculated approach over a three-to five-year period will transform the cur-
rent narrative and turn the negative trending to the positive.
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GeorGetown University’s McDonoUGh school of BUsiness offers master’s degree programs 
in business and leadership that match your schedule — daytime, evening, or weekends.

study on our campus in washington, D.c., or in a series of intensive modules around the world.

what truly distinguishes Georgetown’s McDonough school of Business are the people you will meet. our 
world-renowned faculty members are committed to an exceptional educational experience, and our students 
bring rich and varied backgrounds to every class.

if you understand the rewards of leadership and the value of knowledge, you will know why Georgetown 
Means Business.

 For more information, visit GeorgetownMeansBusiness.com

Behind These GreaT Walls 
 You’ll Join the Company of Great Minds
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WHERE DO WE 

WYN?
A Journey to Increase the Prevalence of
Black Senior Leaders Within the E-Suites 
and C-Suites of the Fortune 1000

E. Wynstin Walton, PhD, Tiffany Dotson, EdD, Dana Johnson, MS
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The LEAD360 Think Tank kicks off a five-year undertaking, with an aim to increase the prevalence and success of Black leaders within the 
E-suites and C-suites of corporate America. It is understood that bringing about the necessary changes won’t happen alone; the process 
will require the collective action and sharing of ideas, strategies, and best practices of all the attendees and their organizations. Together, 
a cohesive community of motivated leaders—from different industries, geographies, and organizations—can drive meaningful change.

In coming months, Fellows will continue working in small groups to develop solutions for implementing sustainable cultural changes in 
increasingly diverse organizations.  Armed with key insights generated during the think tank at Georgetown, the LEAD360 research team 
will guide the cohort of leaders in an examination of these concepts. 

PURPOSE
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Leaders gathered at Georgetown University on April 
26 and 27, 2019, for the LEAD360 Think Tank. The 
clear objective was to strategically accelerate the 
progress of some of the most talented people in cor-
porate America into positions where they can best 
move the organization. Twenty-four senior leaders 
(diversity officers and vice presidents) undertook 
the mission to understand and provide pathways for 
companies, diversity leaders, and the thousands of 
Black executives in the United States and on expa-
triate assignments.

During the two days of collaboration, the team of fellows focused on how to bring about changes to their orga-
nizations and industries over the next few years. The group reviewed prior work, provided additional insights, 
and charted a new path forward. To reduce bias in the study, the organization hired an outside research agency 
to observe the contributions, process, and lessons learned.

METHODS

In 2012, the research group of the National Executive 
Forum (NEF dba LEAD360) took on the task of under-
standing the landscape for Black middle managers 
and executives. This work began in collaboration with 
Cornell University and included one follow-up meet-
ing. The purpose of the first part of the Cornell project 
was to understand the major barriers to the success of 
Black executives. Not surprisingly, we found that ex-
clusion from opportunities, political bias, and micro-
aggression lead the list of unpalatable challenges to 
upward mobility. In addition, the group derived that 
more access to leadership development, sponsorship, 
and profit and loss responsibilities are likely compo-
nents of the roadmap for success.

The participants of the NEF–Cornell think tanks of 
2012 and 2017 stepped into the ambitious work of 
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exploring solutions to address the dilemmas of Black 
leaders within organizations, targeting the four most 
significant areas for potential change, or opportunity. 
The thought leaders identified the key challenges to 
the arriving and thriving of Black leaders at the E-suite 
and C-suite levels as follows:

 Access to profit and loss opportunities  

 Sponsorship, mentorship, and networking
 (organizational connectivity) 

 Access to executive leadership development 
 and coaching 

 Political bias, microaggression, and exclusion 
 (unhealthy culture)

3
2
1

4
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ACCESS TO P&L OPPORTUNITIES
The teams of 2012 and 2017 agreed that most higher-level oppor-
tunities for Black leaders exist in staff roles. Even when awarded 
C-level titles and compensation, the leaders are often expected to 
look successful with little staff, budget, or true authority. In addi-
tion, many of the think tank attendees believed that Black leaders 
who do attain P&L responsibilities often find it difficult to over-
come bias and the lack of executive sponsorship.

