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Leaders and Trouble 

 

Are you a leader, or a manager? 

 

Jim Kunk, President of the Central Ohio Region for Huntington Bank has a great definition of 
leadership which we highlighted in our December 17th Leadership Minute introducing him as 
one of the Founders of our Ross Leadership Institute.  We weren’t surprised when we received 
many positive reactions. 

 

Now, Jim provides an even simpler definition of a leader: 

 

A leader runs to trouble while managers run away. 

 

Simple, but worth considering.   

 

Let’s return to today’s opening question and ask it in another way. 

 

What will you do today – run to trouble, or run away? 
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From the Top - Change without Changing 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ   

Change is simply becoming something different, or signifies a transformation. Change brings 
some to their knees and to others, the opportunity to grow and flourish. Many people seem to 
embrace change as along as the proposed change doesn’t inconvenience them personally. They 
want change without changing. 

 

The military has purposely created a “change culture” complete with formal education and 
practical training environments designed to prepare every private and every general for the 
fluid and ever changing battlefield. The military is respected for its leadership adaptability and 
this is the hallmark of its leaders. The best plan seldom survives first contact with the enemy. 

 

While we are not talking about actual combat, change in our organizations is not only 
necessary, but inevitable. The responsibility for successful transitions into changing 
environments rests in the lap of the leader.  Leaders can facilitate a successful organizational 
transition by: 

 

¶ Ensuring that you have adjusted, accepted and embraced the purpose, direction and 
requirements needed to implement the change. 

¶ Plan the introduction and implementation for change. What tools are necessary? What 
support services are required? How much time do you have and how much time will it 
take? 

¶ Communicate effectively. If change involves your people, they deserve to know why 
change is needed. Include your people in the planning whenever possible as this creates 
ownership for them and can ease their change anxiety.  

 

Leaders are critical in setting a tone or climate for their organization that is conducive to 
adaptability. Successfully preparing for the future requires us to think differently and develop 
the kind of workforce and organizational capabilities that can anticipate the unknown and 
effectively adapt to new challenges.    
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Five Rules 

 

In an article* about retired Arizona Senator Jon Kyl , the author identified five ”Kyl Rules.”  They 
are rules for every leader to follow. 

 

Rule one:  Know more.  “If you know a lot about a subject, people will listen,” Kyle said. 

 

Rule two:  Don’t seek credit.  “A lot of times it’s better if someone else takes the lead,” he said. 

 

Rule three:  Don’t get a big head.  “Everybody can do something better than you can,” his father 
told him. 

 

Rule four:  Treat everyone decently.  “You can best accomplish (your goals) by being a decent 
person to those around you,” Kyl said. 

 

Rule five:  Keep your principles.  In his Senate farewell address, Kyl recommended “principles to 
guide the way forward.” 

 

Kyl’s five rules can help guide any leader forward. 

 

 

 

*  The Indispensable Man, by Fred Barnes, the weekly Standard, December 31, 2012 
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aŀǊǎƘŀƭƭΩǎ [ƛǎǘ 

 

The World War II leader, General George C. Marshall, set forth his ideas about what makes a 
good leader.  He listed “the qualities of a successful leader in the following order”:* 

 

¶ Good common sense 

¶ Have studied your profession 

¶ Physically strong 

¶ Cheerful and optimistic 

¶ Display marked energy 

¶ Extreme loyalty 

¶ Determined 

 

In writing about Marshall’s list, author Tom Ricks adds the “list emphasizes character over 
intellect” and “valuing effectiveness over appearance.”   

 

Ricks notes Marshall’s “ideas about what makes a good leader would go a long way in 
determining who would become a general in World War II.”   

 

We believe, with the possible exception of “physically strong,” his list and emphasis on 
character and effectiveness should be factors in determining who would be a successful leader 
in any organization.   

 

 

*  The General, by Tom Ricks 
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Venn Diagrams 

 

Mathematicians would use a Venn diagram to show the overlapping area between two circles.  
We would use the diagram as a symbol for leadership. 

 

It is within the overlapping area, the space where two differing views (circles) come together 
where the most can often be accomplished.  The best example may come from politics. 

 

In the past, the two political parties had some members at the extremes whose beliefs on at 
least some issues overlapped with members from the other party.  It was in this overlapping are 
that created the greatest accomplishments.  Political leaders looked for, focused on, and 
created the overlapping area. 

 

Today, too often, the different sides are far apart, creating extremes with no overlapping area 
in which to reach an agreement.  And our political “leaders” seem to be pushing the circles 
farther apart, creating an even greater divide, resulting in gridlock. 

 

There may be little we can do about the political gridlock that is threatening to drive us over the 
cliff as this Leadership Minute is being written.  But no matter what the result may have been 
by the time you read it, we can learn from it. 

 

As leaders in our own organizations, we can look for the overlapping areas in issues that could 
lead to our own gridlock.   

 

Leadership is about building relationships through shared beliefs.  And the best leaders create 
the largest overlapping areas.   

 

What about you?  Will you increase, or decrease, your overlapping areas this coming year? 
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Proven Leader ς Learning and Reflecting 

 

If you live in central Ohio, chances are that you have seen him on TV representing Huntington 
National Bank where he serves as President of the Central Ohio Region.  You may also have 
seen him in the community where he applies his leadership serving in board positions, including 
several non-profits. 

 

You may also have heard him speak on his favorite topic - Leadership.  Jim says making 
presentations reaffirms his beliefs about leadership.  It’s his way of learning and reflecting.  
Here are a few highlights: 

 

Leaders make or embrace change.  Managers like Consistency and no change. 

 

Great leadership begins with the person, not the position.  People follow the leader, then follow 
the vision. 

 

The best leaders talk about the future and how it will be better than the present. 

 

And our favorite definition of leadership is Jim’s (it’s loaded with key words): 

 

Effective leaders are able to consistently capture, hold and focus the attention of people on the 
mission and their individual part in achieving it. 

 

 Consistency ς maintain constructive relationships with all associates. 

 

 Capture ς be captivating, energetic, enthusiastic, passionate, . . .  

  

 Hold ς maintain self-confidence and self-esteem of others. 

 

 Focus ς Always focus on the problem/situation ς not the person 

 

 Attention ς simple messages, relentlessly repeated. 
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 Mission ς breaking it down - day, week, and year. 

 

 Individual ς what is my part in achieving the mission? 

 

Beyond his presentations, this proven leader - Jim Kunk - is committed to sharing with others 
what he has learned and experienced by joining us as a Founder of the Ross Leadership 
Institute.  If you would like to hear more from Jim, just let us know.  More Founder 
introductions to come in the following weeks. 
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Three Quotes 

 

Here are three “leadership” quotes worth considering as we begin a new year . . .  

 

Profound . . . Even if I ruled the world, the most difficult part would probably still be ruling 
myself. (source unknown) 

 

Wisdom . . . He who knows others is learned; he who knows himself is wise. (Lao-Tsze) 

 

Reality . . . ̧ ƻǳΩǊŜ ǘǊȅƛƴƎ ǘƻ ŦƛƴŘ ȅƻǳǊǎŜƭŦΚ Φ Φ Φ ¸ƻǳ ŎƻǳƭŘ ōŜ ƛƴ ŦƻǊ ŀ ƴŀǎǘȅ ǎǳǊǇǊƛǎŜΦ (bartender to 
Frank and Ernest - a cartoon) 
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Hierarchy of . . . .  

 

Most have heard of Maslow’s Hierarchy of Needs.  It helps to explain what motivates people.  
We are developing a new hierarchy activity for our leadership development programs.  We 
thought we should see what you think first. 

 

Assume your organization just finished a very successful year.  Revenues were up, costs down, 
and as a result profits were beyond initial expectations.  Depending on the size of your 
organization, the additional profits could range from thousands to millions of dollars. 

 

Your task is to allocate the additional (and unexpected) profits among the various 
constituencies.  Assume within a group (C-level and employees) the total $ pool will be allocated 
ōŀǎŜŘ ƻƴ ƛƴŘƛǾƛŘǳŀƭΣ ƻǊ ǘŜŀƳΣ ǇŜǊŦƻǊƳŀƴŎŜΦ  CƻǊ ǘƘƻǎŜ ƳƻǊŜ άƳŀǘƘŜƳŀǘƛŎŀƭƭȅ ƛƴŎƭƛƴŜŘΣέ assume 
there are 10 people in the C-level and 1,000 in all other people. 

 

What percent would you allocate to (can be 0%, but must total 100%): 

 

CEO and executive team (C-level)    ________ % 

  

All other people (employees)     ________ % 

 

Owners (if stock or privately owned ς 0% if a non-profit) ________ % 

 

Customers (could be in additional benefits, or services,  

or in the prices charged)     ________ % 

 

Community (for increased financial support)  ________ %  

  

Other (identify _______________________________)  ________ % 

 

 

 What are your percentages (remember they must total 100%)? 



 

2013 Minutes Archive 

 

What do you think your organization’s percentages would be? 

 

What’s the point?  Given the answers, we may have identified a new Hierarchy, not of need, 
but of Greed.  And it can help to explain not what motivates, but what can de-motivate and 
cause disengagement. 

