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Introduction
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The Dream Team
The roster of the 1992 US men’s Olympic
basketball team included Michael Jordan,
Larry Bird, Scottie Pippen, Charles
Barkley, Magic Johnson, Patrick Ewing,
and Karl Malone. 
 
Individually, each of these players were
some of the greatest all-time players in
the sport, and as a result they were
nicknamed the “Dream Team” long
before they had proven themselves
worthy of the name. 
 
In fact, in their first month of practice,
these basketball superstars found
themselves losing to college players in
scrimmage games. 
 
Making the adjustment to working
together as a team changed their game.
Once they committed to learning how to
play with each other, rather than playing
as individual superstars that happened to
be working together, they achieved
phenomenal results. 
 
They dominated the Olympic
competition, scoring over 100 points in
every game, and they brought home the
gold medal.

Would you rather have a group of
amazing individual players, or a team
that works together to consistently
deliver results? Most leaders know
that a high performance team
provides greater results than a group
of star individuals. As Michael Jordan
famously said, “Talent wins games, but
teamwork and intelligence win
championships.”
 
Is it any wonder then that leaders at
all levels of an organization strive to
put together high performing teams
that can achieve large company goals?
Or why 90% of investors consider the
effectiveness of the management
team to be the most important
nonfinancial factor when making a
decision to invest in an IPO? Or why
there is a nearly 2% increase in the
likelihood of having above average
financial performance in organizations
defined by a top team working
together toward a common vision?
High performance teams produce
higher quality output at least 80% of
the time.
 
The importance and impact of a high
performance team cannot be
overstated. As a team leader, you will
set the strategic direction, create the
plan, and organize the players. 



To drive performance as you move forward, you’ll need to be aware of the
member’s needs, mentor and coach them, acknowledge performance and
contributions, and resolve problems. High Performance Teams achieve higher
quality output with greater buy-in and fully engage the hearts and minds of
employees.
 
While creating and sustaining high performance teams isn’t an easy task, as
you can see, it is a worthy and accomplishable goal. In this guide, we share the
philosophy and process we use at Stewart Leadership to help leaders create
and maintain high performance teams.
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Moonshot
An off-the-court example of the power of teams can be found in NASA’s Apollo 11
mission, the one that put a man on the moon. Spurred on by John F. Kennedy’s 1961
proposal that the “US should commit itself to achieving the goal, before this decade is
out, of landing a man on the moon and returning him safely to the Earth,” nearly 400,000
worked to make the moon landing possible. 
 
Scientists, engineers, technicians, and astronauts worked together to achieve an historic
and unprecedented victory. By 1969, Apollo 11 delivered three men to the moon and
brought all of them back home. The great leap for mankind Armstrong referred to was
made possible by large numbers of individuals working together to achieve something
that had only been dreamed of before.

What is a High Performance Team?
While creating and sustaining high performance teams isn’t an easy task, as
you can see, it is a worthy and accomplishable goal. In this guide, we share the
philosophy and process we use at Stewart Leadership to help leaders create
and maintain high performance teams.
 
High performance teams are characterized by consistent growth - growth in
the organization, in the team, and in the team members. This growth
demonstrates that the team is setting high goals and then working together to
do what they need in order to achieve them. These teams are proactive rather
than reactive; they plan ahead for hurdles and can be nimble in meeting the
needs of the business because they are focused on the mission instead of
being distracted by emergencies.
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Other characteristics of a high performance team
include:

In the most amazing teams, the individual accomplishments matter, but the
entire team is focused on sharing the credit equally, regardless of what work
each individual put into the project in order to achieve the goals. These teams,
and their leaders, understand that while individuals can be stars in their own
right, the team’s performance doesn’t depend on personnel - just ask Vince
Lombardi!
 
You cannot simply hire your way into a high performance team. You must build
it, nurture it, and maintain it by creating purpose, engaging positively, and
communicating constantly.