SPONSORSHIP, MENTORSHIP, AND 
NETWORKING
The opportunity here is to increase the presence and effective-
ness of formal programs for sponsoring emerging Black leaders 
in corporate America. Participants explored the topic with the 
understanding that sponsorship, mentoring, and networking are 
different from one another. Sponsorship is active advocacy for a 
protégé that involves leveraging personal political capital to pro-
vide opportunity and support for their success. Mentorship is the 
act of nurturing and guiding but is not as active as sponsorship in 
the level of support and advocacy. Finally, networking is making 
introductions and directing people to purposeful contacts, with 
little other involvement.

ACCESS TO EXECUTIVE LEADERSHIP 
DEVELOPMENT
Leaders increase opportunity in this area through establishing a 
pipeline of Black senior talent equipped with the developing or 
demonstrated key competencies of critical thinking, social and 
emotional intelligence, learning agility, and self-awareness. The 
pipeline requires moving talent in and then facilitating their flow 
from one stage to the next, until a candidate is ready to enter the 
senior ranks. However, the participants felt that high-level learning 
opportunities were not as accessible to diverse groups, especially 
at the levels of middle manager to early senior leader. Deeper 
conversation revealed that even when Black middle managers re-
ceive the financial support to attend a leadership development 
program, they may not receive the same level of political support 
or workload forgiveness.

POLITICAL BIAS, MICROAGGRESSION, 
AND EXCLUSION
The participants felt that Black leaders were being placed increas-
ingly aggressive and exclusive biased cultures not conducive to 
upward mobility for those outside of the in-group. The group also 
asserted that leaders who are able to read and understand work-
place cultures and to exercise choice in their own placement are 
fortunate, particularly if they do so before advancing to the senior 
level. To address this issue, leaders must learn how to identify bias, 
microaggression, and exclusion as well as adopt strategies to help 
navigate them, even if that means planning an exit.

PROPOSALS FROM THE 
CORNELL UNIVERSITY 
EXPERIENCE
The team worked to develop solutions 
that would directly impact the four areas of 
challenges. The collective agreement was 
that the beneficiary leaders could initiate 
most of the solutions and would not have 
to rely on their organizations to begin the 
groundwork. The group felt that this initial-
ly autonomous approach would increase 
the success rate of putting the solutions in 
action. Table 1 is a summary of the chal-
lenges and their associated organizational 
solutions.

Access to P&L
Opportunities

Challenge Proposed
Solution(s)

• Avail opportunities as the need 
  arises.

• Offer more stretch assignments 
  with predetermined sponsorship 
  and development opportunities.

• Establish pipeline relationship with 
   key organizations.

TABLE 1. 
NEF-CORNELL UNIVERSITY THINK 
TANK CHALLENGES AND SOLUTIONS

Organizational
Connectivity

Access to
Executive
Development

Unhealthy
Culture

• Create systemic knowledge-shaing 
   events among senior leaders.

• Establish communication with both 
   high performers and high potentials.

• Partner with executive education 
   at top schools, including HBCUs   
   with graduate programs.

• Partner with a wider range of 
   historically Black leadership organ-
   izations.

• Research, inform, plan, and act 
   on creating an unapologetically 
   inclusive culture.
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Darryl Smith, senior client partner at Korn Ferry, led a trust-building exercise, stressing the need for the attend-
ees to form deep, authentic, and meaningful connections that would allow each person to bring their full, true 
self to the community. To kindle thoughts on the think tank topic, Smith then described the context that CEOs 
of large organizations are facing and summarized some key questions that CEOs wrestle with regarding talent.

THE PROCESS

Before working together to craft solutions that address these big-picture questions as they relate to the expe-
riences of Black leaders in corporate America, the fellows examined the various challenges that these leaders 
face. This process involved reviewing the articles that had been assigned as pre-work, brainstorming to name 
specific challenges (later grouped into the categories of pipeline, leadership, incentive, and systemic), hearing 
a case study, pinpointing the crux of the problem, and deciding on which challenges to target.

Are we prepared
with the right talent?

What are we doing to 
attract and retain the 

right talent? 

Are we developing 
our talent?

Machiavelli said it best: “It ought to be remembered that there is nothing more difficult to take in hand, more 
perilous to conduct, or more uncertain in its success, than to take the lead in the introduction of a new order 
of things. Because the innovator has for enemies all those who have done well under the old conditions, and 
lukewarm defenders in those who may do well under the new."

DRIVING CHANGE

Convey a sense 
of urgency.