 

What do you think?  Please share with us your thoughts and your percentages. 
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Dedicated . . . .  

 

Tom Rick’s new book, The Generals, is dedicated . . . .  

 

For those who died following poor leaders. 

 

A sobering message. 

 

While those outside our military do not make the ultimate sacrifice for our country, Rick’s 
leadership message is well worth pondering. 

 

How many have suffered by poor leadership in any organization? 
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Proven Leader ς Turmoil to Triumph 

 

In our experiences, it can be difficult for leaders to talk about their accomplishments.  An 
exception can be when they are asked by their industry to share their story as a way for others 
to learn (like a case study).  

 

Writing in BUSRide, magazine, Bill Lhota, former CEO of COTA, told his story of Transforming 
COTA from turmoil to triumph.  It’s a great lesson for others to learn. 

 

ά²ƘŜƴ L ŎŀƳŜ ƻǳǘ ƻŦ ǊŜǘƛǊŜƳŜƴǘ όŀ ŦƻǊƳŜǊ ǎŜƴƛƻǊ ŜȄŜŎǳǘƛǾŜ ŀǘ !9tύ ǎŜǾŜƴ ȅŜŀǊǎ ŀƎƻ ǘƻ ƭead the 
Central Ohio Transit authority, the organization had been damaged by ethical issues.  Also, 
/h¢!Ωǎ ŦƛƴŀƴŎŜǎ ǿŜǊŜ ƛƴ ǎƘŀƳōƭŜǎΤ ǘƘŜ ŘŜŦƛŎƛǘ ǿŀǎ ƛƴ ǘƘŜ ŀǊŜŀ ƻŦ Ϸо ƳƛƭƭƛƻƴΦ 

 

The first thing we did to repair our reputation was to work with the board of directors and 
create a strong ethics policy.  We then began a long process by addressing our finances to bring 
stability.  To get revenue in line, we first severely cut service to balance our budget. 

 

We developed a long-range transit plan and went to the community with a restored reputation, 
a balanced budget and a plan explaining how we were going to expand service. 

 

When I started I also went directly to our customers.  I began riding the bus at least once a week 
(in addition to riding the bus daily to our downtown office) to talk to them.  Riding the bus gave 
me a good overview of areas we needed to address. 

 

I am most proud of the workforce we have developed.  We are now a performance-driven 
organization.  We have instituted one program called Leaders of the Future (Note:  in honor of 
.ƛƭƭΩǎ ǎŜǊǾƛŎŜΣ ǘƘŜ ōƻŀǊŘ Ƙŀǎ ƴŀƳŜŘ ƛǘ ǘƘŜ ²ƛƭƭƛŀƳ WΦ [Ƙƻǘŀ [ŜŀŘŜǊǎ ƻŦ ǘƘŜ CǳǘǳǊŜ ǇǊƻƎǊŀƳΦύ 

 

Each year we now select up to eight up-and-coming individuals out of our 120 or so 
administrative employees and offer them a one-year program.  Now, we have a number of 
stellar people who will continue leading COTA for many years to come.  (Note:  we are proud to 
have been and continue to be involved in the leadership program.) 
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During my tenure with COTA we have restored our reputation, dramatically improved our 
ǇŜǊŦƻǊƳŀƴŎŜΣ ŀƴŘ ǘƘŜ ŀǾŜǊŀƎŜ ŀƎŜ ƻŦ ƻǳǊ ōǳǎ ŦƭŜŜǘ ƴƻǿ ƛǎ ŀŎǘǳŀƭƭȅ ƭŜǎǎ ǘƘŀƴ ǎƛȄ ȅŜŀǊǎ ƻƭŘέ όƛǘ ǿŀǎ 
approaching nine years). 

 

As you can readily tell from Bill’s story his emphasis was on ethics, restoring reputation, and 
leadership development.  And you can also tell, Bill Lhota is a proven leader who wants to share 
with others what he has experienced.  We are pleased to introduce him as a Founder of the 
Ross Leadership Institute.  Stay tuned - more introductions will follow. 
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Troop Welfare 

 

A special thanks to Major Brad Flurry, the Marine Officer Instructor for The Ohio State 
University NROTC, who provided the following quote: 

 

Creature comforts are secondary elements of troop welfare.  First-rate training,  

dedicated leadership, and a sense of belonging are true measures of troop welfare.   

- Colonel B. P. McCoy 

Passion of Command 

We believe the quote can be equally applied to leadership outside the military.  As a leader in 
any organization, the true measures of your success are: 

 - The training of your people 

 - Your dedicated leadership 

 - A sense of belonging 

 

How successful are you as a leader?  How dedicated? 

 

Here’s what another leader said when asked about the “quality of life” for Marines living in 
housing that was older and more austere than the other services.  General Gray, the 29th 
Commandant responded: “the best quality of life, was having a life,” so he put his “money into 
troop training.” 

 

Where are you (and your organization) putting your money? 
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Failure as a Way to Success 

 

Here are some contradictory thoughts. 

 

Tom Watson, the founder of IBM is quoted as having said:  ά¢ƘŜ ǿŀȅ ǘƻ ǎǳŎŎŜŜŘ ƛǎ ǘƻ ŘƻǳōƭŜ 
ȅƻǳǊ ŦŀƛƭǳǊŜ ǊŀǘŜΦέ 

 

Yet, in our schools, “success” is measured in not being wrong.  For example: 

 

Right over 90% of the time equals an A = a success. 

 

Double your “failure rate,” 20% wrong is no more than a B. 

 

Right less than 60% is a failure. 

 

So despite what Watson says, our schools are teaching students to “err is wrong.” 

 

Maybe that’s why so many develop a “zero defect,” instead of Watson’s “double your failure 
rate ” mentality. 

 
What about you?  What’s your path to success? 

  



 

2013 Minutes Archive 

The Greatest School 

 

The Greatest School is the University of Hard Knocks.  Its books are bumps. 

 

Every bump is a lesson.  If we learn the lesson with one bump, we do not get that bump again.  
We do not need it.  We have traveled beyond it.  We get promoted to the next bump. 

 

The tuition in the University of Hard Knocks is not free.  Experience is the dearest teacher in the 
world. 

 

We matriculate in the cradle. 

 

We never graduate.  When we stop learning we are due for another bump. 

 

There are two kinds of people ς wise people and fools.  They fools are the people who think they 
have graduated. 

 

From The University of Hard Knocks, by Ralph Parlette 
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Proven Leader ς ά/ƻŀŎƘέ 

 

Here’s what Ohio Wesleyan University says about Jay Martin their head coach of men’s soccer 
and his teams. “Jay Martin has the greatest number of career victories in all of college soccer.  
His teams have reached the NCAA Division III semifinals 8 times, finishing as national runner-up 
twice in addition to the 1998 and 2011 national titles.”  

His soccer teams hold many titles and records and he has received numerous Soccer coaching 
awards.  But, his success hasn’t been limited to soccer.  “His lacrosse teams posted an 8-year 
record of 104-34, winning 4 Midwest Lacrosse Association titles, earning 6 NCAA playoff bids.  
And, in both sports, Martin has turned out 52 All-America and 181 All-Mideast or All-Midwest 
players.”    

In addition to his coaching, “Martin is a professor in Ohio Wesleyan's physical education 
department (also teaching courses in management) and served as the Battling Bishops' athletics 
director from 1985-2004.  But he’s far from your typical coach. 

άL ŘƻƴΩǘ ōŜƭƛŜǾŜ ǘƘŀǘ ŎƻŀŎƘŜǎ Ŏŀƴ ŘŜǾŜƭƻǇ ǇƭŀȅŜǊǎΦ  hƴƭȅ ǇƭŀȅŜǊǎ Ŏŀƴ ŘŜǾŜƭƻǇ ǇƭŀȅŜǊǎΦέ 

- Jay Martin, Ohio Wesleyan Soccer Coach 

 

Jay Martin’s philosophy begins with how he looks at players.  First and foremost he believes 
that coaches cannot develop players, only players can develop players.  He admits that his 
colleagues or peers around the country will say that they have created or developed a national 
team player, but he feels they are absolutely wrong.  

It’s the job of a coach (leader) to create an environment in which people can and want to get 
better, “the motivation part,” Jay calls it.   The environment has to be motivating, challenging 
and fun.  We all do our best work when we’re having fun.  Jay tells his players “the reason they 
went back to that second soccer practice after their first one at age 5, or 6, is because they had 
fun at the first practice, so they go back and back and back again.  It’s the coach’s job to control 
the environment.”  

But Jay Martin will tell you “don’t call me coach.”  Why not?  “My father and my high school 
basketball coach, John Barker, are my role models,” he explains.  “I always wanted to be a 
combination of both of them and until I am satisfied I am I don’t want people to call me coach.” 

But, you can call Jay Martin a Founder of the Ross Leadership Institute.  Stay tuned for 
introductions of more Founders (we are only half way through). 

  



 

2013 Minutes Archive 

Authority 

 

Leaders at the highest levels in our organizations have the highest level of authority.  Just one 
of their actions can have a significant, positive (or negative) impact on the organization.  If done 
well, they surely deserve our respect. 

