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In search of talent

Attracting and
keeping senior IP
management talent
For IP-owning companies, few
tasks are more important than
recruiting and retaining talent that
can maximise intellectual asset
value
By Bill Elkington

IAM is the Official Strategic Media Partner
of LES (USA & Canada). As part of this
wide-ranging cooperation agreement, both
parties work together to provide thought
leadership relating to the strategic creation
of value from intellectual property. With this
in mind, every issue of IAM will feature an
exclusive article written by an LES member
or members that focuses on an IP value
creation issue. The content and authorship
of the article is always agreed in advance
with the IAM editorial team and is subject to
the same editing process as all other articles
published in the magazine. The work and
the opinions of the author(s) are personal to
the author(s) and do not represent those of
LES (USA & Canada).
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We – you and I – are engaged in a
meaningful and consequential struggle to
change the world. I say “you”, and what I
take “you” to mean is a fellow senior IP
management person in an IP-owner
organisation. I am writing to you and about
you, in particular, in these articles that I
am partly writing and partly compiling for
IAM magazine.
Our work is to change the world’s
understanding of intellectual property and
its role in corporate strategy, its role in the
economy, its role in wealth creation, its role
in the continued wellbeing – the prosperity
– of our enterprises, because our
enterprises and their value propositions are
more and more clearly tangled up with IP
value: the value of innovation and brand,
and the protection and optimal deployment
of that innovation and brand.
It is in our enterprises that we are
engaged in changing the world.
I reread literary classics from time to
time because they give me fresh
understandings of the world I inhabit. I was
rereading Hamlet the other day, specifically
Hamlet’s soliloquy in Act 3, Scene 1 – his
“To be, or not to be” speech. It struck me
that we are not unlike the protagonist that
Hamlet supposes when he asks: “Whether
‘tis Nobler in the mind to suffer/The Slings
and Arrows of outrageous Fortune/Or to
take Arms against a Sea of Troubles/and by

opposing end them.”
Being change agents, educators and
actors in our organisations often places us
alternately in the role of stoic, one who
patiently endures the misunderstandings
and misapprehensions of our leadership and
colleagues; or in the role of an absurd
warrior, sword in hand, hacking away at a
hurricane-stirred sea.
We are protagonists in our own stories,
and our own particular and personal stories
are now joined with the story of a great IP
awakening around the world. And while
most of us would not be considered heroic,
we can at least claim to be part of a
meaningful and consequential struggle.
This is the way I think about what we are
doing – or at least one of the ways. And
because I think what we are doing is
important, I think it makes sense to look into
the thoughts of other senior IP management
people to understand what works. I want to
know how senior IP management people are
found, attracted and retained by
organisations that are often ambivalent and
perplexed about what such people do.
I want to know what such people are
like, what excites them in the workplace and
what keeps them going when they are
suffering both poetic and prosaic adversity.
It is with these questions in mind that I
bring together for this article several people
who have participated with me in Licensing
Executives Society (LES) sponsored IP100
Executive Forum meetings. These people are
from diverse backgrounds: one is from a US
federal laboratory; one is from a university;
one is from a leading global manufacturing
company; and one has worked in two of the
world’s most successful high-technology
companies. And I have invited the president
of a leading executive search firm in the
field of IP management to comment as well.
Please do enjoy what they have to say.
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Some of it is, of course, what most of us
might say. But some of it is surprising and
illuminating.
Here are our panellists:
• Cheryl Cejka is director of
Battelle/Pacific Northwest National
Laboratory’s award-winning Technology
Commercialisation Office, overseeing
the identification, development and
commercialisation of intellectual
property emerging from the institution’s
US$1.2 billion in R&D annually.
• Paul Ebert is the president of Ebert
Wolfe & Co, a search firm with 25 years’
experience of global IP and licensing
professional recruitment.
• Lesley Millar is director of the Office of
Technology Management at the
University of Illinois, UrbanaChampaign, where she manages
evaluation, protection, marketing and
licensing of faculty research arising from
a US$500 million research engine.
• Marshall Phelps is currently a venture
capitalist and IP consultant, having
previously built and headed up the
licensing organisations in IBM and
Microsoft.
• Andrew Sant is chief IP officer for
Crown Holdings Inc, the world’s largest
metal packaging company, responsible
for safeguarding and preserving
Crown’s intellectual property and for its
strategic exploitation in support of
business objectives.
What characteristics do you look for
when hiring a senior IP management
person?
Cheryl Cejka (CC): When hiring, we screen
thoroughly for competencies in five key areas:
client relationship management, teamwork,
communications, technical (IP management
and licensing) skills and project management
and execution. For each, we probe with
common questions on the past experiences of
candidates, looking for specific, wellarticulated examples that we hope are great
predictors for their future performance.
Based on our experience, these are the critical
competencies that increase the odds of
success in our senior positions.
Paul Ebert (PE): We’re looking for
someone who can make an impact – a
difference. Someone who is multidimensional, who understands the mission
and makes a commitment to achieving goals
and objectives that are aligned with those of
the company or firm. We especially like risk
takers because if a person never takes a risk,
62 Intellectual Asset Management March/April 2012

