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Kelly: Hi, welcome to the Legal Nurse Business Podcast. This is your co-
host Kelly Campbell and today we're lucky to have back Libby Gill. 
She joined us before, and we're certain you enjoyed our conversation. 
Today she's joining us to talk about career advancement.  

 Libby Gill is the former Head of Communications in Public Relations 
for Sony Universal and Turner Broadcast. She was also the branding 
brain behind the launch of the Dr. Phil Show. Libby is now CEO of 
the L.A. based Libby Gill & Company, an executive coaching and 
consulting firm. She guides emerging and established leaders at 
organizations including Abbott Medical, ADP, Capital One, Disney, 
Honda, Medtronic, Microsoft, Sony, Viacom, and many more to 
inspire purpose and ignite performance.   

 Author of four books, including the award-winning You Unstuck and 
Capture the Mindshare and the Market Share Will Follow, Libby 
shared her success strategies on CNN, NPR, The Today Show, and in 
Business Week, Time, the New York Times, the Wall Street Journal, 
and many more. Libby's latest book is The Hope-Driven Leader: 
Harness the Power of Positivity.  

 Libby, thank you for joining us again.  

Libby: Thank you so much for having me.    

Kelly: We are just thrilled that you've taken the time to come back and talk to 
us about career advancement. I can't wait. You are an inspiration with 
so many of your accomplishments.  

Libby: You're very kind. I appreciate that.  

Kelly: Thank you.  

 Let's get started. Where to begin? I'll let you lead this conversation.  



Libby: Sure. Well as you know, Kelly, I've worked with a lot of leaders and 
also people on their way up. One of the joys of being an executive 
coach is first that I was in the corporate world for a long time heading 
up communications as you mentioned at three of the big studios. It 
was really difficult to get ahead. There weren't a lot of women role 
models certainly or role models who just had the time and energy to 
kind of take you under their wing and help you grow. I realized pretty 
quickly it's up to each of us to define our career path.  

 Now as an executive coach I have the good fortune to help people see 
what is holding them back, how they might advance, and to help them 
get to the next level. There are a few things that I see. One thing I do 
as an executive coach I think is really applicable to just about 
anybody. As a coach I'll go into an organization and do a 360 
assessment, which a lot of people are familiar with. 

For those who are not, the idea is that I give my coaching client a 360 
perspective from people above them, supervisors and people higher up 
the corporate food chain, peers and people who are lateral. They're 
direct reports to give feedback and input on different areas of 
performance so that they can see how they're perceived by others. I 
always start that first with coaching the clients so that they tell their 
own stories and assess themselves.  

 It really is remarkable, and I think it's because we're not wired to give 
feedback. It's awkward, it's a little uncomfortable, but anybody can 
take that idea even if they're not having a formal assessment like I 
would do. For example, you might just go into the workplace, pick out 
five of your peers, your trusted colleagues, people who you think will 
be able to tell you the truth and simply ask them to identify three of 
your strengths and three of your weaknesses, or as they love to say 
now, 'areas of opportunity'. God forbid we would say weakness.  

Kelly: Say it like it is, right? 

Libby: Exactly and when you set it up by telling people you want them to be 
candid and you want their real feedback, they can be surprisingly 
straightforward. What you look for is a theme. Is there something that 
everybody says, either strength or area of improvement that people 
tell about you? Does it sort of jive with what you think about 
yourself?  



 I've suggested it to many people, particularly people who hire me as a 
coach personally but not through their company. Often, they sort of 
want their secret weapon, that kind of stealth person to give them 
coaching unbeknownst to their company either because they've got 
difficult management, they're trying to work their way up, they 
perceive that they're stuck, or sometimes they're looking for a job 
elsewhere.  

With one person, I suggested that she talk to five or six people and get 
that kind of information. Being the sort of driven and ambitious 
person that she was, she talked to 30 people, put all their feedback on 
a spreadsheet and cross-referenced it to see where the overlap was. 
Not surprisingly, she got feedback that really confirmed what she 
thought, that she was thorough, that she was detailed, and she took 
great care with her projects. To her, it was a great affirmation of what 
she thought she was delivering. 

It was another woman who did the same thing. She was just stuck. 
She was stuck at a certain level in her job and had a small team. She 
knew she could do more but had this feeling that she was getting in 
her own way. She went out and asked for that feedback, and boy did 
she get it. She found out where she was passionate others felt that she 
was driven, ambitious and even mean-spirited. One person said, 
"When I see you coming down the hall I go the other way," and that 
just threw her for a loop. She didn't expect that.  

