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Introduction 

Scott Suhy has spent nearly two decades in the fast paced computer 
software field, working for such industry giants as Texas Instruments and 
Microsoft.  Hired as a software consultant, Suhy was promoted quickly 
through the ranks to become the youngest general manager of Microsoft. 
Already an accomplished young leader, Suhy left Microsoft in 2007 to start 
a business venture called PointAbout, Inc. with partners Daniel Odio, Sean 
Shadmand, and Isaac Mosquera. PointAbout, which specializes in “location 
based services” and mobile web applications, is based in downtown 
Washington, DC. The company’s client list includes household names such 
as Newsweek, Cars.com, and the Washington Post. PointAbout continues to 
gain momentum as applications for platforms such as the IPad, IPhone, and 
Android grow in popularity. As CEO of PointAbout, Inc., Suhy has grown 
the company into a multi-million dollar business with over 30 employees, 
and the company was recently featured in Wall Street Journal article “The 
Company Behind More Than 3000 Apps.”   
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CEO AppMakr
PointAbout Inc.

2008 – Present (2 years)

General Manager 
Public Sector 

Business Development
Microsoft

2003 – 2007 (5 years)

General Manager 
Midamerica Sales District 

Microsoft
1998 – 2003 (5 years)

Managing Consultant
Microsoft

1996 – 1998(2 years)

Consultant 
Microsoft

1992 – 1996 (4 years)

Reference: 
http://www.linkedin.com/in/scottsuhy
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Point About office in Washington, 
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Leadership Influences 

Born the son of a plant manager and raised in a steel town in Pennsylvania, 
Suhy learned some very early lessons on honesty and integrity, which he 
claims are the foundations of leadership. Suhy recalls a story from his early 
childhood: 

There was this little old lady, on the corner growing up…and I 
broke all of the windows in this barn. Me and this other kid, 
just for the heck of it…and we got caught. Well we’re 
walking to school the next Monday, and this old lady, Mrs. 
Burns comes out, and she’s waiting…she pulled me aside and 
she said ‘You’re a bad kid. You can change your life and 
become a good kid, and become a good person, or you can be 
a bad kid, and become a bad person. You need to figure that 
out.’ And then she just walked away. That had a big effect on 
me. I think it started there.” 

Suhy also explained the importance his family (and in particular his 
father) had in shaping his personality. “I grew up in a family where 
my father was a manager at the steel mill, so I just grew up around a 
lot of leadership discipline…just watching him work. I learned it 
[leadership] very young”. Scott places a great deal of importance on 
mentors and role models (particularly those in early childhood), and 
the lessons on morality that can be learned from them. Scott sees 
these early lessons as the foundation of his leadership philosophy.  

Scott is also very much a product of the turbulent 90s tech boom, as 
he was shot up the corporate ladder at a young age. Just ten years 
after leaving college, Scott had become the youngest general manager 
in all of Microsoft. Suhy is the first to admit to being a benefactor of 
circumstance, but he also described the experience as a daunting one. 
“I think some of it was timing, because it was the dot com era, and 
Microsoft was losing tons of executives…it was just a huge 
responsibility, and I think that responsibility actually shaped me quite 
a bit. It was all about survival…I learned so much”, Suhy states. Suhy 
often refers to his time with Microsoft as an experience which has 
shaped his leadership and his career. 

Leadership Style 
 

Scott Suhy draws many of his guiding principles from one of his 
favorite books, Leadership and Self Deception: Getting out of the Box. In our 
discussion, Suhy highlighted a story from an early chapter where a new CEO 
considers two different approaches to an incident when an executive assistant 
accidentally erases a large amount of compiled information. This book 
details how the CEO’s behavior, even in dealing with such a small matter, 
can have a profound effect on the people in an organization. Scott often 
considers this story when interacting with his own employees. 
 

By studying these stories on leadership, Scott has developed and 
modified his own way of leading others. Suhy remarked, “I think one of the 
most important parts of leadership is to not treat people as objects. Your 
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brain wants to classify people in order to better deal with them. Doing that puts you at a disadvantage because 
everyone is an individual and everyone is different. Leadership means you have people who follow you. People 
follow you if they trust you. People trust you if they believe you have their best interest in mind. You will only 
have someone’s best interest in mind if you care about them. It’s a waterfall.” 
 