they will not know what could have been.
However, one who understands the
consequences of risks or actions taken is
even more desirable, as they weigh the
outcome against the potential result. A
person who has a passion for the IP
business will, by way of going about their
duties and responsibilities, provide valuable
inspiration to those they mentor.
Lesley Millar (LM): We look for someone
who not only has the experience of years in an
environment managing IP for an organisation,
but also has the capability to navigate
multiple complex internal environment and
stakeholder perspectives. This is someone
who has experienced all levels of engagement,
from the lowest levels of an organisation to
senior management positions. We want
someone who has both led and followed, who
has worked individually and as part of teams,
and who has demonstrated success on all
fronts. Flexibility and adaptability are also
very important.

Lesley Millar
University of Illinois
“We want someone who has both led and
followed, who has worked individually and
as part of teams, and who has
demonstrated success on all fronts”

Marshall Phelps (MP): Someone who can
take the blinders off and see around corners.
Andrew Sant (AS): For us, it’s a
sophisticated haggler, a battle-scarred deal
maker and strategic thinker who has good
overall perspective of IP and its exploitation
in all of its forms.
In terms of formal education, what do
you feel prepares someone best to work
in the IP field?
CC: Generally, a relevant technical
undergraduate degree and an MBA are best.
However, we have also hired successfully
outside of this profile. The talents,
experience and accomplishments that each
candidate brings to the table are also key.
For example, our most recent (entry-level)
hire has a master’s degree in technology
commercialisation and an undergraduate
degree in international studies and
economics (with relevant experience) – and
he is doing a terrific job!
PE: It depends on the job at hand.
Sometimes psychology and sociology
provide grounding for negotiators. An MBA
provides exposure to means that will help to
formulate creativity when developing the
business proposition for a deal strategy or
direction for the company’s patent portfolio
development effort. If the position is patent
prosecution, a technical education in the
technology discipline is important. For
people doing transactions and agreements,
www.iam-magazine.com
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Cheryl Cejka
Battelle/Pacific Northwest National
Laboratory
“Successful senior IP managers in our
organisation are expected to be proactive,
innovative, creative and dedicated to
improving the way we do business and the
results we achieve”

of course, a legal education is critical. And
of course, part of one’s formal education can
come in the form of courtroom attendance
and participation as a litigator; this work
readies a person to further protect IP.

stability, emotional maturity, intellectual
acuity, energy, skilful communication,
verbal acuity (at first, then written), and
strong listening skills. These allow a person
to be more organised and resourceful.

LM: In my personal view, it doesn’t matter
what area of study someone comes from; it
does matter what a person has achieved since.
As an example, I have an undergraduate
degree in physical education, a master’s
degree in education and an MBA, as well as
multiple other certificates and diplomas. A
science background can give you a leg-up to
quickly comprehend specific issues in
inventions. Specific industry positions might
require advanced degrees in the sciences and
there are occasions when a laser focus is
required on a particular industry area.
However, for a senior IP management
position – and certainly one in a university
environment – my view is, if you have lasted
this long, you probably have some compelling
attributes. I would be more interested in the
career history of someone applying for a
senior IP management job. What is the track
record of achievement, engagement with
stakeholders, participation in the tech
commercialisation community, management
of constituents and staff? Has that person
continued in professional development? I
think a demonstration of an ability to
continue learning and contribute, especially
when in a senior management position, is an
essential part of the education profile.

LM: A sense of humour and a sense of
perspective. Seriously, unless you can see
through the different agendas that will
prevail in an organisation that has IP assets
to manage, you will not be able to function
very well. Different stakeholders will want to
utilise these assets for different purposes:
• Monetisation – the quick buck,
perceived short-term win, good PR.
• Enforcement – let’s go on a road trip
and find all those folks using our IP for
free and sue the pants off them.
• Hunker down – let’s just wait and see;
these assets will be valuable in x years;
let’s lay low and see what we can get for
them in the future.

