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CEO, Ed Robinson has been helping CEO, Ed Robinson has been helping 
professional service firms with growth and 
leadership strategies for over 20 years 

addressing audiences in over 30 countries. 
Ed takes time to thoroughly understand 
each client’s needs to create innovative 
solutions and applications to each group 

he addresses and consults.he addresses and consults.14
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TIPS FOR EASY RAINMAKING

ASSESSMENTS FOR MOTIVATION, BEHAVIOR & RAINMAKING

WHAT IS A RAINMAKER?

ARE YOU BUILDING LEADERS TO MAKE IT RAIN?

NAVIGATING THE SUCCESSION STORM

ALSO INSIDE

IN THIS ISSUE: Succession Planning 
by Building Leaders That Make it Rain
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LIA MOTE:  Ed, 
what do you mean 
by succession 
planning and 
building leaders to 
make it rain? 

 
ED ROBINSON:  ED ROBINSON:  
One of the things I 
have been focusing 
on for the last three 
years is working 
with organizations 

and asking them and asking them what they are doing for 
succession planning. When I see how they 
are building leaders, I’ve noticed a couple of 
challenges. 
 
Managing partners and managing directors Managing partners and managing directors 
seem to be aging, let’s say over 45. I see a lot 
of over 50’s running organizations so… fast 
forward 5, 8, 10 years from now. They are 
going to be moving out of the market place. 
The boomers are moving to the next level and 
thinking about retirement. 
  
With that in mind I really take heed to what 
one of my clients in the Seattle area said, “Ed, 
in 8 years I want to be on my boat. The whole 
purpose for you being here is to find -  
 • 4 to 5 people that will allow me to retire 
in style 
  • People who will take over the leadership 
role 
 • Certainty that somebody is there to grow 
the business 
 • Confidence that the new leaders can grow 
the people as well as the revenue” 
 
LIA:  So LIA:  So when planning for succession as a 
current leader, is there a specific profile I 
should be looking for?  
 
ED: ED:  This is actually a three-part answer:  
succession planning, building leaders and 
making it rain. I feel as though a leader has to 
not only have the attributes to build people 
but they also have to be able to bring in 
revenue. They have to be business developers 
or sales people to some extent. It’s not just the 
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 1.  First it is important for a leader to empower 
the people under them. 
 2. The leader has to have a good vision for 
other people to follow. 
 3. They have to be good communicators with a 
compelling message so that people want to follow 
their vision. 
  4. Last but not least, they have to be a good role 
model. This means walking the talk so that other 
people think the company is a good place to be, 
and a good place to work. 
 
I think we all hI think we all have potential leadership ability. The 
people that we’ve encountered in our lives – 
good, bad or indifferent – have influenced the 
type of leader that we will become. I think every 
one of us has had some leader in their life that 
made us say, “When I become the leader, I’m 
going to do anything but be like that person.” It’s 
both the good and the bad experiences we hboth the good and the bad experiences we have 
in life that we must leverage carefully in order to 
become strong and effective leaders. 

So we’re going from not just the leadership that’s 
in place, but to building future leaders. Ed, how 
does a business owner know if they have the right 
people in their company who are capable of 
becoming “true leaders?”  
 
ED:  Excellent question, Lia. In Jim Collins’ book, ED:  Excellent question, Lia. In Jim Collins’ book, 
when he talks about having the right people on 
the bus he says we should make sure that they are 
in the right seats. I think we have a lot of people 
who are on the right bus but in the wrong seats! 
We use three tools to make sure that doesn’t 
happen:  
  1. The DiSC is used to define one’s behavior. 
This is necessary to identify an individual’s 
strengths and leadership tendencies. 
 2. A Values instrument defines what motivates a 
person. It’s a motivational assessment to find the 
things that will motivate the leader and push them 
to the next level. 
  3. A component called Rainmaker Attributes is 
a test to see if they have the characteristics to 
become a rainmaker in their organization.  
 
I’m of the belief that anyone can learn the skills to 
not only be a better leader, but they can learn the 
skills to be a rainmaker. It’s a matter of choice. 
  
LIA:  Ed, can you just touch on that a little bit 
more because I question whether or not everyone 
has the propensity to develop a business. 
 
ED: ED:  You bring up an excellent point because I 
have heard this controversy for going on three 
decades and that is, “you cannot make everybody 
a rainmaker.” I will agree with that. I will agree 
that everyone does not have the DNA to become 
a rainmaker. However, I think we weed people 
out of rainmaking mode before it’s actually fair. 
One of One of my theories is that that becoming a 
rainmaker is easier than people allow it to be. The 
truth of the matter is there are three types of 
rainmakers. We explain them in this magazine. 
 
