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AFTER MONTHS OF PLANNING AND building............

I am delighted to be able to 
announce the launch of our 
exciting new e.MILE Community.   

The e.MILE Community has been 
a vision of mine for a number of 
years now. I wanted to be part of 
a leadership and management,  
and people development  
network which had the same 
core values at heart to my own.  

If you want to see what I believe 
are core values for the leaders, 
managers and HR professionals 
for the future, then you can 
turn to The People Discovery 
Leadership Model, illustrated on 
Page 5. 

I believe that great change is 
needed in how we Motivate, 
Inspire, Lead and Engage our 
teams and individuals in the 
workplace, and that means 
new insights into leadership, 
management and HR.  

I think everyone is aware of the 
poor results from recent surveys 
across the globe where many 
employees simply don’t trust 
leaders.  Managers in the UK 
have certainly had lots of bad 
press.  

The changes needed are nothing 
new.  I am not some oracle or 
lone expert.  There are many 

great experts in this field who 
are doing some brilliant work, 
and changing workplaces.  There 
are many fantastic leaders and 
managers, who are getting great 
results. 

Where I thought I could add real 
value was to bring those experts 
together, and not only create a 
great network, but also to help 
those experts who don’t have 
(or don’t have time to work on) 
a social media platform.  There is 
always strength in numbers and I 
believe a groundswell of change 
will happen when the voice for 
change is strong enough.

Continued on page 4      
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In This Issue

Hello and welcome to 
our 3rd issue of The 
Extra MILE E-zine.  We’ve 
another packed issue with 
some great contributions , 
articles and tips.  

A great big THANK YOU 
to our many contributors.  
We are heartened and 
grateful for your time and 
expertise. 

Thank you also to you 
our great readers.  The 
response following our 2nd 
edition has again been 
amazing.  

This month we are so 
grateful to Bob Mason who 
starts a five part series 
about motivation,  You can 
find his first installment 
here.  

We’ve articles, reviews and 
contributions from no less 
than 14 great contributors.  
You can find out more 
about them, their history 
and expertise here.  

We are excited to 
announce the launch of 
our great new e.MILE 

Community.  There’s lots 
to absorb so do go and 
visit our website where 
you can find more details.   

Many people ask me 
what People Discovery 
and therefore the e.MILE 
Community is all about  
so I have articulated my 
leadership Model and it is 
featured on Page 5. 

We are also looking for 
contributions for the 
E-zine for, September and 
October, and November, 
if you wish to contribute, 
and get your business 
listed for Free.  Simply 
sign up on the link below.  
if you don’t wish to 
contribute but still get your 
business listed for free, 
you can get started here. 

It really does just take a 
few minutes.  

Come be a 
Contributor or 
Advertiser for

 The Extra MILE E-zine
And get your Business 

listed for FREE

CLICK HERE
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The community is primarily for 
Leadership, Management, HR and 
Personal Development Experts, as 
well as Businesses who provide 
services in the people management 
and development fields.  

The “MILE” in The e.MILE 
Community is an acronym for 
MOTIVATE: INSPIRE: LEAD: 
ENGAGE.  It is a community 
of people who believe and 
actively work towards helping 
themselves and others to be 
motivated, inspirational, great 
leaders and excellent engagers.  
This community is for those who 
champion people, individuals, 
leaders and the teams they 
lead, and HR Professionals, and 
understand the best way to 
achieve great results is through 
motivating, inspiring, leading and 
engaging at work.

One of the basic functions of the 
Community is to provide a business 
directory dedicated to those 
people.  A one stop shop so that 
anyone wanting to find an expert 
in the field only has to complete 
a simple search.  Searches can be 
made by region, by category and 
by business name.   

We want to help great businesses 
to get their message out across 
social media.  

In order to do that we have 
developed a number of community 
platforms, such as 

Community pages where we 
can tell leaders, managers, HR 
People and Lifelong learners 
about the events, products and 
services of members.   

A blogroll and a community blog 
where we can help and support 
leaders and managers to do 
their job better and to be able to 
source the expertise they need.

A great social media platform 

where we can give out great 
content and information which 
really helps.

And of course the E-zine which 
we hope to eventually be able 
to showcase the expertise of  
individual members.  

At the time of writing,  our own 
blog has generated over 130,000 
page views in the past year.  The 
Ezine achieved 25000 page views 
in just 6 weeks.  We have over 
80,000 twitter followers and a 
great linkedin group with over 
3200 members.   

The thing is, for lots of social media 
experts that may seem pretty small 
fry right now.  But if I can achieve 
that level of exposure on my own, 
think how the community can 
grow.  And that is certainly my aim. 

We are currently working on the 
SEO of our site to make sure it’s 
up there, visible and searchable.  If 
we want to get the right resources, 
information and expertise to the 
right people, then we know we 
have to be seen. 

Our team is small at the minute, 
but we have plans to expand.  
We love what we are doing and 
It’s just brilliant being able to 
completely enjoy your work, as 
well as network and mix with great 
like-minded people.  

For experts, we invite you to join 
up and be part of the evolution of 
the community. 

If you are a Leader, Manager or an 
HR professional and you are tired 
of disengaged people, uninspiring 
outcomes and an environment 
filled with stress and frustration, 
then the e.MILE Community is 
for you! You can be part of the 
community by following us across 
social media, and signing up for 
our regular blog and Ezine.  

The community is not a fluffy 

paradigm, it is value based, 
contribution based and results 
based.   Most importantly it 
harnesses the best of everyone, 
developing inner confidence, 
intuition and belief.   I believe 
their is a groundswell of right-
minded thinking and behaviours 
emerging  and it simply feels like 
the right thing to be doing to help 
that groundswell turn into a wave!  

In summary, the  e.MILE 
Community has three purposes:

Firstly, it is designed to bring 
together like-minded people in a 
community atmosphere to share 
and celebrate great leadership, 
management, HR and personal 
development skills, and expertise. 
  
Secondly, many experts work solo 
and it can be difficult to take time 
to network and maintain helpful 
collaborative relationships.  Every 
moment spent on marketing 
and social media takes them 
away from their core work, 
their expertise and their unique 
contribution.  We want to help 
them be visible. 

Finally, the community is to 
help leaders,  managers, HR 
professionals and people who 
want to develop their skills, 
personal abilities and expertise, 
by bringing them a host of great 
experts all together in one place 
that can help.   We want people 
who need that help to find it, 
easily.

To find out more:

e.MILE Membership Plans 
e.MILE Features and Benefits
e.MILE Search

Get your 
Business listed for 

FREE

CLICK HERE
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 is based on a number of 

characteristics which are available to 
anyone.  The characteristics of the 
Model are: 

 
Connected to Higher Self 
 

1. An ability to connect to 
ones higher self.  Some people call this 
Right mind or Right brain, or Spirit, 
Love, Intuition, a Guardian Angel, or 
some other Inner Guide.  And so they 
are Inner Directed, Discerning and 
Confident. 
 
 
 

Unity Consciousness 
 

2. An understanding that the higher self is who we really are; the  
main characteristics of which are unity consciousness and love.  And so 
they are Positively Value Based and Value Others Equally.  

 
Self- Awareness 

 
3. Well-honed visionary, thinking and emotional intelligence skills which are 

used with the purpose of making a real difference and so they are 
Creative, Self-Aware and Purposeful 

 
Inspiring Others 

 
4. Understand others and therefore know how to communicate, engage, 

create an environment which encourages enthusiasm, commitment and 
motivation, and as a result get the best out of their team.  And so they are 
Accepting, Non-judgmental and Inspirational 

 
Motivate Inspire Lead Engage 
 
Leaders who develop the characteristics of the model are able to create the 
conditions to motivate, inspire, lead and engage their people.   
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Leaders Don’t 
Motivate

Anticipation filled the 
air and an excited 
buzz swept through 

the audience. We were 
about to hear the great 
motivational speaker. I 
too was eager to hear 
this famous speaker but 
for a different reason. 
Having studied motivation 
for many years, I had 
come to understand one 
person could not motivate 
another. How was the 
famous motivational 
speaker going to motivate 
this audience?

The speaker was Zig Ziglar 
and after he spoke I was 
privileged to attend a 
private lunch with him. As 
I watched and listened, 
I began to understand 
Ziglar’s secret to success. 
He didn’t actually motivate 
anyone. Rather, in his 
skillful way he helped 
people understand their 
own motivation and then 
take action to achieve it.

Motivation is one of 
the most critical, yet 
misunderstood leadership 
concepts. Dr. Frederick 

Herzberg’s extensive 
research on the subject 
proved that much of 
what is often considered 
motivation, such as 
money, time off, or a nicer 
office, isn’t. Herzberg’s 
work has been duplicated 
many times; but, even 
with all that data, there 
are still leaders who 
attempt to motivate 
workers by throwing 
money at them. 