MP: A non-technical person who is not a
technophobe.
AS: A good science or engineering degree is
desirable, with a high level of analytical
training, objectivity and strong problemsolving skills.
What particular personal talents and
characteristics do you feel are essential
for success as a senior-level IP manager?
CC: In our office, it’s important to be a selfstarter, be comfortable juggling many highpriority activities, have demonstrated
relationship management skills, and possess
business and organisational acumen. Other
attributes are strong communications skills,
perseverance, win-win problem solving,
ability to influence and customer/market
knowledge and orientation.

Essentially, as a senior IP person, you are
the lead steward of the intellectual property,
but everyone else believes it’s theirs – the
inventors, the company leaders, the sponsors
the government etc. Therefore, you need to
balance all of these things as you work out
the strategic plan for use or licensing of the
assets you are responsible for.
Add to that the capability to be a great
mentor and leader of other IP staff. In
universities in particular, the breadth of IP
is immense. You have to know what skills
your team needs and deliver them. You need
to create and support decision-making
processes that allow enough freedom for
staff to gain experience managing
everything from non-disclosure agreements
to complex patent matters. You must step
far enough back to allow staff to shine, but
be near enough to step in and support if the
going gets tough.
For engagement with other senior
management peers, know that you will be
seen as the guru on all things IP-related.
Expect to be asked questions you might not
know the answer to, but be confident
enough to respond honestly and
demonstrate capability by finding the
answers quickly.
Be humble. You cannot know
everything, but you can learn and share that
knowledge. Build your network, use the
network and share.
MP: Broad thinker, risk taker.

PE: Again, it depends on the responsibility.
The boss is what I’ll focus on here. You
must have the ability to deliver measurable
results. In terms of traits: competitiveness,
www.iam-magazine.com

AS: It is critical to be comfortable working
in and across the technical, legal, and
commercial functions of the business.
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When building an IP management
organisation, how important is it for
your senior people to have mentoring
skills and talents? And what amount of
their time do you expect them to devote
to teaching and mentoring?
CC: Mentoring is very important – not
only for training of less experienced staff
that we hire, but for all of our staff to share
information and learn from each other. This
helps to build consistency in purpose and
function. It also helps to elevate the quality
of the organisation as a whole. People share
their mentoring skills in different ways:
some teach at a nearby university, others
present frequently at professional
conferences, while others mentor more
actively internally. There are also numerous
opportunities to mentor R&D staff and
others throughout our organisation on
protecting and commercialising intellectual
property. So it’s a critical skill.
PE: Before a person has mentoring skills,
which they must have to aid in the
department’s, group’s and overall firm’s
success, they must have communication
skills. It is essential that a person be multidimensional when mentoring to ensure that
the subjects of the mentoring absorb the
lessons, suggestions or general help that is
being offered. It is teaching, training and
mentoring that make a person stronger in
his or her own position, because in
answering a question, many times a person
has to reach quite far to get the thought or
meaning/answer across so that it can be
understood and perhaps even built upon
further. When a person gets it, the mentor
often learns additional ways to provide
knowledge and better equip mentees to
solve future challenges better.
LM: I consider almost every moment of my
working day to be an opportunity to teach
and mentor. If I’m not doing that, then I
hope I am learning from others during that
time. It’s a very intellectual environment,
and therefore the opportunities for learning,
mentoring and teaching are immense.
MP: Huge! I would expect about 20% of their
time to be spent on mentoring activities.
AS: Yes: 0% time-out training; 100% onthe-job training.
How do you attract senior people?
Is money the key? Is the structure of
the compensation important? Do
intangibles figure in? How so?
64 Intellectual Asset Management March/April 2012

CC: Compensation is important and I believe
we are competitive. Salary and benefits, as
well as opportunities to participate in other
bonus or incentive programmes, are
important indicators of how the organisation
values a function. Commercialisation staff
members are eligible to participate in our
royalty sharing non-inventor pool in those
cases where their contributions are judged as
above and beyond their day-to-day job
functions. But compensation is just one
factor. Another intangible factor is the
attractiveness of working in an organisation
that is well known for cutting-edge science
and engineering. Top IP managers want to
work with leading technical experts and
game-changing technologies. Most people
want to have an impact with their work and
our laboratory offers this opportunity, given
the nature of the work here.
The other important factor for us is that
the individual must click with our location
and environment. This usually means that
they are comfortable living outside a major
metropolitan area and enjoy an outdoor,
active lifestyle. People who want to live in a
fast-growing, smaller northwestern
community fit here.

