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intRoDuCtion
hange processes are the name of the game in 
corporate culture throughout the world. It has become 

commonplace among nearly every business and with it comes 
many positives and negatives. Change processes signify 
executives understand that improvement is essential to 
compete in the global economy. However, this understanding 
doesn’t always come with proper follow-through leading many 
companies to execute change ineffectively. In our experience 
alone we found: 

›› One company that was proud to 
have over one hundred change 
initiatives in place. However, were 
upset with their field leadership for 
executing them poorly. 

›› At a regional company meeting, 
executives shared over six flip charts 
worth of change activities. As they 
moved from one to the next a look 
of dread visibly washed across the 
managers’ faces.

›› The ‘burning platform’ was 
presented to save a sinking ship 
resulting in employees becoming 
filled with terror about losing their 
jobs.  

›› A company that had previously 
had change implemented through 
process improvement left a number 
of employees commenting, “They 
did that in another division, and then 
laid us off.” 
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To most employees “change” holds many negative connotations and is 
resisted by managers and employees alike. Change-master John Kotter 
says 75% of change initiatives fail. From our experience, this failure is 
because of poor change management leadership. Research by Fortune 
magazine described the following:

All-in-all most companies fail miserably at trying to change for the better. Their change process is poor 
causing their execution to be poor forming an endless cycle that only results in fear, anxiety, and ambiguity 
that overwhelms the organization’s climate. 

Fortunately, this type of change process breakdown doesn’t have to happen. Throughout this eBook I will 
give practical and proven advice to shepherd your team through whatever change process you are 
engaged in. I hope you find it helpful. Feel free to contact me if I can be of service.

Positively,
Rick Conlow

27% 
of plans are based 

on employees’ 
workload

75%  
of managers don’t 
have an incentive 

tied to executing new 
strategies

10% 
of CEOs are 
confident in 
their team

20% 
link execution to 
budget line items

73%
of CEOs say improvement 
is needed in strategy and 

execution

82%
of CEOs believe 

executive 
effectiveness is 

important

92% 
of organizations 

don’t track 
results

95% 
of managers don’t 

know what’s 
expected
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Change 
ManageMent 

MisConCeptions
hange management is a common concept for most 
organizations. In fact, it’s fairly essential considering the 

fast pace of our society easily passes by the average bystander 
in a millisecond. Simply put, it’s the framework for taking an 
individual, a team, or an entire organization from its current 
position to a more desirable future position. The goal of change 
management is really to minimize the negative effects for those 
enduring the transition. If the negative effects are greater 
than the benefits one believes exist at “the end of the tunnel,” 
then more than likely, the change-management efforts will get 
stopped dead in the their tracks. In order for change to take 
place, the individual, team and organization have to somehow, 
someway, believe that making the change is WORTH embracing 
anything that gets in the way in the meantime.
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There are many beliefs about change management. One 
common ideology is the best way to get people to change 
is to create a sense of urgency. Another very common 
concept is the ‘burning platform’, a term coined by Daryl 
Conner. However, when it comes to these ideologies 
there is a large misunderstanding. You hear “urgency” and 
“burning platform” – and your mind immediately jumps to 
“JUMP!” Imagine yourself on an actual burning platform, 
you’d definitely feel a sense of urgency to get off the 
platform at whatever cost. In that moment, what might you 
feel? FEAR? PANIC? ALARM? Therein lies the fundamental 
problem, the terms “urgency” and “burning platform” 
portray a false sense of fear and panic that doesn’t 
necessarily align with their goals. 

Recently, Daryl Conner gave an excellent explanation 
about what he intended “burning platform” to mean. He 
detailed that is it more about courage and commitment 
than fear and panic. Refer to the link at the end of this 
chapter to watch the entire explanation.

Think of iT like This; you are the captain of a plane (the 
manager of your team) and you want everyone to learn how to 
sky dive well (collaborate, use their resources, make cautious, but 
courageous decisions, land successfully, etc.). To do so, you put 
everyone in your plane, and head for the heavens. At 14,000 feet, 
you tell your passengers, “Alright, I’m about to open the door. 
I’m going to give you five seconds to jump. After six seconds, I’m 
skydiving out of this plane, and you’re left to fly yourself home if 
you don’t jump.”

Now, if you had misinterpreted ‘burning platform’ concept, 
you probably would have told them to jump without 
considering the following:

›› Did you teach them how to put on their parachute 
pack?

