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INTRO: Welcome to Servant Leadership Sessions an ongoing series of conversations 

with business and thought leaders exploring the impact of servant leadership. Brought 

to you by Cairnway Center for Servant Leadership Excellence. Find out more at 

cairnway.net. Now, here’s your host, Kevin Monroe. 

KEVIN:   Welcome to another edition of Servant Leadership Sessions, thank you for 

listening. You’re in for a treat today as we sit down where Cheryl Bachelder, CEO of 

Popeye’s Louisiana Kitchen for an opportunity to catch up with her on her journey and 

celebrate the release of her new book Dare To Serve: How To Drive Superior 

Results By Serving Others. Cheryl, thank you so much for joining us today. We 

appreciate your commitment to servant leadership and we’re eager to explore your new 

book with you. Again the book is Dare To Serve: How To Drive Superior Results By 

Serving Others. Cheryl congratulations on what I am confident will be a best seller and 

assist the spread of this important message -- achieving superior results by serving 

others. 

CHERYL: Well thank you Kevin it’s delightful to be with you this morning to talk about it. 
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KEVIN:   Cheryl why was it important for you to write this book? 

CHERYL: Well, I think there were two reasons I was so personally passionate to write 

this down. The first one is I wanted to tackle the misperception that servant leadership is 

somehow soft or weak or an easy-street approach to leadership, because it’s anything 

but. I believe servant leadership is the highest aspirational standard there is for a 

leader. It’s difficult to squash your own self-interests daily in favor of the interests of 

others. The second reason is that there has been so much academic and expert writing 

on the performance of companies that lead with the principles of servant leadership, but 

there are very few real-life examples for us to learn from about what it looks like from a 

practitioner’s point of view. So we wanted to add the Popeye’s story to the conversation 

showing the performance proof so that more leaders would be convince that there’s 

value in this approach. That it truly does create superior results. 

KEVIN:   Well having read the book, I think you accomplished that Cheryl. I know you 

invested a tremendous amount of time, thought, and reflection as part of the writing 

process. Was there anything that came in to clearer focus for you through the writing of 

this book? 

CHERYL: Yes, absolutely.  I write in the book about the importance of each leader 

finding the purpose and principles that will guide their leadership and make them more 

effective. But the real breakthrough in writing the result of Popeye’s turnaround was 

understanding that servant leadership is this unique combination of traits, both courage 

and humility are required. The courage to lead people to a daring destination -- those 
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are your bold aspirational goals for the enterprise. And then the humility to come 

alongside the people and serve them well in that journey.  I’ve become persuaded that 

it’s the tension between the daring acts, you’re striving to accomplish and the humility to 

serve that creates the ideal conditions for people to perform their best work. The best 

work environment for people to excel. 

KEVIN: Wow! I want us to talk about that in a moment and maybe even a little more as 

you explain “Dare To Serve”. What’s rolled up in that title for you? 

CHERYL:  Well, we did a lot of title research to find the most compelling way to explain 

the story and it certainly did help me refine this message.  I wanted everyone to hear 

how servant-leader drives performance results. And our title research said that in fact, 

this is a very novel idea. People do not understand servant leadership as the path to 

performance.  And the second thing we learned is that when you have a title with only 

the word serve in it, it comes across with meekness and weakness. This is our cultural 

view of serving others is that if somehow meek and weak.  So the combination of dare 

and serve has really challenged the reader to consider that this is a far more daring and 

difficult path than they think. 

KEVIN: Interesting. In the first part of the book you recount the turnaround at Popeye’s 

so let’s explore that for a moment.  What you’ve led at Popeye’s is truly remarkable. 

You’ve paired a corporate turnaround with a culture change initiative. What were the 

key decisions your team made in the early phases of the turnaround that have been 

instrumental in the results you’ve achieved at Popeye’s? 
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CHERYL:  Well the first thing in any turnaround situation is that you identify the mission 

critical elements of the turnaround and we call that a road map to results. Others call it 

your business strategy or your plan. We believe there were four things we had to do to 

be a great restaurant chain. They were simply to build a relevant and distinctive brand. 

