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Statement 

The recent economic downturn and resulting recession has caused companies to look 

for opportunities to mitigate the financial deficits and survive. Many industries have had to find 

ways to do more with less. The pharmaceutical industry, like others, has downsized their work 

force and Cook Pharmica has recently followed this trend. One negative result of this is that 

employees are asked to fill positions for which they do not have the proper training or skills. 

The leadership of any company is of such critical importance in driving towards its mission and 

developing its culture, it should not be left to chance. It is proposed that an in-house leadership 

development program be initiated which will address the needs of Cook Pharmica in developing 

a competent and committed work force and indoctrinating the leadership culture to that of its 

founder, Bill Cook. 

Objective 

Cook Pharmica LLC is a sister company of Cook Group, which was founded by Bill Cook, a 

famous Bloomington resident and entrepreneur. The company began in 2004 and currently 

employs approximately 220 people. This young start-up company has hired people from many 

different pharmaceutical and manufacturing companies for management positions. Downsizing, 

early retirements, and infiltration of undesirable corporate cultures have illuminated the need 

for proactive leadership development. 

During an unpredictable economy it is important that companies have a network of 

leaders who can maintain the organizational climate and drive towards the company mission. 

Developing employees for leadership roles gives them a sense of empowerment, pride, and 

ownership in the organization. The focus of any leadership development program must be to 
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meet the objectives of the company by building and developing talent from within. Bill Cook 

has shown that his methods for building great leaders are successful. The goal of this program 

will be to indoctrinate the leadership at Cook Pharmica with the corporate culture and business 

strategy that has made Bill Cook successful. 

Business Case 

There are two human resource phenomena that are occurring today which are greatly 

impacting the quality and quantity of the workforce available. Downsizing the work force has 

been a common business strategy recently to deal with the depressed economy. This strategy 

has the effect of lowering overhead and increasing the ability of the company to address the 

needs of the customer. However many times downsizing does not equate with increased 

efficiency and may result in doing things the same old way, just with fewer workers, many 

times unprepared to respond to the challenges that they are thrown into (Keiser). 

The second challenge is the reduction in the experienced work force caused by 

retirement of older employees. “Forester Research estimates that by 2010, 30 percent of the 

U.S. workforce will be over age 65 and 52 percent will be between the ages of 55 and 64” 

(Electric Light & Power). The solution to the diminishing work force is to make systems and 

companies run more efficiently and to have a highly trained and flexible work force. 

Investments made in human capital, particularly with leadership, will pay out for a company 

and will be required for a competitive advantage in the market. Pete Fornal, president of 

Human Resource Consultants in East Greenwich, R.l. said “In today’s cut-throat business work, 

companies have to make sure that they have the talent with the right skills... Sometimes it’s just 
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prohibitive and expensive to go out into the market and find these people.” Trainingis “...a 

tremendous return on your investment” (Knight-Ridder Tribune). Many companies are 

following the trend to establish in-house leadership training and ‘executive universities’. 

Goldman Sachs increased its emphasis on formal training and encouraged its senior partners to 

do the same. Companies that are developing internal talent will have a competitive edge in the 

current labor market. 

Executive to first line leadership is responsible for determining the corporate culture of 

a company. Leaders who are trained in mentoring, business ethics, and strategic planning are 

going to improve the human capital of the company. The result of highly trained and effective 

leadership is retention of valuable employees, even in the light of other opportunities. 

é Three reasons that Cook Pharmica specific leadership development should incorporate 

Bill Cook’s methodology are: it is proven successful, his mentoring focus will develop people 

for internal leadership succession, and a vibrant and positive corporate culture will assist in 

retention of valuable employees. The following will describe the business case for leadership 

training, how that training will incorporate Bill Cook’s business strategy and provide the 

rationale for three training modules that should be included in a formal leadership 

development program. 