LIA:  Ed, you wrote a book called “4 Giant Steps 
to Leadership.” Can you talk briefly about the 
attributes of a true leader? 
 
ED:  Yes Lia! There are four major characteristics 
of a true leader: 

Lia Mote is the CEO of L.V. Mote Consulting Group, 

a company that provides executive speech coaching and 

message strategies to professionals and business leaders. 

Lia also speaks on marketing, communication, and vision. 
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Most people in leadership positions in professional service 
organizations are closer to retirement falling into the Baby 
Boomer demographic description.  While perceived to be 
workaholics, Baby Boomers are currently positioning 
themselves to retire.  The organizations I work with are also 
planning how to re-energize their leadership with 
well-balanced Generation X and Y’ers who will be able to 
covcover retirement buyouts with cash infusion as well as with 
new clients that just so happen to be in the same age group 
as they are.

There is a phenomenon of generation-shifting in the 
workplace, making it necessary to be cognizant of looking 
at your “young guns” and actively developing them to take 
over the reins so that they can lead, mentor, bring in clients, 
service the existing client base and cover the retirement 
debt.  Note also that this storm isn’t going to disappear any 
time soon, so take a look at what your leadership team will 
look like in 10 look like in 10 years.  

Consider:
• Will you have technical leaders, rainmaking leaders as  
  well as leaders to develop others?
• Have you identified potential future leaders realizing  
  that the three most important values for the next    
  generation of leaders are:
o To Serve A Cause
o To Have Work/Life Balance
o To Have Leadership Roles that Make a Positive        
  Impact in All Areas of Their Life

SuddenlSuddenly, the question, “Have I begun to create a Future 
Mentoring Plan that will constantly keep my team bench 
full?” is a pressing question.  If you have not considered or 
acted yet on this matter, then it’s time to get started!  This 
strategy and the actions resulting from it will position you 
and your entire organization to navigate through the storms 
of today and tomorrow.

Has the perfect storm affected your leadership? Has it 
disrupted the momentum and caused those whom you 
believed to be your next generation of leaders to hesitate, and 
all together depart from that role?  How relevant is your 
leadership team for today, tomorrow and 10 years from now?   
Recently we’ve all been hearing three things:

•• The impact of the next generation effects our growth 
today!
• It’s always important to focus on our firm’s succession 
planning.
• We are experiencing a major shift in human capital.

TThe best way to navigate and fight through these treacherous 
gail force winds and waters while ensuring success of your 
business is to examine your leadership team.  Whether it is 
your current board of directors, preferred shareholders, or 
partner/principal group, you must look at the makeup of your 
leadership team, setting aside superficial restraints such as 
ethnic or gender diversity.  Instead, focus on age [transition] 
didiversity and determine what percentage of your team is 
under the age of 45. Or better yet, what percentage of your 
team will, or should, be retiring in the next ten years.  If the 
number of employees under 45 is less than 20% of the team, 
and the number of expected retirees is in excess of 55%, then 
succession planning is a major issue in your organization. 
Restated: if your Leadership Team is all or a majority of Baby 
Boomers, itBoomers, it’s time to re-navigate your firm’s long term future. 

Regardless of the type of firm I am working with in helping 
the leadership assess their succession planning, I am amazed 
how many business have under-estimated the urgency of 
remaining relevant by navigating the current storms in order 
to be present and prepared for the future and its storms.  
Doing so requires taking on the challenge of the shift of 
human capital so that we are building for the future today.

Navigating the Succession Storm
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People 
Development

Client Relations 
& Business 

Development

Project 
Management

Communication 
Skills



People Development

Client Relations & Business 
Development

Project Management

Coaching for Growth
Mentoring for Results
Creating Influence and Impact
Leadership and Empowerment
Interpersonal Skills
Accountability and Responsibility
Managing the Need to ChangeManaging the Need to Change

Simulation: Team Countdown Part I
Simulation: Team Countdown Part II
The Team Process
Time Management for Productivity and 
Performance
Team Effectiveness
Connection the Company’s ProcessConnection the Company’s Process
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Rainmaker Assessments
Rainmaking Strategies for Growth
Understanding the Firms Growth Curve
Networking on Purpose
Behavior Identification to Close More 
 Business
Creating the Triple Win to Retain ClientsCreating the Triple Win to Retain Clients
Target Growth and Goal Setting
Strategic Planning by Niche

Persuasive Communication
Feedback, the Leadership Advantage
Conflict Resolition Skills
Team Problem Solving
Keys to Motivationg Staff and Team
Leadership Styles (Pros and Cons)
DiSC Behavioral AssessmentDiSC Behavioral Assessment

Communication Skills



Are your marketing strategies driving sales and effective client needs satisfaction? This powerful, 
interactive program provides client development skills to design a structured process for developing 
long-term, mutually beneficial client relationships in addition to learning strategies for becoming 
Rainmakers (client developers within their organizations).

