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INTERVIEW

Meet the Founder

One-on-one with Henry R. Kravis

Interview by Ron Riggio

What inspired you to the founding of the
Kravis Leadership Institute?

I am a very strong believer that to be a
leader you have to have leadership skills. 1
still debate whether you can teach some-
body who doesn’t have the instincts to be a
leader to become an effective leader, but I
do know that somebody who has the
instincts to become a leader can certainly
hone those instincts by the proper education
and training. I thought it important that
there be an institute that was totally focused
on leadership education and training at the
college level. Important elements of such a
program would be small classes and weaving
it into the curriculum. It was also important
to me that the entire student body have an
opportunity to participate in this leadership
program. In other words, students wouldn’t
be selected by the Dean or the College
President, but all students would have the
opportunity to join the program.

Another goal was to help make CMC a
better recognized national and international
institution. I wanted the nation and the
world to understand that Claremont
McKenna College was a school that focused
seriously on leadership—that it was a good
place to go to college and study leadership.

What were the early influences in your own
leadership development?

I’'m not sure that anyone ever trained me
to become a leader. In junior high school I
wanted to become vice president of the stu-
dent council, and I ran for it and I won.
When I went to pre-prep school at
Eaglebrook, I ran for student council presi-
dent. But it turned out that I came in sec-
ond and became student council vice presi-
dent. At Loomis School, for tenth, eleventh,
and twelfth grade, I ran for student council
and became vice president. You notice I had
a lock on the vice presidency. In those posi-
tions, I enjoyed helping to set policy and
having an influence on other students. I
learned to be a role model and to help oth-

ers develop the qualities that would make
them into better leaders and better people. 1
also learned the importance of working
closely with other people to set policies to
benefit the students. Although I held these
leadership roles, I never consciously set out
to be the leader of this or that. It just came
to me.

When I came out of school, I never had a
game plan that said, “I'm going to strive to
become the president of this company.”
Leadership just sort of came naturally. I'm
pretty good with people. I care about peo-
ple. 'm pretty good with ideas and with fol-
low through, and that’s what it takes. I can
communicate well. You have to communi-
cate well to get people to follow you. You
can’t be a leader if you don’t have anybody
following behind you. The training that I
got at CMC was really more on-the-job
training. There was no leadership institute
at the time. There was no one saying, “let
me be your mentor and help you become a
leader.” I became a leader through experi-
ences. | was captain of the golf team. I was
involved in other leadership activities at
school.

What are your hopes for what CMC students
would get out of the Kravis Leadership
Institute and its programs?

I would hope that you would be able to
attract the best leaders to study leadership,
those students who have the instincts to be
leaders. I would hope that you could make
them substantially better leaders. I would
hope that they would not only show their
leadership during their four years at CMC,
but that they would be able to take that and
go out into the world and, whether it be in
politics or the private sector, be able to uti-
lize those leadership skills. What we are
missing in the world today are really strong
leaders—leaders who have a conviction and
who don’t back off of what they really
believe in. Leaders who are able to commu-
nicate their beliefs and ideas very succinctly
and who are able to bring other people
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along, not by authoritarian methods, but by
having the ideas that make sense. These
leaders would also let other people feel like
they are a part of the idea or the strategy.
They don’t take credit for their ideas. The
best leaders are those that bring other peo-
ple along, and the people don’t realize that
they’re being led.

To give you an example, here at KKR we
have a very flat organizational structure.
George Roberts and I are the founders of
the firm, and everyone knows that. But we
work at it together. We have 13 partners
and we talk about issues and everyone gives
their input. It is a very inclusive organiza-
tion. We give people responsibility and
authority and the opportunity to speak up
and to create their own ideas. We create a
culture where everyone feels like they are
in it together. George and I lead by exam-
ple. We set up a culture with clear bound-
aries and conditions that are irrefutable.
Integrity is right at the top. We say, “you
can operate freely, but it is very important
that we communicate openly with one
another.”