Excellent and consistent performance results
Good communication and information sharing
A welcoming of diverse perspectives
Growth of new business opportunities
Processes, structures, and systems aligned to business strategy
Respect for others is an essential part of the culture
Team members have high involvement and investment in the outcome
People are empowered by their leaders
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The Three Pillars of High Performing
Teams
Isn’t it fascinating how the results of teams of professionals can range from
completely disappointing to stunningly exceptional? Whether it is a team at
work, in athletics, at a school or university, or somewhere in the community,
teams results are all over the place. 
 
Over the past four decades of working with teams of all sizes and levels of
responsibility, we have identified three pillars that make the difference
between poor, mediocre, and successful teams. Purpose, Positive Engagement,
and Communication. We have found that if any one or more of the three
pillars are missing, the team will either fail miserably or, at best, perform well
below its potential.

Watch John Parker Stewart demonstrate how the three pillars work together

Pillar One: Purpose
Any team requires a purpose. Without a purpose or a mission, there is no
reason to have a team because there is no goal to achieve or target to hit. 
 
It seems to make intuitive sense, but all too often we have worked with teams
that did not share a common purpose, but rather were full of individuals who
brought their own agenda to the team. This is particularly prevalent in
executive teams as each member of the team is concurrently leading efforts
within the department they run to meet goals there. In our experience, it takes
deliberate action to pull executive teams together and it always starts with
defining a shared purpose for the team, and the business.
 
A quick test to determine whether or not your team has a shared purpose is to
simply ask them. If each member gives roughly the same response, and one
that is not generic like, “greater profits” then your team likely has a shared
purpose. If you find your team seems to lack purpose altogether or even a
strong sense of a shared purpose, take this moment to get their input. People
tend to support what they help create.
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But purpose goes beyond just having an ideal everyone is striving toward.
Purpose includes an understanding of how the roles and responsibilities of
each team member contribute to the achievement of the mission - a lesson we
can learn from great blue herons. A powerful sense of purpose helps prioritize
individual goals and imbues even the dullest of tasks with some sense of
meaning.
 
One of the most powerful side effects of having a strong sense of purpose is
the willingness of individual team members to forgive one another for having a
bad day. When every member of the team feels like they have a reason to be
on the team that is bigger than themselves, then the grumpiness or quirks of
coworkers feel smaller and are consequently forgiven faster. As everyone on
the team feels a sense of ownership for the results, the tendency to get
derailed by drama is thwarted, after all, who has the time to focus on
something small and petty when the mission matters more?

Pillar Two: Positive Engagement

Teams that exemplify “Positive Engagement” are those that hold the belief that
together we can achieve more than any one of us alone. They are filled with
individuals ready and willing to invest in the team and it’s output.  Positive
engagement - with the purpose, with each other, and with leadership is a
critical, non-negotiable element of every high performance team. 
 
Unfortunately, it’s also the part of team building that causes most leaders to
trip up because many managers or team leaders operate under the belief that
they don’t have time for this kind of stuff - because this is the kind of stuff that
feels softer or fluffier. It may be a wine and cheese night, a pizza party, or a
brown bag lunch to explain what the purpose is all about. 
 
Your willingness to invest your time into getting to know the team and build
relationships with, and within, the team is directly correlated to the level of
investment your team will have in the purpose.
 

It takes ten hands to make a basket ~John Wooden
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Pillar Three: Communication
Once your team has a shared sense of purpose, and each member is positively
engaged, then you must tackle the challenge of ensuring it stays that way.
Perfecting your communication game is the key to keeping your team engaged
and committed to the purpose. 
 