Paul Ebert
Ebert Wolfe & Co
“When people have invested in their
education – often achieving two, three, four
or more degrees - and toiled as a bench
engineer, moved on to become an attorney
or dealmaker, then on to senior
management … yes, money is key”

PE: Most people want to work with bright
people who create excitement around them,
who keep the action in the group bubbling
and who define success in many different
ways – for example, completing a
particularly challenging assignment. Those
who are achievement oriented want the
opportunity to excel. If they don’t find it,
they will move on. If the doors of growth are
found closed, people’s abilities, which they
strived hard to attain, begin to atrophy and
those bright people move on.
Money is definitely a key. When people
have invested in their education – often
achieving two, three, four or more degrees
– and toiled as a bench engineer, moved on
to become an attorney or dealmaker, then
on to senior management … yes, money is
key. Again, much depends on the person and
their individual motivation. Some need a
dependable base salary to maintain their
lifestyle, whatever that may be. Others are
more reliant on their innate talents and
prefer more of an incentivised plan because
they may be the risk takers and have that
confidence in their abilities to reach a bit
further beyond their comfort zone.
LM: Oh, is this a trick question? Money is
part of the equation, but I don’t think it’s
the whole thing. The structure of
compensation in the university tech
transfer world is an interesting topic. How
www.iam-magazine.com
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do you measure the intangible-impactdriven transactions? Should tech transfer
staff get a piece of the deal? Is taking
personal equity in a university start-up
allowable (or manageable, rather)? How
does that impact on the relationship with
faculty and other entrepreneurs? So, right
back atcha! How should we do it so that
we can attract (and keep) the right people
when we are competing with industry?
I welcome ideas.

AS: From my perspective, the talent pool
seems a bit shallow, but there are some
pearls to be found. I’d say it’s roughly a
balance between buyers and sellers at the
moment, because many of the buyers have
yet to wake up.

MP: Liking the challenge is prime.

CC: We use our professional networks and we
advertise through associations such as LES
and the Association of University Technology
Managers (AUTM), and more recently we’ve
used a specialised recruiter. Informal word of
mouth between candidates and those within
our organisation – or who are familiar with us
– is a frequent occurrence.

AS: Key incentives are a competitive salary,
relocation package and broad range of
challenges within the business.
Marshall Phelps
Venture capitalist and IP consultant
“The [talent] pool is incredibly thin, and it’s
therefore a sellers’ market”

How competitive is it to land a senior
IP management position today? Is the
talent pool deep or shallow? Would you
say we are in a buyers’ market or a
sellers’ market? Or is there a rough
balance between buyers and sellers?
CC: It generally takes us considerable time to
find a new team member, for a number of
reasons. First, I’d say we’re very selective. We
conduct team interviews and we are very
specific as to the competencies we are
looking for. We take our time to screen
heavily to make sure that the person will be a
great fit for our group. Our turnover is
extremely low and the chemistry of our team
is very important to all of us, so we invest the
time upfront. I have always found there to be
a strong pool of senior talent, but it is quite
time consuming to make sure that both
parties are making the right choice.
PE: Timing is an important issue. Is the
person available? Does the candidate have to
wait for bonuses to be paid to make a move?
Does the candidate have kids in school and
activities? Are there family issues? Is there
a promise or insinuation of a promotion?
Are others moving on in the candidate’s
current organisation, making room for the
candidate to move up? The talent pool is
very deep in all different disciplines within
IP. It’s equally a buyers’ and sellers’ market.
The movement is weekly.
LM: From a review of the career
marketplace online, it seems there are more
junior IP management positions open than
senior. I think it’s a buyers’ market for
senior positions and therefore pretty
competitive.
MP: The pool is incredibly thin, and it’s
therefore a sellers’ market.

www.iam-magazine.com

How do you find senior IP talent in
today’s marketplace? Is it through
advertising? Is it through personal
contacts?