To run great restaurants, to make money in our restaurants for our owners, and then 

should build more restaurants so that our guests can get to our great food. Those were, 

I always say “our road map is not rocket science”. But it was crystal clear as to what 

would drive success and we used it to decide the most important actions to take.  The 

second thing though I believe to be even more important than the first. Many leaders 

have a business strategy. But very few leaders decide who is the most important 

constituent to serve in the pursuit of that objective. Our team literally sat in a room and 

listed all of our potential stakeholders: the guests, the employee, the shareholder, the 

bankers, the regulators. And then finally we landed on the franchise owners as the most 

important group of people we serve.  In our business model, these are the people who 

have invested everything they have in building our buildings, hiring and training our 

people, and committing to the long-term success of our enterprise. And we decided they 

had the most skin in the game and we ought to respect that and serve them well. 

Importantly, we went a step further we said you know we don’t only have to serve them 

well, we actually we have to love them. I called this now “loving the people you lead” 

and you wouldn’t think that’s rocket science, but in fact I think very few leaders consider 

the notion that they must love the people they lead. And loving means a deep-rooted 

care and commitment for their best interest.  And running your decisions through a filter 

of whether they are loving, caring, compassionate, concerned responses to the people 
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that we lead. Way too often, we stat at the superficial level of implementing our tactics 

and don’t consider how important it is to love the people we lead. 

KEVIN: Was it ever challenging to stick with that target of the franchise owners as the 

key audience you’re serving? 

CHERYL:  Absolutely! In fact every day it’s challenging. On many levels, the first level 

that comes to mind is that we sign 20-year agreements with our franchisees.  So they 

are truly in this for life. And as you know, in the corporate business world, most 

decisions are made with a time horizon of two or three years. So we find ourselves 

constantly challenged to make decisions that serve our owners well in the 7, 10, 15 

year, 20 year time horizon, which is well past the normal consideration set for 

leadership. I think it’s made this do some wiser, longer-term things because we 

genuinely want to keep their interests at the forefront.  And then on a daily level, I think 

what gets in our way is expedience. We all want to be efficient and fast and human 

relationship is not efficient and fast and so we find ourselves wanting to direct, sell, and 

tell our business owners all time what to do. And we have to catch ourselves and ask, 

listen and learn from them and when we slow down and bring them into our thinking and 

take full advantage of their experience and point of view, we always make more 

effective decisions. But I’ll tell you what, sometimes you forget, and you do things too 

expediently and you miss the opportunity for partnership. 

KEVIN:   Let me repeat a couple of things I just heard you say. It’s easy to want to 

direct, sell, and tell, but it’s better when we ask, listen, and learn. 
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CHERYL:  That’s correct.  We spent a good amount of time landing those words. If you 

think about how leaders in business are trained, we really are trained to direct, sell, and 

tell. You think about business school training and making your case and influencing 

others with your leadership. Today, that largely means give a really compelling 

Powerpoint presentation and then walk out of the room aligned on what you’re going to 

do. You know that’s not how human beings work. Human beings want to be involved in 

the process. They want their interests to be considered, discussed, and part of the 

solution. You can’t get to true commitment and alignment with your business partners 

without slowing down and asking, listening carefully, and learning. In fact, it was Robert 

Greenleaf the thought leader in servant leadership who taught us that listening and 

learning may in fact be the most essential skill to being a servant leader.  And we have 

certainly found that to be one of the most important filters that we put our actions 

through a on a daily basis. 

KEVIN:   I loved the descriptor you use in the book of a grand experiment in leadership.  

When did you realize that Popeye’s was fertile ground for such a grand experiment? 