Another one of his favorite reads is Colin Powell’s Leadership Principles, and he mentioned one 
particularly significant tenet: perpetual optimism is a “force multiplier”. Powell explains, “the ripple effect of a 
leader's enthusiasm and optimism is awesome. So is the impact of cynicism and pessimism. Leaders who whine 
and blame engender those same behaviors among their colleagues” 1. Although humble in his reflections, Suhy 
has consistently shown optimism in his leadership roles. As a thought leader in an industry the technology 
industry, he embraces change as an opportunity. When asked what his where he would like to see his new 
company in the years to come, he replied without hesitation, “This is going to be a hundred million dollar 
business. This business is part of a bigger business, something that another company needs”. Scott clearly has 
confidence in his abilities and the abilities of those around him. 
 

These personality traits speak to Scott Suhy’s emotional intelligence (EI) and leadership style. Daniel 
Goleman, best known for his book Emotional Intelligence: Why It Can Matter More Than IQ, outlined four 
main EI concepts. These concepts include self-awareness, self-management, social awareness and relationship 
management 2. Throughout our conversation, Suhy demonstrated expertise in each category, most notably his 
ability to manage successful relationships. PointAbout Project Manager Kevin Lenane also acknowledged the 
CEOs talent. When asked about Scott’s relationships with Point About’s customers, Kevin noted “I don’t know 
how I would describe this, its not his experience, but more of a permeation in the industry…he’s made good 
steps throughout his career in those nooks and crannies so that always people that want to work with him 
again...he is also able to communicate on many different levels, and that is key.” 
 

Leadership That Gets Results, also by Daniel Goleman, categorized leadership into six distinctive styles 
detailed in Exhibit 1. As an effective leader, Suhy is able to adjust his style based on the needs of the 

Exhibit 1 

The coercive style.  
This “Do what I say” approach 
can be very effective in a 
turnaround situation, a natural 
disaster, or when working with 
problem employees.  But in most 
situations, coercive leadership 
inhibits the organization’s 
flexibility and dampens 
employees’ motivation.

The authoritative style.  
An authoritative leader take a “Come 
with me” approach: she states the 
overall goal but gives people the 
freedom to choose their own means of 
achieving it.  This style works especially 
well when a business is adrift.  It is less 
effective when the leader is working 
with a team of experts who are more 
experienced than he is.

The pacesetting style.
A leader who sets high performance 
standards and exemplifies them himself 
has a very positive impact on 
employees who are self-motivated and 
highly competent.  But other employees 
tend to feel overwhelmed by such a 
leader’s demands for excellence and 
resent his tendency to take over a 
situation. 

The democratic style.
This style’s impact on 
organizational climate is not as 
high as you might imagine.  By 
giving workers a voice in 
decisions, democratic leaders 
build organizational flexibility and 
responsibility and help generate 
fresh ideas.  But sometimes the 
price is endless meetings and 
confused employees who feel 
leaderless.

The affiliative style.
The hallmark of the affiliative
leader is a “People come first”
attitude.  This style is 
particularly useful for building 
team harmony or increasing 
morale.  But its exclusive 
focus on praise can allow poor 
performance to go 
uncorrected.  Also, affiliative
leaders rarely offer advice, 
which often leaves employees 
in a quandary.

The coaching style.
This style focuses more on 
personal development than on 
immediate work-related tasks.  
It works well when employees 
are already aware of their 
weaknesses and want to 
improve, but not when they 
are resistant to changing their 
ways.

Reference: Goleman, Daniel (2000). Leadership That Gets Results. Harvard Business Review, March/April 2000, 1-6.
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organization. However, his emotional intelligence strengths support the coaching style. Noted by Kevin 
Lenane, “[Scott] is very explanatory. He will say this customer needs x, y and z or never overpromise with this 
customer. There are rules around customers and he helps the team to acknowledge them.” In addition to 
developing the team at Point About, Scott Suhy supports industry and entrepreneurial organizations. He serves 
as an advisor to several technology companies and as an associate partner of the Mita Group 3. He also assists 
the Georgetown McDonough School of Business, occasionally serving as a guest lecturer, helping and enabling 
other young leaders to succeed. 