PE: In my business, it is multi-faceted.
First, make a phone call. Because our firm
has been involved in IP for over 25 years,
personal contacts are a major source of
talent, many times through our multiple
proprietary databases, referrals and leads.
LM: Search firms are used a lot, and therefore
building your network to become known is
important if you are seeking to advance in IP
management. I think that tech transfer
generally is a highly networked community.
MP: Personal contacts only.
AS: We find candidates through agencies,
headhunters and personal contacts.
Traditionally, personal connections have
proven to be a powerful tool for landing
jobs. What are the best ways for
candidates to get to know people in the
IP field in order to establish useful and
effective IP networks?
CC: Getting involved in organisations for
licensing professionals, such as LES and
AUTM, at the local or national level is
effective. At an entry level, students can get
involved as interns in technology transfer
offices at many universities. That can also
help them to build their networks.
PE: Participate in regional, national and
international events, forums and meetings.
You may well become a known quantity in
the industry. Join groups and organisations
which promote the proliferation of the
industry. Take on a project which involves
interaction with people who have similar
interests and activities related to IP, or take
Intellectual Asset Management March/April 2012 65
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on a project involving other important
issues that will stretch you and provide a
learning experience. Do not be reluctant to
take a call from a recruiter or call one, but
make sure they know the industry.
LM: Attendance at professional conferences
(LES, AUTM), accepting invitations to speak
on panels and becoming involved in working
groups or committees addressing current IP
issues or practices that span corporate and
government organisations are all useful
activities. Contributing to articles, writing
blog pieces for online magazines, using
online tools such as LinkedIn and even
having a Twitter presence (and using it well)
can help to build your network.
MP: Just get involved. Everyone starts at
the bottom.
AS: Attend any one of the excellent IP talks
and seminars that focus on the commercial
use of IP rather than the legal mumbo jumbo.
How do you measure the success of
senior IP people?
CC: I look at their ability both to grow and
to manage their IP and licensing portfolio
successfully. I expect them to have an
outstanding reputation among their peers
and partners, both internally and externally.
This means that they are thought leaders in
the profession, actively engaged in
improving it and in creating the next
generation of IP/licensing managers. I
expect them to be market and external
customer/licensee focused, working hand in
hand with our R&D staff and business
development leaders. Successful senior IP
managers in our organisation are expected
to be proactive, innovative, creative and
dedicated to improving the way we do

business and the results we achieve with
our total IP portfolio.
PE: Success is measured by what they have
achieved by reaching beyond their comfort
zone in the positions they have transitioned
from and to professionally. However, it is
not only what a person excels at
professionally that determines how far they
move up the management chain, but often
what they have achieved in personal life as
well. Many times, what a person does
outside work defines how they will perform
and succeed in professional life.
LM: Hmm…. They get deals done. They
advance whatever organisation they are
working for in building, maintaining and
developing an IP portfolio for whatever
purposes the organisation wants it
(defensive, enforcement, licensing for use).
They build teams that are flexible and
responsive, and that can engage on multiple
planes with internal and external
stakeholders. The metrics that they are
measured by might vary by organisation –
for example, dollars in royalties, number of
start-ups, retention of key staff (faculty in
the case of universities), leverage of other
funding (state, government, corporate).

Andrew Sant
Crown Holdings Inc
“I believe that IP is still not sufficiently
well recognised for the value that it brings
to the business, compared to, say, the
compensation for a senior commercial
lawyer”

MP: Results and the respect of their peers
– especially from outsiders.
AS: Demonstrate ability for constructing a
simple IP solution to a complex commercial
situation.
What are the most effective ways to
maintain good senior people?
CC: Treat them with respect. Engage them
intellectually and challenge them with
substantial assignments and stretch goals.

If IP people continue the education of
executive senior management, especially
chief financial officers, regarding the value
of IP and the revenues and profitability it
can generate, we will continue to see
compensation for IP executives rise
significantly
66 Intellectual Asset Management March/April 2012
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Bill Elkington
Rockwell Collins
“I’d like to be able to speak with a recent
graduate of Plain Vanilla University’s
executive MBA programme about IP
value and have the conversation be an
intelligent one”

Recognise their contributions and
achievements. Work to create a
collaborative, fun place to work. Give them
the tools, resources and support that they
need to be effective. In a nutshell, I work for
them; I try to do all that I can to remove
barriers and enhance their environment to
increase the chances that they will be highly
engaged and successful in their work.

MP: Start a social IP website.

PE: Provide challenge, growth and rewards
for achievement. Provide additional
compensation for those people who do
achieve the objectives set for them and even
more for those who outperform.