CHERYL: Well, I look back on it today and I think sometimes crisis conditions give you 

the best opportunity for a grand experiment. I personally in my next career opportunity 

was looking for a chance to do a grand experiment. Because I wanted to put these 

principles of servant leadership to the test and see if out of my own leadership belief 

system, I could create my great results for the enterprise and for the people. So one, I 

was looking for that opportunity. Two, crisis presents that opportunity. At Popeye’s I was 

sitting on the board at the time that CEO had quit, we’d had seven CEOs over this last 

several years, our business was faltering, sales were down, profits were down, our new 
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units weren’t generating good returns for the owners. It was ugly. And so I think in those 

situations sometimes we do our best work. I call it, “Go big or go home”. We decided to 

go big. We decided that in these conditions, the best thing we could do is change the 

way we led this company and to do so for the benefit of the franchise owners in the 

long-term health of the system. And we just plowed forward. As I look back, I think it 

took a remarkable amount of courage on the part of our leadership team. It was not 

what most would have done. Most would’ve done small incremental change and hope 

for the best. But our team really stepped out and did what turned out to be the absolute 

right thing for the enterprise. 

KEVIN:   So Cheryl, what encouragement would you offer a listener, who at this very 

moment, find themselves in a situation that’s ripe for a grand experiment in leadership? 

CHERYL:  The first thing I’d say is to clarify that a leader can practice these skills in a 

team of three or a company of 300,000. Size is not the variable for Dare To Serve 

Leadership. The approach can be applied anywhere that you’ve been given the 

leadership mantle for the purpose of accomplishing a goal. And the advice I’d give them 

is quiet straightforward. First to bring their team together and really dig in to understand 

the values, the strengths, and the experiences of their team. Brainstorming how they 

might bring those together to best change with business circumstance. You know, I 

don’t think we ever spend enough time getting to know one another and getting ready to 

access the best talent of our team. Too often we just jump in and fall.   

And then I would tell you, the problem you’re trying to solve as a leader, is the catalyst 

to bring together your people and then vision this bold, daring new destination for your 

organization. Because the team wants to latch on to something important. I often say, 
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all people want to make a difference; all people want to do something that really 

matters. And the team really has to wrestle what is the big problem we want to solve 

and that we have conviction about and will hold to that conviction no matter what the 

naysayers and the doubters say?  And then the third thing I’d say is talk about your 

fears. When you get ready to do something big, I think we’re all carrying around our 

anxiety and fears of how our actions could go wrong. It’s very natural, it’s very normal to 

feel fear. All great leaders have felt fear and they talk about it, if you read great historical 

biographies. So to allow the team to talk about their anxiety and take concrete steps to 

take the risk out of the equation. For example, we were fearful that if we launched a 

strong new media campaign for Popeye’s and invested lots of money behind it that it 

might not work. So we made sure that every person involved in that -- the people 

creating the menu and the items to turn around this company, the people creating the 

advertising and the messaging they all had to be first-rate talents, so that our game-

changing strategy would work. Dealing with that anxiety is what enabled us to have 

success. 

KEVIN:   So viewing the problem as the catalyst.  That one caught my attention. 

Several things you just said there we coud unpack and spend another 15 - 20 minutes 

on. Unfortunately we don’t have the liberty of that time, but I hope people will back up 

and listen to that answer again Cheryl. Thinking of Popeye’s, I know you well enough to 

know you’re thinking strategically and thinking about this over the longer term. So what 

are you doing, to see servant leadership embedded in the Popeye’s culture so that it 

continues beyond your tenure as CEO there? 
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CHERYL: Such an important question Kevin. Most CEOs today are in their position 

approximately three years. That’s simply not long enough not to change the direction 

and the culture of a company. So the first thing I’ve done is I stay put I’ve stayed in this 

position longer than most. It’ll be eight years this so that I’ve done at Popeye’s and I’ve 

done so because I believe that’s how you see through these servant leadership 

principles and embed them in the organization for the future. So as I look ahead, we’re 

building the belief system into our future leaders with the practices that we’ve 

established and the examples I give you is we now teach our leadership approach in 

our culture when we on-board new employees. We now teach it when we train and 

develop talent. We now teach it as part of our accountability process and our 

performance reviews and our performance development plans. If we write another book, 

it would about the systems we’ve built to ensure that this leadership approach is a 

legacy and not just the work of our senior leaders in a few year’s time. 