Creating a high-performance team, whether a brand new work group - or most
commonly working with an existing team - is as much a change management
effort as it is a team building endeavor. John Kotter, one of the world’s
foremost experts on change, notes that in order to obtain and maintain
commitment to the vision or purpose, one must continuously and effectively
communicate the vision. As you lead your team, keep these elements in mind:
 
These three pillars are foundational to building a high-performance team.
Without them, it is unlikely you will be able to unlock the full potential of your
team.  Once you have established this foundation, know that it is critical to
your overall success to build a richer understanding of communication. At its
best, communication facilitates the creation of meaning together, establishing
roles, responsibilities, and operating rules which become important
mechanisms through which team identity, team systems, and team structures
are dynamically created and lived.
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Building a High Performance Team

Now that we have defined a high performance team, and have a solid
understanding of the three essential pillars, how do we go about building this
team?
 
Before you can begin any effort to build your team, you must honestly
evaluate the teams current state to determine if they are in a state of complete
chaos, stability, or already in a high performance state. 
 
Too often teams put together at work would never be mistaken for a real
team. Most often, teams exist in a state of barely controlled chaos.  They are in
fact just a loose group of individuals, each doing their own thing and rarely
working together
 
Chaotic teams are notable for their lack of consistency. One day they may
provide top-notch work, but the next few deliverables are underwhelming. If
any of these traits sound familiar, your team may be operating from chaos.
 

Inconsistent results; unreliable
Lack of clear direction and goals
Constantly shifting priorities 
Reactive, short term focus
Noticeably absent processes, structures, and systems
Unclear policies and procedures
Lack of collaboration within the team
Inadequate or unclear people and resources
Complaining, drama, and personal conflict

Characteristics of a chaotic team:



If this sounds like your team, you must accept that it will take time to shift this
team into a high performance mode, and you need to set your goals
accordingly. This must go beyond setting goals within the team, it needs to
apply to every goal your team is asked to achieve. Far too often strong,
promising leaders fail to deliver because they underestimated the amount of
effort required to shift their team out of low performance. Know that moving
the team to a stable foundation will take time. This is a great resource to get
started. 
 
If your team does deliver consistent results, you may be working with a team
that is in a state of stability. If so, you may look around and think that your
team is doing pretty good, but you might sense that something is missing, and
if you could just figure out what that is you would be able to dramatically
increase your performance. 
 
If this sounds like your team, know that you are halfway to creating a high
performing team, and that you can shift into higher gear by taking specific
actions that will get you there.
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Consistent performance results
Processes, structures, and systems in place
Adequately resourced
Clear goals and direction
Consistent priorities
Well-defined procedures and policies

Characteristics of a stable team:

Once you know what state your team is currently in, you can begin to
formulate a course of action that will shift/move your team into a high
performance state, but you cannot solve the problem until you take the time to
define it.
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The Role of a Team Leader

Leading a team, and especially leading a high performance team, is a privilege.
Once you become a leader, your personal behaviors become integrated with
your professional position. In a sense, you are always on stage. Your team will
be watching you, scrutinizing your actions to see if you actually uphold the
values you espouse. 
 
That can be a lot of pressure. If you aren’t up for it, take a moment to consider
whether or not you want to be a leader. 
 
Assuming that you are not only ready, you feel, in some sense, called to a
leadership role, then know you must be the model for the behaviors and
operating principles you require of your team. If you need them to trust each
other, you must start by trusting them. If you need them to respect each
other’s roles, you must demonstrate what that looks like. Your attitude toward
opportunities, challenges, and everything in-between sets the tone for the
team. Make sure it is the tone you want everyone to have.

Maybe a picture somewhere
on the page?

A leader’s attitude cascades through the team as either an
inspiring waterfall or a crushing lava flow. ~Daniel Stewart
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Develop and Strengthen Trust
All relationships, whether at home or at work, are built on trust. If you want to
perform together, then you need to be able to depend on each other. Military
psychologist Patrick J. Sweeny devised a set of surveys used to track trust in
military units as they were engaged in real combat during the fight for
Baghdad in 2003. He found that three major components; competence,
character, and caring, were vital to create a trusting relationship. When all
three elements were present within a unit, the group was more effective, had
higher morale, and increased willingness to “give it their all.” These same
components apply to organizations of any size or industry.