CC: The importance of innovation and IP is
increasing, and this should contribute to
stability and perhaps increases in
compensation over time. However, the
economic climate at present is not exactly
ideal. Many companies and universities are
making tough budget choices and, as a
result, demand for licensing professionals is
shrinking. Federal budgets for R&D are
likely to decline in the future, and that may
affect resulting IP and the demand for those
who manage it. So overall, I don’t look for
huge near-term swings in compensation
– up or down. However, the need for
seasoned professionals that can handle
multiple challenges well becomes even more
critical in these difficult times.

LM: Recognise them, develop them and
engage them in areas not typically defined
as within the IP domain. I believe that great
senior IP managers are ultimately just great
managers and are able to bring perspective
to many aspects of management in
organisations – private and otherwise. So
don’t forget to invite them to the table.
MP: Give them increased responsibility.
AS: Provide interesting, challenging and
varied work, autonomy and competitive
remuneration.
What could IAM magazine and/or LES to
do to help senior IP management people
network more effectively?
CC: As professional organisations continue
to grow in numbers, it becomes critical to
provide venues of a more customised nature
for the growth of individuals. LES can do
this by providing more and varied
leadership opportunities – locally,
regionally and nationally.
PE: Continue to sponsor functions of the
industry organisations.
LM: The LES IP100 Executive Forum is a
great example of bringing together senior IP
professionals to discuss current topics in a
more personal forum. It’s a more effective
setting because it emphasises roundtable
discussions where you can actually get to
talk with the attendees. Large and somewhat
impersonal conferences don’t always allow
that, and although you can gather business
cards at an alarming rate, this doesn’t often
translate into what I would call qualifiable
leads. In this case, the lead is not just
someone to license to or from, but also
someone to learn best practices from. More
of those forums, or events like those forums
(web based, perhaps), would be good.

www.iam-magazine.com

AS: Ban the legal service providers from
attending meetings.
Where do you see compensation for
senior IP management people today and
where is it going? What is driving
compensation in the field?

PE: Compensation today varies in different
regions of the United States. Although quite
good overall, compensation is generally
higher in regions where high-tech and life
sciences companies are numerous. If IP
people continue the education of executive
senior management, especially chief
financial officers, regarding the value of IP
and the revenues and profitability it can
generate, we will continue to see
compensation for IP executives rise
significantly in some progressive IP-centric
companies. Consolidation, innovative deals
and a continued recognition of the value of
IP assets will drive compensation.
LM: The more complex the issues that arise
for organisations (public and private) to deal
with in the IP arena, the more sought after
experienced senior personnel will become.
The more public-private partnerships are
offered up as a solution to the economic
problems of this country, the more sought
after those folks with experience in both
arenas will be. Therefore, I believe that
compensation will increase accordingly.
MP: Business results will do this, in
my opinion.
AS: I believe that IP is still not sufficiently
well recognised for the value that it brings
to the business, compared to, say, the
compensation for a senior commercial
Intellectual Asset Management March/April 2012 67
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lawyer. Compensation is slowly heading
north, mainly driven by a lack of quality
people. IP-savvy companies are willing to
pay more for the right talent.
Are there significant differences in
compensation from one country to
another and from one continent to
another? If there are differences,
what are they?
CC: I do not have experience in this area.
PE: Tremendous differences. Asia mostly
does not provide equity. Europe pays small
base salaries and bonuses compared to the
United States, which is by far the most
lucrative. Companies in the United States
tend to be rather generous.

When looking to find or keep senior IP
management talent, enterprise managers
should consider:
• Consulting with search firms that specialise
in IP talent acquisition to assess current
compensation packages and to extend the
effective reach of their networks.
• Working their own networks for
information about available talent and
current compensation rates.
• Advertising their requirements on the LES
and AUTM jobs databases.
• Encouraging their employees to expand
their knowledge, skills and networks

LM: From my limited knowledge, I believe
it’s fairly similar in the university setting
(certainly comparing the United States to
the United Kingdom). Other countries with
less robust IP management infrastructures
might be on a lower scale.

(although others might think you do). Learn
at every opportunity from those around
you. Find your strengths and play to them.
Build a team that complements you in both
strengths and weaknesses. Allow those
around you to shine brightly and your star
will also shine.

MP: Irrelevant, because we all work for
companies headquartered regionally.

MP: If you are good, the community is
small enough that you will be recognised.