KEVIN:  In the book you call out the spotlight problem, what is that and how does it 

shape a leader’s perception and performance? 

CHERYL:  Well I believe spotlight leadership is what we culturally call out and admire. 

And what I mean by that is just like in many other areas of our life, we treasure the 

celebrity leader, the magazine cover leader, the one with the firmest hair, the best 

looking jet, and the lowest golf handicap on their game. If you look across our business 

magazines what we celebrate is individual success and personal power and position.  

Now, everyone knows that’s what we celebrate. But few think about the implications of 

that to the work place environment. Few people think of what, spotlight leadership does 

for the followers in the organization. And the simple way I describe it is this, “If the 
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leader leads out of power to accomplish their self ambition, all that creates for the 

followers fear and trepidation.” Fear that they won’t be able to deliver on the things most 

important and dear to the leader that help them get promoted, help them buy a bigger 

house, help them accomplish their personal goals. No one brings their best work when 

they’re fearful of the outcome. And then you end up with an environment that is chaotic. 

I literally use the picture of a dog chasing his tail to describe most people’s current work 

environment. Because power leads to fear, and fear leads to chaos, it leads to 

busyness and activities that don’t add up to performance results.  If you exit the 

spotlight and use your time and energy to shine a light on others to develop their 

capability, to create a safe work environment where they take risks and where they 

grow and develop. And if you focus them on the vital few strategies that would make an 

impact, you eliminate the chaos in the work environment that is so discouraging to 

people. Today the Gallup Organization says only 30 percent of people are highly 

engaged in their work and I think it’s because too many people are living in this fearful, 

chaotic environment that’s absolutely toxic for bringing out the best in people. 

KEVIN:  So Cheryl what is it that’s needed on behalf of leaders to think differently about 

the spotlight? 

CHERYL: Well, I actually I think about it each day in a visual picture in my mind, Every 

leader is in the spotlight. And CEO’s for sure are in the spotlight. We’re discussed in the 

media and we’re in television appearances. There’s all kind of spotlight on a senior 

leader and there’s certainly spotlights on leaders throughout the organization because 

the organization looks to the leader for direction and guidance.  The spotlight is always 

on the leaders, so the only question is, “What will the leader do with it?” Will the leader 
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stand on the stage and enjoy the warmth of spotlight? Or will they exit the stage and go 

find the light crew to shine a light on others in the organization, to share power, to bring 

people into solutions, to develop and grow individuals so that they can give their best 

performance? That’s what it looks like to shine a light on others. And that’s where the 

performance power is in the organization. The performance power comes from our 

investment in developing the leaders in our organization. It does not come from 

ourselves. The leader themselves cannot solve virtually any problem alone in our 

business environment. We need capable, competent, high character individuals to be 

effective. So I say keep that visual in your mind, that today I’m going to take the 

spotlight off me at every opportunity and focus my energy on shining it on others. 

KEVIN:   So what does that mean for you in the process of writing the book and now 

going on a book tour or doing all of the interviews that cast you into the spotlight? How 

do you handle that, how do you divert the light to others? 

CHERYL:  Well there’s no question that the publishing of the book does put me in the 

spotlight and does elevate my personal leadership in a way that I’m slightly 

uncomfortable with. The good news is I have a lot of practice with it because I find this 

the ultimate challenge of CEO leadership. You’re going to be in the spotlight, so the 

question is: what are you doing with the spotlight? How are you going to use every 

opportunity you’re given to share credit for the business results for Popeye’s? To shift 

the focus of that spotlight on to the purpose and principles by which we lead? To shift 

the focus to that spotlight on how others are contributing to the results of the company? 