Leadership Lessons 

Management is not Leadership 

Early in the conversation, Scott Suhy described a clear separation between management and leadership. 
“Learning how to manage people for the first time is one thing, being able to manage managers was another. 
Being able to manage a sales team is different than managing a technical team.” Suhy described management 
through his own experiences, managing individuals, executives, sales teams, large organizations and start ups. 
“I have had all of those experiences, learned a lot from each one of them and was definitely not prepared for 
many of them.” Conversely, he described leadership as skills to inspire others. He noted that leadership is a 
different kind of challenge built on a set of core competencies such as honesty and integrity. “I don’t know if I 
was born with it [leadership] but I learned it early on and still practice it every day.”  
 
Suhy also views leadership as means with which to inspire and motivate other people, and this typically 
involves the use of persuasion and charm. He recalled a position early in his career when he was asked to speak 
to executives at Texas Instruments, “I remember learning this hard lesson…I did my presentation, and I 
remember the executive, the top dog in the organization saying ‘we’ll give you one bye Suhy, the next time you 
need to have more charisma.’ I realized at that point in time how important it is to get people to believe in what 
you’re doing…leadership is so much harder to do if you don’t have the core skills, like integrity, you’ll always 
just be trying to do it.” 
 
What Makes a Great Leader? 

When asked which aspects of his leadership have been developed over time, Mr Suhy shared characteristics 
that he sees as key to success for future leaders. 
 
1. Great leaders are great storytellers 

Company culture is based on stories that get retold by employees. Underlying themes of leadership (or lack 
thereof) permeate stories throughout an organization. Over time these themes shape the culture. If a leader 
wants to move a positive culture forward or improve a negative culture, he or she will have to tell stories about 
everything –themselves, the people, the products and what matters most to the organization. Suhy discussed the 
focus that Microsoft placed on storytelling culture. “If you as a leader want to set your own culture, and move 
your company from unhealthy to healthy, you need to be a good storyteller. You need to tell stories about your 
organization and yourself. That’s important.” As a young company, Point About will benefit from a focus on 
the repetition of such positive stories.  
 
2. Great leaders get out with the troops 

Our interview was conducted at 1410 Q Street NW, a brick townhouse that serves as Point About’s 
Washington, DC office. Scott Suhy notes that it was his partner’s decisions to set up in the historic U Street 
district. While he would have preferred the convenience of a suburban location, he understood the advantage 
that a downtown office would have in attracting top talent. Additionally, the building has been predominantly 
organized into common space. Suhy has spent much of his career with Microsoft in C-suite and relishes the 
opportunity to get rid of an office and title hierarchy. “Here, everyone should be thinking about being the CEO. 
Just having the CEO title does not mean much. You take out the trash and write code when it is needed.” 
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3. Great leaders are predictable - Innovative but consistent 

Consistency and innovation are not at odds for successful leaders. Point About operates in an extremely 
dynamic environment, so aligning the pace of change with a successful organizational structure is critical. Suhy 
and his partners inspire innovation with creative space and horizontal integration while still practicing 
consistency in quality and communication. 
 
4. Great leaders hire people who are smarter than themselves 

Successful leadership requires the support of a team. Suhy noted that Jack Welsh mentioned in one of his books 
that “A”s hire “A”s and “B”s hire “C”s. Suhy states, “if you consider yourself an ‘A’ player, you need to 
surround yourself with people who are smarter than you and think differently. It is always beneficial to hire 
people who are better than you and can take your job.” In previous experiences, Suhy found organizations that 
were inhibited because management hired people who thought and acted exactly the same.  
 
5. Great leaders are great simplifiers 

In Suhy’s experience, the ability to listen and filter information in a way that allows a group to understand its 
objectives is a unique and important skill. The first step to improving this skill is improving active listening. 
Suhy described an experience when a diverse group of people were at odds over the solution to a difficult 
problem: “Emotions were high. People were at each others throat. A leader walked in and just listened for a few 
moments. Then he walked to the board and wrote down three points that he heard, and from there he was able 
to form a consensus and a way forward.” Suhy is continuously practicing this skill and encourages future 
leaders to do the same. 

 

Throughout the interview, and even in his dealings with the interviewers, it was apparent that Scott 
Suhy genuinely cared about those around him, and about putting other people in a position to succeed. 
Suhy is a great example of a young leader and entrepreneur who thinks deeply about his actions and 
their effect on those around him. 
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