To truly comprehend 
motivation, it’s important 
to understand two 
underlying concepts. 

The first is the difference 
between motivation and 
satisfaction. Workers 
might be satisfied on the 
job, but that doesn’t mean 
they’re motivated. 

The recent buzz about 
employee engagement 
illustrates the point. 
Employees can be content 
with their working 
conditions, but not actively 
engaged in the work itself. 

Further, when leaders fix 

the problem that causes a 
worker to be dissatisfied, 
the worker might become 
more satisfied, but not 
more motivated. 

The likelihood of a 
worker’s engagement is 
directly related to the 
ability to achieve that 
which motivates them. 

Second is the difference 
between motivation and 
behavior change. It’s 
fairly easy to cause a 
change in behavior; at 
least temporarily, by 
either positive or negative 
external force. 

If you’re always late to 
meetings and are never 
prepared I might offer you 
an incentive or threaten to 
demote you in an attempt 
to fix the problem. Either 
way, I’m providing an 
external force that may 
change your behavior, 
but I haven’t motivated 
you. When I move on and 
someone else takes my 
place, you will likely revert 
to your previous behavior.

By Bob Mason



 
An interesting study of 
workers at a dry cleaning 
company clearly illustrates 
this point. In an effort 
to control tardiness and 
absenteeism the company 
offered a system of rewards 
and incentives. The 
employees the system was 
designed to motivate quickly 
learned to game the system 
so that not only was there 
no improvement; there 
was actually a decrease in 
productivity. 

The system produced a 
behavior change, though 
not what was desired, 
and actually became a 
disincentive to those who 
were not late anyway.

“How does a leader motivate 
people?” You’ve probably 
heard, or asked that question 
many times. It’s the wrong 

question! A leader cannot 
motivate another person 
because motivation is a force 
within each of us. While 
external influences can affect 
motivation, they can’t cause 
it. A better question is, “How 
can leaders help people meet 
the needs that cause their 
motivation?” 

Motivation is simply the drive 
to satisfy a need. When our 
daughter was about 4 years 
old she wanted her ears 
pierced. Several of her friends 
had pierced ears and she felt 
out of place. Her mother and 
I wanted her to wait until she 
seemed responsible enough 
to take care of them. She 
did not want to wait. One 
afternoon she came home 
with blood stains on her shirt. 
When we asked her what 
had happened, she proudly 
showed us her new ear 
rings. Her friend had helped 
her shove studs into her ear 
lobes. She was motivated!
 
Our daughter felt a need to 
belong to a particular group 
and was motivated to take 
whatever action she felt was 
necessary to meet that need, 
even if it was painful. Her 
parents didn’t understand 
the need that motivated 
her, but her friend did. As 
leaders, understanding our 
people’s needs is the first 
step to understanding what 

motivates them. Fortunately, 
most people’s needs fall in a 
few general categories and it 
really isn’t hard to understand 
them. Helping them achieve 
what motivates them makes 
them more productive and 
makes us, as leaders, more 
successful.

Zig Ziglar explained this 
when he said, “You will get 
all you want in life if you help 
enough other people get 
what they want.”

This is the first part of a  
series of articles by Bob over 
the next few months in The 
Extra MILE monthly Ezine.  
For more information about 
Bob click here to see the 
contributors page.

Next In The Series
I Need; Therefore I Am – Part I
I Need; Therefore I Am – Part II

The Motivation Puzzle: How It All Fits Together
Engage!: How Understanding Motivation Can Create Engaged Workers

“Workers 
might be 
satisfied on 
the job, but 
that doesn’t 
mean 
they are 
motivated”  



By David R Frick

Many business 
managers claim 
to have either the 

wrong talent, or an overall 
shortage of talent within 
their organization. They 
are constantly looking 
outward and spending 
precious resources on new 
opportunities when perhaps 
the best talent lays dormant, 
right in front of them. 

After working in and for 
a variety of organizations 
across several industries; 
I developed the following 
system for leading people 
and getting them to give 
their best on a consistent 
basis. Developing a 
disciplined approach to 
Dignity, Diversity, and 
Delegation can drastically 
improve both the quantity 
and quality of talent at your 
disposal.

DIGNITY – conduct or 
speech indicative of respect, 
appreciation, or elevation of 
character; worthiness.

I am not too proud to admit 
that some of my early 

management behaviors 
were not always indicative 
of respect or appreciation, 
and likely did nothing to 
elevate the character of 
myself or team members. 
I know it resulted in one 
undignified termination of 
said responsibilities. It seems 
lessons like this are too 
often learned through direct 
experience. I decided then 
to change my behaviors and 
behave with Dignity.

One way I do so is to first 
recognize that each person 
has their own unique blend 
of skills and strengths. In 
order to be an effective 
leader, it is my responsibility 
to figure out what these 
traits are. There are a variety 
of web-based tools that can 
be used, but my favorite is 
the Clifton StrengthsFinder 
assessment (as accessed 
through the bestselling 
books, StrengthsFinder 2.0 
by Tom Rath, and Strength 
Based Leadership by Tom 
Rath and Barry Conchie). 

Once these attributes are 
determined, I find it easy 

to have 1-1 conversations 
focused around how we can 
accentuate, or incorporate 
more of the person and their 
skills into the team. These 
discussions usually have an 
immediate impact on the 
team member, both at work 
and home. 

I remember working 
through this process with 
one particular group, where 
everyone was asked to post 
their strengths in a private 
Facebook group. Without 
prompting, members began 
discussing new opportunities 
to share their strengths 
with each other. One boldly 
offered to trade several 
hours of her top skill in 
exchange for a particular skill 
in which she was deficient. 

As leaders outwardly 
behave with dignity towards 
themselves and others, it 
quickly cascades through the 
entire organization, blazing 
the trail for the next two 
skills.

DIVERSITY – a state or fact 
of being different or unique; 

 

 

 



variety; multi-formity.

As managers invest time and 
energy into discovering the 
unique skills of the team, 
one thing will likely become 
apparent – there is a lot 
of variety, even in a small 
group of people with the 
same job title. Diversity can 
be expressed in ethnicity/
background, experience, 
thought processes, skills, 
personalities, training/
education, size, age, sex, 
and interests outside of 
work.

The beauty of diversity is 
that it provides more options 
to solve the problems and 
challenges that come about. 
When managed effectively, 
diversity provides better end 
results. 

Before Steve Jobs founded 
Apple, he took classes in 
calligraphy and developed 
a strong appreciation for 
the spacing between letters 
and words. At the time, 
he thought little of it, but 
it quickly became a critical 
aspect to the way his Apple 

computers displayed, and 
became a point of difference 
over other computers at 
the time. Further, It can 
be said that the success of 
Apple’s products over the 
last decade (iPod, iPhone, 
iPad) owe their thanks to 
diverse work teams trained 
to incorporate wide-reaching 
ideas into devices that are 
incredibly easy to operate.

DELEGATION – the art 
of assigning duties, 
responsibilities, and/or 
decision making to others.

With a solid foundation of 
the first two skills, delegation 
gets incredibly easier when 
we know exactly who on 
our team is better suited to 
handle certain tasks; and 
how to ask them to do it in 
a way that builds respect 
and credibility for everyone. 
The key is to completely 
delegate a given range of 
responsibilities along with 
all necessary resources - 
including scheduled check-
points and an optional bail-
out. 

Check-points are regular 
meetings (formal but not 
lengthy) about progress 
being made towards 
mutually-established 
milestones. This is where 
all parties communicate 
changes in priorities, 
schedules, resources, etc. 

Having them too infrequently 
tends to make managers 
nervous, while meetings 
too often are an indication 
of a lack of trust. Good 
delegation most often occurs 
when managers relinquish 
full control and assume a 
role of guidance only when 
needed. With proper use 
of check-points, the need 
for bail-outs can be all but 
eliminated. 

My favorite aspect of 
Managing Talent in 3D is that 
it costs very little, and yields 
large returns very quickly. 
See for yourself how your 
organization can grow when 
you incorporate Dignity, 
Diversity, and Delegation. 
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LEADERSHIP
The Trust Glue

In the film “Twelve Angry 
Men” the jury is sent to a 
small room to deliberate. 

Before any formal discussion, 
they cast a vote. Eleven 
of the jurors vote “guilty.” 
Only one juror votes “not 
guilty.” After conclusion of 
deliberations all the jurors 
vote “not guilty”. Does the 
juror who was the only one 
to vote not guilty at the 
start can be said to have 
leadership qualities?
Let us see what really 
leadership is?