›› Did you educate them on how long they should 
expect to free fall before activating the parachute?

›› Did you give them lessons on how to handle high 
winds?
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›› Did you instruct them how to steer their 
chute, in the case they need to adjust where 
they land?

›› Did you walk them through what to do in 
the case of an emergency if their parachute 
doesn’t activate?

›› And lastly, did you help them practice their 
landing, in order to avoid injury?

If you had properly understood the concept, you 
would have shown your team how to make the 
jump. And the only way you could have trained them 
through each of the steps, is if you had actually 
gone through the process yourself. The secret of 
good change-management managers is they don’t 
scare their teams into something they’ve never 
considered enduring themselves. Instead, they 

venture into foreign territory first and check it out. 
Then, they share that experience with their team 
in a way that properly prepares the team members 
to head in the direction of change. The manager 
doesn’t need to know everything, but at the very 
least they need to understand what they are asking 
their team members to do.

Now give this some thought, what do you think 
it takes to lead a team successfully through the 
transition to change?

Watch the Daryl Connor video here for further 
reference.

http://www.youtube.com/watch?feature=player_embedded&v=KwRB0sHpN9E
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eMployee 
peRspeCtive 
on Change 

ManageMent 
ssentially the ‘burning platform’ concept is a theory, that 
if used accurately and understood correctly, can help us 

think about the way we embrace change in our personal and 
professional lives. On a managerial level, diving head first into 
whatever it is they’re intending to invite their employees into is 
key. On an employee-level the responsibilities and roles change. 

Employees have a decidedly tougher road when it comes to 
changing how change management is handled. Typically it’s the 
leader who thinks he or she’s inspiring others, but really is just 
igniting fear and worry. Or it’s the manager that thinks the only 
way to enact change is to threaten them with the consequences 
they’ll endure if they don’t. You may wonder, what’s the solution 
when you’re not in charge? Fortunately, there are actions you 
can take to help make it possible.
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Challenge leaders by asking ‘curiosity’ questions. 
Aggressively challenging managers many times 
more than anything, results in defensiveness. The 
key is to ask curiosity questions that force them to 
think about what they are asking of you and others. 
This requires them to think through the process, 
which is often ignored when the ‘burning platform’ 
is misunderstood.

Do research.
Think through what they are asking you to do and go 
through the effort of determining what it would take 
to actually do what they want. If it’s unrealistic, your 
point will be more convincing if you approach them 
with a realistic plan that blows their unrealistic idea 
out of the park.

Often, if managers are telling their employees that 
“Something must be done or else…” – it doesn’t 
empower employees as much as it scares them. But, 
if you’re an employee, don’t jump to conclusions 
about why a manager is asking you to do something 
that doesn’t seem right. Instead, ask more questions, 
think of alternatives and research the process. 
This is important is because some managers just 

might not be experts at 
explaining what they want. 
It isn’t fair to assume 
they’re overreacting if 
you haven’t done the 
due diligence of digging 
deeper.

Your goal, as an employee, 
is not to point out that 
management is wrong and 
you are right, but rather, 

the goal is to together come to conclusions that are 
valuable, realistic and inspiring for the entire team.

Ask yourself, have you had a manager like those we 
mentioned above? What did you find helpful? How 
did it affect you and the rest of your team?

PresenT alTernaTive PersPeCTives.
Frequently, when managers are recommending something that 
stems from anxiety their perspective narrows. For this reason, 
either ask them to brainstorm alternatives with you or do your 
homework in advance and present your thoughtful alternatives 
to them. Even if they don’t adapt your open attitude, multiple 
perspectives force others to see things differently even when they 
don’t want to.
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the unstaBle 
Change 

ManageMent 
stRategy 

any managers and leaders use fear-saturated strategies 
to “drive” people toward change. In one hand, it makes 

sense. In the other, it’s also unhelpful, harmful and usually 
counterproductive. In a recent blog by the consistently brilliant 
Seth Godin, he discusses the impossibility of measuring fear. 
Although we can’t measure it, we do our best, given our scenario 
and feelings, to gauge our likelihood of giving into or getting 
over fear. The fear, seemingly driven by an owner of its own, 
is capable of scaring us to severe or insignificant levels, which 
at times, can leave us convinced we have little control over 
what’s consuming our fear-filled realities. In addition to Godin’s 
thoughts, it appears the apparent lack of control over our own 
feelings and future can make us even more anxious. 
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One of the reasons the burning platform can be  
problematic is its inherent lack of sustainability. The 
burning platform equation is easy:

• Determine what needs to change.
• Determine who would be involved in the

process and affected by the change.
• Determine what’s important to these

employees (what they value).
• Use what they value to scare these

employees into buying into your strategy.