I keep mentioning communication. What
I hope comes out of the Institute is that stu-
dents go through the programs and realize
how important it is to communicate your
ideas. Some of the smartest people I know
are not able to communicate their ideas. To
be a leader you have to be able to communi-
cate, to be succinct, to be well organized,
and you have to believe very strongly and
show that passion to those you lead. I hope
students will use their leadership education
to go out into the world.

I also hope that CMC will be recognized
as the very best—or certainly one of the two
or three very best—leadership institutes
around the country. We are well on our way
now, moving away from having primarily
local impact, toward becoming a regional
and nationally, or internationally, recognized
institute. That will attract more faculty and
we will continue to build the institute.
People will say, “CMC, that’s the school
that has that strong leadership institute.”
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CLAREMONT MCKENNA
COLLEGE AND

THE KRAVIS LEADERSHIP
INSTITUTE ANNOUNCE THE
INAUGURATION OF THE

HENRY R.
KRAVIS

PRIZE IN
LEADERSHIP

Organizing Committee

Henry R. Kravis ’67

Founder and Member,

KLI Advisory Board

Member, CMC Board of Trustees

Peter K. Barker ’70
Chairman, CMC Board of Trustees

Pamela B. Gann
President, CMC
Member, KLLI Advisory Board

Harry T. McMahon ’75
Chairman, KLI Advisory Board
Member, CMC Board of Trustees

Scott D. Miller
Member, KLLI Advisory Board

Selection Committee Chairman
Marie-Josée Kravis

Executive Director
Carolyn Wagner
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THE FIRST ANNUAL
HENRY R. KRAVIS PRIZE IN LEADERSHIP
WILL BE AWARDED IN 2006

Purpose and Criteria

The purpose of the Henry R. Kravis Prize in Leadership is to profile and
celebrate an exemplar of best practices in leadership in the not-for-profit
sector.

The Prize will be international in scope and will award recognition to an
individual (or under certain circumstances, an organization) who has
demonstrated extraordinary achievement over time in the not-for-profit
sector. Award criteria include boldness, innovation, creativity, consistency,
persistence, and effectiveness in bringing a vision to fruition and
outstanding accomplishment in realizing the mission of an organization.

For further information, please contact Carolyn Wagner at 909-607-9324










































The Emotional and Social
Skills of Leaders

Over the years, the “trait theories” of
leadership — the search for the traits or
qualities possessed by all effective lead-
ers — declined in popularity. Yet, some
have not given up this search. An
example is a book called the 21
Indispensable Qualities of a Leader by
John C. Maxwell. The ninth annual
Kravis-de Roulet conference, “Multiple
Intelligences and Leadership,” explored
some of the qualities necessary for
effective leadership in today’s world. In
addition to looking at traditional con-
cepts of intelligence (i.e., IQ), experts in
the newer construct of Emotional
Intelligence, popularized by Daniel
Goleman, and experts in motivational
psychology and Social Intelligence
explored how these qualities contribute
to effective leadership.

KLI faculty and students, led by
Director Ron Riggio, have explored
how skills in emotional communication
— central components of emotional
intelligence — play a part in successful
leadership. Some of these skills, such as
how a person handles their own emo-
tions and recognizes and deals with the
emotions of others, are important for
good leader-follower relationships.
Other social skills, such as managing
the impression you make on others,
taking another person’s perspective,
being able to read the demands of social
situations, and the ability to play social
roles, are also predictive of good leader-
ship. Both in laboratory studies and in
studies of leaders in the business com-
munity and civic government, Professor
Riggio and his students have found that
many of these emotional and social
skills predict which leaders have more
loyal and dedicated followers. One of
our KLLI and CMC alumni, Dr. Stefanie
Halverson (’00), found that some of

20

these same skills were related to how
“charismatic” leaders appeared, espe-
cially when the leaders were leading
under crisis conditions.

For today’s leaders, emotional and
social intelligence skills can make the
difference between career success and
career stagnation. Many of these skills
can be improved by becoming aware of
the specific skills listed above and then
taking time to improve the skills
through leadership training and inde-
pendent practice.