John C. Maxwell defined 
leadership as: “Leadership is 
not about titles, positions or 
flowcharts. It is about one 
life influencing another.” 
According to Rauch & 
Behling: “Leadership is the 
process of influencing the 
activities of an organized 

group toward goal 
achievement.”

Warren Bennis and Burt 
Nanus in their classic book 
on leadership, Leaders:  
Strategies for Taking Charge 
have this to say: “There is a 
profound difference between 
management and leadership 
and both are important. 
To manage means to bring 
about, to accomplish, 
to have charge of or 
responsibility for, to conduct.  
Leading is influencing, 
guiding in direction, course, 
action, opinion and an 
essential factor in leadership 
is the capacity to influence.”

One thing that is common 
in different definitions of 
leadership is the role of 
influence.

But how the leader creates 
influence that is necessary 
to lead successfully. One 
thing is certain that authority 
and power do not create 
influence and there is 
something more profound 
that helps in creating 
influence.

 It must be kept in mind 
that there can be no leader 
without followers.  Analyzing 
the relationship between a 
leader and his/her followers 
taking in to account the traits 
that a good leader must 
have would help in reaching 
correct conclusions about the 
relationship in the context of 
leadership.

A leader is expected to 
have  the following traits: 

Confidence, commitment, 

By Tasneem Hameed

12 Angry Men (1957)
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By Tasneem Hameed

creativity, capacity, positive 
attitude,   empathy, ability to 
inspire, conscientiousness, 
emotional stability 
communication, capability, 
ability to delegate, honesty, 
a clear vision.

The above traits indicate 
a presence of qualities, 
which help in pursuing goals 
irrespective of obstacles, and 
depict, courage, innovation, 
tenacity of purpose, 
emotional intelligence, the 
character of a person, the 
ability to look far away in 
future and abilities required 
to manage people effectively.

Let us see how the leader 
creates influence and what 
is the role of the above traits 
in affecting attitudes of the 
followers? 

The followers might be 
told by the leader himself 
or by others about the 
qualities possessed by their 
leader. They might have 
heard stories about his 
successes. But is this enough 
to profoundly affect and 
motivate followers to follow 
him? 

There appears to be a 
missing link. Why should 
they believe that he is 
the right person to follow 
irrespective of what he is 
supposed to or professes to 
have, in other words why 
should they TRUST him?
Trust is defined as:   Assured 
resting of the mind on the 
integrity, veracity, justice, 
friendship, or other sound 
principle, of another person; 
confidence; reliance.
  

“Trust is 
defined 
as:   Assured 
resting of 
the mind on 
the integrity, 
veracity, 
justice, 
friendship, or 
other sound 
principle, 
of another 
person; 
confidence; 
reliance”.

Rousseau says: “Trust 
is a psychological state 
comprising the intention to 
accept vulnerability based 
upon positive expectations of 
the intentions or behavior of 
another.” 

According to Mary Renault: 
“How can people trust the 
harvest, unless they see it 
sown”?

From the above definitions 
and meaning of trust it is 
clear that to accept the 
vulnerability associated 
with trusting someone 
the presence of positive 
expectations like integrity, 
justice and veracity is 
essential. Leadership traits 
play an important role in this 
regard and unless there is 
a practical demonstration of 

what is expected of a good 
leader it is difficult for the 
followers to expect well and 
develop trust. 

Trusting someone you barely 
know is like recommending 
something you haven’t tried.

Ann Radcliffe says: “I never 
trust people’s assertions, 
I always judge of them by 
their actions.”

Leading by personal example 
is the name of the game. 
What can be a greater 
example than Tariq Ibin-
Ziyad who after landing at 
Gibraltar and burning all the 
boats addressed his troops 
thus: “Brothers in Islam! 
We now have the enemy in 
front of us and the deep sea 
behind us. We cannot return 
to our homes, because we 
have burnt our boats. We 
shall now either defeat the 
enemy and win or die a 
coward’s death by drowning 
in the sea. Who will follow 
me?” And rest is history.

If a leader by his conduct 
shows that he has a vision 
and true character, capability, 
tenacity of purpose, 
compassion, empathy, is fair 
and consistent and has good 
management skills he will 
create a bond of trust with 
his followers. 

Thus, it can be said with 
conviction that it is nothing, 
but trust that is the most 
important binding force 
between a leader and his 
followers and it is the driving 
force behind the influence 
through which a leader 
leads. 

http://en.wikipedia.org/wiki/Ann_Radcliffe
http://en.wikipedia.org/wiki/Tariq_ibn_Ziyad
http://en.wikipedia.org/wiki/Tariq_ibn_Ziyad


Book Review
Language Makeover For New Economy 

Leaders - 
By Fi Haywood and Alan Jones - Reviewed by Glenn 

Bracey

Fiona and Alan have 
created a user friendly 
book come guide, 

full of relevant, practical 
information that will help 
transform individuals, teams, 
organizations and customer 

relationships; through the 
language that we choose to 
use.

Before sharing with us some 
of their valuable and fun, 
bite sized games (at the back 

of the book) they provide 
just enough information, 
‘science’ and psychological 
insight to reconsider the 
influence and impact we 
have in our communication; 
positive or negative.

“Disengaged 
customers and 
staff cost vast 
sums of money 
because when 
they don’t feel 
cared for, valued 
or safe they put 
their business 
and attention 
elsewhere”

Their hypothesis certainly 
feels true; that we are in an 
age in which we are using 
outdated language. You 
don’t have to visit many 
organisations to hear and 
see the examples they quote. 
These are often peppered 

http://goo.gl/N02nO


throughout customer 
interactions, internal 
business conversations 
and in e-mail and letter 
templates.

They offer just enough 
psychological insight as to 
how we learn best; through 
activities that stimulate the 
subconscious mind. This 
includes the attachment 
of positive emotion - 
Something that in my 20 
years experience, naturally 
increases learning retention 
because it is a principle of 
accelerated learning.

The book is a straightforward 
and a ready-made guide 
of how to up-date your 
internal and external 

customer conversations. 
Increase learning retention 
and to drive down costs 
on expensive training 
programmes.

Key to this is the impact that 
language has on emotions 
- A huge driving force in 
engaging customers and 
staff. Disengaged customers 
and staff cost vast sums of 
money because when they 
don’t feel cared for, valued or 
safe they put their business 
and attention elsewhere.

The biggest value by far 
comes in the form of the 
17 experiential games that 
you can immediately play 
to prove the worth of the 
purchase many times over. 

Interactive activities that get 
everyone involved in learning 
and laughing within a few 
minutes of picking up the 
game. No need for a trainer’s 
background or experience.

In a fast changing business 
world in which leaders will 
become the new tutors,  
their insights into learning 
through the Cafe Speed 
training methodology is 
a sure fire winner for any 
leader, manager or L&D 
professional that wants to 
create a real performance 
edge. 

Sign Up For The Exciting Live 
Virtual Event!

http://goo.gl/xuCnf
http://goo.gl/wB8Cr


LinkedIn 
Leadership

By Leanne Hoagland-Smith

LinkedIn is celebrating 
10 years and this site 
has become one of the 

top sites for where business 
to business leaders meet 
and greet each other. A 
plethora of channels allow 
executives, entrepreneurs, 
small business owners, sales 
people and professionals 
numerous opportunities to 
quickly demonstrate their 
expertise and experience 
by engaging with other 
professionals.

And this engagement could 
easily be called LinkedIn 
Leadership if we believe 
leadership is about securing 
results using clearly 
articulated positive core 
values. 

Of course there will always 
be those who remain 
clueless about marketing 
and believe pitching their 
latest book, blog, webinar 
or other solution is the 
purpose of LinkedIn or any 
other social media site. In 
a way this is good because 
you as a true leader can 
quickly weed these folks out 
of your contacts or identify 
them within your groups as a 
persona non grata. 

So how does one 
demonstrate LinkedIn 
leadership?

The first place to start is with 
your profile. Is your headline 
generating results? Then 
next comes your summary. 

Here is where you share 
your story in an emotionally 
intelligent manner. Those 
who understand leadership 
recognize this is not the 
place to regurgitate your 
resume.

Each LinkedIn member 
has 3,000 opportunities 
to invite others to be first 
degree connections. How 
you employ those invitations 
again is another example 
of LinkedIn leadership?  
Additionally how many 
invites you receive may also 
be a reflection of your results 
as a leader. For me, 90% of 
all first degree connections 
have been a direct result of 
me accepting invitations. 

Another area for engaging 
other professionals is within 
the thousands of LinkedIn 
Groups. By participating 
in these groups, you can 
showcase your expertise 



LinkedIn 
Leadership

and insight as a leader. 
Additionally you can start 
your own groups. Each 
LinkedIn member has the 
opportunity to participate in 
up to 50 groups.
Recommendations are 
another way to secure 
leadership results.  By giving 
recommendations to those 
professionals with whom you 
have personally interacted 
shows you believe in giving 
first before receiving. 
You may also request 
recommendations. Again, 
only make those requests of 
people with whom you have 
interacted and personally 
have experienced their 
expertise.