 By the way, you can just ask people to send you to an email 
anonymously or from an email that you won't recognize if you want to 
collect that information. They will feel like that they're not sharing 
personally, but it's more anonymous.  

 When she saw that feedback, she realized that her giving deadlines 
and staying on top of people was the way that she was doing it. It was 
the communication, the style and tone more than it was her directness. 
We just came up with a little mantra for her, which was "Light 
Touch". She after that started to sort of soften her tone, be a little bit 
more friendly, remember to smile, say please and thank you, and all of 
those things that we know that we're supposed to do but we don't 
always remember in kind of the heat of the action. It really changed 
things for her and she did end up on a client facing team, which was 



exactly what she wanted to do once she was able to shift that 
perception.  

 It can be really powerful to find out if what you think that you're 
delivering is what other people think. To not just take that feedback 
but to actually build some behaviors around that, to create some 
actions that will either further it if things are working, how do you 
deepen that, and if they're not working how do you change it.  

Kelly: What have been some of the most common challenges you encounter 
working with the leaders? Do you find resistance, or do you find 
people wanting to make those changes?  

Libby: That's such a good question and I think there's an entire spectrum 
where at first, it's sort of like the five stages of awareness. The first 
day it's like "Ouch, I had no idea I was doing that."  

 One of the things I just wrote a blog about on my website is on one of 
the biggest complaints I hear, leaders who don't really listen. They 
sort of listen with half an ear or with their cell phone in front of them 
or while they're glancing at their tablet. That is so easy to correct. You 
may be able to multi-task and do six things at once (which we know 
the research tells us you really can't, but some people believe that they 
can) but put down those other devices. Look somebody in the eye and 
mirror their body language.  

With some leaders, it's just a matter of, "Oh, gosh, I didn't know that 
people were seeing that" or "I didn't realize I was doing that. Let me 
fix it." With some people it's, "I just think I'm great the way I am, and 
the problem is with them." Those are people who are harder to coach, 
but when they see what the things are and what the feedback is, they 
often come around and say it's really - do you want an advance in your 
career or do you not and if you do, it's worth paying attention.  

Kelly: You have to be receptive to personal growth to have professional 
growth.  

Libby: For sure and it's interesting. When I started speaking to corporations, 
so much was about just talk about the business, we just want to hear 
the professional. Over the years I've seen a really fascinating shift 
where more and more companies and leaders are saying, “Wait a 
minute, who you are personally and what you bring to work is what 



you have to offer professionally?” They are so interlinked. You really 
can't separate the two. That's often what I hear about leaders is they 
just never seem vulnerable, they're so aggressive or they're so tough 
and can't we see him or her as a real person? We want to see that side 
of them and know what their struggles and hardships have been. It just 
makes people connect on a human level.  

Kelly: Yeah and I think either you or I just mentioned about being real. It 
was you about weaknesses versus opportunities. Be real, right? 

Libby: I think so. This is interesting. I've been coaching for 17 years this fall, 
and it's a long time. It's almost as though leaders and emerging 
growing leaders fall into these too direct, too aggressive, or too tough 
(patterns), which some people love. I prefer that. It's like hit me 
between the eyes, tell me the truth, and don't sugar coat it. Other 
people who are little bit too passive, they hold back. They're a little 
too reserved. Sometimes I'll hear leaders say things like, "Well I want 
my team to shine" or "I don't want to steamroll over them. I want 
them to sit in the front seat at the conference table and I'll take a back 
seat." Sometimes they mean that literally and those leaders tend to be 
perceived as more passive. You got to find that balance of being 
straightforward and action-oriented but also being a human being, 
including being nice, being approachable and smiling at people.  

 There's an interesting rule that I picked up from Ritz-Carlton, famous 
of course like Southwest for their customer experience. They have 
what they call the 10/5 Way and if you think about the finest hotels 
you've stayed in, you will recognize this. If an employee comes within 
10 feet of a guest, they're supposed to smile. If they come within 5 
feet, they should greet them verbally, you know with "Good morning" 
or "How are you?" 

When you think about that, that is that human connection. That rule of 
theirs, which really makes sense in hospitality where you want to feel 
like, "This is my place and this is my home. I'm staying here. I'm 
being treated like a king or a queen," has spread to other 
organizations, including hospitals and healthcare where people are 
more engaged and they get better outcomes. Their clients, customers 
and patients are happier, and the employees feel better because there's 
that lift of spirit when somebody greets you or smiles at you. Like 
many behaviors, just like yawning, it is contagious so that smile, that 



better attitude is something that will spread. Leaders know that, some 
instinctively and some because they learned it.  