Instead of actually inspiring your employees to 
do what they need to do to drive positive change, 
companies are scaring employees to do what they 
must do to keep their jobs, avoid their worst fears 
and please a frightening leader. This can lead to 
many things, but one very prominent workplace 
pattern typically unfolds: employees and leaders are 
on two separate pages.

The lack of congruency between leaders and their 
teams occurs because leaders have hope in the 
changes they are about to drive, so they experience 
positive feelings during the change-management 
process. This is in stark contrast to the employees’ 
experience, which is permeated by panic. This lack 
of consistency between leaders and their teams 
can lead employees to resent and disrespect their 
leaders. It can also lead to major misconceptions on 
the leaders’ behalf. If they aren’t aware of what their 
employees are experiencing, feeling and thinking 
– instead of doing good, they are actually driving
a damaging wedge in the workplace. And once a
company’s culture becomes divided, anything (and
everything) can go awry.
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Changing 
peRspeCtives 

Changing paths
f someone wants to change, why doesn’t that seem to be 
enough? Why doesn’t our desire to do things differently 

actually create the ability to change our current situation?

The truth is, your vision for how things can be, ought to be or 
should be – CAN become the reality. Step one is having a vision. 
Most of the time, if we are seeking to change something, we are 
either running FROM something (something we don’t want to 
be, something we’re afraid of becoming, something someone 
else has told us to fear, or anything that makes us feel just a wee 
bit anxious), or we are running TOWARD something different 
(something good, something positive, a better way of life, a new 
way of thinking.)
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If you’re running FROM something it’s typically 
some level of fear that’s driving you forward. If 
you’re running TO something else it’s courage, hope 
and a vision to keep you moving forward. It’s up to 
you which of these two motivations is your driving 
force.

In whatever direction you head, for whatever 
reason you choose it is inevitable that you will 
encounter some resistance. If you are running 
toward something that you believe in it’s much 
more likely that you will see the value in overcoming 
any resistance along the way. Adversely, if you 
are running from something that you’re scared of 
ultimately, your decision to keep going will depend 
on what’s scarier: the resistance you face or what 
you’re running from?

Richard Beckhard and David Gleicher created “The 
Formula for Change”, which was later refined by 
Kathie Dannemiller and called “Gleicher’s Formula”. 
To really illustrate how these points can be put 
together, consider the following formula: 
D x v x f > r

3 factors must be present for meaningful 
organizational change to take place:  
D = Dissatisfaction with how things are now 
v = Vision of what is possible 
f = First, concrete steps that can be taken towards 
the vision

If the product of these three factors is greater 
than r [resistance] – then the chance there will be 
change is high. If the product of these three factors 
is less than the amount of resistance that’s present 
– the likelihood for change is low. So, if you’re hoping
to head in the direction of your dreams there are
a few simple things that you can do to help set the
stage for success:

1. Understand what you want to change and
why you want to change it.

2. Envision what it would be like if you made
this change. Think it, feel it and picture it.

3. Make a list of steps (just a few for starters)
that would help you get where you want to
go. Having a few reasonable ‘action steps’
in mind can make the prospect of change
less overwhelming.

Dissatisfaction 
with how 

things are now 

Vision 
of what is 

possible 

first, 
concrete steps 

that can be 
taken towarDs 

the Vision

resistance



15 CHANGING CHANGE MANAGEMENT



a ManageMent 
anChoR in 
a Change 

ManageMent stoRM
 

hange is a frightening concept for most managers for 
numerous reasons. The most often of which is that 

managers and leaders alike, tend to think that change is only 
encouraged or initiated when something is wrong. Additionally, 
whenever something is seen as the unfavorable alternative of 
two options – stability (good)/change (bad) – we are going to 
prefer the former to the latter. It’s human nature. With that it’s 
no wonder so many professionals avoid the process of change 
because of its negative connotations.