LinkedIn Leadership 
is paving the way for 
entrepreneurs, small 
business owners, executives 
and other professionals 
especially for those selling 
in the business to business 
(B2B) marketplace.  How you 
demonstrate your leadership 
through your behaviors will 
ultimately determine the 
quantity and quality of your 
results.

Join the Inspirational 
Leadership, Management 
and Engagement group 
and connect with like 

minded people! 

JOIN US ON LINKEDIN

     LinkedIn

http://www.linkedin.com/groups/Inspirational-Leadership-Management-Engagement-People-4282333
http://www.linkedin.com/groups/Inspirational-Leadership-Management-Engagement-People-4282333
http://www.linkedin.com/groups/Inspirational-Leadership-Management-Engagement-People-4282333


The ego 
Vs
The 

sacred self 

in The 
leadership role

By Sherry Winn

Have you ever been led by 
somebody who was self-serving, 
arrogant, or brash? Did you feel 
disconnected? Unmotivated? 

On the other hand, have you ever 
been inspired by a leader who 
you would have done anything 
for—drive 1,000 miles, research 
unknown data , or work 24 hours 
without sleep? 

There is a difference between 
leaders who lead from their 
sacred self, their highest form of 
good where they are connected 
to humility, benevolence, 
confidence, and humanity, and 
leaders who are stuck in their 

ego. The ego leads from self-
absorption, seeing only how the 
word affects it, and keeps people 
blinded in fear, insecurity and the 
need to control.

Who do you want to be—the 
leader who inspires, who 
functions from a position of 
confidence and well-being, or the 
leader who intimidates, irritates, 
and frustrates? 

ASSISTING VERSUS RECEIVING

The essence of a leader’s job is 
to assist those around them to 
feel stronger, to enable them to 
reach higher places, and to give 

them opportunities to showcase 
their abilities. When you are 
operating from your sacred self, 
you understand your position 
of leadership is not about the 
power you hold, but about your 
POWER TO ENHANCE OTHERS.  
When you enhance others, you 
are more likely to create an 
environment where people are 
inspired to do their best.

When you live in your ego, 
you are more concerned about 
receiving than assisting. The ego 
demands attention and does not 
give attention. 
When you are operating from 
your sacred self, you serve those 



around you by helping them 
reach their full potential, by 
creating better opportunities for 
your company, and by providing 
a better product for the world.

SHARING VERSUS 
CONTROLLING

When you are free of your ego, 
you are focused on generating 
a joyful environment where 
people have the capacity to be 
creative. You are in a space of 
sharing rather than controlling. 
This does not mean you 
relinquish total control or that 
you no longer make the tough 
decisions. 

It does mean you are allowing 
others to be important and 
to feel valued. It means you 
understand you don’t hold all 
the answers and other people 
can contribute to the success of 
the company.

Your ego has the need to be 
noticed and believe it is in 
control. If you are controlling 
your environment and not 
allowing others to have a voice, 
you are operating from your 
ego. 

The sacred self feels 
comfortable sharing viewpoints 
and authorizing others to 
make key decisions, which 
grows productivity through the 
leadership of confident team 
members.

TRUST VERSUS FEAR

If you have learned to operate 
from your sacred self, you see 
the opportunity in every crisis. 
You trust yourself, your higher 
power, and your staff members. 
You have the confidence to 
know setbacks will pass and 
operate from this belief system. 
The ego, on the other hand, is 
distrustful seeing the potential 
for problems. When you offer 

the reasons why something 
can’t work rather than having 
the vision to see why it can 
work, you are lost in the fear of 
the ego.

When you lead from your 
sacred self, your emphasis is 
toward guiding people toward 
solutions rather than just away 
from problems. Your belief in 
positive outcomes is so strong 
that your followers become 
immersed in it.

VISION VERSUS MENTAL 
BLINDNESS

If you are guided by your 
sacred self, you know the 
fallacy of believing you must be 
right in order to be happy. What 
truly satisfies you is producing 
the best opportunity for success 
for all people rather than 
winning points in discussions 
and arguments. 
When you lose perspective 
of what is truly a victory, you 
are operating on the mental 
blindness side of the ego. In 
this blindness, you believe 
being right is critical to your 
success even if the rightness 

causes dysfunction in the 
company.

When you are not afraid of 
being wrong and living in your 
sacred self, you can hear others 
more completely. You can admit 
vulnerability and show others 
that mistakes are valuable 
learning tools. This enables 
team members to be freely 
creative, to expand, and to 
share, which in turn grows the 
company. 

The ego is limiting. It limits 
you and others, but your 
sacred self is the leader part 
of you which expands all of 
creation.

“More the 
Knowledge 

Lesser the Ego, 
Lesser the 

Knowledge More 
the Ego...”

   -Albert Einstein
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    “Faith is taking the first 
    step even when you don’t 
    see the whole staircase” 

    - Martin Luther King, Jr.
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Take Me To 
Your Leader

Remember those first words 
of the 1950’s stereotypical 
alien visitor? We assumed 
that once the men from 
Mars or elsewhere landed 
on Earth they would want to 
have a deep and meaningful 
conversation with someone 
of power and influence. 

Throughout history as 
human society developed 
leaders emerged, even 
primitive tribes have leaders, 
as do social animals. But 
what are the attributes of 
a leader? Why do we need 
them? What makes a good 
one? Can you learn to be a 
better one?

The catalyst for leaders to 
be required is change. If our 
society was not impacted by 
change and there was no 
desire to improve we could 
probably get by without 
leaders. Human beings have 
an innate desire to improve, 
better hunting grounds, 
increased crops or increased 
profit margins. 

Even if we are in a peaceful 
state of contentment 
external factors come into 
play, flood, famine, war, 

a global financial crisis or 
a new competitor.  The 
dynamics of change mean 
that society or businesses 
need someone who can 
present a compelling vision 
of change, how it will benefit 
people and what the steps 
are to get there.

We have a whole mix of 
people, fortunately not 
everyone wants to lead 
(unlike the TV show The 
Apprentice) and the vast 
majority have no desire but 
to follow if they subscribe to 
the change vision.

“In a large 
group, the 
influence 
of the 
leader is not 
established 
through 
direct 
contact or 
conversation”

All leaders will have been 
followers at some stage and 
they will have learnt how it 
felt to be led and the things 
they need to watch out for 
to avoid losing followers. 

In a large group the 
influence of the leader is not 
established through direct 
contact or conversation, it is 
largely a result of reputation 
and perception:

•As a leader you are 
constantly visible to your 
followers, they see the way 
that you dress, talk and act, 
the way you make decisions, 
they way you reward good 
work and the way you 
address poor performance. 
Even if they don’t experience 
this first hand your 
reputation will precede you. 

You need gravitas to be 
taken seriously which 
comes from previous 
accomplishments and 
successes. Be aware that 
everything you do, say or 
don’t say goes towards 
building up this picture of 
you. Think of some of the 
great leaders in history or 
today in politics or business, 

By Keith Norton



the chances are you will 
never have met them but 
you can easily describe their 
personality attributes to 
someone else.

We tend to think of all 
leaders as being strong and 
extrovert but this is not 
always the case. As a leader 
you will need to be great 
at conveying your vision 
for where you are taking 
everyone. You can’t lead 
if you don’t know where 
you are going and if you 
can’t convince others of the 
benefit for them in following 
you. This means that leaders 
have to be both innovative 
and creative in their outlook 
and in their communication:

•As a leader you must 
paint a compelling vision, 
you need to be articulate, 
charismatic perhaps a little 
artistic with words, analogies 
or pictures, you need to 
be able to charm others 
to follow you.  You will 
need to have a widespread 
positive perception of who 

you are. The goal must be 
worthwhile, there must be 
something in it for them 
and it must be achievable. 
Interestingly the goal must 
be challenging, if it’s too 
easy nobody will value 
it. Similarly if the goal is 
seemingly impossible nobody 
will subscribe to it. For these 
reasons your objective must 
be set so that the perception 
is that it is about 50% 
achievable.  

It has been said that you can 
lead a horse to water but 
that you can’t manage it to 
drink. In many organisations 
the terms management 
and leadership are used 
interchangeably but this is 
not quite the case:

•There is a difference 
between leading and 
managing. Managing can 
be considered as overseeing 
a group of people to follow 
a process and series of tasks 
to produce an outcome.  A 
Project Manager does is a 
good example, they have 

to deliver to an activity 
based plan, using defined 
resources, to produce a 
planned outcome. 