Wield some 
degree of 
leverage 
and control.

Using an enhanced methodology, the Georgetown Fellows worked to understand how we can expand and 
enhance the landscape for Black senior leaders. Prior to the meeting, fellows received literature to review and 
pre-work assignments to complete. During the meeting, time was scheduled to discuss focused scenarios. As 
mentioned previously, LEAD360 enlisted a research partner to memorialize the contributions and present ad-
ditional insights.  

THINK TANK 2.0: LEAD360 AT GEORGETOWN UNIVERSITY

321

Garner support from 
others by communicating 
why change is important 
and necessary by sharing 
our lived experiences.

Identify those 
who are at risk 
of loss and show 
them compassion 
and empathy.

Smith paraphrased this fitting quote to launch an examination of how to overcome the obstacles of executing 
organizational transformation. The fellows recognized and discussed several critical elements of action for re-
ducing resistance to change, summarized here:



LEAD360 THINK TANK at  GEORGETOWN UNIVERSITY | SUMMARY 2019

The think tank group then stepped into the ambitious 
work of exploring solutions to address the dilemmas of 
Black leaders within organizations, targeting the three 
most significant areas of potential change:

The fellows split into three work groups to further ex-
amine the areas and propose actionable solutions to 
address them, which are discussed and summarized in 
the next three sections.

ACTIONABLE SOLUTIONS
Work group participants built on previous think tank 
discussions that recognized the critical need to focus 
on the various levels of connectivity—sponsorship, 
mentorship, and networking. Moving beyond nam-
ing the challenge and laying out basic proposals for 
change, the fellows brought their own experiences and 
insights to propose a set of actions, described below 
in Table 2. The ultimate desired result is an increased 
number of Black executives in corporate America who 
feel connected, supported, and engaged.

INCREASE CONNECTIVITY

TABLE 2. 
LEAD360-GEORGETOWN UNIVERSITY 
CONNECTIVITY ACTIONS AND RESULTS

Create a cross-industry re-
source on how to sponsor Black 
leaders.This is a set of tools 
that provides understanding of 
what sponsorship is and how it 
plays out in an organization. This 
resource could include an online 
curriculum, books, articles, 
influential videos from expert 
speakers, visiting speakers, and 
more.

Proposed Actions Expected Results

Robust and tangible 
action plans for spon-
soring Black leadership 
talent

Create a pledge for c-suite 
leaders to network with Black 
leaders in their companies. The 
pledge, based on other types of 
such agreements, creates posi-
tive pressure on executives. 

Expanded visibility 
and exposure to Black 
leaders

Engage sponsors and protégés 
in training on self-awareness 
around unconscious biases.

Empowerment in recog-
nizing how race shows 
up at work and access 
to tools that support 
how to talk about race

sponsorship, mentorship, and 
networking

executive leadership development

political bias, microaggression, and 
exclusion

Page 9 | Where Do We WYN?
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Both organizations and individuals have responsibilities in estab-
lishing and maintaining the pipeline flow. Organizational responsi-
bilities include disciplined processes for recruitment, development, 
and measurement. Recruitment and development of talent result in 
pipeline flow, whereas measurement of progress is necessary for ac-
countability. Individual responsibilities involve taking ownership for 
personal development and growth, which includes seeking out men-
tors, creating opportunities for exposure, being comfortable with the 
uncomfortable, asking for feedback and coaching, learning the indus-
try, understanding the organizational context and the unwritten rules, 
and figuring out who is winning in the organization and why.

A second think tank work group developed and defined a series of 
stages through the senior leadership pipeline, proposing an accom-
panying approach for each stage. The fellows aimed to construct a 
well-defined process to decrease subjectivity and keep talent on track. 
The progression begins when an emerging leader enters the leader-
ship pipeline and ends when the individual is ready for promotion to 
a senior role. The fellows suggested tools and resources as well as 
connections and collaborations for those navigating the pipeline:

DEVELOP THE PIPELINE

STAGE 2 | “On-track” to becoming a senior leader
Continuous development and exposure are the focus. Organizations 
can engage in readiness asessments to provide both qualitative and  
quantitative data on each candidate’s readiness. Organizations provide 
mentors, coaches, and sponsors for talent on the verge of being ready.

STAGE 0 | Unaware of senior leadership opportunities 
Even before entering the pipeline, the goal is to build awareness of leader-
ship opportunities. 