Being a Leader in Difficult
Situations

Another approach to the study of
leadership is examining what good lead-
ers actually do. If you think about the
seminal book of the 1980s, In Search of
Excellence, the authors talked about
some of the very best business leaders.
They found that these leaders treated
people with respect, knew what was
going on in their organizations, and
empowered individuals. In addition to
theories that focus on what leaders
should do to be generally successful,
there are theories that talk about what
leaders should do under certain circum-
stances. These theories — often referred
to as “contingency models” — try to find
the best leader behaviors for specific
circumstances.

Susan Murphy, Associate Director,
comes from a research tradition that
explores how individual characteristics,
such as experience on the job and gen-
eral levels of cognitive ability, con-
tribute to effective leader behavior in
the face of stressful situations. As a
continuation of that research, we have
used laboratory studies to investigate
the leadership characteristics of CMC
students that contribute to effective
group decision making. We find that
leaders who are better able to handle
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stress, mostly because they believe in
their leadership ability, are seen as more
effective by their followers and also
excel in their performance.

Many of our laboratory research
studies have been completed with the
enthusiastic participation of incoming
CMC freshmen over the years. One
year we examined whether students put
in crisis conditions exhibited better
leadership skills. Some times they were
asked to provide saliva samples to note
the level of the stress hormone, cortisol.
Other times they were asked to allow us
to take blood pressure and heart rate
measures to see how they responded to
particular crisis situations. Most of the
time, however, we collected information
on how they viewed their own perform-
ance and the performance of others
through questionnaires. Undergraduate
students helped conduct many of these
studies for independent study credit or
for their senior theses.

One of our earliest students at KLI,
Dr. Crystal Hoyt (°97), has recently
joined the Jepson School of Leadership
Studies at the University of Richmond
and is continuing research on how lead-
ers cope in difficult situations. Her spe-
cific research, while earning her Ph.D.
at the University of California, Santa
Barbara, looked at women leaders who
were made aware of negative stereo-
types concerning the lack of progress to
the highest echelons of leadership in
the U.S. She found these women did
much better when under the threat of
tulfilling a negative stereotype if they
also had high self-efficacy for
leadership—that is, if they had a strong
belief in their ability to influence their
own thoughts and behavior.

Opver the years our post doctoral
research fellows have also expanded the
research we do in the area of stress and
crisis. For example, Michelle Bligh,
who worked with us from 2000 to 2001,
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1992. High school students in the
area earned internships at the L.A4.
Times and were assigned mentors. We
found that protégés felt more satisfied
with their mentoring relationships if
they and their mentors shared similar
values. Protégés in the more successful
relationships also reported that they
received more support from their
mentors in the form of ideas for career
development and interpersonal
coaching.

From that early work to our research
today, we have maintained a focus on
understanding the mentoring process
and identifying differences in benefits
between formal and informal programs.
Many companies have developed formal
mentoring programs within their
organizations as a way to develop their
next generation of leaders. Others
encourage mentoring to occur sponta-
neously. There are many areas of
research that help these programs
become successful and protégés and
mentors to gain the many possible ben-
efits from the relationship.

Prof. Murphy has just completed a
book with Dr. Ensher looking at 50 top
executives in the U.S., the people they
mentor, and those who mentored them.
The book, tentatively entitled Power
Mentoring: Lessons from the Top, to be
published by Jossey Bass, includes such
powerful leaders as Robert Wright,
CEO of NBC and Vice Chairman and
Executive Officer of GE; Larry
Chambers, former CFO of Cisco; and
Anne Sweeney, Co-Chairman of Media
Networks at The Walt Disney Company
and President of Disney-ABC Television
Group. These individuals graciously
shared their thoughts on the important
aspects of successful mentoring relation-
ships and how mentoring has strength-
ened their organizations.

A number of factors are important to
know about mentoring relationships:
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¢ Valuable mentoring relationships
provide benefits to both mentor and
protégé.

¢ Traditional one-on-one mentor/pro-
tégé relationships are but one form of
mentoring. Today more and more
individuals utilize a network of men-
tors for becoming successful in differ-
ent aspects of their career.

¢ Individuals should not wait for a
mentor to approach them, but instead
take the initiative in beginning men-
toring relationships.