 

Those at lower levels have lower levels of authority and the impact of just one of their actions is 
therefore often much less.  For example, someone dealing directly with a customer may have a 
very low level of authority to solve a customer’s problem.   

 

While those at the highest levels have much higher authority, it is also generally exercised much 
less frequently.  But, those with lower levels of authority generally have many opportunities in 
just one day to take an action, or not.  And there are many more of them than the leaders at 
the top. 

 

Therefore the cumulative level of authority of those closest to the customer is often 
understated, misunderstood, and can be underappreciated.  Their cumulative actions, 
individually and collectively, can have a significant positive (or negative) impact on a large 
number of customers.  If done well, they surely deserve our respect. 
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Hypothetical questions 

 

What if you believed that if you made a particular decision it could result in the people you 
work for “firing” you?”  Would you do it? 

 

What if you knew it wasn’t illegal, immoral, or against the law?  In fact, it might even be what 
the “law” intended.  Would you do it? 

 

What if others believed it was the right thing to do?  Would you do it, even if you were “fired” 
as a result of your decision? 

 

Or would you just decide to “kick the can down the road,” time and time again?  

 

What if you failed to make a decision, would you be a leader? 

 

Hypothetical questions?  If you are a leader, you know they are real questions and you would 
make a real decision. 

 

Here is a hypothetical question.  What if you wouldn’t be fired for making the decision, but 
instead fired for not making it?  If you are in a leadership position in our Federal government, it 
is a real question. 
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From the Top ς Remembering a Leader 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ  

The United States lost a superb leader on December 27th with the death of Army General H. 
Norman Schwarzkopf. For those of us who served in the Army and particularly in the Gulf War, 
his leadership was felt no matter where you stood in theatre. While the media often focused on 
his reported temper, his committed leadership in times of national uncertainty was legendary. 
His character shaped the mountain he was and his demonstrated commitment to service made 
him a national treasure. 

General Schwarzkopf was passionate about doing what was right and what was necessary as 
the situation dictated. Few did it better. Below, are his leadership principles that can provide a 
compass for developing, or enhancing your own personal leadership:    
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Leadership ς Key Principles  

¶ Think of yourself as a leader. Leaders lead people, not systems, processes et al. 

¶ Character requires sense of duty, ethics, morality – it is not a measure of 
competence.  In times of crisis, people pick character to follow. Have strength of 
character ς a prerequisite to having the courage to do the right thing.  

¶ Leadership must be respected, even though not loved. Make it happen and take 
responsibility. You can delegate authority, and still take responsibility. It is more 
important to be respected than to be loved. Leaders do not seek to be pleasing first.  

¶ The true rewards of leadership come from leadership itself – not the next promotion or 
tangible reward. Do not seek rewards; leadership is its own reward.  

Mission complete sir, you will be sorely missed. 

 

 

 

Source: http://www.elephantsatwork.com/norman-schwartzkopfs-14-rules-on-leadership/ 
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Mistake Management 

 

If you have read many of our Leadership Minutes, you know we believe there is a difference 
between management and leadership and mistakes are opportunities for leadership.  Here's 
how we can combine both. 

 

When a problem occurs, is the response "I'll get the manager," or "I will fix it?" 

 

Which answer do you think demonstrates leadership and which one is a sign of management? 

 

What is your response to a problem? 
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Traditions 

 

Let's start by saying many traditions are great and worth continuing.  But (there can always be a 
but), when they are blindly followed with ridiculous results they are worth reconsidering. 

 

Consider this.  You go to a nice restaurant dressed in a nice sweater.  The "manager" informs 
you ties are required in the "main dining room" and offers you a nice tie to wear. 

 

You begin tying it around your neck and the sweater.  It makes you think.  What's more 
ridiculous - Sitting in a nice restaurant wearing a nice sweater, or looking ridiculous with a tie on 
top of a sweater? 

 

How many people in your organization are sitting there with "ties on top of their sweaters" 
honoring ridiculous traditions?   
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Authority Quote 

 

"Authority - if you ever have to use it, you shouldn't have it." 

 

Michael Fiorile, President and COO, of the Dispatch shared the above quote with us.  He didn't 
know the source.  We couldn't find it either, but thought it too good to not share it. 

 

If you know the source, please let us know.  In the meantime, it's a message worth following 
(and sharing). 
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Proven Leader ς Turmoil to Triumph 

 

In our experiences, it can be difficult for leaders to talk about their accomplishments.  An 
exception can be when they are asked by their industry to share their story as a way for others 
to learn (like a case study).  

 

Writing in BUSRide, magazine, Bill Lhota, former CEO of COTA, told his story of Transforming 
COTA from turmoil to triumph.  It’s a great lesson for others to learn. 

 

ά²ƘŜƴ L ŎŀƳŜ ƻǳǘ ƻŦ ǊŜǘƛǊŜƳŜƴǘ όŀ ŦƻǊƳŜǊ ǎŜƴƛƻǊ ŜȄŜŎǳǘƛǾŜ ŀǘ !9tύ ǎŜǾŜƴ ȅŜŀǊǎ ŀƎƻ ǘƻ ƭŜŀŘ ǘƘŜ 
Central Ohio Transit authority, the organization had been damaged by ethical issues.  Also, 
/h¢!Ωǎ ŦƛƴŀƴŎŜǎ ǿŜǊŜ ƛƴ ǎƘŀƳōƭŜǎΤ ǘƘŜ ŘŜŦƛŎƛǘ ǿŀǎ ƛƴ ǘƘŜ ŀǊŜŀ ƻŦ Ϸо ƳƛƭƭƛƻƴΦ 

 

The first thing we did to repair our reputation was to work with the board of directors and 
create a strong ethics policy.  We then began a long process by addressing our finances to bring 
stability.  To get revenue in line, we first severely cut service to balance our budget. 

 

We developed a long-range transit plan and went to the community with a restored reputation, 
a balanced budget and a plan explaining how we were going to expand service. 

 

When I started I also went directly to our customers.  I began riding the bus at least once a week 
(in addition to riding the bus daily to our downtown office) to talk to them.  Riding the bus gave 
me a good overview of areas we needed to address. 

 

I am most proud of the workforce we have developed.  We are now a performance-driven 
organization.  We have instituted one program called Leaders of the Future (Note:  in honor of 
.ƛƭƭΩǎ ǎŜǊǾƛŎŜΣ ǘƘŜ ōƻŀǊŘ Ƙas named it the William J. Lhota Leaders of the Future program.) 

 

Each year we now select up to eight up-and-coming individuals out of our 120 or so 
administrative employees and offer them a one-year program.  Now, we have a number of 
stellar people who will continue leading COTA for many years to come.  (Note:  we are proud to 
have been and continue to be involved in the leadership program.) 
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During my tenure with COTA we have restored our reputation, dramatically improved our 
performance, and the average ŀƎŜ ƻŦ ƻǳǊ ōǳǎ ŦƭŜŜǘ ƴƻǿ ƛǎ ŀŎǘǳŀƭƭȅ ƭŜǎǎ ǘƘŀƴ ǎƛȄ ȅŜŀǊǎ ƻƭŘέ όƛǘ ǿŀǎ 
approaching nine years). 

 

As you can readily tell from Bill’s story his emphasis was on ethics, restoring reputation, and 
leadership development.  And you can also tell, Bill Lhota is a proven leader who wants to share 
with others what he has experienced.  We are pleased to introduce him as a Founder of the 
Ross Leadership Institute.  Stay tuned - more introductions will follow. 
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! wŜŀŘŜǊΩǎ wŜǎǇƻƴǎŜ 

 

Recently, we received a response from David Thoits, a business person who lives in Claremont, 
California, home of the late, great Peter F. Drucker.  Here’s what he said: 

 

On December 21st, Jane Grote-Abell, in her wonderful Leadership Minute, noted how difficult it 
ƛǎ ǘƻ άŦǳƭƭȅ ǳƴŘŜǊǎǘŀƴŘ Ƙƻǿ ǘƘŜ ƻǘƘŜǊ ǇŜǊǎƻƴ ǿƻǳƭŘ ǿŀƴǘ ǘƻ ōŜ ǘǊŜŀǘŜŘ ǿƘŜƴ ȅƻǳ ƘŀǾŜƴΩǘ ǿŀƭƪŜŘ 
ƛƴ ǘƘŜƛǊ ǎƘƻŜǎΦέ 

 

That got me thinking about a quote I heard Peter F. Drucker use in a September 2001 classroom 
lecture.   

 

ά²ƘŀǘΩǎ ƻōǾƛƻǳǎ ǘƻ ƳŜΣ ƴƻ ƻƴŜ ŜƭǎŜ Ŏŀƴ ǎŜŜΦέ 

 

What a profound statement.  (Peter made sure to attribute to its source, a man named Fleishner 
ƛƴ ǘƘŜ муллΩǎΦύ   

 

It says that no other person can have the same field of vision as me. 

 

What does it mean to you? 

 

He added: 

 

My interest in leadership has been life long.  Most of my bosses have been average to below 
average leaders, from whom I have learned much about how not to do it.  For how to be an 
exceptional leader, I have looked elsewhere, read a fair amount, and discovered things like the 
Leadership Minute. 