And how our partnership with our franchisee is leading to the performance? And maybe 

one simple guide is to trying to never say “I” or “me” and that’s a tough exercise. I loved 
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to do that with people to see if they can get through a paragraph because I struggle, 

everyone struggles with a self-centered mindset that somehow we are the ones that did 

the accomplishment we celebrate. So yeah, I hope I have a really strong guarail on my 

words and my actions as I go this process and I’m pretty sure that’s a lot of people 

around me that will keep me accountable. 

KEVIN: Well you’re very intentional in the book in talking about the team and 

referencing the team of leaders. It’s clear that it’s not the Cheryl Bachelder show but it’s 

the Popeye’s leaders -- what we’ve accomplish together. 

CHERYL:  That’s true. Recently I had a moment where I was really frustrated. Our 

industry did a cover story and they called it The Top Ten Power Leaders in our industry. 

And of course, my face happened to be on the cover of this magazine with nine other 

leaders. I said to my team that day, I said, “I’m embarrassed by this recognition. It’s not 

what I want stand for. I won’t be framing this award. I know there are people behind it 

that meant to compliment. But this is not what our leadership approach represents. We 

are not about personal power and personal recognition.” And I think just by talking about 

it, it clarifies to my team that while I do get recognition of that sort, it’s not what I cherish 

and it’s not what I aspire for our team. 

KEVIN:  And how did they respond to that? 

CHERYL: They understood it. I mean, you know my team at this point knows me well 

and several of them said, “Ooh, I bet you hated the title of that award”. I, in our company 

give an award called the Grasshopper Award. It’s for those people that are quietly 

contributing their work for the best of our enterprise and they’re often introverts and they 
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hate to seek out recognition. In fact, I always say the Grasshopper Award recipient 

always blushes when I call them forward for recognition. Because they don’t seek it and 

I would far rather teach and be a grasshopper who contributes daily to the work of this 

enterprise than one who gets singled out about for their individual contribution. 

KEVIN:   Well I think just the very nature of that award that you were referencing there, 

kind of highlights the tension between power-based leadership and servant leadership. 

They meant well, they were recognizing you for what you have done as a team, but the 

only vehicle we have for doing that is singling you out as the leader. 

CHERYL: Well in fact if you look across our business magazines and our industry 

magazines they hardly ever put a team on a cover. I think that tells us something about 

our cultural view of leadership. Wouldn’t it be interesting if every issue of Forbes and 

Fortune had a team on the front? Every once in a while it happens and I celebrate those 

ones, but I think there’s a lesson there. 

KEVIN:  Yeah, yeah. We’re talking about barriers to serving others, which is something 

you talk about in the book. Are there primary obstacles that most people encounter and 

not just the CEO? 

CHERYL:  Our primary barrier to servant leadership is our own nature. I call it the inner 

two-year old. From a very young age we have desired and wanted to focus on 

ourselves. I always think of a two-year old and the candy counter in the grocery store 

laying on the floor, kicking and screaming because they can’t have a Snickers bar. And I 

laugh in my own mind, that most of us get to the adult stage and while we stopped 

laying on the floor kicking and screaming, inside our bodies we are still two-year old 
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kicking and screaming wishing the world focus on us and give us what we need and 

what we want. Our egos are powerful enemies of our ability to serve and lead others. If 

we don’t have awareness of our own nature and what a difficult barrier it is to success, 

we won’t have the conviction to work against that nature daily. One of the best writers 

on pride and humility in my view is C. S. Lewis and even he said there’s a wonderful 

quote that I will paraphrase. He said,“humility I have found most difficult to make 

progress against”. And I really have had my faith restored by him. That a man that’s so 

crisply understands the difficulty of pride in a leader and the importance for humility, 

says himself that “I in fact struggle to be humble.” So I think we are our own enemy and 

there’s one aspect I found useful in teaching senior leaders on how to fight our own 

nature. That is to teach them to frequently be transparent and vulnerable with their 

people. Because if you are completely honest and transparent, if you share difficulties 

and stumbling blocks with your people it shows them that you are in fact a real human 

being and you are humble enough to let them see you as imperfect. And that is a very 

compelling way to keep yourself on track with humility. 