The Bill Cook Way 

Successful- The Bill Cook Story 

The Cook story begins in 1963 with Bill Cook and Van Fucilla, Bill's cousin, who is a 

8 radiologist. Van told Bill of a new medical procedure for obstructed blood vessels involving 
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inserting a tapered plastic angiographic catheter through the skin into an artery or vein. The 

procedure was introduced into United States medical schools, but doctors had to fabricate their 

own devices. This is where Bill and Van recognized the niche market and the opportunity for a 

small new company. In his small Bloomington, Indiana apartment Bill began building wire 

guides, needles, and catheters with an investment of $1,500. This was the foundation for the 

Cook Group’s multi-billion dollar international companies and Bill Cook as the billion dollar 

entrepreneur. 

Bill Cook’s business model is to bring people up through his organizations and groom 

them for positions of leadership. He looks for people who have potential, not for the academic 

degrees that they may have. Phyllis McCullough who started with Bill as a typist writes, “I 

became president in 1988, the twenty-fifth year for the company. Bill had been grooming me 

for this...Bill was always a mentor. | got a lot of strength and satisfaction from internally 

developing people to do jobs.” As the company grows bigger, training new leaders becomes 

more difficult and a leadership training program with the Cook values imbedded will be a 

valuable resource. 

Two issues of concern to Cook Pharmica are leadership succession and retention of its 

valuable work force even in the recent light of high unemployment throughout the country. 

Leadership succession- “If | could only get IU (Indiana University) to believe: you learn 

business; it’s not taught in a classroom environment.” -Bill Cook 

One concern for Bill Cook, and a motivation for his mentor driven leadership focus, is to 

provide successive leaders who can pick up the gauntlet and move his companies forward. 
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Through his career Bill has been one who could spot raw talent and groom people for 

responsibilities in executive leadership roles. 

“Succession planning refers to the process and actions that aim at identifying and 

developing a pool of potential successors for senior or key jobs in the future” (Yeung). This 

involves identifying, training, and mentoring potential successors. Identification of talent has 

an added benefit of increasing retention as employees see that the leadership recognizes their 

potential and are willing to invest in that future. 

Bill Cook’s method of finding leaders for his companies is by grooming and developing 

people not by looking for letters behind someone’s name. Carl Cook is Bill Cook’s son and 

successor to the family business. Carl is already concerned about succession and where they 

will find the next generation of leaders that will propel the company into the future. “We have 

a good generation of leaders. When those people- Steve Ferguson, Kem Hawkins, Scott Eells, 

Bran Bates- when people like that start to retire, who's going to step in for them? I'm sure it 

will work out, but where are they going to come from? Who are they? Are they already here? 

That's what you always worry about” -Carl Cook. “I've heard people wondering where we're 

going to get our next leaders. A lot of them are already here.” — Bill Cook 

The proposed leadership development program will address the concerns for Cook 

Pharmica; in that it will help leaders understand their role in shaping the culture of the 

company as well as provide recommendations on how to mentor and inspire employees to 

meet the leadership needs. 
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Retention- Institutional Brain Drain 

Cook Pharmica is a privately held company therefore they are not required to release 

human resource statistics regarding retention, therefore this information is unavailable. But 

Carl Cook, successor to his father Bill, does realize that people may be able to improve their 

financial situation quicker by moving to other companies as opposed to moving up in the same 

company. With the downsizing and attrition caused by retirement it is imperative that 

valuable talent is retained. High attrition rates experienced by American Express in the 1990s 

convinced them to pay more attention to new recruits. Far too many of their new managers 

were leaving within the first couple of years. An American company spends nearly 50 times 

more each year to recruit a professional on $100,000 than it spends on their training every year 

after that. Combine that with the estimate that it can take a year before a new recruit can 

learn the job and it is evident that to be fiscally responsive a company must invest in their 

employees (The Economist). Tom Silveri, president of New York-based consulting firm said that 

his company surveyed across the country and found that 67 percent of the companies surveyed 

plan to “moderately or aggressively invest in leadership development” (Industry Week). 