 

Thanks to David and all of our readers who send us responses. 
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Proven Leader ς Financial Leadership 

 

Ask any group of leaders to list the top skills they need and it’s doubtful understanding finances 
will be in their top 5, or even 10 skills noted.  But, ask about what causes leaders to fail and you 
might be surprised to see how often not understanding the organization’s business model, 
profit margins, and resources deployed and benefits received are on the list, often at the top. 

 

We are convinced that a leader cannot solely cut costs as a pathway to success.  Nor can you 
solely spend your way to prosperity.  It is somewhere in-between that expenditure and value 
added come together to make you successful.  We call that financial leadership. 

 

And Eileen Mallesch is the perfect example of a proven financial leader.  She served as Senior 
Vice President and Chief Financial Officer of Nationwide Mutual Insurance Company, Property 
and Casualty.  From 1998 to 2005, Eileen served General Electric Co. as Senior Vice President 
and Chief Financial Officer of Genworth Life Insurance, Vice President and Chief Financial 
Officer of GE Financial Employer Services Group, and Controller of GE Americom.  

 

She has been a Director of State Auto Financial Corp. since 2010 (serving as chair of the Audit 
Committee).  She has been an Independent Director at Bob Evans Farms Inc. since 2008. She 
held finance leadership roles at Asea Brown Boveri and PepsiCo and was an auditor for Arthur 
Anderson. 

 

And, just in case you haven’t already guessed, she is one of the Founders of our Ross 
Leadership Institute.  More importantly, she has the unique skills to make finances 
understandable to every leader.  
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Today’s leadership lesson is to emphasize the importance of understanding finances to being a 
successful leader.  Do you need to have the financial skills of Eileen Mallesch?  Of course not, 
but you do need to listen to people like her.  Fortunately for you Eileen will be writing 
Leadership Minutes for all of us. 

 

So, we have to ask – what is your level of financial leadership?  The wrong answer can put you 
on the wrong list? 
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Anyway 

 

It’s that time of the year, when people make resolutions.  It seems to us the key isn’t just in 
what you resolve.  It’s whether you have the resolve to do what you say. 

 

In setting goals, some limit themselves based on their perceptions of others.  They use others as 
their excuse for what they do not do.  Leaders rely on others for what they know they can do. 

 

Leadership often requires a relentless pursuit.  Here’s something that might help – it’s the 
Paradoxical Commandments, sometimes it’s just called Anyway.  It has been attributed to many 
sources.  We found it at www.paradoxicalcommandments.com  

 

People are illogical, unreasonable, and self-centered. 

Love them anyway. 

 

If you do good, people will accuse you of selfish ulterior motives. 

Do good anyway. 

 

If you are successful, you will win false friends and true enemies. 

Succeed anyway. 

 

The good you do today will be forgotten tomorrow. 

Do good anyway. 

 

Honesty and frankness make you vulnerable. 

Be honest and frank anyway. 

 

The biggest men and women with the biggest ideas can be shot down by the smallest men and 
women with the smallest minds. 

Think big anyway. 

 

People favor underdogs but follow only top dogs. 

http://www.paradoxicalcommandments.com/
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Fight for a few underdogs anyway. 

 

What you spend years building may be destroyed overnight. 

Build anyway. 

 

People really need help but may attack you if you do help them. 

Help people anyway. 

 

Give the world the best you have and you'll get kicked in the teeth. 

Give the world the best you have anyway. 
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Bringing Your Principles to Work - Compassion - The Golden Rule 

 

A leadership series written by Jane Grote-Abell, Chair and Owner, Donatos, based on her book 
(currently being written). 

 

My father was taught a valuable lesson at the early age of 13, regarding the importance of 
treating others the way you want to be treated.  Although he grew up in a principle centered 
home where treating others the way you want to be treated was common practice, he learned 
that this simple principle wasn’t always practiced in business.    

 

Whether he was told to water down the sauce to get more pizzas by the end of the shift, or not 
to show all his sales so he wouldn’t have to pay taxes, he realized that these directions were in 
contradiction with his core values.  He wanted to create a place where people could bring their 
principles to work with them.   

 

My father never wavered in his principles whether it was a business acquisition, real estate 
negotiation, customer transaction, or associate interaction.  My father believed that every 
encounter should be one where people are treated as he would want to be treated.  This might 
sound like a simple principle, but unfortunately there are times in business where it becomes 
secondary.   

 

Over the years we have incorporated the principle of ‘treating others the way you want to be 
treated’ in our training for hourly associates and home office staff.  It has become our golden 
rule for decision making.   

 

I believe that truly understanding this principle requires one to fully understand and respect 
how people want to be treated in the first place.   
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Proven Leader ς Learning and Reflecting 

 

If you live in central Ohio, chances are that you have seen him on TV representing Huntington 
National Bank where he serves as President of the Central Ohio Region.  You may also have 
seen him in the community where he applies his leadership serving in board positions, including 
several non-profits. 

 

You may also have heard him speak on his favorite topic - Leadership.  Jim says making 
presentations reaffirms his beliefs about leadership.  It’s his way of learning and reflecting.  
Here are a few highlights: 

 

Leaders make or embrace change.  Managers like Consistency and no change. 

 

Great leadership begins with the person, not the position.  People follow the leader, then follow 
the vision. 

 

The best leaders talk about the future and how it will be better than the present. 

 

And our favorite definition of leadership is Jim’s (it’s loaded with key words): 

 

Effective leaders are able to consistently capture, hold and focus the attention of people on the 
mission and their individual part in achieving it. 

 

 Consistency ς maintain constructive relationships with all associates. 

 

 Capture ς be captivating, energetic, enthusiastic, passionate, . . .  

  

 Hold ς maintain self-confidence and self-esteem of others. 

 

 Focus ς Always focus on the problem/situation ς not the person 

 

 Attention ς simple messages, relentlessly repeated. 
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 Mission ς breaking it down - day, week, and year. 

 

 Individual ς what is my part in achieving the mission? 

 

Beyond his presentations, this proven leader - Jim Kunk - is committed to sharing with others 
what he has learned and experienced by joining us as a Founder of the Ross Leadership 
Institute.  If you would like to hear more from Jim, just let us know.  More Founder 
introductions to come in the following weeks. 
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Bringing Your Principles to Work - Compassion - Soft or Tough? 

 

A leadership series written by Jane Grote-Abell, Chair and Owner, Donatos,and Ross Leaderhship 
Institute Founder, based on her book (currently being written).  

 

We must have compassion for people and better understand their personal experiences.  
Compassion in business may often be looked upon as a weak, or soft way of doing business.   

 

I believe having compassion is the strongest character trait a leader can have in any business.   
While compassion isn’t all encompassing, I do believe that one must truly love, be kind, honest 
and warm hearted when dealing with people and making decisions.  

 

Many people jump to the conclusion that you have to be tough in business and that there is no 
room for a ‘soft approach’ to business decisions.  But, it is much easier to avoid difficult 
discussions than it is to allow the human value of love to enter the equation.  Loving one 
another is a simple human value.  

 

It has always been interesting to me that people view the most important part of their business 
– people – as the ‘soft stuff’.   People are the business.  People make up our culture and are the 
expression of what we stand for and how we treat our people in good times and hard times.    

 

I believe the most compassionate people are also the toughest.   
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Failure as a Way to Success 

 

Tom Watson, the founder of IBM is quoted as having said:  ά¢ƘŜ ǿŀȅ ǘƻ ǎǳŎŎŜŜŘ ƛǎ ǘƻ ŘƻǳōƭŜ 
ȅƻǳǊ ŦŀƛƭǳǊŜ ǊŀǘŜΦέ  He understood that failure is feedback.  To paraphrase: 

 

The more you fail, the more feedback you get, and the more effort you make, the greater the 
chanceǎ ȅƻǳΩƭƭ ŀŎƘƛŜǾŜ ǎǳŎŎŜǎǎ ŜǾŜƴ ƳƻǊŜ ǉǳƛŎƪƭȅΦ 

 

To err is human.  To take risks and learn from your mistakes is leadership. 

 
What about you?  Are you working towards doubling your failure rate? 
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ά²Ŝ bŜŜŘ hǳǊ IŜǊƻŜǎέ 

 

After telling one Columbus leader who served in our military during a time of combat and 
commenting that those who serve in “harm’s way,” were our heroes, his response was simply, 
“Only doing our job.” 

 

It seems ironic to us.  Today we are being told how few in our workforce are fully engaged at 
what they are doing (30%, or less in most national surveys).  Yet those who willingly place 
themselves in “harm’s way” feel they are “only doing their job.” 

 

It confirms our belief, ά²Ŝ ƴŜŜŘ ƻǳǊ ƘŜǊƻŜǎέΦ  They are the ones we can look up to.  They are 
our leaders.   

 

In the military, and in every other organization, people who do more than is expected, who put 
others selflessly ahead of themselves, who view what they do as a cause, not a job, they are our 
heroes.  But if you ask them, they will say, “Only doing our job.” 

 

Who is your hero?  Take a moment to remember them and tell the thanks (if that’s possible). 