KEVIN:  I want to unpack two things you just said there. One is what you were just 

talking about and is that one of the reasons you open the book by recounting a personal 

experience? One that was humbling for you? 

CHERYL:  It absolutely is. I think that people think about CEOs as being somehow 

without difficulty in their life. I think it’s important to knock that out of the consideration 

set. In fact for me, my difficult trials are the basis for my success leading Popeye’s 

because out of them I was humbled. I was brought to my knees and I was pushed to 

think about are the importance of my leadership impact on others. CEO’s and other 
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leaders are too polished and perfect for anyone to relate to. When we share our hearts 

and we say as I have been, I have been fired, I have had family problems, I have fought 

breast cancer. My life is not without difficulty and challenge and I’m grateful for them. 

They have helped me learned. I often say this, “We don’t learn a whole lot from 

success”. Right? Success is a nice feeling but it doesn’t teach us very much. We learn 

everything from difficulty. I could not have told the Popeye’s story in Dare To Serve if I 

had not gotten fired first. And people need to know that. 

KEVIN:  I heard you speak last fall and you open with that and I can attest to the degree 

of vulnerability that you used sharing that, but also how it just broke barriers with 

everyone in the audience and people are relating to you in a different way. 

CHERYL:  I think that’s true. I’ve now spoken on this topic numerous times and the 

single most consistent feedback I get, is that when I share honestly my personal 

difficulties, that’s the first time I have credibility to teach others. And I think we need to 

think about that is that until I’m honest with you about my personal shortcomings or 

challenges or difficulties. There’s no basis for me to be a teacher to you and that’s what 

keeps me doing it and sharing. I share it with my whole company at our company 

meeting in January that I was not satisfied I was leading them to execute well last year 

and that I needed to shake myself up. To give them better leadership on executing our 

ideas. I’m an idea person; ideas come easily to me. Execution is not my natural 

strength. And again people said, wow I was so surprised and taken aback that your 

were honest with us about your shortcoming and what you’re doing to change yourself 

for the benefit of this enterprise. That gives them permission to do the same. Imagine if 

they go home and say, “You know last year wasn’t my best year and I’ve got to make 
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some changes to better serve the enterprise.” Imagine what could be unleashed in our 

company if we are that vulnerable  

KEVIN: The other comment that I want to go back and unpack from your comment just 

a moment ago involving C. S. Lewis.  Popeye’s has six guiding principles and the sixth 

is the one I find most interesting. We value humility. I believe our listeners would enjoy 

hearing you elaborate on why valuing humility is important and how you monitor its 

progress? 

CHERYL: Well, the first thing is, the words that we choose is that we value humility. 

Because we say immediately, if we say we are humble, we’re immediately not humble. 

So it’s really given us a vocabulary to hold each other accountable. It’s to say you know 

that wasn’t a very humble act on your part, I see an opportunity for humility. Or even to 

just laugh and say, “Whoa, is that your attempt at humility? Didn’t work out all that well.” 

It’s really given us vocabulary to hold each other to the value that we hold dear. To talk 

about it openly and share the difficulty. It’s a way to remind people that they don’t really 

have enough knowledge, experience, or capability to personally solve every problem. 