STAGE 1 | Aware of senior leader aspirations
Career development becomes more intentional. The organization has 
clarity, rigor, consistency, and discipline for promotional decisions.

STAGE 3 | Existing and ready now
Ongoing development continues, including executive coaching, 
along with further exposure to senior leaders in the organization.
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BUILDER, 
CHANGE AGENT, 
INNOVATOR

Stan Blackwell is known by the 
LEAD360 executive team as a 
game-changing thinker. Stan brings 
a wealth of knowledge from his nota-
ble experiences in creating high-per-
forming talent communities and 
building effective teams. Stan suc-
cessfully ascended from talent ac-
quisition consultant to senior direc-
tor, Executive Search and Strategic 
Acquisition, at Medtronic. Currently, 
he serves as executive director of 
Global Talent Communities at Gilead 
Sciences. Stan’s spirit of excellence 
in leadership enriches our executive 
community and permeates our en-
tire organization. We are fortunate 
to have him as one of our Think Tank 
Fellows.



Following the work group’s presentation, participants shared 
several observations centered around providing managers with 
tools and training and improving performance review systems 
and processes, all of which result in emerging leaders receiv-
ing much more specific and actionable feedback. Also debated 
was whether it is realistic that individuals be more proactive in 
managing their own advancement while still having to answer 
to the demands of delivering exceptional business results. Ulti-
mately, the participants concluded that both systemic changes 
and individual advocacy are necessary.

The challenge is to shift the culture of organizations and cre-
ate more inclusive environments to bring equity to all leaders, 
subsequently increasing the well-being and reducing the attri-
tion of Black leaders.The work group examined the three areas, 
citing examples to illustrate, critical questions to address, and 
potential solutions for each.

SHIFT CULTURE
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Political Bias

Area of Focus Critical Questions Potential Solutions

Microaggression

Exclusion

How do we share infor- 
mation about unspoken     
norms and biases?

How are we educating   
leaders about these 
biases? 

Provide tip sheets on uncon-  
scious biases that can be used  
by leaders when making talent   
decisions.

Give organizations and Black 
leaders language to use when  
bias is happening.

• Build relationships to create familiarity, comfort, and trust.
• Provide tools for dealing with microaggression.
• Create a common language.

• Take a global view to create leadership opportunities for all 
   people of color, not only Black leaders.

• Increase execution of visions for diversity, inclusion, and 
   opportunity, especially in the “messy” middle of organiza- 
   tions, where implementation is often lost.

• Train leaders on what to look for in promotion conversa-
   tions. Alternatively, ensure that an enlightened person is 
   present during talent conversations.

• How do we create more inclusive environments?
• How do we create a feeling of belonging?
• How do we show appreciation for and value the  
   uniqueness of each individual?

• How do we shift the culture?

• How do we educate hiring managers on the work 
   realities faced by Black leaders?

Which specific biases  
keep Black managers out     
of leadership roles?

How do you change the 
culture when the power   
structure is set up to mar- 
ginalize Black people?

Provide forums for 
discussion.

Create boot camp 
workshops.

TABLE 3. 
LEAD360-GEORGETOWN UNIVERSITY CULTURE QUESTIONS AND SOLUTIONS
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Other thoughts from the seasoned leaders were welcomed 
and encouraged. Throughout the think tank session, partici-

pants posted ideas for solutions on a flip chart under the cate-
gories of people, process, or miscellaneous. These results were 

compiled for further exploration and possible application to al-
ready identified or new areas of challenge.

THINKING BROADER

Our post-mortem observations included inputs beyond the respective 
team inputs. The organization aimed to better understand the attitudes 

and approaches of today’s business leader. Further, we sought to under-
stand how to frame the problem. Last, we intended to gather information to 

outline how we might advance a system of meetings, workshops, and publi-
cations that can create disruptive, positive change. This section discloses four 

top-line observations, with more to come in our Phase II white paper.

This lesson is perhaps the most impactful, as it frames the way the think tank 
will structure its workstreams. After listening to the challenges of this cross-in-

dustry team of senior line and staff leaders, we discovered that the challenges 
are viewed differently by those who work from each corporate vantage point. 

Therefore, our solutions, presentations, and publications strategy must speak to 
the C-suite, E-suite (departmental), and individual executive levels.