Competence
Your team must be able to count on you and their team members to do their
job well. If there is doubt in one another’s competence, then your team will
turn away from working together and begin focusing on individual goals to the
detriment of team goals. Focus on hiring team members that have the
knowledge and skills required to complete their tasks, and if you notice a skills
gap, address it immediately with additional training.

Character
Your team members need to be able to respect you and each other. Seek out
individuals who have integrity, who have a high degree of reliability, and who
display loyalty. Highly skilled team members who act disrespectfully or shirk
their responsibility weaken a team. If you see this behavior you must deal with
it as soon as you notice it, and replace that team member if the behavior does
not change.

Caring
Genuine caring and a clear, heartfelt commitment to doing the right thing for
each other is what most of us think of when we think about building trust - and
there is a good reason for that. Teams that show each other empathy, check in
with each other, and openly discuss risks and impacts are a pleasure to be a
part of. This type of caring often develops once the other two c’s have been
demonstrated to be in abundance. Provide opportunities for your team to get
to know each other, and encourage open discussion of risk. Ask your team
members to demonstrate empathy by having them describe the impacts of a
result on all parties.
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Create and Agree to Operating Principles

This is the moment you and your team decide HOW you are going to work
together. What are the specific behaviors your team is agreeing to, and how
will you hold each other accountable for this work?
 
We have found that a short series of team building activities with an emphasis
in participation is the quickest way to establish operating principles.

Some examples of operating principles we have
seen successfully deployed include:

Articulate the vision in terms that
address the “why” and how it
applies to each individual team
member so all are inspired and
engaged.
Don’t accept the status quo. 
Validate data, challenge
assumptions, and assess risk.
Make decisions based on alignment
with strategy.
Invite and respect active diversity of
thought without retribution. 
Encourage active debate in private;
display unity of purpose in public.

 

Display passion and urgency to
accomplish objectives.
Follow up on actions to ensure
completion and/or course
correction.
Develop ourselves and our people.
Manage conflict and disagreement
in open and healthy ways.
Be respectful, build trust, and keep
confidences.
In a timely manner, communicate
decisions/actions with affected
stakeholders to build and maintain
trust within and/or outside the
team.

Space for an image



These operating principles form the basis for expected behaviors from
everyone on the team.  These rules are both aspirational and also reality-
based.  They inspire and inform what behaviors to avoid and what behaviors to
embrace.  They also provide a common language on which feedback can be
given to each other on the team to promote clear accountability of living the
team principles.
 
Once you have developed and agreed to operating principles, use the
document as a guide to hold yourself and your team members to this
standard. Solicit feedback on your behaviors and whether or not they live up to
and exemplify the behaviors associated with your operating principles.
Encourage each team member to call out good behaviors and candidly discuss
the bad in each other.
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How to create operating principles and achieve
buy-in:
 
 
Divide your team into groups of 5-7 people (or 2-3 depending on the size of your
team). 
 
Ask them to develop a list of operating principles they will use to guide their
team forward through a series of team performance activities. 
 
After each activity, let the groups edit and add to or edit their list of values so they
can perform better in the next activity. 
 
After 2-3 rounds, the teams should have a strong list of behaviors that work. 
 
Bring the whole group together and have each team share the 1-2 principles that
mean the most to them. Capture these on a whiteboard or flip chart so everyone
can refer to them. 
 
Encourage an open conversation to narrow down the list to the essentials. 
 
Post this list somewhere visible to your team. Please note - this is not a list
developed to create operating principles for the company. It is team specific and
will be a tool that can be used to hold yourself and others accountable. 
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Knowing what you are expected to do, and what you can count on your team
members for, are critical in keeping employees happy and engaged while
forming a high performance team.  This is more than general team rules or
operating principles.  This clarifies functional and technical responsibilities for
initiatives, budgets, and day-to-day activities.  It also clarifies who needs to be
informed or consulted about certain topics or decisions and who has single or
shared decision making authority.
 