They need other people’s knowledge, input, experiences, and ideas. It’s a way to 

constantly remind people to listen carefully and learn continuously, as we mentioned 

earlier. It’s a reminder that your team is going to stumble, and you’re going to need to 

apologize to those that had been hurt by it and then get right back to work on behalf of 

the enterprise.  Valuing humility is simply looking in the mirror every day. It’s having the 

courage to say “Ooh, what I just saw in the mirror I’m not really happy about and today 

I’m going to try to do better for the benefit of the people I serve.”  If you look in that 

mirror and if you change your agenda daily to make sure that the time you expend is for 
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the benefit of others and adjust as you go to the day, right? We get opportunities on the 

spur of the moment to serve the people better than we had planned. It’s a mindset. It’s a 

daily filter for how we go about our work. It’s not something we ever accomplish. 

Humility will be an aspiration to the day we die. And once you get that through your 

head, you can use it daily to hold yourself accountable. 

KEVIN:  Well in the book you discuss three serving traps.  Power, achievement, and 

ambition -- will you walk us through those briefly? 

CHERYL: Yes, power is always attached to a position of leadership, right? Because you 

wouldn’t be elected, or called, or asked to serve as leaders if the team didn’t need a 

leader and so it always comes with power. Most of us get very excited about the power 

of position and again very self absorbed about it. We’re excited to achieve this position, 

were excited to be acknowledged as a leader. When the people are standing there 

waiting to see how we will use our power. This is another thing Greenleaf talked about. 

He said there are two extremes in leadership.  Either it’s all about the leader, leader-

first. Or it’s all about others, servant-first. All of us struggle between those two extremes 

And the question about power is, “Will we use the power for our own ambition or we will 

use it to serve others?   

Achievement is an interesting one. I believe our whole culture is shaped around 

achievement. We love sports for example, right? We love the winning of trophies. We 

love teams who performed and that’s deeply embedded in our leadership culture. I 

ended up having half of my leadership team were competitive athletes at sometime in 

their life. And you know they bring with them these deep-rooted ambitions to achieve,  

to win, and to be competitive. I think competitiveness and a desire for achievement is 
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incredible energy and fuel in the organization. But again, the only question is who is the 

achievement for? Is it for the leader’s benefit so that they get recognition and promotion 

and more money? Or is it for the enterprise? And that leads to ambition. 

Similarly, we’re all ambitious and it’s okay to be ambitious. Jim Collin said in this book, 

Good to Great, the difference maker is this, those who have a terrifying iron will for the 

enterprise and not themselves are the leaders who generate the best results. And so 

ambition too is a good thing. I try to get people to change their personal ambition into 

the word “aspiration” for the enterprise. Because an aspiration is an ideal that includes 

all the people that we lead and elevating them and making them part of the success. If 

we can shift from ambition to aspiration, we will again hold ourselves accountable to 

serve. 

KEVIN:  I want to thank you for that Cheryl, because we’ve used the word aspiration for 

years in our workshops. And as I was reading your book, it really affirmed to me why we 

use the word aspiration rather than ambition. 

CHERYL:  It’s a much better choice. 

KEVIN:  Yes, what have you discovered about power that you wish you had known 

earlier in your career? 

CHERYL:  I think leaders grossly underestimate their power. Not their power over 

others, but their power to influence and change lives for the better. And I think I was 

certainly one of those leaders. I was probably pretty conscious of the power I was given 

to change businesses -- to innovate, to create new marketing campaigns, or to develop 

better operation systems. But I think I grossly underestimated the opportunity I’ve been 
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given to influence and change lives for the better. And what that’s changed in me is the 

amount of time and attention I now devote to coaching and developing leaders. To 

looking to understand who they are, where they are, and how I can contribute to their 

growth has been a difference-maker in my leadership effectiveness. 

KEVIN: So if you were providing council to a newly promoted or newly hired leader, 

what would you say about the perils of power? 

CHERYL:  I would remind them of the natural inclination to use power in wrong ways. 

And there are so many good examples from history of leaders who have grabbed 

personal power for bad outcomes, right? And I would remind them to study power used 

wisely for the benefit of the people and power used less wisely that hurt people. 