Of course a good Project 
Manager needs experience 
and needs to understand 
risk, opportunity and issue 
management and he/she 
needs to have leadership 
characteristics because the 
team needs to contribute to 
the overall tasks as planned. 

A Project Manager can 
evolve to be a leader but it 
does not follow that leaders 
can necessarily manage a 
project. 

So to be a good leader 
you need to understand 
that your reputation will 
always precede you, that 
you will need to paint 
a compelling picture 
to people that may not 
understand and you need 
to respect the difference 
between leadership and 
management.
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Leadership is many things 
to many people. For some 
it is about about leading 

an effort, for some it is about 
steering a ship, for some it is 
about bringing in a new idea, 
for some it is paving a path for 
success, for some it is about 
motivating people, and the 
list does not end here. But 
according to me, Leadership is 
about making things happen!

To be a leader takes much more 
than what you are made of to 
rise above any odds that comes 
on the way in the execution of a 
task, a goal or a project.

We are in a highly competitive 
environment where everything 
is being watched under the 
microscope.  That includes 
time, effort, resources,  team 
dynamics, work-life balance, 
changing priorities and at the 
same time an ability to get 
things done in time with utmost 
quality meeting core objectives 
of a project. 

2. Purpose

You must be very clear on the 
purpose of the over all task in 
hand and establish clarity with 
the team. It is very important 
to not limit the goal to a list 
of tasks but to tie in with a 
larger objective which could be 
performance improvement, cost 
savings, customer satisfaction, 
technology innovation, process 
improvement, global campaign 
or product innovation. This plays 
a vital role in team engagement 
as all individual tasks are being 
implemented.

3. Motivation

Any rock can be moved but 
to do so not only requires you 
to be motivated but needs 
the entire team and partners 
involved to make it happen. 
You need to have both intrinsic 
and extrinsic motivation to 
help motivate your team. This 
does not come easy. It requires 
total dedication, commitment 

Leadership is about how 
effectively and efficiently you 
juggle all these dimensions 
and making it happen in a way 
that management could count 
on you for even a tougher and 
more challenging task.

So how is this done? What does 
it take to get all the ducks lined 
up for a perfect score? Here are 
5 core components which are 
crucial for a leader:

1. Attitude

The first and foremost is the 
attitude with which you take up 
the task  and plan around its 
execution. You are in the game 
to win and not just play. You 
must come up with a winning 
strategy and mindset which sets 
the course from the beginning.
Seeing the big picture and 
getting on with a positive foot 
hold from the beginning  is the 
key to get the project off the 
ground with a solid start.

By Roopak Desai

leadership
by Roopak Desai



“You need 
to have both 
intrinsic and 
extrinsic 
motivation to 
help motivate 
your team”

Make it Happen!

project under way. This includes 
team spirit, dynamics,
 and external environmental 
factors which are not in control. 
Along with this you must be in 
total understanding of style, 
shortcomings, strengths and 
motivation to help take day to 
day decisions, and delegation; 
the stand you are taking on 
keeping partners/stakeholders 
informed and involved.

• Communication 

Clear, direct and inclusive 
communication is must to set 
the direction and guide the 
implementation. You have to 
make sure that the channels 
of communication are open to 
enable sharing of ideas and 
induce creativity. It is very 
important to 
communicate top, down and 
across of the same message to 
have its impact in its respective 
space. It is always good to 
share more information rather 
than hide it with team, partners, 
stakeholders and sponsors.

• Influence 

It is vital to develop a variety 
of influencing styles to help 
you get different people with 
different people perspectives on 
board. This involves networking 

and a positive mindset to drive 
yourself and your team.

4. Focus

With a continuous changing 
environment and priorities, it is 
very difficult to remain focused 
and stay on the course. The 
key differentiator here is to 
have agility and nimbleness to 
adjust, adapt, respond,  and 
be resourceful in the face of 
change. An ability to seek 
opportunities to learn and 
learn quickly as things are 
happening as well as applying 
what you have learned through 
experience is needed.

5. Skill

To achieve results, you must 
effectively manage people and 
processes. This requires skills 
along with attitude, motivation 
and focus. Based on my 
experience, the skills needed 
the most are:

• Self-awareness 

You must be able to 
continuously evaluate the 
proceedings and health of the 

and building lasting relationships 
with people inside and outside 
of the team to help reaching out 
in times of need where time is 
of the essence. 

For any project to succeed, it 
requires 4C’s:  Cooperation + 
Coordination + Communication 
+ Collaboration. Also good 
influencing skills to have a 
commitment from all parties 
involved to achieve successful 
results

With these 5 core competencies 
under their belt, any leader 
can navigate through any 
storm, twists, uncertainty and 
roadblocks to guide the ship to 
MAKE THINGS HAPPEN!!!



By Jon Tveten 

Pathological politeness 
is a surprisingly 
proficient disrupter of 

organizational effectiveness, 
efficiency, and innovation. 
That is not to say that 
etiquette is out of place in 
a work setting... far from it. 
Good manners should be a 
given. 

What becomes pathological 
is the inability to respectfully 
voice disagreement, and 
that, sadly, is endemic in the 
workplace today. We rightly 
pay attention to diversity of 
all sorts: race, gender, age, 
sexual orientation, etc., but 
when it comes to diversity of 
thought? Whoa, Nellie!

The scene of the crime of 
pathological politeness is 
generally a meeting of a 
leadership team. In the 

meeting an agenda item 
comes up for discussion 
and approval. Meeting 
participants, if they have 
issues or concerns about 
the item, will self-stifle in 
the interest of not wanting 
to seem negative or not a 
team player. Besides, more 
discussion might prolong 
the meeting.  Hearing no 
objection, the item gets 
approved. The meeting 
is eventually adjourned, 
attendees leave the room, 
and the hallway campaign to 
undo that approval begins. 
Why don’t we just hash it out 
in the meeting?
Mea Culpa

Being the husband of 
the world’s most patient 
woman and father of four 
adult children, I am often 
reminded of my parenting

 

foibles over the years. 
For instance, the types of 
agreeable disagreement 
conversations we are striving 
to promote here did not 
happen during our own 
formative family years. I’m 
told. 

   Can   We Talk?

“The scene of 
the crime of 
pathological 
politeness is 
generally a 
meeting of 
a leadership 
team”.



   Can   We Talk?
Apparently I was not very 
tolerant of a dissenting 
opinion, and the kids quickly 
learned to just let the old 
man have his way. With 
the inevitable aging and 
mellowing I am now very 
curious about the progeny’s 
points of view, but it is 
hard work to overcome the 
reticence stemming from 
their earlier experience. 

So often in parenting and 
in management our first 
instinctive efforts are just 
wrong. The dad or the 
boss with all the answers, 
who feels it is his job to be 
the smartest person in the 
room, is a principal offender 
in creating pathological 
politeness.

Dialogue

Fearing a disagreement 
with the boss is one thing 
that throttles dialogue, but 
certainly not the only thing. 
The specter of conflict is 
often all that is needed to 
silence differing points of 
view. Conflict makes us 
uncomfortable, so we avoid 
it... politely. 

Sadly, by avoiding conflict 
we lose out on the benefits 
of thought diversity, namely 
the ability to explore more 
aspects of the issue at hand 

and potentially find common 
ground that leads to better 
solutions.
William Isaacs’s book, 
Dialogue and the Art of 
Thinking Together proposes 
a simple formula to promote 
dialogue: Listening, 
respecting, suspending, and 
voicing. 

Most of us are not good 
listeners. Rather we are 
impatiently waiting for the 
speaker to take a breath 
so we can interject our 
own brilliance. Because it is 
uncommon, people greatly 
appreciate someone who 
actually listens to what 
they say and demonstrates 
understanding. This can be 
very disarming. 

Respecting the speaker 
begins with listening, but 
it also involves an open-
mindedness. After all, 
it is possible that what 
the speaker is saying is 
legitimate! 

In the absence of 
mindfulness of the value of 
dialogue, we often miss out. 

The notion of suspending 
judgment goes hand in 
hand with listening and 
respecting; it is hard to be 
a good listener while we are 
busy preparing our argument 

against. The last item - giving 
voice to your own thinking 
- is very much to the point 
of combating pathological 
politeness. The value of 
dialogue is greatly impaired 
when potentially important 
points go unspoken. 

Nobody is likely to disagree 
when someone says that 
communication is critically 
important to the success of 
the enterprise, nor when 
they go on to say, “We don’t 
do communication very well 
here”.  

Often the issue is a 
disconnect between message 
delivered and message 
received. In the absence of 
the two-way communication 
of a dialogue, what we 
often get is more of a 
miscommunication. 

