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Executive Summary

This white paper presents a comprehensive leadership strategy tailored for Todd
Bowden Project Management (TBPM) and its innovative multipurpose sports facilities.
TBPM’s operations are redefining how communities engage with sport by building
multe, socially inclusive spaces. Central to TBPM’s continued growth and scalability is a
leadership strategy rooted in transformational leadership principles and the Blue Ocean
Leadership framework. This paper outlines a four-pillar strategy that enables TBPM to
develop a self-perpetuating leadership culture, facilitate value creation at every level,
and ensure strategic alignment across all facilities.

Key Outcomes:

1. A self-sustaining organisation that continuously creates value through
empowered personnel.

2. A dynamic internal leadership development ecosystem rooted in daily
operations.

By focusing on behavioural competency, engagement, innovation, and cost-effective
impact, TBPM sets a replicable model for sustainable leadership in sports operations.

1. Introduction

In the evolving landscape of sports operations, leadership must be more than
directive—it must be transformative, purpose-driven, and scalable. TBPM’s leadership
has historically relied heavily on a single charismatic figure, limiting potential for
long-term sustainability and growth. This white paper proposes a strategy to
decentralise leadership by embedding it throughout the organisation, particularly
among frontline managers.

As multipurpose sporting facilities become central community hubs, TBPM’s success
depends on its ability to motivate, engage, and lead staff in alignment with its brand
promise and vision. This document introduces the Blue Ocean Leadership approach and
a four-pillar framework to embed leadership practices that drive strategic and cultural
alignment, operational excellence, and continuous value creation.

2. TBPM Vision and Values

TBPM’s mission centres around:
e Empowering customers to meet and exceed their expectations.

e Fostering positive social interaction to build trust and enhance outcomes.

Page 2



<thpm

e Achieving goals collaboratively to foster community resilience and connection.

These values shape not only the customer experience but also the internal leadership
culture. TBPM'’s strategy reflects a strong commitment to authentic engagement,
innovation, and trust-based leadership practices.

3. Blue Ocean Leadership Strategy Overview

Inspired by Kim and Mauborgne’s work (2005, 2014), the Blue Ocean Leadership model
rejects traditional competitive leadership styles in favour of creating uncontested
market space. This aligns with TBPM’s operational strategy: developing unique,
engaging, and community-focused facilities that are difficult to replicate.

The Strategy Includes:
e The What: Clearly defined leadership actions.

e The How: Implementation via behavioural analysis, connection, and
empowerment.

This is operationalised through four leadership pillars.

4. Leadership Strategy: The Four Pillars
Pillar One: Behavioural Competency Analysis

Pre-screening behavioural competencies is vital for hiring and leadership development.
Tools like Harrison Assessments help identify difficult-to-train traits.

Key Traits:
e Collaborative Intention: Respectful engagement with diverse viewpoints.
e Openness: Two-way, honest communication.
e Self-Accountability: Ownership without deflection.
e Self- and Social Awareness: Understanding impact and reading others.
e Conflict Resolution: Fostering cooperative solutions.

These traits underpin succession planning and fast-track leadership development when
demonstrated in non-leadership roles.
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LEADERSHIP STRATEGY:
THE FOUR PILLARS

PILLAR PILLAR PILLAR PILLAR
ONE TWO THREE FOUR

Pillar Two: Frontline Engagement and Connection

Frontline managers, due to their staff and customer interactions, are ideal incubators for
TBPM'’s leadership culture.

Strategies Include:
e Involving them in the leadership canvas development.
e Allowing innovation within operational boundaries.

e Supporting personal athletic pursuits to maintain credibility.
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¢ Encouraging authenticity through storytelling and vulnerability.

As Milne (2007) and Kim & Mauborgne (2014) argue, clear expectations and alignment
drive organisational excellence.

Pillar Three: Motivating Innovation and Passion

TBPM embraces transformational leadership that fuels innovation and purpose-driven
performance.

Promoted Behaviours:
e Leading with storytelling and purpose (Lambert, 2011).
e Innovating within strategic boundaries.
e Reflective practice and support for experimentation.
e Recognising customer-driven innovation.

This fosters distributed leadership (Mehra et al., 2006), embedding leadership capacity
in every team.

Pillar Four: High-Impact, Low-Cost Leadership

Leadership must generate value, not excess cost. TBPM promotes efficient, impactful
leadership.

Focus Areas:
e Eliminating inefficiencies (e.g., silos, micromanagement).
e Elevating coaching, mentoring, and reflection.
e Prioritising engagement metrics over mere output.
e Applying lean leadership principles (Zakaria et al., 2017).

This yields both cultural and financial ROI without bloating operations.

5. Integration and Implementation
To ensure success, this strategy must be embedded into TBPM’s operational fabric.
Key Implementation Actions:

e Recruitment & Onboarding: Behavioural assessments during hiring.
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e Leadership Development: Data-driven, individualised leadership pathways.
e Facility Plans: Site-specific leadership canvases aligned to TBPM'’s vision.
e Review Loops: Quarterly reviews focused on behaviours and outcomes.

e Recognition Systems: Culture-aligned leadership recognition (e.g., peer-voted
awards).

6. Conclusion

This strategy positions TBPM as a leader in sports operations by prioritising its people,
culture, and innovation. By shifting from founder-dependent to distributed leadership,
TBPM ensures scalable value creation and strategic agility.

The four pillars of behavioural competency, engagement, innovation, and impact are
dynamic tools that evolve with each facility and leader. With this blueprint, TBPM
empowers its people to lead, ensuring a resilient, collaborative, and high-performance
future.
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