® Mentors see the worthwhile protégés
as those with initiative, energy, trust-
worthiness, integrity, emotional intel-
ligence, optimism, and complementa-

ry skills.

Leadership Skills Begin at an
Early Age

Opver the years, we have had the
opportunity to work with both high
school and junior high school leaders,
either as part of a school-based leader-
ship program or as part of our Step Up
to Leadership program. These training
programs provide a wonderful opportu-
nity for CMC students, who serve as
trainers, to be involved in leadership
education. In addition, the experiences
of these young leaders also provide
interesting insights into the early devel-
opment of leadership skills.

Young leaders have definite thoughts
about leadership and they are initially
very set in their ideas. They have much
experience working with others and
really have a grasp of the challenges of
working with teams. The big challenges
they face in their schools are the moti-
vation and coordination of others to
accomplish goals.

Working with young people, one is

KRAVIS

able to challenge their assumptions
about leadership early on and help them
recognize the many tasks involved in
leadership. We have also learned
important lessons about early leadership
development:

* Early experiences with leadership
education helps students prepare for
future leadership roles.

e Hands on experience is extremely
valuable if also tied in with classroom
education about effective leadership
practices.

* Developmental activities such as one-
on-one feedback and goal setting are
important parts of leadership devel-
opment plans.

Leadership Across Cultures:
Different or the Same?

Many organizations find operating in
various countries to be both profitable
and challenging. There is a large litera-
ture on cross-cultural management that
attempts to understand how manage-
ment is similar or different in other
countries. Professor Murphy came to
CMC with experience working on large
scale leadership research projects and
programs for the nuclear power indus-
try in Japan. These experiences help
shape some of our current research on
leadership in other countries.

The tradition of cross-cultural
research continued with work done by
our Postdoctoral Research Fellow
Nurcan Ensari. Drs. Ensari and
Murphy looked at perceptions of
charismatic leadership in two countries:
the U.S and Turkey. Study participants
rated the charisma of a described leader.
Sometimes the leader behaved as one
would expect a leader to behave, other
times he did not. Sometimes the
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Kravis is one of the ‘hot groups’ of
leadership programs in academia
today. Their approach to a liberal
arts leadership education coupled
with research and student pro-
gramming is truly inspiring.

Georgia Sorenson

Research Professor, Director and
Founder, James MacGregor Burns
Academy of Leadership

Many of us read about, think about,
teach, and write about this body of
knowledge and practice called leader-
ship. The Kravis Leadership Institute has
contributed much to the maturation of
this field of intellectual inquiry. And there
is much work yet to do. We are in a peri-
od of extraordinary change —economic,
political, technological and social. Some
would be content to continue in the
future as has been done in the past, but
the plain truth is that we cannot. The
Kravis Institute with the intellectual and
administrative direction of Ron Riggio
and Susan Murphy has done much to
challenge our old assumptions and
engage us in new ways of learning about
leadership. The International Leadership
Association appreciates the work of the
Kravis Leadership Institute and Ron’s
commitment and volunteer efforts to fur-
ther the growth of ILA and the creation of
new knowledge in the field of leadership.

Cynthia Cherrey

Executive Director, International
Leadership Association




























Leadership Sequence Graduates

Serge Ackermann ’oo
Suzanne Ajalat ’oo
Monte Albers De Leon ’99
Adam Aparicio ’0o
Jennifer Bachtel ’02
Marina Bernstein 99
Brian Bower ’01
Melinda Boyd ’01
Meredith Brenholdt ’98
Cheryl Bronstein ’02
Alexa Burns ’02

Darcy Burton ’99
Joseph Carman ’02
Kathleen Carnine ’02
Joshua Carpenter ’01
Jennifer Casto 02
Jeanna Chandler oo
Karen Cheung ’o4
Samantha Childs ’02
Yoolie Choi ’03
Amanda Cleveland ’o1
Nicole Cohen ’03
Sarah Conway ’04
Peter Cramer '03
Amanda Davidson ‘02
Ariane Decker ’00
James Demastus ’02
Christopher Derr ’97
Stephen Deshazo o4
Kay Dolan oo
Christiana Dominguez ’01
Colleen Donlan ’03
Robert Donlan ’02
Sophia Donnelly ‘02
Tim Driessen ’97
Yuka Eto ’02