During a time when unemployment rates are high, it is value added to train internal and 

new hired work force to meet the immediate company demands. It is predicted that 

organizations will have difficulty retaining their talent “wisdom workers” (Gornik). Competition 

to retain the best employees will be high and those companies who offer incentives and 

internal development will be situated well. 

A corporate culture where people feel valued and appreciated is invaluable in retaining 

employees and can only occur if the leadership of the company is committed to that end. If 
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people feel a sense of worth and the leadership of the company has done a good job around 

creating commitment and loyalty, talented individuals may delay gratification resulting from an 

increase in salary. A positive business and work environment that is supported by adept and 

caring leadership may be enough impetus to keep capable and talented people in the 

workforce until promotion opportunities become available. “As one informant paraphrased the 

Gallup Organization’s research finding (Buckingham and Coffman 1999), ‘People stay with an 

organization because of their supervisor...If you have good leadership at the top, and that 

continues to trickle down...that’s how you affect organizational performance’ (Journal of 

Healthcare Management). 

It is therefore expedient that executive leadership, down to the first line supervisors, set 

the tone for the entire company. The theme that Bill Cook has exemplified is one who cares 

about the people that report to him; he cares about their families, and is concerned if they are 

happy with their work. He is interested in their personal success and feels a responsibility to 

assist in his employees’ professional growth. If this type of leadership style is to be the norm it 

must be institutionalized within the company such that the leadership provides the non- 

monetary benefits of working for Cook Pharmica. 

At 77 years of age, Bill Cook still comes to work every day in his v-neck sweater and sits 

in the cafeteria at lunch talking because it is the people that matter to him. To be successful his 

companies must mirror that personal and professional mentality. The sister company, Cook 

Pharmica, is young and its supervision may not be as developed. It is a company that is 

composed of many different management styles coming from many different company 

cultures. Good corporate culture is imperative if good people are to be retained. It is said that 
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people hire on to a company for its culture, benefits, working environment, and reputation but 

tend to leave because of their direct supervisors. Supervision that creates an environment that 

is positive and nurturing could go far in retaining talented leaders to fill positions of 

responsibility. 

Defining Leadership 

A definition of leadership is the “solution of a collective effort of bringing people 

together and combining their efforts to promote success and survival”. This is the culmination 

of influencing people to the common good and then to guide the group to achieve its goals. 

The measure of a good leader must then be the attainment of the group goals as well as 

maintaining a degree of satisfaction among its members (Kaiser). 

Mentoring Training 

What is mentoring? A mentor is a person who gives another person help and advice 

over a period of time and often also teaches them how to do their job (Cambridge Dictionaries 

Online). Mentoring is a developmental process which requires that the needs of the protégé 

supersede the needs of the mentor. “An excellent mentor is one who lets the capabilities and 

needs of the protégé, not his or her own needs, shape the interactions” (Bearman). One 

objective of mentorship may be to train one’s successor and therefore address concerns 

regarding leadership succession planning. Mentoring involves several qualitative 

characteristics, some of which are individualized consideration, empowerment, inspiration 

modeling, and creating trust (Bryman). 
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What are the effects of mentoring? 

Effective mentoring is not always good mentoring. One could encourage a protégé to 

become a workaholic or participate in situational ethics (where one’s ethical stance is based on 

the external environment). It is prerequisite that mentors are selected for formal programs 

that have the mentality, ethics, and work focus that would meet the goals of the organization. 

When mentoring is effective, protégés can feel confident and capable in risking new challenges 

that they may not have been willing to address before. 

How mentoring works 

There are several different developmental theories about why mentoring works, three of 

which will be examined. 

Scaffolding is a metaphor for the process of raising the skill level and developmental 

capacity of an individual to the level of a more experienced person (Bearman). The protégé can 

become fully integrated into the mentor by internalizing their behavior, common practices, 

vocabulary and even world view (Rogoff). Again, the importance of having mentors who are 

trained well and understand the importance of their relationship with subordinates needs to be 

stressed. 

Intent participation is simply learning by doing and practicing what the mentor does. 

This type of learning is valuable because it shows application of the skills being taught in an 

environment where the activity can be meaningful and thus reinforced (Bearman). 