Ed combines dynamite selling strategies with a marketing model that creates a machine for effective and 
proactive growth regardless of economic conditions. You will walk away with over a dozen skills, 
processes, and tools to grow your organization, business and sales.
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All three of these Rainmakers are necessary to sustain a healthy practice.  If we were to go out on a limb 
here, based on the firms I have worked with or reviewed, in the past decade 75% of new growth has been 
the result of the demise of large monolith type companies.  In the field of Accountancy for instance, it was 
the demise of the Andersen, Sarbanes-Oxley or other mergers and acquisitions.

WhileWhile events of the past provided many firms double-digit growth, most managing partners today realize 
that the future will need a different approach. It is critical to advocate growth and create business 
development plans within your firm that will produce and inspire Rainmakers. The double-digit growth of 
the past is now single digits.  So we must advocate for growth, growth and growth. 

Modern Rainmakers are high achievers, business developers, and 
moneymakers. Rainmakers have proven formulas for success that 
include technical ability, client relationship skills, persuasive ability, 
and individual motivation. Did you know there are three types of 
Rainmakers?

What is a Rainmaker?
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How do successful rainmakers
make it Rain?
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Buy One Profile Assessment...
And Get all Three!

ASSESSMENT TOOLS FOR:

Motivation, Behavior & Rainmaking
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Your firm is on task. Your numbers look good and 
your team is managing client projects; the usual 
business cycle seems to be going well.

But, there is a sense that But, there is a sense that your team could do better. 
Within your  success there is stagnation and your 
future leaders lack consistency or balance in selling 
key solutions and taking the initiative to bolster a 
relationship with clients beyond the transaction. 
While experts in their field, your key leaders are 
missing opportunities to solidify and cross-sell 
clients on beneficial services and solutions.clients on beneficial services and solutions. They 
may even echo your concern and know that we 
“should” stay in touch with past clients, cross-sell 
services and products they need anyway and be 
more relational. But “I don’t have time to follow up 
or I’m not good at sales, or I tried and they didn’t 
want it” are all indicators you have a “People 
Problem.”

When When you experience this type of feedback or 
notice client retention and returns are weak, it’s time 
to take a good look not at your team’s expertise, but 
their behavior.  Experts in key professional services 
companies tend to prefer to do what they do well: 
accounting, architecture, financial services, etc.  
They may be uncomfortable or just unsure of how to 
build client lbuild client loyalty. Regardless of the reason, you 
must solve the “People Problem” to ensure 
exponential growth in your business and in your 
leaders. Assessing behavioral styles and 
understanding what motivates your team is a critical 
component of developing your leaders. That 
development will directly make an impact on your 
business numbers. Knbusiness numbers. Knowing their leadership style 
and understanding their behavior will give you 
insight and therefore solutions on how to develop 
each team member to be the most effective and 
motivated. Knowing yourself and your team is the 
egg in the cake batter: it helps your team grow and 
go more effectively.

You know this. You’ve even had your team assessed 
and your team member was given their results.

Triple Threat Triple Threat Using the Triple Threat to Identify Leaders
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 If tact is the radar of the mind, then practicing The 
Platinum Rule can be a valuable tune-up of your 
antenna. 
  The Platinum Rule—treating others the way they 
want to be treated by adapting to their personality 
style—can quickly make you a more sensitive, 
effective leader. Indeed, the Platinum Rule can have 
a positive effect on almost every aspect of 

Tips for EasyRainmaking
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Who is Ed “The Rainmaker” Robinson?Let Ed Help You With 
Succession Planning, 
Leadership Development 
& Rainmaking

BUY THE BOOKS

BUY THE TRAINING RESOURCES

HAVE ED SPEAK

HHAVE ED CONSULT/COACH

HAVE ED TRAIN YOUR LEADERS

HAVE ED APPLY HIS PROVEN 
STRATEGIES FOR SUCCESS PROGRAM TO 
YOUR GROUP

ATTEND ED’S WEBINARS ON BUSINESS 
GROWTH

VVISIT WWW.EDSPEAKS.COM FOR MORE INFO
OR CALL 1-800-381-1433