So why don’t we see more 
dialogue? Is it because we 
don’t have the time? The 
timekeeper would say, “Pay 
me now or pay me later”, 
because cleaning up the 
mess that accrues due to 
miscommunication carries a 
big price tag. 

Wise leaders will see their 
way to making dialogue a 
priority and a capability of 
the company.

“Most people do not listen with the intent to 
understand, they listen with the intent to reply”.

http://www.amazon.com/Dialogue-The-Art-Thinking-Together/dp/0385479999
http://www.amazon.com/Dialogue-The-Art-Thinking-Together/dp/0385479999
http://www.amazon.com/Dialogue-The-Art-Thinking-Together/dp/0385479999


Leadership and Learning
Leading others by the way you approach and solve issues shows everyone 
the extent of your personal integrity and forms the basis of your reputation. 
Integrity is more than just saying the ‘right things at the right time’; it is about 
demonstrating your values and beliefs through your everyday actions. 

This type of manager inspires those around them to want to emulate these values 
and achieve more. The words of John Quincy Adams are as applicable today as 
they were in the nineteenth century, if not more so because of the speed of 
change and abundance of information.

If your actions inspire others to dream more, 
learn more, do more and become more, you are 
a leader.  John Quincy Adams, America’s sixth president.

But how can you achieve this with so much of your time under the constant 
pressure of having to get the ‘job’ done? You have to be more creative in how you 
use what little time you do have by seeking out new ways to gain the knowledge 
and skills you need to perform your role and show others how they can develop 
themselves.

Free Management eBooks can help you and your team to gain a practical business 
skill in just 20 minutes. Topics include: leadership, finance, productivity, project 
management and business strategy. Our free eBooks, checklists and templates 
are available for PC, Mac, Tablet, Kindle and Smartphone. Visit www.free-
management-ebooks.com 
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Divorce, Drug 
Abuse, and Other 
Business Failures

By Bill Matthies



According to 2010 
European Commission 
Eurostat data, 

approximately 50% of first time 
marriages in the US end in 
divorce. Least you think that’s 
largely a US phenomenon, it’s 
not. France, Cuba, Estonia, 
Luxembourg, Spain, Czech 
Republic, Hungary, and 
Portugal, capped off at 71% by 
the leader, Belgium, all have 
higher divorce rates than does 
the US. And if that weren’t 
enough there are 14 other 
countries whose rate of divorce 
is equal to or within 6% of the 
US.

No doubt about it, divorce 
is common and arguably an 
indication of failed personal 
goals (no one I know ever 
married intending to get 
divorced.)
Failed marriages aside what 
other indications of personal 
failure exist? Well in January of 
this year the US Department of 
Education reported what they 
called good news. Just over 
78% of all eligible high school 
students graduated high school 
on time. Of course the bad 
news is that means 1 out of 4 
did not. 

Add to that substance abuse, 
excessively high incarceration 
rates, and personal financial 
failure increasing in recent 
years due to the worst 
economic times since the 
1930’s, and examples of 
personal goal failure are found 
everywhere.

Putting that aside, what would 
you guess is the failure rate for 
goal achievement in business? 
About 60% according to a 
2002 McKinsey & Company 
study, with almost the exact 
same result reported by IBM 
Global Business Services in 

2008. Moreover, according to 
the IBM study, this is not an 
isolated failure in one country 
or industry. Their research 
was based on 1,500 interviews 
conducted in 15 countries in a 
variety of industries.

Similarly high numbers of 
failure to achieve personal and 
professional goals; what do you 
think, coincidence?

Five plus years ago I’d probably 
had said yes. However, around 
that same time I reflected 
on the progress my planning 
consultancy clients were 
making, or in some cases not 
making. This lead to a 4-year 
investigation into the causes of 
change management failure, 
culminating in the publication 
this past January of my book, 
“The 7 Keys to Change”. There 
were eye-opening revelations 
in that for me, and I think for 
many of you now as well, one 
in particular.

Part of my consultation includes 
following up with clients 3 
to 6 months after the plan is 
completed. I’m interested in 
how much progress they’ve 
made towards achieving their 
plan goals. While everyone 
seemed quite happy, and 
my consultancy continued to 
grow based largely on repeat 
business, the results were all 
too often not good. 

I estimated that most clients 
were doing no better than 50% 
of what their plan said they 
should be doing. When I asked 
management why they thought 
this was so, I got answers like, 
“Well, you know the economy” 
(yes I did and they did too; we 
had taken that into account in 
the plan), or “We had to divert 
resources due to unforeseen 
circumstances” (they didn’t cite 

many specifics that we hadn’t 
also accounted for in the plan), 
or most often a simple “I don’t 
know”. 

Well at least that last one was 
honest.

I could spend much more time 
than is allotted to me in this 
article, listing all the reasons 
companies fail to achieve their 
planning goals, but there’s one 
that tops the list that must be 
addressed.

Employees, who are first and 
foremost people, have personal 
problems severe enough to 
prevent them from focusing on 
their jobs as their management 
and they themselves want them 
to do.

They put on a brave face and 
some are more able than others 
to subjugate personal issues. 
However there’s only so much 
one can do when their marriage 
is dissolving, when they’re 
worried about their own or a 
loved one’s substance abuse 
problem, or when they see 
their financial futures crashing 
around them. When that and 
similar personal challenges 
befall them, their ability to 
function effectively, both 
personally and professionally, is 
greatly diminished. 
So what does this have to do 
with you?

If you own a business, if you 
manage any portion of a 
company, you will only succeed 
if both you and your employees 
are capable of doing your jobs. 
Much can stand in the way of 
that happening but nothing 
more so than the personal 
problems confronting us all.  
Don’t ignore them; the fates of 
a company and its employees 
are irrevocably linked.

http://www.amazon.com/Keys-Change-Approach-Managing-Smarter/dp/0988526204


The Risk of No or Low Risk Tolerance

Last year I was fortunate 
enough to participate 
in a youth leadership 

project to Timor Leste. 
Through the Scouting 
movement I spend two 
weeks with a group of 
teenagers that did a 
community project in the 
high country of Timor 
Leste. For the project there 
was a comprehensive risk 
management plan that was 
conducted to ensure the 
success of the project and 
the safety of the people 
involved. As we travelled 
around Timor Leste, it was 
very clear that the risk 
management practices in 
Timor Leste were either 
limited or non-existent.

In Australia we have 
tendency to have a very low 
tolerance to risk and many 
organisations are becoming 
very risk adverse. As I 
train in Risk Management 
and I have observed many 
organizations use the risk 
management process to 
cancel or terminate activities 
in order to avoid short term 
risks to the organization. 
However what is the long 
term impact on reducing 
these short term risks?
When in Sweden two 
years ago at the World 
Scout Jamboree, I had the 
opportunity to camp with 

group of Norwegian Scouts 
for a couple of nights. These 
youth members were aged 
between 10 and 14 years of 
age. Despite their age, these 
youth members all had the 
skills, knowledge and ability 
to competently operate 
axes; large bush knifes and 
gas stoves without direct 
supervision. Some of the 
teenagers from Australia 
that I was traveling with 
expressed their concern over 
operating all these tools 
themselves, despite being 
senior in age.

Have we created a cotton 
wool environment where 
people are losing their skills?
Does this low risk tolerance 
lead to a loss of opportunity?
Are we creating a greater 
structural Risk?

I would like to challenge you 
to review your tolerance and 
approach to risk. For myself, 
it is not about increasing risk 
levels, but more about better 
up skilling staff to deal with 
risks. For example instead of 
avoiding an activity due to 

the risk level, is there a way 
that we can provide support 
staff to face risk. Would 
providing more opportunities 
for our staff to deal with risk 
actually reduce our risk in 
the long term?

For example the road system 
in Australia is far better than 
the road system in Timor 
Leste, especially in the high 
country of Timor Leste. 
Due to the riskier roads in 
Timor Leste, I found that our 
drivers in Timor Leste drove 
differently than the drivers in 
Australia. 

In Timor Leste the drivers 
had a greater level of 
situational awareness for 
the other traffic (foot, bikes, 
cars, trucks and buses) on 
the roads, they paid more 
attention to the road, they 
had a greater respect for 
other drivers and were more 
focused on the driving task. 
This seemed to result in 

By Attila Ovari



quicker response times and a 
high skill level for the Timor 
Leste drivers.

While in Australia my 
experience is that drivers 
tend to as a group take 
greater risks than drivers in 
Timor Leste. This seems to 
be a result of having better 
roads. Through greater risk 
management in Australia 
and having better roads, 
has resulted in safer roads 
overall, in my opinion it has 
also led to a lower skill level 
for our drivers than the 
drivers in Timor Leste. 

In fact many Australia’s 
would lack the confidence 
or skill level to drive in 
Timor Leste’s high country. 
So does this mean that our 

safer roads in Australia have 
created a risk for our drivers 
when driving overseas?