Self-efficacy is probably the most effective of all as the protégé’s belief in his ability to 

accomplish a task drives his ability to do so. The mentor supports this by providing a graduated 

mastery of the task by the protégé. Through the mentor, the protégé also can experience a 
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vicarious role modeling in what the position of the mentor feels like and how to perform, 

behave, etc. Social persuasion provided by the mentor is also a powerful influence, particularly 

if the relationship is positive and strong. Finally emotional responses of the trainee such as 

excitement or anxiety can be enhanced or diminished through the interaction with the mentor 

(Bearman). 

Ramasami and Dreher propose that support by the mentor of both affective and 

cognitive result in enhanced job performance. Mentoring functions of role model, friend, and 

counselor help to reinforce job skills and provide potential for successful transference of skills 

(Bearman). 

Why propose a mentoring training for its leadership at Cook Pharmica? 

“Mentoring is the first job of an effective leader” (Wiesner). A study of the effectiveness 

of mentoring was examined “Of the studies reviewed, 102 (67.5%) reported only positive 

outcomes as a result of mentoring, while a further 37 (24.5%) reported a mix of both positive 

and negative outcomes. Taken together, more than 90% of studies reviewed attributed some 

positive effect associated with mentoring activities. In contrast, only ten studies (6.6%) 

exclusively reported negative outcomes” (Hansford). A pilot study executed by the Department 

of Management Learning, The Management School, Lancaster University, Lancaster, UK 

“revealed that the responsive nature of the mentoring relationship, with additional peer 

support, is successful in responding to leadership needs and fostering leadership skills, in 

particular developing reflective skills and nurturing strong networks” (Stead). 

Both Bill and Carl Cook are concerned about where the new talent to fill leadership roles 

will come from. Hiring outside of the company is not as fiscally sound as developing talent 
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internally and “recent statistics support the use of formal mentoring as an increasingly popular 

strategic intervention”. Studies by Allen, Eby, and Lentz show that when mentors receive 

training explaining the mentoring programs, they became more committed and understood 

their role better (Bearman). 

Business Ethics Training- Ethics are standards which govern the professional and 

personal conduct of an individual. Unethical business practices can cause a company an 

indeterminable amount of damage, both financially and socially. “...56% of workers report 

witnessing conduct that violated their company's ethics standards, policy, or the law, up from 

46% in 2003. Most commonly, they witness coworkers engaged in conflicts of interest (23%), 

acting in an abusive or intimidating manner (21%), or lying to employees (20%)” (National 

Business Ethics Survey). 

Recent business events have illuminated the critical need for ethical and moral 

leadership. Enron, WorldCom, Tyco, Adelphia, HealthSouth and other companies are infamous 

examples of the damage that ethical missteps and fraudulent accounting practices can have on 

a company’s reputation and business, and may even result in criminal litigation. An underlying 

question emerges; can ethical business standards be taught or are they an innate component of 

an individual? A study conducted in 2006 by Dellaportas, Cooper, and & Leung has found that 

“ethics learning significantly predicted ethical behavioral intent...” and has reported that the 

AACSB (Associate to Advance Collegiate Schools of Business International) has required 

business schools to address business ethics in their undergraduate and graduate curricula 

(Shinn, 2006). 

Page 11 of 30  



Strategy Training-One of a company’s greatest assets is a clear corporate identity which 

is a combination of goals, mission, and purpose. Understanding the identity of the company is 

the first step in developing a strategic foundation which is essential in defining the focus for its 

business endeavors. The company strategy should clarify what the company initiatives are and 

determine an action plan for profitability. Having a clear company focus assists in recruitment 

and staffing as it becomes much more effective in hiring the right person for the “right seat on 

the bus”. Not only is it critical for success that that the leadership group of a company is 

committed to the corporate strategy but they must convince their direct reports (subordinates) 

to buy in to the company mantra and provide a uniform front that can withstand unsure market 

forces. “Indeed, good strategy and good strategy execution are the most trustworthy signs of 

good management. The better conceived a company’s strategy and the more competently it is 

executed, the more likely that the company will be a standout performer in the marketplace.” 