Without sugarcoating it, sometimes change is necessary 
because things aren’t working or they’ve have gone wrong – but 
that doesn’t mean change has to be bad. Instead, change should 
be considered a hopeful possibility. It’s the one thing that’s in 
our control when all else has gone awry. 
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The manager’s role is the anchor to an 
unstable ship. Regardless of the reason, 
change is happening in your team, 
organization or process. By its very 
nature, change is variable. We all know 
that when things aren’t routine or are 
unfamiliar, security comes from stability 
– and this is the anchor’s role when the
ship’s lost its steadiness. So, what does
all of that mean for you, the manager?
A lot, however there are three things
specifically.

#1. Your attitude has the ability to alter 
things negatively or positively. While 
change is being driven, are you the calm 
in the eye of the storm? Be aware of the 
power of your presence.

#2. Your actions affect the ship (your 
team) and the storm (the change). 
What you do and how you address the 
need for change will either define the 
direction your team needs to go or leave 
them lost at sea hopeless and astray. Do 
everyone a favor and don’t drift aimlessly 
– give your team what they need to sail
through the storm successfully.

#3. Your perspective shapes their 
experience. While you’re all in process of 
driving this change (amidst the storm), 
are you taking the time to draw their 
attention to the things that matter? In 
other words, are you stopping to soak 
in the scenery that makes the journey 
worthwhile? Or are you rushing to reach 
the end, ignorant of the lessons and 
experiences you could have captured 
along the way?

Now, ask yourself: When the change 
management storm roars your 
team’s way, what role do you want to 
play? Hopefully, after some time and 
reflection, you choose to be the anchor 
amidst the storm.
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Change how we 
Change

hange is uncomfortable. It’s not always what we’re 
accustomed to experiencing. Typically, the process of 

change doesn’t “feel” good. Now, sometimes it feels good to 
know we’re doing something that’s outside of our norm and in 
our best interests, but usually, we don’t enjoy the product of 
change until we’re reaping the hard-earned rewards of our work 
– which happens after we’ve endured the process of change.

People are reluctant to change – not because they don’t believe 
there might be a better way, but because the process of getting 
to where they want to be feels too unfamiliar. So, they turn back, 
they go back to what they know and return to routine.
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If you’ve gone my our website or blog before, you 
know by now that I am fascinated by change 
management concepts. I am intrigued by human 
behavior especially as it intersects (and sometimes 
interferes) with our professional lives. How do we 
stop doing what isn’t working and start doing what 
would help us become successful?

Albert Einstein once said, “We can’t solve problems 
by using the same kind of thinking we used when 
we created them.” Put simply, if you don’t like what 
you’re getting out of what you’re currently doing 
– DO something different. If what you’re currently 
doing is causing you problems – DO something 
different.

It’s all in our actions. We can want change. We can 
believe in it. And we can even see it in others – but, 
when it comes to our own lives, we can’t change 
until we do something different.

So, at what point do we decide we’re going to 
become comfortable enough with the discomfort 

change brings, just so that someday we’re 
comfortable with where it has brought us? If that 
doesn’t seem clear, read it again until it sinks in.

It comes back to our original statement: change is 
uncomfortable. But ask yourself, why are people so 
uncomfortable with change? Why do they prefer 
things to be the way they are – even if they know 
it’s not for the best? It’s ironic that as individuals 
we want things to be different yet, we’re unwilling 
to do what it takes to make them different. We’re 
unwilling to give up the old – to get the new.

This chapter has one purpose, ask yourself this 
question: What would be worth it for you to 
transform your “want” to change into a “will” to 
change? Until you answer that question, you’ll keep 
running yourself in useless circles: getting nowhere, 
staying frustrated and experiencing the same ole’, 
same ole’. Yes, you’ll be comfortable – but sooner or 
later, you’ll become uncomfortable with how long 
it’s taken for you to change.

It’s all in our actions. 
We can want change. 
We can believe in it. 

And we can even see it 
in others – but, when 
it comes to our own 

lives, we can’t change 
until we do something 

Different.
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☼

the inteRnal 
Change 

ManageMent 
CoMpass

n an article in the Harvard Business Review, Scott Keller 
said, “This result reveals an inconvenient truth about 

human nature: When we choose for ourselves, we are far 
more committed to the outcome — by a factor of five to one.”  
This truth about human nature is a very valuable reality – 
regardless of whether or not we manage or are managed. 
There are many reasons why is it to your benefit as a manager 
and as an employee that individuals operate more out of their 
internal compasses than they do when encouraged or forced by 
outsiders. 
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WhY is This GooD neWs for ManaGers?
You can stop seeing yourself as the fuel that’s 
responsible for moving the engine forward, and 
you can start seeing yourself as the supplier that 
offers much-needed resources along the way. 
Let’s face it, if you’re the fuel for every employee 
you manage, you’re bound to run out of steam for 
everyone, including yourself. You’ll be exhausted, 
burnt out, and not a pleasure to be around. Your 
employees won’t want to come to you for help 
or encouragement because they’ll see you as 
the last place they should go for a “pick me up.” 
When you change your role, you allow your 
employees the opportunity to find their own fuel 
for moving forward, which can be empowering and 
developmentally progressive.