What can be done to ensure 
that as we create safer 
environments for ourselves 
and our organisations? How 
do we ensure that we do 
not create a risk of deskilling 
our staff in critical areas? I 
propose the following:

• That we provide 
opportunities for our staff 
to take risks and learn 
from these experiences. A 
certain tolerance to mistakes 
and failure is important 
to ensure that our people 
understanding that taking 
calculated risks are an 
important part of growth and 
development.

• Provide educational and 
training opportunities that 
develop skills of staff and 
enable them to take on 
greater levels of risks and 
opportunity.
I challenge you to ask 
yourself the following 
questions:

• How do you support your 
people to take risks as part 
of a calculate approach to 
seizing opportunities?

• How do you handle failure 
among your team?

• What opportunities do you 
provide to your staff to learn, 
grow and develop?



Employee surveys can be 
costly mistakes

Despite the heading, I 
do not advocate ditching 
your employee survey.  
Employee surveys are 
great ways to find out 
globally what your 
employees think about 
your organisation, 
their experience as an 
employee and also how 
bought into your vision, 
values, mission etc they 
are.

The problem is that 
an employee survey 
can become the big 
elephant in the room 
and create even more 
embedded views by 
the very people who 
should be advocating 
your business.  If your 
employees feel obliged, 
or even worse cynical 

about completing an 
employee survey, then 
you should be picking 
this up from the survey 
results or lack of them.

I once ran an 
employee survey for 
an organisation about 
how well a team was 
doing “living” their vision 
and values.  One of the 
values was, “Employees 
views will be surveyed 
about how well we are 
doing.”   

You would think that the 
team would rate that 
quite well, given they 
were going through an 
exercise which was doing 
just that.  

But no, about a third 
of the employees voted 
negatively; the team 
weren’t living up to that 

value.   You can’t get 
away from the fact that, 
their denial was pointing 
to a deeper problem.

I have heard many 
managers dismiss 
employee surveys.  If 
they don’t believe in 
them, well you can’t 
blame their employees 
for not valuing them.

By Christina Lattimer

“If your 
employee survey 
displays any of 
the following 
characteristics, 
my advice to 
you is to ditch it 
and start again.”



1. You have a lower than 70% return rate.
2. If the focus of the survey is to get a good response rate.
3. If more than 50% of your employees state in the survey, they 

don’t believe something will be done about the results of the 
survey.

4. If your managers believe that employee surveys are a waste of 
time. 

5. If following the survey, there is no real or lasting research or 
work completed on the results.

6. If the questions on the employee survey don’t actually tell you 
anything meaningful.

7. If you don’t give your employees dedicated time to complete 
the survey.

8. If the employee survey is your only means of getting feedback.
9. If you dismiss even one single response in the survey as just 

being a whinge.
10. If your managers’ don’t understand or aren’t mature enough 

to deal with the negative results from an employee survey and 

turn it into a positive experience. 



     LEADERSHIP 
    IS NOT WHAT 
   YOU THINK! 

By Kim Barrington

Leadership is often a 
misrepresented concept.  
This coming from a woman 
of a certain age with lots 
of successful projects 
under her belt, but not a 
household name, far from it.  

I’ve had periods of significant 
drought as opposed to the 
otherwise boom times, yet I 
am still considered a leader 
among men and women even 
if not a famous one.  And I’ve 
made enemies because I take 
a stand on positions. I’m not a 
pretender.  I have deeply held 
beliefs formed over many years 
that shape my daily actions.  

My favorite quote is from 
Shakespeare:  “To thine own 
self be true”.  And this my 
friends takes true grit.  You 
have to earn people’s trust 
to be a true leader. Earning 
someone’s trust does not 
come from misleading them.

Leaders don’t often consider 
themselves leaders as such 
either or write that they are 
this, at least that’s my theory.  
If the media designates you 
as an influencer, like Richard 
Branson, Guy Kawasaki, 
Jack Welch, et al, does 



that mean they are leaders 
who we need to model 
in order to be considered 
a leader simply because 
they’ve reached a stage of 
affluence that suggests so? 

Is affluence alone a 
barometer for leadership 
qualities?  Braggadocio? 
A lavish lifestyle? An Ivy 
League education? An MBA?

That’s where pop culture, 
media, HBS and I part ways.  
Real leaders probably don’t 
look like what the media and 
pop culture have created 
because really they aren’t 
very sexy material to write 
about in the process of leading 
or even rarely to look at.  

Consider Gandhi  when he 
began his journey, this was 
not a winner….a leader among 
men, or an “influencer” by 
media standards.  Neither 
was Mother Theresa, Martin 
Luther King, or Jesus or 
Abraham Lincoln.  They all 
began in struggle but had a 
passion in their hearts & guts 
that kept them doing what 
they did and so passionately 
and tenaciously that finally 
the media & masses could 
no longer ignore them.  It 
had nothing to do with 
wealth in fact or achieving 
the obvious benchmarks of it.

So my advice to people, if 
they really want to learn 
leadership skills, is to see 
who is fighting the status quo 
without a lot of resources yet 
seems to be gaining traction.  
Check their basic premise 
for what they are doing and 
see if it will ultimately create 
significant social change for 
the betterment of all mankind.  

And see if they do in fact 
inspire you and open up your 
mind’s eye simply by the 
works they are doing in spite 
of the resistance they face.  
Because after all, leaders are 
only human and full of flaws 
but they go ahead and lead 
anyway with a strength and 
humility that comes from 
something more than human.  
You might even call it faith that 
brings about extraordinary 
courage that gathers 
momentum for their cause 
then brings about change.  

These benchmarks can 
be seen in the neighbor 
next door who organizes a 
community effort to make his/
her block more sustainable.  
Or the civic minded business 
person who decides to create 
a business that will create 
jobs not eliminate them, or 
the activist who figures out 
that local governance isn’t 
serving their local community 
but is lining the pockets 
of their most influential 
traditional leadership.  

Leadership isn’t about 
money, it may at some 
point attract it, but more 
often than not, leadership 
at times looks lonely, messy, 
surrounded by strife and not 
something very many people 
would in fact sign up for.

But that’s just my theory.  
And perhaps history’s.  
Leadership doesn’t look like 
leadership until history can 
see what they’ve actually 
accomplished.  Leading from 
within is often a spiritual 
journey that few men or 
women exhibit, but when they 
do, you will know it, because 

you’ll be drawn to them and 
their cause so eventually 
things begin to change.

Is there someone you know or 
have observed who has these 
qualities?  Do they inspire you?  
If so, invite them for a coffee. 

Leaders need supporters, 
collaborators, and other 
skillsets to succeed.  You 
never know how this small 
act may lead to changing the 
course of mankind.  We are 
in need of true leadership 
today, now more than ever.

“Men make 
history and 
not the other 
way around.  
In periods 
where there is 
no leadership, 
society stands 
still.  Progress 
occurs when 
courageous, 
skilful leaders 
seize the 
opportunity to 
change things 
for the better.”

HARRY S. 
TRUMAN

www.leadershipquotes.biz

www.leadershipquotes.biz


AN ALTERNATIVE TO 
PERFORMANCE APPRAISAL

By Julie Gordon

As far back as I can 
remember there 
has been question 

raised about the value 
of performance review 
interviews and whether, 
rather than serving a 
purpose to engage and 
motivate staff they instead 
deflate our self-esteem and 
feeling of worth.

This trend continues today 
with doubt and cynicism 
expressed about the 
annual round of appraisal 
discussions.  In 2010, for 
example, Duncan Brown 
chaired the annual CIPD 
Performance Management 
conference and likewise 
he found that delegates 
questioned the “practice 
and quality of performance 
management in their 
organisations.”
I have worked in 

organisations myself where 
I have been tasked with 
‘reviewing the performance 
appraisal system’ which 
I have done with great 
diligence, only to find a year 
later that people are still not 
motivated by it and view it 
as the ‘annual ritual.’

One of the problems I have 
found with performance 
appraisal is the idea of 
‘saving it all up’ for that 
once a year discussion, 
rather than an on-going, 
developmental approach, 
perhaps using coaching and 
mentoring for example. 

Think about this in the 
context of sport; what if a 
sports person played all year 
round and only got feedback 
from their coach in a one-
hour meeting once a year. 
My guess is that progress 

and development would 
be slow, frustration would 
abound and the athlete would 
have little sense of goals and 
achievement. 

The same applies to 
employees within any 
organization; we need to know 
how we are doing at any point 
in time so that we can see 
how we are contributing to the 
organization and feel a sense 
of achievement and moving 
forward as well as being 
listened to and recognized.