Within the US Forest Service, there is an elite group of wildland firefighters
known as, "The Hotshots." Every Hotshot Crew consists of 20 of the most
highly trained firefighters in the nation, each prepared to battle the most
serious  fires. These incredible teams provide an example of how powerful
clearly defined roles and responsibilities can be.
 
No wildfire is routine, and The Hotshots deploy to the hottest parts of a fire in
order to create firebreaks by digging trenches, constructing lines, and clearing
brush from encroaching fires. Working this close to something as deadly and
unpredictable as a wildfire requires the team have a deep understanding of
their individual roles. With no time for a quick meeting before action is
required, team members must be able to count on each other to handle their
responsibilities in order to keep everyone on the team safe. Each individual is
empowered to take immediate action within their area of responsibility and
they know exactly which team member to turn to for assistance in any
eventuality. For The Hotshots, defined roles and responsibilities keep them
alive.

Clearly Define Roles & Responsibilities

Space for Image
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In most teams, the stakes aren’t as high, but the impact of clearly defined areas
of responsibility can be just as dramatic. Here are some ground rules to get
you started:
 

Identify the single or shared points of contact for each project or initiative
Clarify who has decision making authority for each effort and who else
needs to be informed or consulted before a decision is made
Structure leadership roles by how value is created in the organization (by
customer, product, geography, function, or combination)
Identify the competencies required for success and create roles designed
around the competencies rather than existing individuals
List out the behavioral markers required for success in each role; resist the
temptation of designing roles around existing team members

Develop Communication and Information
Sharing Best Practices
Every team, no matter their current level of performance, has room to improve
their communication. As we go about our day, it’s easy to find ourselves
assuming that everyone has the same information that we do and that we are
all operating out of the same knowledge base. 
 
It is frighteningly common for individuals to assume that because they know
something everyone else does too. It is also frighteningly common for
individuals to assume they know everything they need to know or else
someone would have told them. And it’s these small assumptions that result in
the biggest communication errors. 
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Not sharing information adequately leads to misunderstandings, a sense of
playing politics rather than supporting the team mission, and an erosion of
trust. 
 
You can circumvent this common challenge by determining some best
practices around communication and information sharing such as defining
what information must be shared and how to share it.
 
Ask these questions:
 

What can be shared via email?
At what point is a meeting required and what must be shared at the
meeting?
Can employees use alternate methods of communicating and if so, where is
the appropriate place for that. Many companies use Slack or other internal
chat tools and in these instances defining what channels can be used and
who must be included is appropriate. 
Where is all the information stored? Is it an internal server, a dropbox
folder?
What communication requires a response and what is the acceptable
interval of time for that response to arrive by.
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When to Collaborate and When Not to

One of the most common goals senior leaders share with us is a desire for
their managers to collaborate more, but overusing and overvaluing
collaboration can create disengagement, loss of productivity, and cynicism. All
of which are warranted when collaboration becomes its own goal, done simply
for the sake of saying it has been done. 
 
When used effectively and in the right situations, collaboration can help teams
accomplish amazing results. The Focused Collaboration Model, developed
based on the ideas shared by Morten T. Hansen in his 2009 book,
Collaboration, can be used to help you know when and how a collaborative
approach should be used.



When engaging collaboratively with your team, remember that there will come
a point when a decision needs to be made. Let your team know that you will be
held accountable for the decision which means you must be responsible for
the decision. This will help negate the tendency to make decisions by
committee or achieve full buy-in before moving forward. 
 
Listen to your team when they collaborate, voice your opinion last, and choose
the solutions that respect the entire process, but that match the need the best.
Sometimes this means you will be disappointing your team by not using every
suggestion offered. Sometimes this means you may have less support for your
decisions at first than you would like. 
 