(Thompson). 

A successful corporate strategy will build in sustainable competitive advantage. This 

imperative requires that leadership both understands and can communicate the corporate 

strategy with its goals and initiatives, align departmental strategies to the broader company 

vision, and provide exceptional execution. Bill Cook’s business strategy of ready-fire-aim is one 

that has resulted in the success of his companies. The essence of this business strategy is that a 

person or organization can get too caught up in planning to act and doesn’t ever get anything 

accomplished. If a course of action is devised and built upon sound judgment, then Mr. Cook 

advocates that one should simply act on that. The result of the action will then be scrutinized 

as to its effectiveness. The thought being that one could never know if a course of action was 
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the correct one or not unless one acts. The company strategy then is to act on good sound 

judgment. This does involve risk but any new, creative, initiative will ultimately involve risk. 

Leadership development programs are educational training opportunities designed to 

enhance an individual's skills in regard to attaining these two measures, goal attainment and 

group satisfaction. Leadership development programs facilitate learning by enhancing a 

leader’s effectiveness by providing skills based training, 360-degree feedback, and promoting 

developmental relationships such as mentoring and coaching (Journal of Healthcare 

Management). 

It is clear that many companies are under the assumption that leadership can be taught 

and that there is a need for training in the workforce. ...”tens of billions of dollars organizations 

spend annually” on staff development (The Wall Street Journal). The combined business 

expectation is that resources spent on leadership development will be recovered in subsequent 

years. Research shows that leadership development programs can provide important 

opportunities in improving quality and efficiency: (1) by increasing the caliber of the workforce, 

(2) by enhancing efficiency in the organizations’ education and development activities, (3) by 

reducing turnover and related expenses, and (4) by focusing organizational attention on specific 

strategic priorities. “Whether used directly, by strategically focusing education and training 

efforts on quality and efficiency concerns, or indirectly, by improving the quality of ...leaders 

and the capabilities of an organization’s workforce to address quality and efficiency issues, 

leadership development programs hold promise” (Journal of Healthcare Management). 
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Effectiveness of any training program can only be achieved if the skills learned are transferred 

to the work environment. 

The positive transfer of training is defined as the degree to which trainees effectively 

apply the knowledge, skills, and attitudes gained in a training context to the job. The success of 

training programs can be variable and that variance can be related to several factors which we 

will identify and attempt to mitigate in our program by proactively addressing each issue 

(Baldwin). 

Factors Influencing Leadership Training 
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Figure 1: Adapted from “A Model of the Transfer Process” (Baldwin 1988) 
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Training Design 

Principals of Learning 

Learning any skill requires repetition and the opportunity to adapt the skill to the work 

environment. Therefore utilizing a learning tool that will challenge the trainee to apply the skill 

is advantageous in retention. A desired skill is presented in several methods from lecture to 

role play providing several different stimuli to reinforce the concept. The student is then 

challenged to apply the skill or concept in a mock situation. An example of this technique is the 

presentation of several different scenarios, each with an apparent moral dilemma. The object 

is for the students to transfer the business ethic concepts that they have learned to each 

situation. They would then propose a course of action that they would take in a leadership 

position, thus helping them to see the applicability of the concepts taught. 

Feedback is a very important component of learning. Evidence shows that feedback is a 

critical element in achieving learning and that timing and specificity are critical variables in 

determining its effects (Baldwin). A specific tool for developing responsive leadership is the 

360-degree leadership model which encourages direct reports (subordinates) to assess the 

effectiveness of their supervisions. The purpose of a 360-degree evaluation is to elicit feedback 

from peers, subordinates, and supervisors as to performance. This process encourages an 

honest diagnosis of strengths and weaknesses (Borman). The assessment also has the effect of 

increasing performance as it provides metrics for improvement. A 360-degree evaluation could 

improve leader accountability and go a long way to help a leader become responsive to the 

concerns and needs of those he/she supervises. 
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Anonymous feedback from direct reports can help to facilitate improvement in leader 

behaviors and assure transfer of skills learned. 

