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Leadership Development is tough.  You are dealing with the most gifted and most 

challenging people in your organization.  If you get it right the impact on customers, 

sustainability, profits and most importantly staff is huge.   Success is very hard to measure – 

how do you measure leadership? 

When I started doing Leadership development 20 plus years ago it was relatively easy to get a 

chunk of time – we often ran 3 and 5 day offsites with pre and post assessments.  Today 

getting one day from a Leaders schedule is a challenge. 

Most Leadership development programs are very good these days.  We know what works well 

by now.  Likely you have an inspirational intro, some assessments, some speakers both from 

senior management and outside the organization, you assess emotional intelligence, 

communication training, best practices, include hands on projects likely in teams, and possibly 

a mentor or coaching component.  The program is 12 to 24 months long and involves the best 

and brightest within your organization. 

Would you be interested in hearing about unusual experience that can significantly impact 

your program? 



I often wish I could just describe the impact and skip the fact that horses are involved.  If this 

were a computer simulation or a keynote that had the same impact it would be far easier to 

explain – but horses are what makes the experience work and I’ll explain that shortly. 

We have integrated this experience into many Leadership programs over the past 

ten years.   In every case our customers come back year after year.  One organization held 

35 sessions in order to include every senior leader.  Our clients include Kraft Canada, 

Mackenzie Financial, The Ministry of Colleges and Universities, Polaris LEAD and others.   

  Our Clients love the program 

because of the impact it has.  

Leaders leave more coachable, more 

aware of their specific challenges, 

with stronger connections to their 

peers and a whole new strategy for 

effective feedback. 

 



  



How often have you had Leaders in your organization who ought to know better revert to a 

more directive style of leadership “just this once” and explain that they needed to take charge 

in this special circumstance?  How often are leaders who intend to be supportive and engaging 

experienced by others as micromanaging, disengaging and even abrasive. 

In an Interview with the Rotman School of Management Argyris explains: 

These are the theories of action that are implied by our behaviour, and they are likely to 

be unknown to us. We all possess a strong propensity to hold inconsistent thoughts and 

actions: the difference between espoused theories and theories-in-use applies at the 

level of national strategies, organizational strategies and small group and interpersonal 

behaviours. People become skillfully blind about the inconsistency between their 

espoused theories and their theory-in use. They may become aware of it afterwards, but 

while they’re producing the behaviour they are rarely aware, and the end result is that 

our behaviour is often less effective than it could be. 

This is probably the most important Leadership lesson someone can learn – what is their 

“Theory in Use” and yet is almost impossible because leaders are so unaware of it.    



A simplified version of how we achieve the impossible  

Leaders experience the difference between the way then intend to lead and how they lead 

under stress. 

We spend hours looking at how to build relationships based on trust and respect – 

we uncover assumptions, appreciate different perspectives, show leaders how to give and 

receive feedback, how body language and listening skills are important.   Ultimately we help 

leaders shift focus from Leadership as a way to get other do to things for you to earning 

Followership so others will choose to act in alignment with your goals.  There are rich 

leadership lessons in the morning but it’s only the beginning. 

Then we assign a task with a time limit and everything the group learned in the 

morning gets thrown out the window.  Communication is minimized, feedback ignored, 

every leadership skill except driving to the result is forgotten.  Team members who run into 

problems almost never speak up and if they do their voices are never heard, and even the 

customer’s needs are forgotten.   



The amazing part is the team never realizes they’ve reverted back to a High Control 

structure.  When I ask them for feedback everyone is quite pleased at how things turned out 

– the goal was achieved – the horse got through the obstacle course is under 3 minutes. 

When we explore what actually happened slowly the group realizes that in their drive to finish 

quickly they all forgot to act as leaders.  In fact, in 15 years not one group has ever 

identified one person in their team to act as the team leader, not once.  The 

assumption is that they will share leadership yet without someone paying attention to the 

tasks that support the team everyone simply focuses on their own part of the task and no one 

is providing a big picture perspective or proactively problem solving or coaching when a 

problem occurs, actively providing two-way communication, noticing when a team member is 

struggling or even paying attention to the customer.  Yes, the task is completed but at what 

cost? 

Why Horses?  There are many reasons, some you can read about the website, but basically it 

is the horses that change the experience from “simulated” to real and that is how we get 

“Theory in use” to show up. 



The best place to position the experience is after Leaders have done most of their 

theory and their assessments and just before they start doing projects. 

This is what one of our clients said about the impact on their Leadership Development 

program: 

We benchmark different things at the company, and we’ve seen many of our scores 

improve since working with Sharon. There’s a whole range of leadership behaviours that 

we track and all of us have seen our scores go up. The Horse Sense program is definitely 

a big part of that 

The experience is not a fit for every organization.  It takes a willingness to risk doing 

something a bit differently outside a traditional classroom but the results are worth it.   

If you want your Leaders actions under pressure to match your organizations 

Leadership strategy I would recommend reading the full Chris Argyris Interview and 

then we can schedule a short call. 

Next:  Click link so you so I can forward the article.` 