 

We need our heroes and we need more of them.  We need you to be a hero. 
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Ethics By Example  - Good Ethics is Timeless 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

The December 20, 2012 Leadership Minute listed 10 core assumptions from the management 
team at General Motors from c. 1972 taken from The Art of Critical Decision Making, a course 
taught by Professor Michael Roberto of Bryant University. 

 

The first assumption on the list was: 

 

GM is in the business of making money, not cars. 

 

This reminded me of an article I read years ago that was originally published in September 
1970; The Social Responsibility of Business is to increase its Profits1, by Milton Friedman. It is 
worth reading. 

 

The premise in Milton Friedman’s article is that the only thing business should be concerned 
with is to maximize profits for its owners. Friedman was not a proponent of “social 
responsibility” for businesses. He felt that “the stockholders or the customers or the employees 
could separately spend their own money on the particular action if they wished to do so.” 

 

Friedman went on to say in his book Capitalism and Freedom, I have called it (social 
responsibility) a “fundamentally subversive doctrine” in a free society, and have said that in 
such a society, “there is one and only one social responsibility of business – to use its resources 
and engage in activities designed to increase its profits so long as it stays within the rules of the 
game, which is to say, engages in open and free competition without deception or fraud.” 

 

There is a saying; “The more things change, the more they stay the same.”2 

 

Things have changed since the 1970’s. Today I think GM recognizes that to make money they 
need to produce quality cars. And, particularly with the establishment of the Federal 
Environmental Protection Agency and other regulatory agencies, businesses have recognized 
they have a social responsibility to the environment, sustainability, and their communities. 
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Fortunately, things have also stayed the same since the 1970’s. Businesses and their Leaders 
must still; άǎǘŀȅώǎϐ ǿƛǘƘƛƴ ǘƘŜ ǊǳƭŜǎ ƻŦ ǘƘŜ ƎŀƳŜΣ ǿƘƛŎƘ ƛǎ ǘƻ ǎay, engage(s) in open and free 
ŎƻƳǇŜǘƛǘƛƻƴ ǿƛǘƘƻǳǘ ŘŜŎŜǇǘƛƻƴ ƻǊ ŦǊŀǳŘΦέ 

 

1 http://www.umich.edu/~thecore/doc/Friedman.pdf 

2 Jean-Baptiste Alphonse Karr – French novelist  
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Notepad Leadership 

 

In his book, Plain Talk About Leadership, Bob Bailey, former President and CEO of State Auto 
Insurance Companies, tells about how he would use hotel notepads to send several messages 
to people. 

 

The first message obviously was what was written on the notepad.  Other messages might not 
be as obvious.   

 

The second message was it saved money to not use personalized notepads.  

 

Another message was in the hotel itself – if the CEO stayed in at a reasonably priced place, it 
would set the example for others to follow. 

 

And as Bob said,* “it saves money – not much, but a little.  A few cents here and a few cents 
there add up.”  And he concluded, “expect your people to spend money the same way” their 
leader does. 

 

That’s a notepad leadership message. 

 

* pages 39-40 
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Are You Tired? 

 

Being a leader can be tough.  It can (and should) be a demanding job.  Showing enthusiasm for 
others and for what they are doing, like smiling for long periods of time, can drain your energy.   

 

There are times leadership can be tiring.  But it seems to us the more fun you have in doing it, 
the less tiresome it should be (in the long run). 

 

So when we hear a leader say, “I am tired,” or “I need to get my energy level back,” it makes us 
wonder.  Has this leader lost the enthusiasm?  Is leadership no longer fun? 

 

If it’s a short-term condition, take a short break.  Rejuvenate yourself. 

 

But, if it becomes a long-term condition, it may be time to let go and let someone else lead. 

 

Do you know anyone who tired?  Is it short, or long-term?  
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Proven Leader ς Military Leadership 

 

Lt. General Dennis McCarthy, USMC (Retired), the first Marine General to command and active 
duty division and the former Assistant Secretary of Defense for Reserve Affairs is uniquely 
qualified to discuss military leadership.  

 

Here’s how he describes it in his opening comments at Leadership Boot Camp, a program 
designed for executives based on Marine Corps leadership principles and traits: 

 

άWe are here to debunk the notion that military leadership ς at least as it is practiced in the 
Marine Corps ς is rigidly authoritarian, and that senior officers execute tight control of every 
action of their subordinates. 

 

We emphasize the fact that all Marine Corps leadership is ultimately designed to produce 
success in the chaos of combat.  To do that, all Marines realize that at the point of the spear ς 
the last few hundred yards of an attack ς control is solely in the hands of 20-year old Corporals, 
and the teen-aged Marines they lead.   

 

At these most difficult of times, the leadership work of Generals and Colonels and even 
Lieutenants and Captains is in suspension. Their work, at least for the moment, is done. 
Leadership responsibility has devolved to the lowest ranks.  It must be present there if the attack 
is to succeed. 

 

Even though Marine Corps leadership emphasizes bottom-up execution ς empowering the 
young Corporal to make the crucial right decisions ς that leadership system requires top-down 
support.  It will not work any other way.  You cannot tell the Corporal that he or she is 
empowered and expected to lead a small team of Marines ς you must show him the way. 

   

The senior leaders of the Marine Corps ς officers and NCOs at every level of command ς must 
exhibit those traits and demonstrate those principles. Only by living this system can they pass it 
on to those they lead.έ 

 

That means that every Marine, from the Commandant on down, buys into this system of 
leadership ς into the idea that certain traits identify an authentic leader, and into the idea that 
certain principles are fundamental to successful execution. 
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Am I an authentic Marine leader?  I would like to think so.  But I also know that I am a leader in 
training.  Becoming an authentic leader is an evolutionary process, and a never-ending one. 

 

We believe General McCarthy is an authentic leader and we are proud to introduce him as a 
Founder of the Ross Leadership Institute.  Still more introductions to follow. 
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Your Inheritance 

 

One of our readers recently told us when referring to the person who replaced him,  "he 
squandered his inheritance." 

  

When you think about it, each of us gets an inheritance when we begin in a position, any 
position.  It includes the resources, people and financial, along with the business model (how 
resources are used).  What we do with our inheritance determines our success as a leader. 

 

So, we have to ask, what about you?  Will you leave a greater inheritance for your successor, or 
are you squandering it? 

 

It's a question worth asking yourself, today and every day. 
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Hockey (Leadership) is Back 

 

If you are a hockey fan, you probably are glad that the season (although shortened) has begun.  
We believe it is another great opportunity to watch leadership. 

 

Beyond the obvious leadership between the players, their Captains, and their Coaches, we think 
there are leadership lessons to be learned from the game itself. 

 

Consider how points are awarded in the statistics for player performance.  One point is 
awarded for a goal, as well as an equal point for assists (up to two players per goal).  To us, it 
validates the leadership principle of a “team.”  Those who assist in a “goal” are equally valued. 

 

Also consider the momentum of the game.  It shifts back and forth between the teams during 
the game.  And, generally, the one who can sustain the momentum is most likely to score a 
goal.  The same can be said about momentum in any organization. 

 

Another one, unlike other sports, the players rotate in shifts, playing at intense levels for only 
30 to 90 seconds at a time, then they return to the bench.  But look at the bench.  As one 
hockey coach told us it is the most intense bench of any sport.  The players are resting, but they 
are engaged while waiting their turn to return to the action. 

 

And one you might miss if you aren’t looking for leadership in unusual places.  Consider the 
penalty for high-sticking.  It occurs when a player’s stick strikes another player above the 
shoulders.  The penalty can be called whether the action is done intentionally, or inadvertently 
(and even if it is caused by another player). 

 

To us, the leadership lesson is that if you take your stick on the ice, you are responsible for the 
results, whether intentional, or inadvertent.  In organizations, we see too many, too often, not 
taking responsibility. 

 

Hockey’s back and whether you are a dedicated fan, or just an infrequent observer, there are 
leadership lessons to be learned, if you look for them.  Let us know what you see. 
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The άKeyέ to Failure 

 

Cindy Powell, VP - Chief Risk Officer at State Auto and one of our loyal readers, responded to 
our Leadership Minute - Failure as a Way to Success where we quoted Tom Watson - ά¢ƘŜ ǿŀȅ 
ǘƻ ǎǳŎŎŜŜŘ ƛǎ ǘƻ ŘƻǳōƭŜ ȅƻǳǊ ŦŀƛƭǳǊŜ ǊŀǘŜΦέ  

 

Cindy added: the key is to know when to get out (thereby admitting to the failure, rather than 
continuing to throw good money at bad).  

 

Knowing when to get out requires an understanding going in of how much one is willing to lose 
and being disciplined enough to walk away.  Key is "the discipline" and then learning from the 
failure.   

  

It’s an addition worth noting.  Thanks Cindy for the “key.” 
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άYŜȅέ ²ƻǊŘǎ 

 

Cindy Powell’s Leadership Minute – ¢ƘŜ άYŜȅέ ǘƻ CŀƛƭǳǊŜ has prompted more discussion.  Most 
of it focuses on the words, failure, responsibility, and mistakes. 

 

While we are far from being wordsmiths, we do have a fascination with how these words are 
used by leaders of today in business, and other sectors.   