Goal setting- “Studies show that both feedback and goal setting produced higher levels 

of skill transfer to the work setting than did either approach separately” (Baldwin). When 

employees are asked to write an action plan detailing how they expect to use what they 

learned in training, something interesting occurs; just writing it down makes it more likely to 

happen. Outlining what needs to be done, when, and with whom, reduces confusion, helps 

trainees visualize the outcome and provides a document against which progress can be 

assessed (The Wall Street Journal). 

Training Content 

Applicable-Training content must be transferable and applicable to the work 

environment. A leadership development program based on the successful methods of Bill Cook 

will drive the company forward by those individuals who incorporate those lessons in their 

everyday work life. 

Value added- Taking individuals away from their work environment for even a few 

hours must show that this will add value to the company. To determine how successful skills 

are transferred to the work environment a 360 degree assessment will be conducted and the 

program revised based on the results of this assessment. 

Trainee Characteristics 

Research has associated four criteria as being associated with success of training 

programs: 
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Ability- A pre-assessment of leadership aptitude should be a recommended course of 

action before admission into the program. These types of assessments need to be utilized as 

‘information only’ as these predictors have only been shown to have moderate success in 

identifying trainable individuals, but may have an advantage of weeding out very low 

performers and selection of very high performers (Baldwin). 

Personality-Managers who are high in need for achievement and have an internal locus 

of control (internal motivation as opposed to external motivation) were more likely to apply 

new knowledge gained in training to work settings (Baldwin) 

Motivation 

Motivation to succeed- there appears to be a direct correlation between motivation to 

succeed and incorporation of skills that will lead to that success. Potential for promotions, 

increase in salary and increased responsibility may drive an individual's determination to apply 

leadership development skills in business setting (Tubiana). Pre-course assessment will help to 

determine degree of commitment and motivation of an individual prior to participation in the 

program. 

Choice to attend- Results from a study by (Hicks and Klimoski) imply that the perception 

of choice of attending training or not has a positive impact on motivation and learning for those 

who choose to attend. 

Job involvement- Trainees who see that the training has direct application in their work 

are more likely to learn, and those who are given new opportunities to demonstrate new skills 

are more likely to retain those skills. “Trainees assigned goals after a management 
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development program were significantly better at applying their learning than were members 

of a control group” (Baldwin). 

Work Environment 

Support of upper management- Support for leadership development programs by upper 

management would encourage full participation and drive application of learned skills on the 

job. 

Favorable organizational climate- Researchers have found that a management style that 

included pre-course discussion with one’s boss and subsequent boss sponsorship contributed 

most to the transfer of skills, and “...that managers in favorable organizational climates (with 

freedom to set goals and a supportive environment) are more like to apply new knowledge to 

work settings” (Baldwin). 

To provide metrics and to mitigate training variance these assessments are 

recommended: 

eo Acceptance and buy in from supervisors for the development program 

o This will include tasks that will require application of the skills learned 

o Participation in the 360 degree assessment for their direct reports 

e Pre-training questionnaire and personality test. This will assess participant’s 

ability, interest, and motivation for this type of training. It will also be utilized to 

help trainers design focus of training to the gaps that may exist, providing a more 

direct learning approach based on needs. 

Training assessment at end of training. This will assess whether participants view 

the training as appropriate, effective, and applicable. 

Page 18 of 30  



eo Three-month and six-month follow-up questionnaires, to determine self analysis 

of application of skills in the work environment. 

e 360-degree performance check. This will test if subordinates, peers, and 

supervisors perceive an improvement in leadership skills. 

The proposed leadership development program will begin with an assessment of the 

potential participants in order to establish support for utilizing training resources. The criteria 

that we will assess will be opportunities to apply new skills, motivation of participants, and 

support from direct supervisors for the program. 