Kelly: That is so true. I've never heard of the 10/5 Way, but that is something 
that I will share. It's very important.  

Libby: It's so simple. That's what I always look for, very simple behaviors 
that can change things for you. Another thing I love for people to 
recognize and they're all these steps in career advancement in terms of 
networking, and my rule-of-thumb is to meet with somebody 
internally once a week so that you deepen relationships whether it's a 
quick cup of coffee, lunch or going to a conference together. You 
meet somebody in your industry once a month.  

 We get so busy, and women are guiltier of this I think than male 
counterparts. We have what I call not too politely but the die-at-your-
desk syndrome where you’d rather finish that email or that report than 
get out of your office. We just have to, and I don't even think of it as 
networking. I just think of that as a rule-of-thumb in engaging and 
connecting with others. When you do that and if you just set it all up 
and put it on your calendar and forget about it, if it's there, "Oh, I got a 
coffee date on Friday at noon. Well okay I'm going to do it. I'm not 
going to cancel it because I've got to finish an email." You tend to do 
it if it's scheduled and calendared mostly because we don't want to 
inconvenience the other person.  

 When that becomes habitual, you get such deeper, richer, and much 
broader connections throughout your industry and through your 
organization. Then people say, "You know who you should know" or 
"I know somebody you would want to meet" and that's the phrase that 
you need to listen for and then follow-up on. Be sure to go back to 
that person and say, "Thank you. I met with so-and-so. You were 
absolutely right. We really hit it off," so they feel that they have been 
part of sort of moving a connection forward.  

 We make it so much harder than it is. If we just get out of our way and 
do it, we build this rich network beyond our LinkedIn connections if 
you're like you only know a small handful of them.  

Kelly: You know I couldn't agree more. Why not make it a day to go to 
Panera or somewhere to get a tea and a cookie?    



Libby: Yeah, even in big companies have their café or their outdoor patio. 
Grab a cup of coffee and sit outside for a little while, whatever it takes 
from 20 minutes to two hours. It doesn't really matter. The fact that 
you made the effort and that you're connecting with someone not just 
on a team meeting or a project basis but as a human being. That goes 
back to that primitive friend or foe kind of instinct where we root out 
the people who are going to be dangerous to us and we select the tribe 
that we know is going to support and protect us as more and more 
people begin to fall into that friend tribe category. That's just useful to 
you in life and in your career, and also to the people that you're 
mentoring and leading because then you can open doors for them.  

Kelly: It leads back to personal growth and leads to professional growth.  

Libby: I went to a lot of different high schools. I had a pretty crazy 
upbringing, so I went to a different school every year. I don't really 
have any childhood or high school friends at this point, but I had met 
my best women friends and richest relationships through my work. 
One dear friend was at a conference and as she tells it her feet were 
tired and so she walked into the first breakout session so she could sit 
down. We've been best buddies going on 15 years now. Another 
person reached out after she read a book of mine and sent me one of 
her books. She was way ahead of me in the author world, and we have 
become dear friends. It's so interesting when you just let those 
connections deepen into real friendships. That just makes your life so 
much richer and your professional collaboration so much more fun.  

 Wouldn't we all rather work with people, not everybody has to be a 
best buddy, but people that we have those rich kind of multi-layered 
relationships with? 

Kelly: That is so true. A colleague, Jenn Craigmyle, we joined a committee 
together. She lives in California and I'm in Pittsburgh. She is a dear 
friend of mine now and it is amazing how that works.  

Libby: And social media helps us. I do Zoom or Skype dates. I have a regular 
coffee date with a friend who lives in Florida and you can do that 
now. I find that there are friends that I don't see in person but every 
few years and we still are great friends. I know I can pick up the 
phone any time for help, advice or to just check on them. You can 
really deepen those friendships in the workplace as well.  



 One last thing I'll share, Kelly, is that I would love for people to think 
about without even considering that you have to take a class or make a 
stretch for this, even though I do believe in lifelong learning, but think 
about what your uniquely great at.  

 What is your superpower? 

 When I go to conferences, I love to have people identify their 
leadership superpower and then share it with someone in the room. 
The language that comes back is so funny and so rich. I just did this 
last week in Denver and one woman said, "I'm a no BS person. When 
you talk to me, you enter the no BS zone." I thought that was so non-
corporate speak. It was so real and as you said, "Real and authentic." 
We all tend to underestimate our own value and the richness of what 
we offer. When you think about what am I great at, are you a great 
connector, are you great in mentoring people, do you have a sense of 
generosity? It's whatever you just shine at.  