Historical leaders are incredible leadership teachers. I often refer to Margaret Thatcher, 

Winston Churchill, and Martin Luther King Jr. because these were leaders that 

understood that power was for the purpose of positive influence and change to make 

lives better in the people, the organization, or the nation that they served. I urge people 

to go to those resources to make themselves better as well. 

 KEVIN:  Cheryl, as we wind down our time, now that you’ve finished the book and the 

book’s about to be publicly launched. What’s new or next in your thinking and doing? 

CHERYL:  Well I’m very much thinking about the next bold step for Popeye’s. We’ve 

completed the original turnaround that we had envisioned. And now, we are working to 

transform our company in the areas of our employee and guest experience in every 

restaurant -- all 2,300 of them in the world. It is a big step forward transformational 

effort, the biggest thing that our leadership team has ever aspired to do. So we’re very 
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focused on putting our selves to work against creating great work environments for the 

restaurants that make it so fun for our people to contribute to Popeye’s that they then 

serve our guests with a smile as the time we come in. And that’s we’re spending our 

energy today. 

KEVIN:  Excellent! Well if people want to learn more about “Dare To Serve” the book 

where do they find it? 

CHERYL:  Our website for the book is called daretoserveleaders.com. And that tells 

you about the book and a little bit about the story. You can download for free the 

introductory chapter to get a peek. And you can hear what others have said about the 

book who have read it.  One of the most fun things on that site is we’ve created 20 

sharable graphics that you can use in Twitter, Facebook and Google Plus -- wherever 

you like to be active socially. I encourage you to go there and find your favorite and 

share with your leadership cohort. 

KEVIN:  I love that part of the website and have been sharing those. Do you have a 

current favorite amongst the twenty? 

CHERYL: I actually do. I used this quote in the closing chapter of the book. It’s from 

Albert Mohler, who wrote a book called the Conviction of Leaders. And the quote is 

“Leaders are made by other leaders to go on to make yet more leaders”.  And I just 

hope that my book can encourage all leaders to invest the rest of their lives developing 

the next generation of leaders for our world. 



	  

© 2015 Cairnway Center for Servant Leadership Excellence   |   www.cairnway.net   | @cairnway	   21	  

KEVIN:   And Cheryl that so aptly summaries servant leadership. One way that we think 

of it is as virtuous cycles of service. So serving others, goes back to Robert Greenleaf;’s 

“best test” ….so they are more likely to become servant of others themselves. 

CHERYL:  Absolutely. Role modeling the behaviors that will make a difference on 

others lives is a great cycle of life. The circle of life is what I think they called it Lion King 

and there’s a circle of leadership that we’ve talk about today. 

KEVIN:  Well, thank you Cheryl for sharing so generously of yourself and your time and 

sharing the book with us. We’re wishing you great success with Dare To Serve and as 

you promote this message, our hope is that this ripples reach very far and wide. 

CHERYL:  Well Kevin, one last thing I’d share is, we’re going to be blogging and 

sharing stories on this topic at my personal website cherylbachelder.com, so if you have 

stories to share, please join us there in the conversation. 

KEVIN: To you our listeners, we want to thank you for listening. We love hearing from 

you and appreciate you sharing these podcasts with others. Until next time, godspeed 

on your journey and keep blazing the trail for those who are following. 

OUTRO: Join us next time for more Servant Leadership Sessions with your host Kevin 

Monroe and for more information about how to energize your work place through the 

power of servant leadership log on to Cairnway.net.  
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About Cairnway 

Cairnway helps servant-leaders thrive and create thriving cultures anchored in servant 

leadership. We believe every client is different. We also believe servant leadership 

development programs are most effective when they are co-created with each client. Please 
contact us to explore how Cairnway can help you and your organization on its servant-
leader journey.  

If you have a recommendation for a Servant Leadership Sessions guest, please contact 

Kevin Monroe at kmonroe@cairnway.net. 
 