Summary 

A corporate benefit can be attained from well designed leadership development 

programs. Managers who transfer the concepts taught will create a more cohesive culture, and 

inspire the work force. Kouzes and Posner describe the practices of good leaders: 

  

e Search for Opportunities 

e Experiment and Take 
Risks 

Look for ways to improve the 
organization 

  

Envision the Future e Enlist Others 

  

Enable Others to Act- * Foster Collaboration 

Build spirited teams e Strengthen Others 

  

Establish principles for how 
people will be treated and 
how goals will be pursued 

e Set the Example 

e Achive Small Wins 
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® This proposal recommends a leadership development program which will incorporate 

the business philosophy that has made Bill Cook and his companies so successful. Leadership 

training in business strategy, business ethics, and mentoring will go far in improving the 

corporate culture of Cook Pharmica and help to develop leadership that will bring the company 

into the future. A difficult economic environment illuminates further the need for a strong 

leadership which can gather the troops and survive the current storm. The niche market of 

contract manufacturing of biopharmaceuticals is one that should survive and even prosper as 

the large pharmaceutical companies opt for contracting out much of their manufacturing to 

small, agile companies. Leadership that is prepared for the future will inspire the work force, 

build a corporate culture on ethical business practices and personal success, and will help Cook 

Pharmica weather the unsure economic clime. 
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Appendix A 

Proposed Modules- based on Bill Cook’s leadership style 

It is proposed that the three following modules be included in the leadership 

development program at Cook Pharmica. In order to keep valuable resources in-house training 

will be provided by a Cook employee that is trained to teach such a program. The training will 

occur in one hour sessions once a week. Each module will require at least 3 hours of training, 

such that the three recommended modules would take nine weeks to complete. 

Mentoring Leader 

The training content of this module will utilize multiple stimuli. 

1. Lecture about Bill Cook’s leadership and mentoring philosophy and how this 

type of leadership is a model for business success and developing loyalty and 

exceptional work ethic among the executive leadership at Cook Group. 

Discussion about how this leadership style could work in our areas of 

responsibility. Do we think that it will work? Why or why not? 

Role play around how participants would respond to this type of mentoring 

from their leaders and how this could improve the quality of work being 

done by their direct reports. 

Discussion about how we would feel about being judged on our own merits, 

drive, abilities, and potential; not the number and degree of our educational 

opportunities. 
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Ethical Leader 

One of the hallmarks of Bill Cook’s personal and business acumen incorporates a high 

moral and ethical focus. This standard is responsible, at least in part, for the incredible success 

of Bill Cook and in establishing the Cook brand. It is important in planning business strategy to 

keep the company’s actions above board in all things. This course will help to protect the 

company against litigation as well as providing an ethical standard for business that 

stakeholders can count on. The stakeholders which benefit from the high standards include 

owners, employees, customers, suppliers, the community, and society at large. One can not 

underestimate the financial benefit that an ethical and moral leadership can provide to a 

business. We only need to reference recent events in which a company’s future and public 

trust were damaged by unethical leadership. 

The training content of this module will utilize multiple stimuli. 

1. Lecture on the effect that poor and good ethical judgment has had on 

business throughout recent history. 

Current banking and housing industry 

Enron, WorldCom, 

How have these choices affected each of us? 

Moral implications 

2. How ethical decisions we make transfer to our company, our community, 

etc. 

a. Are we the face of our company? If so, what is our obligation? 

3. Role playing using multiple scenarios that one would find in business. 
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a. When is stealing, stealing? 

i. Office supplies 

ii. Personal time spent on the computer, elsewhere 

b. What type of moral compass should we use when deciding difficult 

issues? 

Strategic Leader 

Ready-fire-aim- “That's right. Ready means preparation. Get yourself ready to do 

something, then do it. If you screw up, you go back and see what happened. What | call ‘aim’ is 

hindsight-you find out where you screwed up, and you can correct it much easier. A lot of 

people would rather sit and prepare. They can prepare all their life. You've got to feel a little 

uncertainty, a little risk, and then say, ‘Okay, I'm ready to risk this. And when I’m done, I'll 

figure out: Did | do it right, or did | do it wrong’. One of the key elements is: Did you make your 

risk with good common sense based on history?” 