 

Cindy noted “admitting to the failure” was a key.  But others (and we think Cindy would agree) 
point out that accepting responsibility doesn’t always mean admitting to a failure.   

 

We are seeing more and more “leaders,” saying they accept responsibility for a situation, but 
these “leaders” then fail to admit that they made a mistake, or sometimes that any mistake was 
even made.  This form of “taking responsibility” is said more as an expression of the burden of 
leadership, as if we should feel sorry for the leader.    

 

We believe the “key” to being a leader that Cindy and others are discussing is to admit to a 
failure, to say that mistakes were made, and then to take responsibility for learning from the 
failure. 

 

Thanks again Cindy for leading the discussion. 

 

What do you think?  Is accepting responsibility the same as admitting failure? 
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άLǘΩǎ .Ŝƭƻǿ aȅ tŀȅ DǊŀŘŜέ 

 

You might remember our Leadership Minute -  LǘΩǎ !ōƻǾŜ aȅ tŀȅ DǊŀŘŜΦ  It prompted a reaction 
from Robert Shenton, CPA and Columbus Office Managing Partner of Plante Moran, LLC.  He 
saw it from the opposite situation – leaders who say άLǘΩǎ ōŜƭƻǿ Ƴȅ Ǉŀȅ ƎǊŀŘŜΦέ 

 

Robert asks - Is there truly any task or responsibility that is too menial, ƻǊ ōŜƭƻǿ ŀ ƭŜŀŘŜǊΩǎ ǘƛƳŜ, 
if it is important to the well being of the staff and the organization? 

 

Consider simple things like answering/returning a phone call, walking the shop floor, making 
copies for an important meeting, or getting a cup of coffee for a staff person/assistant.   

 

Most of us grow up and into leadership positions within our organizations and it is important to 
remember the people, path, and behaviors that make us (and our organizations) successful, no 
matter what your title or role. 

 

Thanks Robert, for sharing with us an opposite view. 
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Ethics By Example  - Don’t Let Your Actions Contribute to Hidden Costs 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

Incivility in the workplace such as harassment, intimidation, making employees the brunt of 
jokes, texting and checking e-mail when colleagues are making a presentation, just to mention 
a few, can increase the cost of doing business and lead to customer dissatisfaction.  

 

An article in the January-February 2013 issue of the Harvard Business Review, The Price of 
Incivility, by Christine Porath and Christine Pearson, indicates that the targets of incivility in the 
workplace punish their offenders and the organization: 

 

¶ 48% intentionally decreased their work effort. 

¶ 47% intentionally decreased the time spent at work. 

¶ 38% intentionally decreased the quality of their work. 

¶ 80% lost work time worrying about the incident. 

¶ 63% lost work time avoiding the offender. 

¶ 66% said that their performance declined 

¶ 78% said that their commitment to the organization declined. 

¶ 12% said they left their job because of the uncivil treatment. 

¶ 25% admitted to taking their frustration out on customers. 

 

Leaders have a responsibility to set the tone for civility, monitor incivility and take appropriate 
action when incivility occurs. 
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Bringing Your Principles to Work - Compassion - Invest in Engaged People 

 

A leadership series written by Jane Grote-Abell, Chair and Owner, Donatos and a Ross 
Leadership Institute Founder, based on her book (currently being written).   

 

When we talk about a balance sheet and the numbers on the profit and loss statement we can 
be objective, make decisions, and build our strategy.  Executing the strategy without the ability 
to comprehend how it affects people leaves businesses with hollow mission statements and 
people who are not engaged.  The old saying that ‘people don’t care how much you know until 
they know how much you care’ is a true statement.    

 

Once we realize that the strategy cannot be executed without people who are fully engaged we 
have to ask ourselves the question: “Why wouldn’t we invest in our people as our greatest 
asset?”.  But understanding that people are human and make mistakes requires an honest 
environment of trust and respect.   

 

I believe Jack Welch said it best when he stated “the kindest thing you can do for someone is to 
be honest with them”.  But I think this statement is missing one key ingredient…..the kindest 
thing you can do for someone is to be honest with them….with compassion.    

 

Pure honesty without compassion can be brutal.  Being honest with your associates and with 
your business partners is a critical component to success.  Honesty builds trust and trust builds 
relationships.   

 

We are in a relationship era and there are few businesses that do not count on relationships to 
build their business - whether it is a relationship with your customer, your associate and/or 
your business partner.   
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A Personal Note:  Since we first introduced Jane Abell’s Bringing Your Principles to Work series 
on May 18, 2012 we have shared with our readers twenty-six “minutes” based on Jane’s 
principles of Character, Courage, Conviction, and Compassion. Your responses have been 
overwhelmingly positive.  Just today, one reader said he changed his “pizza buying” and now 
only eats Donatos because he “wants his pizza to come from someone with these principles.” 

 

Sadly, this is the last in the series, but based on your positive responses, we have continued 
encouraging her to complete her book. The GOOD NEWS is that she expects to have it 
completed and published by this October as part of Donatos’ 50th Anniversary Celebration.  For 
those of you who can’t wait, we have asked her if we can take advance orders.  She said yes, so 
just email us at rossleadership.comDebbie@rossleadership.com (or hit reply to this Leadership 
Minute) to get your name on the list. 

 

Personally, I have learned so much from her and can assure you she lives these principles every 
day in everything she does.  On behalf of all of our readers (and one special friend, in 
particular), I THANK YOU Jane for making such a difference in our lives!   -Paul Otte 
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tǊƻǾŜƴ [ŜŀŘŜǊ ƻŦ ŀ άwŜƳŀǊƪŀōƭŜ !ǎǎƻŎƛŀǘƛƻƴέ 

 

If you are not a CPA, you might not know Clarke Price even though he has been recognized by 
Accounting Today magazine ten times as “one of the 100 most influential people in the 
accounting profession.”  Accounting Technology magazine also recognized him as one of nine 
"technology superstars in the CPA profession."  And he isn’t even a CPA. 

 

Clarke retired on December 31, 2012 after a 40-year career with the Ohio Society of CPAS, 
where he served as President and CEO of the 22,500-member organization since 1990.  Under 
his leadership the Society was named one of nine “remarkable associations” in a study 
conducted by American Society of Association Executives (ASAE), working with Good to Great 
author Jim Collins. 

 

In his very popular leadership presentations, Clarke quotes Jim Collins – The role of leaders is to 
make sure the realities of today are identified and discussed to make a better tomorrow.   

 

Clarke has not only been recognized for making a better tomorrow through his leadership, but 
he recognizes that leadership can be different in non-profit organizations where “resistance to 
change can be acute, change takes time, and volunteers don’t always have time needed to 
drive change.” 

 

His ability to drive change has led him to leadership positions in the American Institute of CPAs, 
where he was the first non-CPA to chair an AICPA committee, and with ASAE, as a member and 
Chair of their Board of Directors. 

 

So what does a “remarkable leader do after such a successful 40 year career?  He becomes a 
Founder of our Ross Leadership Institute where he will lead us in our service to non-profits, 
associations, and other volunteer driven organizations.   

 

As a Founder, Clarke will be following another one of his favorite leadership quotes – The 
function of leadership is to create more leaders, not more followers (Ralph Nader). 

So whether you are in a non-profit organization, or are a volunteer, Clarke can help your 
leadership move from Good to Great. 

Stay tuned as Clarke creates more leaders and we introduce more Founders. 
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The Lead Dog 

 

People ask us – “Where do you get your ideas for the daily Leadership Minutes?”  They just 
seem to be around us, wherever we look.  Here’s an example – it comes from the shirt on my 
back. 

 

If you have ever been to Hilton Head Island in South Carolina, you may have been to The Salty 
Dog Café.  You might have even bought a t-shirt.  I did.  Here’s what it says: 

 

άLŦ ȅƻǳ ŀƛƴΩǘ ǘƘŜ ƭŜŀŘ ŘƻƎΣ ǘƘŜ ǎŎŜƴŜǊȅ ƴŜǾŜǊ ŎƘŀƴƎŜǎΦέ 

        - Age Old Yukon Saying 

 

It’s a great motivator to be a leader.  I have heard (and used) a slightly different version: 

 

άLŦ ȅƻǳ ŀƛƴΩǘ ǘƘŜ ƭŜŀŘ ŜƭŜǇƘŀƴǘΣ ǘƘŜ ǎŎŜƴŜǊȅ ƴŜǾŜǊ ŎƘŀƴƎŜǎΦέ 

        - Source unknown 

 

It’s a more vivid reason to be a leader (if you think about where the elephant is looking in a 
circus parade). 

 

Whatever the reason, be a leader today and everyday.  You can change the scenery, the people 
around you, and the results. 
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Hierarchy of . . . . Responses 

 

Wednesday’s Leadership Minute generated a higher than average number of responses and an 
outpouring of emotions.   

 

If you missed it, we asked people to “allocate additional (and unexpected) profits among 
various constituencies.”  The emotions focused mainly on the percent allocated to the CEO and 
executive team and All other people.   