Increasing the prevalence and success of black senior 
leaders occurs on three distinct levels.

a. What strategies for inclusion and diversity are most 
   effective?
b. Are the inclusion initiatives adequately funded to meet 
    objectives?
c. How do we represent all diverse groups?
d. From where do we source more elite talent?

a.    How do we provide authentic sponsorship?
b.   Do Black executives have the proper funding     
     and support to be successful in their roles?
c.  Are we providing ample leadership development 
    opportunities?
d. What opportunities are we ensuring for career
    acceleration?    

a. What is the relationship between culture and the bottom line? 

b. How are we maximizing talent opportunities?

c. What is bias costing us?

d. How do we communicate our inclusion goals?

The Corporate 
Executive

Decisions at this level empha-
size the financial importance of 
having an inclusive culture for 
Black leaders, with the follow-
ing key questions to consider:

The Commercial Leader and
Diversity Champion 

General management-level decisions are 
geared toward both departmental success 

and corporate alignment. Leaders at this lev-
el should consider the following key questions: 

The Individual Executive
Here, an organization creates a linear focus on its 
slate of high-performing and high-potential ex-
ecutives. Decisions here primarily focus on fund-

ing, development, opportunities, and networking. 
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LESSONS LEARNED



We ran short of time. On a positive note, we now have 
the opportunity to present some of the impressive 
pre-work during the next phase of our connection. 
Of note, our next full think tank session will require 
a 2.5-day live commitment, with a system of smaller 
meetings and virtual connections to yield pre-defined 
results.

It takes more than 1.5 days to conduct
a think tank.
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When synthesizing the prior work, works cited, and 
new insights, the researchers were better able to un-
derstand the enormity of the challenge. As a result, 
a new way of looking at the problem emerged. In 
assessing the described challenges, we decided to 
frame our work with a 5-year strategy. The new frame-
work overlays the aforementioned three levels of the 
organization with desired outcomes. This method 
will allow for the measurement of incremental growth 
through statistics and surveys, instead of setting out 
to boil the ocean.

We need a realistic framework for 
changing the trajectory.

NEXT STEPS

Organizational Levels

Desired Outcomes

TABLE 4. WYNNING SOLUTIONS-BASED FRAMEWORK

Corporate

Departmental

Individual

Challenges/Solutions

Challenges/Solutions

Challenges/Solutions

Highly developed leaders

Challenges/Solutions

Challenges/Solutions

Challenges/Solutions

Increased P&L 
responsibility

Challenges/Solutions

Challenges/Solutions

Challenges/Solutions

We had the opportunity to hear the candid opinions 
and revelations from representatives of different cul-
tural groups during our discussions. This forum al-
lowed for frank dialog on tough topics, with partic-
ipants walking away from the meeting in a greater 
space.

A culturally diverse team that focuses on 
only one cultural group can be effective.

The LEAD360 Think Tank wrapped up having met the 
aim of connecting the team, scrutinizing the state of 
black corporate executives, and executing the first 
step of the long and involved process to effect change. 
In the upcoming months, LEAD360 will illuminate the 
team purpose, develop white papers from the data 
collected, and initiate a strategic planning process. 

The valuable contribution of the think tank leaders 
will be compiled along with information from previous 
work. All data will then be cross-referenced with our 
research team and other executives who lead in simi-
lar spaces. LEAD360 is currently contemplating strate-
gies for the publication of the think tank proceedings 
and results, presented in various print and video for-
mats.

Over the next several months, the LEAD360 Think Tank 
will lead the fellows and adjacent researchers through 
a series of proprietary engagements consisting of vir-
tual and live planning meetings. These meetings will 
occur on a quarterly basis with explicitly defined goals 
and agendas for each engagement. The outputs will 
create near-term benefits for the fellows while adding 
greatly to the body of practical, actionable, and ad-
dressable knowledge. The intent is to then apply this 
wealth of knowledge contributed from superbly ex-
perienced and dedicated leaders to make real move-
ment on a real problem. 