“Risk is the poor man’s equity. I've found this to be one of the strongest components of 

my economic value.” -Arthur Curry; Reported Feb 10, 1989 at Purdue University as the 

Krannert Executive Forum lecturer. 

Bill Cook described some basic tenets, what he called “Values for Living” in a pamphlet 

entitled The Leader Determines Company Behavior. Some of these life and business strategies 

are: 

e “Don’t be in a hurry to begin your life’s work.”- Bill says don’t be in too big of a hurry 

to plan your life’s work, take time to figure out what that might look like. 
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“Never plan too far ahead, or too precisely, because you can lose sight of your goals 

and dreams. ...| see it in everyday business life: people making long-range plans and 

making investments in something that, halfway down the road, they find doesn’t 

work. A lot of that has to do with not concentrating on the element of today-always 

thinking about tomorrow. | think you should always have to have a little tomorrow 

in mind, but you shouldn’t plan too heavily and make decisions that way.” 

“Plans made by a committee remove part of the responsibility that should be yours 

alone. ...too much committee and not enough people assuming responsibility, and 

taking responsibility, for a job.” 

“A business or a personal plan is a perfect excuse for not seeking a better, alternative 

direction. I've made on e or two in my life, and | thought to myself, ‘How 

ridiculous? If | get halfway down this thing and what I'm saying doesn’t work...?" | 

try not to go too far ahead in my thoughts...how to get from one day to the next...” 

“Know history, because the past helps you foresee your future.” Bill's states the old 

adage “Those who forget the lessons of history are condemned to repeat it. As you 

get older and you rely upon your past, it certainly helps. How did you get where you 

are? Hardly a day goes by that | don’t call Phyllis McCullough (who lives in 

retirement in Florida) for a piece of history.” 

“Try to keep your family above the business.” 

“Always be competitive-you always want to compete, not necessarily with others, 

sometimes with yourself. But most certainly you want to compete with your 

competitors.” 
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eo “Ready, fire, aim. Get yourself ready to do something then do it.” 

Bill Cook’s business strategy can be summed up as being smart, making plans that are 

not too extended, and then acting on that plan. A clear company strategy is imperative for 

Cook Pharmica because it gives a direction for the company and if it is communicated well, it 

can provide a powerful focus for all members of the organization. This module will teach 

leaders how to devise a good strategic plan for the company or for their department and will be 

based on a few important concepts. 

  

e Goal/Mission Statement 
  

  

e Strategy 
  

  

e Objectives 
  

    ® Tactics 
  

1. Set a goal. A goal is your desired business outcome. It’s what you want to achieve. 

It is often expressed in a mission or vision statement. 

2. Establish a strategy. This is the broad approach you are going to take to achieve the 

goal. 

3. Define objectives for your strategy. Objectives are the measureable tasks (metrics) 

that we undertaken in order to realize the strategies. 

4. Develop tactics. Tactics are the tools that you will use to achieve the objectives and 

are sometimes referred to as targets. 
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Appendix B 

  

INGENUITY 

  

e Works with an open mind 

  

e Innovative for better patient outcomes 

  

eo Exercises creativity 

  

e Advances the industry   
  

Ingenuity Average 

  

PASSION 

  

eo Makes a profound personal investment 

  

e Helps others achieve success 

  

e Brings the Cook® vision to life     
  

Passion Average 

  

SERVICE 

  

e Puts the needs of others first 
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eo Is available for collaboration 

  

e Provides constant support to our clients     
  

Service Average 

  

ADAPTABILITY 

  

e learns new ideas 

  

eo Considers the perspectives of others 

  

® |nvites improvement   
  

Adaptability Average 

  

INTEGRITY 

  

e Honors promises 

  

e Maintains uncompromising standards 

  

e Holds self accountable     
    Integrity Average 
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