 

Those who provided explanations for their answers seem to feel that All other people do not 
typically “receive their fair share.”  One, provided data from the Economic Policy Institute (May 
2012) showing an increase in CEO annual compensation of 726.7% from 1978 to 2011; an 
increase in S&P 500 (same period) 349.1%; and an increase in worker annual compensation 
(same period) 5.7%. 

 

Exploring the source (epi.org/publication/ib331-ceo-pay-top-1-percent/), we found a chart on 
CEO-to-worker compensation ratio that may further explain the emotions.  In 1965, the ratio 
was around 20 to 1, rose above 50 to 1 in 1989, peaked around 400 to 1 in 2000, dropped 
during our financial crisis, but still remains above 200 to 1.  Other reports show similar data.   

 

As we asked on Wednesday - ²ƘŀǘΩǎ ǘƘŜ (leadership) point? . . . . we may have identified a new 
Hierarchy, not of need, but of Greed.  And it can help to explain not what motivates, but what 
can de-motivate and cause disengagement.   

 

Based on your responses, it is having an impact on you and on leadership. 

 

Normally, we reply to each response individually.  Due the volume and the emotions, we chose 
to respond through a Leadership Minute.  Thanks to each of you who have already responded.  
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Knowing the Secret 

 

As an amateur magician, I get really excited when I see a new trick that I think can help me in 
reinforcing my leadership messages.  After ordering, I wait with great anticipation to receive 
the new trick in the mail. 

 

When it comes and I can see the (often) very simple “secret”, it not unusual for me to feel a 
sense of disappointment.  It makes me think, there’s a leadership message in my reaction. 

 

As leaders, what we do may seem simple to us, but to others it can create a feeling of 
excitement.  Leadership creates a sense of magic.  And like magic, leadership is a “performing 
art.”  Your “performance as a leader should create a sense of excitement for what others are 
doing.   

 

The magician should never tell the “secret” in how a trick is done.  It creates a sense of 
disappointment.  But a leader should share his “secrets” with others so they can become better 
leaders, performers, and even magicians. 

 

How about you, are you sharing your leadership secrets? 

  



 

2013 Minutes Archive 

The Second Right Answer 

 

In A Whack On The Side of The Head, author Roger von Oech said: 

 

Nothing is more dangerous than an idea when it is the only one you have. 

 

He said “one way to be more creative is to ‘look for the second answer.’  One technique for 
finding the second right answer is to change the wording in your question.” 

 

Here’s an exercise from the book:  In the following lines of letters, cross out six letters so the 
remaining letters will spell a familiar English word. 

 

B S A I N X L E A T N T E A R S 

 

Before you spend too much time trying to find the answer (von Oech said one person even 
wrote a computer program, but couldn’t solve it), try it doing what he suggests – change the 
wording in the question.  Try crossing out – s-i-x-l-e-t-t-e-r-s and you will find: 

BANANA 

 

What’s the (leadership) point?  Look for the second answer by changing the wording  in your 
questions and by having more than one idea to solve your problem.   

 

Practice it today and let us know if it helps you develop your leadership. 
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Proven Leader ς Diverse Experiences Can Create a Focus 

 

If you have visited our web site rossleadership.com and clicked on Founders you may have read 
in the introduction – Recognizing that leadership challenges differ by mission, size, purpose, and 
function our Founders have been selected for their diverse experiences and talents.  Today’s 
proven leader and we are pleased to say, Ross Leadership Founder, Marsha Ryan, exemplifies 
that statement.  

  

Her career includes leadership positions in business including; AEP as President and COO of 
Indiana Michigan Power Company and a variety of other experiences, focused on customer 
service and regulatory matters; and in government as Administrator/CEO of the Ohio Bureau of 
Workers’ Compensation, along with previous positions, at the Public Utilities Commission of 
Ohio, the Office of the Consumers' Counsel, the Office of Attorney General, and the 
Department of Commerce. 

  

Here’s what Bloomberg Businessweek says about her experiences - Ryan led an effort to 
comprehensively reform BWC by providing its customers with stable costs, better services, 
accurate rates and safe workplaces. She is an experienced Executive and has an expertise in a 
variety of subjects including energy issues, regulatory policy, customer care and service, 
government affairs and board governance. She has successfully led large organizations through 
major integrations of customer service operations and systems.   

 

As a political appointee at the BWC and in a position of limited tenure (a great number of 
previous Administrators had served for two years, or less) Marsha knew she needed to focus 
her attention on actions that would provide fast (as well as lasting) results, while at the same 
time focusing on the customer through better services and rates. 

  

That’s her diverse experiences and a brief introduction to her talents.  Let’s add an example to 
show how she brings focus to challenges and at the same time provide today’s leadership 
lesson. 

  

At AEP, Marsha focused the call center operators on the customer by providing them with 
books to read about the regions and the people they served.  It was as simple as knowing, for 
example, that when the customer says they live by the creek, in some parts of the country they 
say “crick.” 

 

To some, a wide range of experiences can lead them to seeing things as more complex.  For 

http://cts.vresp.com/c/?LeadershipMinuteRoss/6baaf5d7db/TEST/bc6351ddd2
http://cts.vresp.com/c/?LeadershipMinuteRoss/6baaf5d7db/TEST/18969f4ff6
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leaders, like Marsha Ryan, diversity of experiences sharpened her focus. 

  

How do you use your own range of experiences and talents? 
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A Labyrinth or a Maze 

 

In our never-ending quest to bring you new ways to think about your leadership, we found 
another example.   

 

Consider a labyrinth, or a maze.  Most dictionaries will define them in similar ways that will lead 
you to think they are the same.  But if you dig deeper, you find differences. * 

 

Although both maze and labyrinth depict a complex and confusing series of pathways, the two 
are different. 

A maze is a complex branching (multi-cursal) puzzle that includes choices of path and direction; 
a confusing pathway with many branches and dead-ends. 

A labyrinth is uni-cursal i.e. has only a single, non-branching path, which leads to the center; is 
not designed to be difficult to navigate. It may be long but there is only one path. 

Which best describes leadership, or management? 

 

Which best describes your leadership?  

 

We doubt there is only one answer. 

 

 

* http://www.diffen.com/difference/Labyrinth_vs_Maze 
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Fair Pay and Greed 

 

Based on your responses to our Leadership Minutes on the Hierarchy of . . .. you want to hear 
more from us about greed ŀƴŘ ƛǘΩǎ ƛƳǇŀŎǘ ƻƴ ƭŜŀŘŜǊǎƘƛǇΦ 

 

With all the HR professionals, compensation consultants, attorneys, and even economists 
working on the issues connected with “fair pay” you might wonder what do we (leadership folk) 
know? 

 

We know leadership is based on a relationship between a leader and followers.  We know how 
people feel impacts how they behave.  We know there are large numbers of disengaged and 
even actively disengaged people in our organizations.   

 

We also know people do not always respond logically (behavioral economics).   And we know 
that greed can be a factor at all levels in an organization. 

 

Fair begins with “a fair day’s pay for a fair day’s work.”  Economists call it “wage parity.”  Fair 
pay is also judged in comparison to other positions in an organization.  HR professionals match 
individual responsibilities with the compensation received.  Watching over the entire process 
you might find (compensation) attorneys. 

 

Comp consultants often compare compensation (generally executive pay and bonuses) with 
peer groups from other companies.  Some believe that comp consultants who advise 
companies to pay their executives comparable to those at other companies (regardless of the 
results achieved) have led to the increasing ratio between CEO pay and the average worker. 

 

What they all may be ignoring is the impact that feelings about “fair pay” can have on 
leadership and, in particular, employee engagement.  Greed can drive disengagement from the 
bottom up as well as the top down. 

 

While we believe in the leadership theories that say money, in itself, doesn’t motivate, we do 
know that it can demotivate, or in today’s terms, disengage if pay isn’t perceived as “fair.”  And 
fair begins with “wage parity” but doesn’t stop there. 
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If people feel others, especially those above them, are unfairly rewarded, it can impact their 
behaviors, their engagement, and their relationships with those in leadership positions.  

 

We have often said - you lead by example.  And the most visible example is often executive 
compensation.  When those at the top are seen as greedy, providing themselves large levels of 
pay and bonuses (sometimes even when there are no profits), it can negatively (and 
significantly) impact engagement at all levels. 

 

Consider this – $1,000,000 in executive bonuses that are seen as unfair could easily disengage 
100 (or more) typical workers, costing the company millions in lost work. 
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A Leadership Challenge 

 

Mike Lisi, Assistant VP, Corporate Services at The Motorists Insurance Group and a loyal reader 
of our daily Leadership Minutes, shared with us a leadership challenge. 

 

Here at Motorists we have been going through an organized succession at the top of our 
organization.  This planned transition will be completed in the second quarter of 2013.  Dave 
Kaufman, our current President and Chief Operating Officer, will become our next CEO.   

 

As our new leader, Dave challenged each individual at Motorists, to do three things daily in the 
coming year.  Those three things are:  

 

Keep all your words positive,  

Learn one new thing each day,  

and give your best effort.  

 

I remember him explaining that if we all focus on this, we will all learn 365 new things.  He also 
said, if we multiplied those new things across all our employees, we would have thousands of 
new things we have learned, in a super positive environment, and everyone executing with 
their best effort.   