With every change there will be a period of time where everything feels
uncomfortable. Set the expectations around collaboration and final authority
up front and keep your word. When you act knowing that you will be
responsible for the results, and your team sees your willingness to be
accountable for the work, then you will earn a team of collaborators focused
on achieving the same goals.
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Lessons from Lincoln 
Knowing he was elected president by a minority of the population, Lincoln strove to
create a diversity of opinion within his cabinet and included his main rival for the
presidency, William Seward, as well as the leader of a more radical wing of the party
Salmon Chase along with others as part of Lincoln’s “Team of Rivals.”
 
Few teams have the kind of pressure put upon them as Lincoln’s cabinet did. The country
was ripping apart at the seams and each man cared about the results and represented
an idea or set of ideas that they felt would be the best course of action. 
 
Realizing that all opinions needed to be taken into account, Lincoln encouraged division
and dissent in order to hear all of the opinions. He asked his team to work together to
come up with solutions. But he often let them down by making a decision that was not in
line with their advice. 
 
Lincoln knew that he was responsible for the final decisions, and although it frustrated
his team over and over again, they came to trust Lincoln’s judgement.
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The Role of Conflict

It’s easy to fall into the trap of thinking that conflict is either all bad or all good.
In some prominent start-up cultures, confrontational employees are rewarded
with the thinking being that conflict spurs innovation and innovation spurs
growth. In other business cultures, confrontation is understood as something
to be avoided in order to ensure every voice is heard. 
 
 

In highly confrontational cultures it’s relatively easy to slip into creating hostile
work environments where many employees hide in their shell. These cultures
promote a winner-take-all culture that often leads to reckless behavior. In
teams with high conflict levels, the short-term tends to take a greater share of
the attention as conflict generally revolves around what can be solved right
now. This is great for increasing sales and growth, but terrible for creating
long-term sustainability. 
 
 
 



 Alternatively, low conflict cultures often result in decision making by
committee. Rather than moving any one project forward, teams often spend
their time building complete consensus. This admirable effort results in
frustrated team members, and missed opportunities critical for growth.
 
As a team leader, it’s critical that you strive to create an environment which
promotes open discussion and encourages dissenting viewpoints as long as
they remain respectful.  Encourage a diverse range of voices by including
people with different backgrounds and experience levels to bring some variety
and fresh viewpoints. You will want to elicit input from everyone, make sure
you voice your opinion last, and set time limits around discussions or an end
point in which a decision simply must be made.
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Thoughts for here?
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Valuing Others:  Inclusion, Diversity &
Respect
If you desire fast problem-solving,
increased innovation and creativity,
and a higher level of engagement with
the mission you can get there much
faster by intentionally including
diverse viewpoints and perspectives.
 
Teams populated with individuals
who have different viewpoints and
come from different backgrounds are
much less likely to be mired in
groupthink. They solve problems
faster because they bring a variety of
ideas which enables them to choose
the best solution sooner.
 
 
Inclusion, or a feeling of belonging, matters on every team. When you create a
space for the expression of ideas without allowing a sense of judgement to
creep in, employees can shift their performance into high gear. Instead of
being worried about how they are perceived in the workplace, team members
who feel included can focus on executing tasks to the best of their ability. 
 
So how can you foster this sense of inclusion? Return to Pillar Two: Positive
Engagement, and build those relationships. Create a space for your employees
to get to know each other as well. Know that checking in on your employee’s
well-being is the most powerful way to tell them you care, and to keep them
engaged with the mission. You cannot achieve amazing performance without
putting in the effort to build the relationship. Checking in on team member’s
well-being, and specifically getting a sense for how included they feel, is the
most powerful way to tell them you care. 
 
 



As you build a diverse, inclusive team, you will need to set the tone for
respectful dialogue. As the team leader, you have a responsibility to create a
space in which everyone can feel respected. One of the most effective ways to
model this is to demonstrate self-respect. A self-respecting individual doesn’t
feel the need to criticize other teams or individuals, and when you
demonstrate how to do this, your team will follow your lead. Remember,
although you may not be responsible for the overall culture of your
organization, you create your team culture.

www.StewartLeadership.com  |  info@stewartleadership.com  |  503-638-1106 21

Special Considerations: How to Lead a
Disengaged or Disorganized Team
Most high performing teams don’t start out that way. In fact, leading a
disengaged or disorganized team is a more common leadership experience
than leading a high performance team. 
 