“We need to 
know how we 
are doing at 
any point in 
time so that 
we can see 
how we are 
contributing 
to the 
organization 
and feel 
a sense of 
achievement”

I also support the idea of 
adding a team dimension to 
performance discussions; 
taking a problem-solving 
approach to how a team is 
going to work together more 
effectively, to get the best 
out of each other.  It is often 
useful to look at things like 
team roles and learning styles 
and consider how gaps in 
these can be filled.  Adding 
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this element to performance 
management reduces the 
chance of conflict within a 
team and if there are issues 
to address, the lines of 
communication are already 
open.

I have found that ‘Critical 
incidents’ – both positive and 
not so good - can be a useful 
starting point; this involves 
encouraging the team to 
look at how they worked 
well or did not work well as 
individuals and as a group, 
recognizing the learning 
points and then taking 
ownership of actions to bring 
about future improvements.  

This is a great way to 
nurture reflective learning 
and I have used it to look at 
performance within a project 

or in general. 

It’s often the case that 
people don’t realize the 
impact of their behavior or 
actions on others - what 
they can do to improve a 
work process or enhance 
communication – and when 
they start to open up and 
talk in a facilitated way it 
can have a great effect on 
working relationships.

The more honest a team, 
manager and individuals 
are, the better, so that 
everyone understands 
what they need from each 
other; a good way of 
supporting the psychological 
contract. Rather than using 
the approach commonly 
experienced in performance 
appraisal, where the 

discussion begins with the 
manager evaluating the 
subordinate, having already 
decided what needs to be 
improved, this approach 
focuses on how people can 
work together as a team to 
get the job done to a high 
standard.

To me this seems a really 
positive approach that 
encourages people to take 
joint responsibility for 
identifying how they can 
work well together and 
develop their relationship, 
rather than focusing on the 
negative bits.  The negatives 
still get to be addressed, but 
by asking the right questions 
and exploring how to get to 
the best outcome.

http://www.chrysos.org.uk/


Twitter

Glenn Bracey

Director at Future Vision Training Ltd and has 20 years learning 
and performance experience. Helping individuals and organisations 
create excellence within the UK, Europe, USA, Australia and 
South East Asia.

Kim Barrington

I work on projects for start ups, medium sized firms and/or Fortune 
500 companies, writing trend forecasts, strategic plans, developing 
product programs, marketing campaigns for positioning and in 
general leading teams on innovation challenges from the fuzzy front 
end through execution and into the marketplace. 
My current project is as CEO of a company developing a solution to 
oil spills, catastrophic and otherwise.  Our company, Sedna Materials 
Technology, is made up of some of the world’s foremost scientists whom I am proud to be 
partners with while we go forward on our incredible journey.
Twitter

Roopak Desai

IT Professional with 14+ years of experience in information systems 
and application development with core expertise in application 
architecture, business analysis, process frameworks, program 
management, client relationship and system development using 
Microsoft Technologies and Design Patterns. Champion in process 
improvement & opertional efficiencies. And coach at Institute of 
Advanced Human Performance for it Life Success & Happiness 
Advantage program.

CONTRIBUTORS

TwitterBlog
Facebook

http://goo.gl/3ptZl
http://goo.gl/GRsYH
http://goo.gl/UxG3H
http://goo.gl/wlbY0
http://goo.gl/Z92Bj


CONTRIBUTORS

Dain Dunston

Writer and consultant on businesses that are radically disrupting 
their industries with new ideas and cultures that are branded to the 
bone. He is the co-author of Nanovation, How A Little Car Can 
Teach The World To Think Big, with best-selling authors Drs. Kevin 
and Jackie Freiberg helps some of the world’s smartest companies 
build cultures of innovation. His next book, The Downside of Up, 
appears in September of 2013. 

Twitter

David Frick

As the founder of SuccessVentures LLC, David thinks, writes, 
consults, and presents, about simple, positive changes independent 
businesses 
can make in order to thrive in today’s unstable world. With a 
20+ years in marketing, sales, management, and entrepreneurialism, 
he continuously expands his knowledge of both upcoming and 
historical trends in growing businesses in order to cultivate the best 
techniques in leadership, collaboration, and success mindset.

Julie Gordon

Julie Gordon heads up the team at cHRysos HR Solutions, an 
accredited CIPD and CMI qualification centre specialising in the 
delivery of HR and Leadership-related training and  professional 
qualifications, as well as HR and business consultancy services. 
With over 20 years’ experience in learning and development within 
the private and public sector, Julie’s key strengths are now in the 
management of the learning and development process and in work-

based learning. As well as working in industry, Julie has held various academic teaching posts 
and has published journal papers in the field of learning and development.
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CONTRIBUTORS

Bob Mason

Bob helps companies develop energized leaders, engaged employees, 
and more profits by teaching supervisors and managers to lead. A 
retired military officer, he has over 30 years of real leadership 
experience from small teams to large, complex organizations. Bob’s 
third book, Don’t Worry, You Can Do This: What New Supervisors 
and Managers Need to Know About Leadership was recently released
on Kindle.

Tasneem Hameed

Human Resource Professional with three decades of experience, 
having worked in multinational companies of repute with 
distinction in senior positions. A certified ezinearticles.com expert 
author, poet, freelance consultant and owner of three blogs. An 
internationalist  and  a peace activist.  A strong believer of a NEW 
EQUAL WORLD based on the principles of equality, equity and 
empathy.

Leanne Hoagland-Smith 

Leanne Hoagland-Smith is a heurist who disrupts the status quo by 
discovering new ways to guide and support rapidly growing small 
businesses; those who wish to grow beyond their current employees 
and executives in chaos.  She can be reached at 219.759.5601 CST 
or visit her business and sales blog at www.increase-sales-coach.com

Leanne Hoagland-Smith is recognized as one of the Top 25 
Sales Influencers in 2013 by Open View Sales Labs: http://labs.
openviewpartners.com/top-sales-influencers-for-2013
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and empowering both paid and volunteer team members. Attila has experience in small 
business, government, private and not for profit organisations. Industries that Attila has 
worked in include Business Services, Market Research, Aged Care, Disability Services, 
Children Services and Construction.

Atilla Ovari

Attila Ovari has a large Passion for Life. As a Leader, Manager, 
Consultant, Contractor, Trainer, Coach, Speaker, Writer & Project 
Manager, Attila utilises in excess of 16 years of leadership and 
management experience. He has a reputation for challenging both 
himself and those around him to set and achieve high standards and 
goals.  Attila has demonstrated leadership ability through inspiring 
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Bill Matthies

William Matthies is CEO of Coyote Insight, LLC a California  
based planning consultancy. He is also the author of  “The 
7 Keys to Change”. Bill can be reached at wmatthies@
coyoteinsight.com

Keith Norton

Managing Director/Owner, Inflexion Point Consulting Ltd.
An outstanding Business Director with over 30 years success working 
at strategic, programme and operational levels across Telecoms 
and Government programmes with specific experience in Service 
Businesses. 
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Sherry Winn

A “Winn”ing leadership strategist who motivates leaders to build
successful teams. She is a keynote speaker and workshop presenter 
on the topics of leadership, communication, team building, 
organizational change and loving your challenges.

Sherry’s Website

Facebook

Jon Tveten

As cofounder of Organizational Solutions, Jon works to deliver 
organizational results by helping clients make work meaningful, 
workers motivated, workplaces engaging, and org cultures high 
performing. We do this by engaging with members of client 
organizations to unlock the solutions that already reside there. 
Helping leaders to create and communicate focus, then aligning 

Jon’s Website

the organization with that focus goes a long way toward removing barriers and obstacles that 
frustrate employees in their efforts to do good work, and in the process, helping make theirs 
a good place to work. Twitter
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Want to share your Leadership/Management/HR 
or Personal Development Expertise? 

Come be a 
Contributor or Advertiser for

 The Extra MILE E-zine

And get
your Business listed 

for FREE

Offer open for Contributors and Advertisers for September 
October and November Issues

http://www.peoplediscovery.co.uk/get-listed-and-contribute/


Contact Us
Contact us now on:

0191 4990070  or 07411765625 
Email: info@peoplediscovery.co.uk
 
Or lets Continue the Conversation!

Join us on Twitter :  Get great up to date articles and 
information about Leadership and Management:  HR 
Expertise and Personal Development.

COME JOIN OUR LINKEDIN GROUP FEATURING GREAT 
DISCUSSIONS AND MANY OPPORTUNITIES TO NETWORK 
AND MEET LIKE-MINDED PEOPLE.

Come Like our Facebook page and get 
great articles, discussion topics and 
information!

Join us on Google+ we share great articles and have a great new forum 
which is for community members.
 
For comprehensive details of our company.  
Please visit our directory page on The Extra MILE 
Community
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