 How do you take that inner gift that you already have, build on it, use 
it and share it in the workplace? 

Kelly: It's so true. Just be yourself and let your true authentic self-lead your 
career and enjoy life.  

Libby: It's so funny because often with young readers who are just on the 
brink of the C-Suite or really just about working their way up often 
even when they've got great skills (and that's why you get where you 
are at that sort of leadership level because your hard skills are good) 
are perceived as so aggressive in proving themselves and so driven. 
When they realize they can just relax a little bit and be human beings, 
and if they don't know everything in the world it's okay to say, "Gee, 
check in with Jane, she's much more savvy about that than I am" but 
it’s okay and they’re not exposing their weaknesses. They're being 
human beings. 

Often, I'll just say, "Just settle down. You're not doing anything 
wrong. You just need to settle into what you know, be honest about 
what you don't know because in today's world we can't keep up with 
all the information. A leader's job is to bring out the best in others, not 
to be a category expert in 15 different things. That's just not possible, 



but to let those people that you manage and lead be experts in their 
own fields."  

Kelly: So very, very true.   

Libby: Sometimes that's hard for people because they think they're exposing 
what they don't know. I had one fellow I worked with who was new 
on the job and had got into a much bigger level where he suddenly 
had 400 people he was managing. He wanted to get in good with all 
the big guys, his new peers, colleagues and supervisors, but he didn't 
want to expose any ignorance. He was so dead set against saying "I 
don't know" or "I've only been here for six months."  

 We had to come up with a menu of language for him to say, "I don't 
know." I needed an information backfield here. It was one of the 
craziest things. I said, "You've got three months to meet with the 
people who can really steer your career and help you in this job. 
You've got to be very honest about saying here's what I need from 
you. I guarantee you if you approach them the right way with 
curiosity and with passion they're going to want to take you under 
their wing, mentor and grow you" and that's exactly what happened. 

He was so shocked that he could say, "Tell me what you've learned at 
this company because I really want to deliver the best value and want 
to get myself on the fast track" They were like "Oh sure. Here let me 
help you. Do this and do that. You need to know this person and you 
need to know that person." Suddenly it was like wow because the 
doors just flung open. Everybody was there to help and support after 
he had so much trepidation about exposing his naivety about the 
industry or his ignorance about certain information.  

 I guess there are some of those folks out there but I would say a good 
80 percent of people want to see you shine.  

Kelly: I agree with that statement. People are good and people respect. 
There's a country song that I'm trying think of but for the most part 
people are good. I guess you're from California and I'm assuming you 
don't listen to country music.  

Libby: Not a whole lot, but I grew up in Florida so I was exposed to my mix 
of southern.  



Kelly: Okay well I agree with you. People are good, and people will respect 
you if you respect them, and with that you can advance your careers. 
Also, it wouldn't hurt to have an executive coach. Let's tell our 
audience how we can contact you? 

Libby: They can go to my website. It's www.libbygill.com. Just Google it and 
I'm always happy especially for your listeners to do a quick strategy 
session. If anybody wants to just pick up the phone, shoot me an email 
and chat about what's holding them back and how they need to get 
ahead, I'm always happy to do that.  

 It's really how I find out what's on people's minds and what's 
happening in different workplaces, but that's the joy of what we do. 
It's getting to share with other people and it's so much fun. I always 
say this when I teach, train or speak and it's to pick up the phone. First 
of all I know not everybody will, but the people who do have these 
amazing questions. "I'm at a crossroads and I need an objective 
opinion." "Here's where I am." 

Not that I have every answer to every question, but sometimes posing 
your question and hearing it from an outsider who may have very well 
been in your shoes can really help you make one of those life 
decisions or confirm what your gut is already telling you. You can get 
that. You can learn more on my blog. I got tons of information about 
how you can form habits that stick. I love the lean-in idea, but I think 
it's more important to lean-on your male counterpart so I got lots of 
information to share there and of course all of my books are on my 
book page on my website.  

Kelly: Well thank you so very much. As always, we've learned so much. All 
right, listeners, you heard it here how we can get a hold of Libby 
Gill’s blog and website. Give her a call. We've learned so much today. 
Don't forget to tune in next week and join us again. Don't forget to 
like us on Itunes. Bye-bye and have a great week.  

 