AS: Don’t know, but wouldn’t fancy being
paid in euros right now.

AS: Be patient; don’t lose the faith. Keep a
black book of the business’s IP near misses
as and when they occur – believe me, they
will – together with some IP good news
stories and be prepared to blow your own
trumpet, if necessary.

What advice would you offer ambitious
senior IP managers who want to get
ahead?
CC: Think outside the box; don’t just do
your eight-to-five job. Nurture your
networks and relationships within your
organisation and externally. Elevate your
game as a thought leader in your profession
by engaging in teaching, mentoring and
volunteer opportunities. Grow yourself
through continuous learning, personally
and professionally. Seek frequent feedback
from a variety of colleagues, customers
and management, and use it. Delight your
external partners, customers, peers and
the leaders within your organisation.
Over-deliver!
PE: Never stop looking for challenges that
stretch you out of your comfort zone.
Embrace continuing education in our field.
Keep current on industry news. Hone
mentoring skills. Without someone behind
you, you won’t move up – or to a new
opportunity easily, for that matter. Call me.
LM: In your ambition, don’t forget
humility. You will never know everything
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Action plan

•

•

through active participation in
professional activities at the local or
national levels.
Hiring a percentage of their teams from
within their organisations, to increase the
buy-in and constituency for the IP
management function across the
enterprise.
Helping their staffs to find the fun and
excitement and laughter that is inherent in
IP management. (I have heard, for
example, from someone who worked in
licensing at both IBM and Microsoft, that
working for Marshall Phelps was a “hoot”!)

Ambitious views
IP management in IP-owning organisations
is principally a business management
function. IP value exists because of the law,
but so does business value of any kind.
Without contract law, for example,
businesses would be free to walk away from
any obligation. Without criminal law,
businesses would be destroyed before they
could grow to any appreciable size.
So while legal questions are always of
significance in IP and contract matters, IP
decision making is largely driven by technical,
financial, competitive, market and strategic
considerations in for-profit companies. In
federal labs and universities, economic
development and service to faculty and staff
will be additional considerations.
The central work of senior IP
management people is to create enterprise
policy, enterprise process and enterprise
strategy that drives the organisation
towards enhanced IP value. There is no
more important work in IP-centric
enterprises today. And the work of IP
www.iam-magazine.com
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In search of talent

Established in 1965, the Licensing
Executives Society (USA and Canada), Inc
(LES) is a professional society comprised
of over 4,500 members engaged in the
transfer, use, development and marketing
of technology and intellectual property. The
LES membership includes a wide range of
professionals, including business
executives, lawyers, licensing consultants,
engineers, academicians, scientists and
government officials. Many large
corporations, professional firms and
universities comprise its membership.
LES is a member society of the Licensing
Executives Society International, Inc,
with a worldwide membership of more
than 10,000 members in 32 national
societies, representing over 90 countries.
For more information, see
www.lesusacanada.org
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management people is arguably the most
important work being done in IP-centric
businesses, because IP is usually the most
valuable asset class in those businesses. It
is the locus of the for-profit enterprise’s
differentiated and defensible value.
So attracting and keeping talented
senior IP management people today should
be one of the more important things the IPowning enterprise’s senior leadership does.
As our experts indicate, compensation is
certainly at the heart of the matter. But so
also are providing a challenging and
interesting work environment, and
furnishing opportunities to grow one’s
knowledge base and skill set. Allowing
senior IP management people the
opportunity to network with their peers can
also be an important method of ensuring
that they acquire valuable lessons learned
from others, and that they don’t have to
learn those lessons through making their
own mistakes.
What more can LES and IAM magazine
do to help senior people to learn more deeply
about the ins and outs of their profession?

Do more of what we are doing now, is one
answer. Develop more tailored meetings
– meetings like the LES IP100 Executive
Forum – and offer more tailored professional
leadership opportunities, is another. Another
perspective is to provide more online
opportunity for senior IP people to interact
and learn from one another.
But my view is more ambitious. I’d like
to see us take on the challenge of developing
IP management into a generally recognised
and well-understood academic discipline. I’d
like to be able to speak with a recent graduate
of Plain Vanilla University’s executive MBA
programme about IP value and have the
conversation be an intelligent one.

Bill Elkington is senior director, IP
management, Rockwell Collins Inc and
Licensing Executives Society (USA and
Canada) trustee for the IP100 Executive
Forum and Corporate Communications

Intellectual Asset Management March/April 2012 69