WhY is This GooD neWs for eMPloYees?
If you as an employee are constantly relying on 
someone else to steer you in the right direction, 

you’ll never develop a radar of your own. If you hope 
to achieve success in the long-term, you’re going to 
need internal drive to get you there. Unfortunately, 
during your professional life you are bound to be 
managed by some bad bosses. Not every boss is 
a winner. If you’re dependent on someone else to 
push you, guide you, and advise you, you’ll be out 
of luck. Especially if you find yourself reporting 
to a boss that doesn’t know what he/she is doing. 
Instead, seek to better understand what it is you 
want, what it is you’re good at, and what areas 
of your professional skill set need to be further 
developed. At the end of the day, all of us either 
want to do well or we don’t. We’re either willing to 
change or we’re not. When push comes to shove, 
will your internal change-management compass be a 
trustworthy guide?
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CoaChing towaRD 
Change

f you have a coach or are a coach, you are probably 
interested in initiating change somehow. You see an 
opportunity in yourself  or in someone else and you want to 
make a difference. If you’re the one that’s hoping to change 
yourself, then, for the most part, you’re in control of how 
much you want to change. On the other hand, if you’re 
simply involved in the process of someone else’s change, 
your role is dependent on 5 things.
1. Their purpose for changing, and the priority they put on

the process.
2. Their interest in using you as a resource and their level of

respect for you.
3. Their willingness to do the hard work that’s inevitable and

essential.
4. Your ability to influence.
5. Your patience for the process and the person.



22 CHANGING CHANGE MANAGEMENT

The reason it’s critical to 
consider these 5 factors is 
because if you’re helping 
someone else, you absolutely 
must recognize that it’s not all 
about the other person 
(putting too much pressure on 
him/her) and it’s also not all 
about you (taking too much 
pride in yourself). At the same 
time, you must willingly accept 
the fact that some people may 
not want your help. It’s not 
your job to convince them to 
change.

Put differently, when two 
friends are fighting it’s typically 
easy for both of them to blame 
the other person. When a 
husband and wife are 
experiencing tension, they will 
more than likely find more 
fault in the other person than 
in him or herself. In many 
life scenarios, pointing to 
external factors (like another 
person) is much easier than 
exploring the internal factors. 
In a coaching relationship, the 
same rings true. When you’re 
the one coaching, you might be 
even more tempted to take 
less responsibility when little is 
changing. Do your best to 
dodge this enticing, yet all too 
common, human response.

If someone invites you into his 
or her process toward change, 
you inherently inherit 
responsibility. Don’t abuse 
it; be accountable to it. To 
do this successfully, utilize the 
aBCDe acronym as a 
framework to laying the right 
coach-client foundation.

aSK QUESTIONS It’s your job as
a manager to 

be the coach and help your team survive and thrive in the change 
process. However, don’t jump in too quickly with the advice and 
direction. Ask questions to better understand the purpose, goal 
and vision of the need for change. You need to engage your boss 
and your company to gain as much understanding as possible. 
Also, don’t forget to talk to your team. All too often, we take 
things at face value, and down the road, we realize we may not 
have chosen the best solution. Or, we started with the wrong 
perception.

BELIEVE It’s absolutely fundamental to focus
on the potential benefits and best 

opportunities for success. This isn’t to suggest that only high 
performers or our best employees deserve your time. Sometimes 
we have to implement change that seems confusing. We need 
to be students and learn all we can so we can best help our 
employees through the process. 

CONTRACT Once you commit to work
toward change, document 

this mutual decision. A contract doesn’t need to be exhaustive to 
be valuable; it simply needs to put the relationship and activities 
in writing so that you and your team remain accountable to the 
process. Do this planning with your team. Now they become 
involved and more committed.