First identify if you have a down and out team or a disorganized team, and be
prepared to speak frankly with your team about their current state and how to
move forward. 
 
In the case of a discouraged team, deal head-on with whatever has caused the
team to lose heart. Let the team know that you understand where they are
coming from before you ask them to leap into high gear. Often times a
discouraged team feels unappreciated or under-valued and when you begin
your tenure as their team leader, identifying the good things and
demonstrating that you are willing to go to bat for the team will smooth your
transition. Managing a down-and-out team is not a quick fix, and you will need
to cultivate a focused type of team leadership to manage past
disappointments while motivating the team to continue. 
 
In the event you are taking over a disorganized team, you must spend time
working on the fundamentals before you can soar to great heights. A
disorganized team has a greater need for structure so begin by following these
seven steps.
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Conclusion
We have all had too many experiences being a part of a bad or mediocre team.
Let’s create teams that offer an enliving experience. If you are committed to
creating an amazingly high performing team and achieve the remarkable
results you desire, you can and will achieve it. 
 
Over the years in working with thousands of leaders we created a ten point list you
can use to establish accountability for yourself and all the team, and set
expectations. You can refer to this list to identify problems, find solutions, and
celebrate team wins.
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About Stewart Leadership

Stewart Leadership is your human capital development partner. For over 40
years, our work has helped clients achieve results through better-aligned
talent, strategy, and culture. Our integreated approach includes assessments,
coaching, training, consulting, and ongoing support. 
 
We help you win with highly engaged teams, enchanced leadership skills, and
aligned cultures. Our goal is to build strong and agile leaderss and empower
teams to form the foundation of successful organizations. 

Schedule a time to talk
Ready to explore how Stewart
Leadership's consulting services
can benefit you and your
organization?
 
Our team of seasoned
consultants and coaches are
experts in organizational design,
M&A integration, change
management, competency
development, and culture
alignment. 
 
Call us today or schedule an
appointment via email. 
 
503-638-1106
info@stewartleadership.com
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How We Can Help 

Stewart Leadership offers Leadership Programs
based on our experience-proven LEAD NOW!
Development Model. We offer Executive Coaching,
Manager Development, and Executive Presence
programs designed to develop the leaders in your
organization. 

Leadership 

Teaming
Our team programs at Stewart Leadership have
been designed to propel your team into high-
performance. We offer engaging and interactive
workshops designed to assess and align your
teams, executive team development, and new
leader assimilation services.

Change Management
Ensure continued success with our Change
Management or Organizational Alignment offerings.
We help develop a strategy to ensure smooth
transitions, and consultation and training to help
plan and champion your change. Our
organizational design services help you align your
teams with your business culture. 

Talent Development
We build on the strength of your best talent
through our talent management, succession
planning, and employee experience offerings.
Create a compelling experience and identify your
leadership capabilities for today - and tomorrow. 

To find out how
Stewart Leadership
can help your
organization, contact
us!
 
Stewart Leadership
5200 SW Meadows Rd
Suite 150
Lake Oswego, OR
97035
 
503-638-1106
info@stewartleadership.com

 



BUILDING LEADERS FOR OVER 40 YEARS

YOUR TALENT PARTNER

Stewart Leadership is your human capital development
partner, creating tailored, high-quality solutions to achieve
your organization’s results. Our goal is to listen and deliver
impactful and engaging experiences that move you, your
team, and your enterprise forward. 
 
If you would like to discuss how Stewart Leadership can
support you in developing a high-performance team, let's set
up a time to talk. 

A TEAM YOU CAN COUNT ON

info@stewartleadership.com | 503-638-1106