Stay tuned.
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Increased opportunity and 
placement
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Our thought leaders challenged LEAD360 to take a bold and truthful look at the current landscape and develop 
strategies based on strength, not desperation. As a result, our new think tank strategy builds not only from the 
work of prior teams but also from hard-hitting recent literature that brings living color to todays’ challenging en-
vironment for Black senior leaders. These articles speak truth without fear of the unpopularity that plagues most 
real efforts to address the lack of Black executives. Listed in chronological order is a summary of each work:

LITERARY FOUNDATIONS

“The Truth About Mentoring Minorities: 
Race Matters” (2001)

A disruptive environment calls for self-disruptive leaders—those who can ADAPT (anticipate, 
drive, accelerate, partner, and trust) in the face of volatility, uncertainty, complexity, and ambigu-
ity. In a global examination of leadership in 18 key markets, Korn Ferry determined that only 15% 
of current leaders are self-disruptive. Companies must shirk the traditional ideas of leadership 
and begin to develop talent who can drive business performance through continual transforma-
tion, innovation, and connection.

“Rising African American Leaders: 
Challenges for a New Generation”  

(2006)

“Charged Up: The Value of Discre-
tionary Energy in the Workplace and 

How to Harness it to Achieve 
Superior Performance” (2016)

"LEAD360 Summit” 
(2017)

“The Critical First Year: What 
New Chief Diversity Officers 

Need to Succeed” (2017)

“The Self-Disruptive 
Leader” (2019)

The theme of mentoring arises often in the solution toolbox. Here, Dr. David 
A. Thomas discusses why it is imperative that Black talent be mentored differ-
ently than White talent. A three-year, in-depth study steeped in both anecdotal 
and data-driven evidence, his research parses into stages the differences in the 
career trajectories of Black and White leaders and explores the challenges of the 
critical work of mentorship.

This report is a writeup of a town hall meeting made up of eight Black leaders 
of varying levels of experience representing the public and private sectors and a 
vocal audience who provided additional comments about the challenges facing 
younger leaders. The group also addressed answering the challenges with three 
areas of focus: 1) mentorship and sponsorship, 2) development to drive perfor-
mance, and 3) examination of social issues that affect Black people.

Recognizing that some employees choose to work harder than they need to, Korn Ferry 
has created a model that depicts how even a fraction of an increase in this energy could 
transform an organization. The two components of the model are Organization Enablers 
(how organizations shape the environment through purpose and vision, choice and fo-
cus, and accountability and fairness) and People Drivers (how organizations get the right 
people doing the right things through clarity, capability, and commitment).

Highlighting the outcomes of a think tank deep dive into the issue of the lack of Black 
corporate leaders, this article covers not only the what but also the how for changing the 
narrative. Attendees shared their common experiences in the business world, including 
sometimes feeling isolated and fearful, but agreed that talking and acting together brings 
strength. The crux of the work involved holding up each category of challenges against a 
vision for 2020, with participants sharing ideas on solutions for bridging the gaps.

This report summarizes the findings of an online survey to 81 chief diversity officers in higher 
education, healthcare, and academic medicine. Brimming with thoughtful advice and insight-
ful quotes, the subjects emphasize the need for support from the top and a firm plan for 
CDOs to effectively carry out the critical work of creating a culture that values and maximizes 
institutions’ most important asset.

This article profiles five Black men from various backgrounds and experiences who 
found themselves in the same predicament—unemployed. Supported with national 
statistics from past years and proposed reasons for the disheartening numbers, the 
piece includes the story of an accomplished Black executive who was let go and then 
struggled to find a new position as he observed four White counterparts’ return to the 
workforce within months.

“For Black Men, A Permanent 
Recession” (2014) 

Author Michael Hyter, a business leader with over 30 years of experience in the corporate realm, 
calls for change in the disparate instances of development and advancement experienced between 
Black and White leaders in the workplace. To accomplish this change, he believes that businesses 
and their Black leaders must work together to call out the biases leveled against the success of its 
Black leaders. The bottom line of companies, in turn, would be rewarded as they eliminate obstacles 
to free up a largely untapped resource.

“The Black Executive’s 
Truth and What We 
Can Do About It” 

(2019)

This article highlights the professional stories of younger people who chose to leave the corporate 
world behind to forge their own paths. It also discusses the reasons why this switch is occurring more 
commonly in today’s climate of bias in the corporate setting and opportunity in independent careers. 
To address the need for organizations to put diverse and inclusive leadership teams in place even as the 
pool of high-potential Black leaders is shrinking, a call is made for a multicultural approach to business 
strategy that allows Black talent to feel valued, heard, and connected.

“Why African Amer-
ican Talent is Opting 

Out" (2019)
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