DIALOGUE A successful change is usually
not a one-way conversation; it’s 

a two-way discussion where new ideas, thoughts and strategies 
are created. Set aside time where you and your team can connect 
and collaborate. This reinforces good relationships and generates 
good results.

eXPECTATIONS As the coach, it’s
your job to explore 

and identify your employee’s expectations because most people 
aren’t experts at explicitly stating what they hope to do, receive 
and become. If you don’t understand their expectations from the 
start, you will have a harder time coaching effectively. You will 
have to re-clarify expectations from time to time. It’s not a “one 
time fix.”

The ABCDE acronym is a good way to begin the coaching 
process. It helps you stay focused on guiding your team through a 
change process.
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ConClusion 
 

effeCTive TraininG anD DeveloPMenT 
oPTions:

1. Learn how to motivate uninspired employees.
2. Improve your skills and knowledge of leadership

effectiveness.
3. Achieve better team performance.
4. Accelerate your career.
5. Gain more personal satisfaction and pride in your

work.
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1.Do you want to learn now to be a more effective 
and successful leader?  If so, we suggest you check 
out my Superstar Leadership book. order the book 
here.

2.Do you want to assess or learn more about
the strengths and weaknesses of your leadership 
skills, so that you can improve today? Take our 
complimentary superstar leadership assessment 
here.

3. RCI Breakthrough Coaching
Do you want accelerate your performance in
your career? I have 2 Dynamic Coaching Plans 
Customized for Your Success as a Leader 

After coaching over 250,000 managers worldwide 
in many different industries, Rick Conlow knows 
that one-on-one coaching makes a difference in a 
manager’s career success as leaders.

• Are you getting pressure to achieve better results from
your boss?

• Do you desire a promotion and a higher income?
• Do you know your team can do better but they are

under-achieving?
• Do you need to improve your leadership skills based on

others feedback?
• Do you want to recapture your excitement for your

career and ramp it up?
• Do you know you can be a better leader but you just

aren’t getting the help you need?
• Are you committed to being more effective and want to

improve	your	confidence	and	competence?

If you answered YES to one or more of these 
questions, coaching can help you get where 
you NEED or WANT to go! learn more about 
the RCI Breakthrough Coaching here.

http://wcwpartners.com/superstar-leadership-model/
http://rickconlow.com/product/superstar-leadership/
http://wcwpartners.com/superstar-leadership-model-self-assessment-download/.
http://wcwpartners.com/superstar-leadership-model-self-assessment-download/.
http://wcwpartners.com/services/coaching/business-coaching-programs/
http://rickconlow.com/coaching/
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a B o u T  
R I C K  C O N L O W

I’ve been in your shoes, I was a manager just like you may be now. I 
wanted to succeed just like everyone. I wanted to make a difference. 
The first company I worked for believed in training, with this 
opportunity and my desire to learn, I attended over 100 training 
programs and conferences in a little over fifteen years. My results 
improved and I moved from teaching and selling to executive, with 
five promotions. Eventually, I co-founded WCW Partners, Inc. and 
Rick Conlow International (RCI).  My purpose was to keep learning so 
I could make more of a positive difference. Throughout my years of 
dedication I achieved:

• 48 quality service awards including JD Power, Ford’s President 
Award, and Canada’s Consumers Choice Award.

• Record-breaking sales year after year: 30%, 48%, 52%, 75%, 
122% gains in sales.

• 15-20 points on customer experience surveys.
• 12-14 points on employee engagement surveys.
• Author of 20 books, including the best seller, SuperSTAR 

Leadership.

Exceed your leadership potential today, I’ll show you how.



26 CHANGING CHANGE MANAGEMENT

MY expeRienCe
My clients include:

and many more including a number of non-profit organizations and educational institutions

MY suCCess

forD’s 
presiDent’s 

awarD 

JD power 
awarD 
for customer 

service

    34
Quality and customer 

service awards

   57%
Reduction in customer 

complaints

   8%
Positive gains in retail 

sales growth

   75%
Gains in sales to existing 

customers

5-7%
Gains in transaction 

counts

   53%
Improvement in sales

ContaCt ME
To learn how you can do amazing things, 
visit us online at: www.rickconlow.com 
or contact us toll free at  
1-888-313-0514.