Davyd Field ’o4
Christina Freeland ’o01
Zachary Freer o1
Brian George ’02
Marina Gillmore '03
Lisa Glending ’02
Lannon Grady ’o1
Marilyn Grell ’01

Niti Gupta ’02
Stefanie Halverson 'oo

Michael Hanson ’01
Jana Hardy ’o4
Christopher Haringer ’00
Andrew Harper ’o4
Eric Hass ’02

Eric Henderson 03
Anne Hermreck ’o4
Paul Hirsch ’o1
Nicholas Hjorth ’oo
Jessica Hoffman ’o4
Matthew Hooten ’o4
Cyndi Hsiao '03

Bryan lkegami 03
William Jameson 02
Sunny Johnson-Gutter 99
Steven Kahn ’o01
Andrei Kalayta 02
Namita Kalvan ’03
Johua Keough ’04
Douglas Kidney ’02
Sarah King o4

Eric Kneler ’03

Lisa Kubota ’98

Leejay Lee '02

Melanie Leher ’99
Hans Leung ’99

Eric Mack ’o1

Alan Martinson ’o4
Mark Mathis *o1
Kristina Mc Cosker ’00
Erin Mc Guire ’02
Michael Mc Horney ’02
Emily Mc Leod ’04
Heather Mcclure 03
Vincent Minjares o4
Bergen Moe-Fishman ’0o
Ana Montes 0o
Christopher Moore ’04
C. Christopher Murillo ’01
Akshata Murty 02
Elijah Nadell 01

Tricia Nakamatsu o1
Nicole Nakayama ’99
Dinesh Nayar o1
Megan Nelson ’02
Monica Nelson ’o4

Kjirsti Nilson 98
Jennifer Noack 99
Baree Nottberg ’o4
John Nugent ’02
Jessica O’Hare 00
Katherine O’Malley 04
Tyler Olson ’98
Michelle Parenti ’99
Laurel Peacock ’o4
Adam Pergament ’03
Tina Pham ’0o
Mehmet Pirilti ’o4
Matthew Poladian ’03
Elizabeth Poloskov 01
Matthew Post '01
Lorena Ramos ’02
Jeremy Roper ’00
Blair Rubenstein o1
Sarah Safavi ’02
Keith Sakuda ’oo
Deborah Schild o1
Carl See ’99

Jonathan Sheley ’02
Samuel Slayen 02
Matthew Snell ’01
Sharon Song ’00
Emily Sopp ’03
Timothy Spillane ’03
Kristina Sturman ’02
Regan Tamura ’02
Ethan Taomae 02
Brandice Thompson ’o4
Calandra Turner ’01
Robert Vallarino 02
Trevor Walker ’03
Bradley Wease ’01
Jamie Whitelock ’03
Leysha Wig ’03
Christina Williams ’04
Stefanie Wong ’o4
Peter Wucetich ’oo
Kwame Yankson ’04
Rosemary Yu ’o1

Richard Zimmer ’99

Get Involved

CMC students can get involved by
seeing Emma Sabean (Seaman 227)
or Sandy Counts (Seaman 104).
Come to the student lunch every
Thursday in Collins; assist on leader-
ship research projects with
Professors Riggio, Murphy, and
Conger; take the Leadership Studies
Sequence; see Leadership Educator
Kevin Arnold to apply for summer
internships; help with KLI special
events; apply for fellowships; suggest
speakers for our Athenaeum
evenings; write for the I/fumine or
Leadership Review.

Consulting services on topics such as
Organizational Management or
Leadership Development and
‘Training are available.

CMC alumni or other interested
parties can get involved by attending
and supporting KLI programs, meet-
ing with the faculty, or supporting
the institute’s programming finan-
cially. Please contact Ron Riggio at
909-607-2997.

For giving opportunities contact
Carolyn Wagner at 909-607-9324.