CheCk out MY
otheR titles

http://www.rickconlow.com
http://www.amazon.com/Superstar-Leadership-Rick-Conlow-ebook/dp/B00C1MGIWY/ref=sr_1_1?s=digital-text&ie=UTF8&qid=1388798702&sr=1-1&keywords=SuperSTAR+Leadership
http://www.amazon.com/SuperSTAR-Sales-Rick-Conlow-ebook/dp/B00CB684FE/ref=sr_1_1?s=digital-text&ie=UTF8&qid=1388798736&sr=1-1&keywords=SuperSTAR+Sales
http://www.amazon.com/Superstar-Customer-Service-Rick-Conlow-ebook/dp/B00GH6JPCK/ref=sr_1_1?s=digital-text&ie=UTF8&qid=1388798799&sr=1-1&keywords=SuperSTAR+Customer+Service
http://www.amazon.com/How-SuperSTAR-Employee-Rick-Conlow-ebook/dp/B00HJZ26LA/ref=sr_1_7?ie=UTF8&qid=1388798618&sr=8-7&keywords=SuperSTAR+Leadership
http://wcwpublishing.com/wcw-programs/e-books-leadership-improvement-downloadables/goalpower-how-to-increase-your-personal-performance-and-career-success/#
http://wcwpublishing.com/wcw-programs/e-books-leadership-improvement-downloadables/designing-a-superstar-experience/
https://wcwpartners.leadpages.net/tc-pinpointe-how-to-motivate-inspire/
http://rickconlow.com/product/superstar-leadership/
http://rickconlow.com/product/superstar-sales-a-31-day-plan-to-motivate-people-build-rapport-close-more-sales/
http://rickconlow.com/product/superstar-customer-service-a-31-day-plan-to-improve-client-relations-lock-in-new-customers-and-keep-the-best-ones-coming-back-for-more/
http://rickconlow.com/product/ow-to-be-a-superstar-employee-how-to-increase-personal-performance-and-career-success/
http://rickconlow.com/product/goalpower-how-to-increase-your-personal-performance-and-career-success/
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There aren’t many who’d argue the fact that Rick is one enthusiastic 
and results oriented guy. Even the titles of his books, articles, 
speeches and initiatives reflect his drive and positive energy.  

A quick glance at his professional resume leaves you with the strong 
impression that effort and optimism are a winning combination. 
Case in point: with Rick by their side, clients have achieved double- 
and triple-digit improvement in their sales performance, quality, 
customer loyalty and service results over the past 20-plus years 
and earned more than thirty quality and service awards.  

In a day and age where optimism and going the extra mile can 
sound trite, Rick has made them a differentiator. His clients include 
organizations that are leaders in their industries, as well as others 
that are less recognizable. Regardless, their goals are his goals. 
While many consultants talk about consistent and sustainable 
results, Rick helps his clients achieve them. 

Rick’s life view and extensive background in sales and leadership 
– as a general manager, vice president, training director, program
director, national sales trainer, business owner and management

consultant – are the foundation of his coaching, training and
consulting services. Participants in Rick’s experiential, live action 
programs walk away with aha’s, inspiration and skills they can 
immediately use.  

These programs include “BEST Selling!”, “SuperSTAR 
Customer Service”, “Excellence in Management!”, 

“SuperSTAR Selling!”, “The Greatest Secrets of all 
Time!”, The State of the Art in Improving the Customer 
Experience, and “SuperSTAR Leadership, Good Boss/
Bad Boss – Which One Are You?”  

Rick has also authored Excellence in Management, 
Excellence in Supervision, SuperSTAR Customer Service, 
SuperSTAR Selling, Designing a SuperSTAR Customer 
Experience, SuperSTAR Leadership and Returning 
to Learning. He and his business partner, Doug 
Watsabaugh, published six new books together. Their 
newest book is SuperSTAR Leadership, A 31 Day Plan to 

Motivate People, Communicate Positively and Get Everyone 
On Your Side.

When he’s not engaging an audience or engrossed in a 
coaching discussion, this proud husband and father is most 

likely astride a weight bench, or a motorcycle taking on the 
back roads and highways of any state.

RiCk Conlow 
CEO/Co-Founder
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foR MoRe infoRMation on 

RICK CONLOW 
INTERNATIONAL

Check us out online: 
www.rickconlow.com

Visit our leadership blog: 
www.rickconlow.com/superstar-

leadership-blog/

Call Rick: 612-868-8521

Find us on social media:

ftxi

www.wcwpartners.com
www.blog.wcwpartners.com 
http://facebook.com/rconlow
http://twitter.com/rickconlow
http://www.youtube.com/RickConlow
http://www.linkedin.com/company/706553
http://rickconlow.com