 

Now that’s powerful leadership.    

 

Thanks Mike and Dave. 
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A Daily Oath 
 

Written by Major Brad Flurry, USMC, Marine Officer Instructor, OSU NROTC 

 

“If anyone speaks evil of you, let your life be such that none will believe him.”  William Thayer 

 

In my organization we have a set of Core Values.  At the top of this list is honor.  Some describe 
it as respect, integrity, or uprightness.  I use the term character to encompass what I consider 
to be the foundation of leadership. I believe it is a combination of all these things and more.   

     

In his work Lincoln on Leadership, Donald T. Phillips provides examples of leadership strategies 
used by one of our nation’s greatest presidents.  Of all the guidelines, ideas, and generalities on 
Lincoln’s leadership presented by Phillips, I find the simple concept of “Honest Abe” to be the 
most profound.   

 

President Lincoln was guided by what we in the military describe as our moral compass.  He 
understood that the integrity of his words and the power of his example would speak volumes 
to a nation in need. 

 

By being a model of the type of behavior they wish to see in their subordinates, leaders can 
have considerable influence over their workforce.  Strong leaders understand that actions 
speak louder than words. 

 

I challenge you to make this your daily oath:  

 

άaȅ ŜƳǇƭƻȅŜŜǎ ŀƴŘ Ƴȅ ŎǳǎǘƻƳŜǊǎ depend on me.  Through the integrity of my words and the 
power of my example I will make them proud.έ   
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3Ms 

 

Written by Major Brad Flurry, USMC, Marine Officer Instructor, OSU NROTC 
 

In his best-selling book, The Mission, the Men, and Me, Pete Blaber, a former Delta Force 
Commander, describes his 3M thought process and priorities when confronted with a different 
or complex situation. 

 

He describes the first (M) as the missionΦ  ¢Ƙƛǎ ƛǎ ȅƻǳǊ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ ǇǳǊǇƻǎŜ ŦƻǊ ŜȄƛǎǘƛƴƎΦ Lǘ 
ǎƘƻǳƭŘ ƎǳƛŘŜ ŜǾŜǊȅƻƴŜΩǎ ŀŎǘƛƻƴǎΣ ŘŜŎƛǎƛƻƴǎΣ ŀƴŘ ŎƻƴǾƛŎǘƛƻƴǎΦ  

 

The second (M) is the men.  These are the individuals in your organization who will bear upon 
ǘƘŜƛǊ ǎƘƻǳƭŘŜǊǎ ǘƘŜ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ƻŦ ŀŎŎƻƳǇƭƛǎƘƛƴƎ ǘƘŜ ǳƴƛǘΩǎ ƳƛǎǎƛƻƴΦ  ¸ƻǳ Ƴǳǎǘ ƭŜŀŘ ǘƘŜƳ ōǳǘ 
you must also listen to them.  More importantly, as Blaber makes clear, the most important way 
you can take of your people is by having the moral courage to do what is right by them. 

 

The last (M) is me.  The final (M) comes last for a reason.  A true leader will always put his/her 
ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ Ƴƛǎǎƛƻƴ ŀƴŘ ǇŜƻǇƭŜ ōŜŦƻǊŜ ǘƘŜƛǊ ƻǿƴ ǿŜƭƭ-being or advancement.  As Blaber 
stŀǘŜǎΣ άȅƻǳ ƘŀǾŜ ǘƻ ǘŀƪŜ ŎŀǊŜ ƻŦ ȅƻǳǊǎŜƭŦΣ .¦¢ ƻƴƭȅ ŀŦǘŜǊ ȅƻǳ ƘŀǾŜ ǘŀƪŜƴ ŎŀǊŜ ƻŦ ǘƘŜ Ƴƛǎǎƛƻƴ ŀƴŘ 
ǘƘŜ ƳŜƴΦέ 

 

We believe this concept can be easily applied to leadership outside of the military as well.  If one 
was to assess the priorities of your organizatioƴΩǎ ƭŜŀŘŜǊǎƘƛǇ ǿƻǳƭŘ ƛǘ ǘǊǳƭȅ ōŜΥ 

¶ The mission 

¶ The people 

¶ Then me 
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Upholding Standards 

 

Written by Dave Reist, BGeneral (retired) USMC, and now VP at the Potomac Institute for Policy 
Studies.  (His brother was the driver of the bus.) 

 

Carl Witzel was the soccer coach at SUNY Geneseo (south of Rochester NY) when I met him in 
1976.  A WWII veteran, he was a quiet man who spoke through his actions and he believed in 
upholding standards.   

 

The year before I arrived at the school, the following incident occurred: Coach Witzel required 
players to travel to away games in coat & tie.  It was not a fashion show, but rather a standard 
of decorum.  That day, the bus was due to depart at 10:00 a.m. and all the players arrived 
dressed appropriately, except the teams’ all-star goaltender.   

 

When the goaltender attempted to get on the bus, the coach simply asked -"Where are you 
going?"  The reply was "On the bus coach."  "Not dressed like that” (just a dress shirt) -- his 
voice was calm and matter-of-fact.   

 

The goaltender rushed frantically into the Student Union looking for a coat and tie from any 
available student.  Exactly at 10:00, Coach Witzel directed the driver to depart.  Several players 
stated "But coach, he's getting a coat & tie and will be out in a minute."   

 

The bus departed.  Through the rear glass, as the bus was just down the road, the players could 
see the goaltender running after the bus with an ill-fitting coat, tie in hand.  They told Coach 
Witzel that they could see their all-star goaltender and he had a coat and tie, so if he stopped 
the bus, he could join the team.   

 

The bus kept rolling, the game was played, and a player never showed up again without a coat 
& tie. 

 

Mr. Witzel coached soccer, but he taught life. 

It's all about upholding standards, maintaining your word, and not being afraid to be a leader. 
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Happy Birthday Woody Hayes 

 

Written by Scott Laidig, author of Al Gray, Marine, Volume I, and an avid reader of our 
Leadership Minutes  

 

With Woody's recent 100th birthday (Feb 14) it is appropriate that we consider his views on 
leadership.  You may not know that Woody considered his greatest honor was being asked to 
speak at the Ohio State commencement in 1986. 

 

Here, in part, is what he said:  

 

". . . .  many times you have found here at the University people who were smarter than you. I 
found them all the way through college and in football: bigger, faster, harder.  They were 
smarter people than I.   

 

But you know what they couldn't do?  They couldn't outwork me.  I ran into opposing coaches 
who had much better backgrounds than I did and knew a lot more about football than I did.  But 
they couldn't work as long as I did.  They couldn't stick in there as long as I could.   

 

You can outwork anybody.  Try it and you'll find out you can do it.  The only way we got beaten 
was if we got a little fatheaded, if we didn't train well, if we had dissension on the squad, if we 
didn't recognize our purpose in life. . . . . ." 

 

In Woody's mind, leadership boiled down to two things: hard work and people. His own hard 
work set the standard for his people, and that gave rise to his often heard quote, "You win with 
people!"   

 

How hard are you working?  Are you winning with your people? 
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άhƭŘ ¢ƛƳŜέ Engagement 

 

For most of us, engagement is a relatively new term, but the concept has been written about 
for a much longer time.  Consider this passage by Elbert Hubbard in 1906 (we added the words 
in parenthesis): 

 

The man who quits in disgust when ordered to perform a task which he considers menial or 
unjust may be a pretty good fellow (engaged), but in the wrong environment, but the 
malcontent who takes your order with a smile and then secretly disobeys, is a dangerous 
proposition (actively disengaged). To pretend to obey, and yet carry in your heart the spirit of 
revolt is to do half-hearted, slipshod work (disengaged). 

 

Love, Life & Work Being a Book of Opinions Reasonably Good-Natured Concerning How to 
Attain the Highest Happiness for One's Self with the Least Possible Harm to Others.  Elbert 
Hubbard.  1906 
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Ethics By Example  - Leaders Must Stay Abreast Of Changes In Their Field 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive and a Founder of the Ross 
Leadership Institute. 

 

I came across two quotes that reaffirmed the importance for leaders staying abreast of new 
rules, regulations and laws impacting their business. 

 

The first was a poster in a conference room with a quote from hundreds of years ago. 

 

“He who does not increase his knowledge decreases it.”1 

 

The second was contained in an article in the Columbus Dispatch. 

 

“Neither he (Cordray) nor the new watchdog agency is going away.”2 

 

The Federal Consumer Financial Protection Bureau, which Richard Cordray heads, was created 
by the recent Dodd-Frank legislation. Congress passed this legislation as a result of the recent 
mortgage issues and the economic downturn. The number of new regulations that will result 
from this legislation is reported to be in the hundreds.  

 

Since ignorance of the law is not a defense, leaders must constantly stay abreast of new rules, 
regulations and laws impacting their business to avoid ethical lapses. 

 

Are you staying abreast of the new rules, regulations and laws in your business? 

 

  

                                                           
1 Hillel - A famous Jewish religious leader, one of the most important figures in Jewish history. 
2 Richard Cordray - Director, Federal Consumer Financial Protection Bureau 

 

http://en.wikipedia.org/wiki/Jew
http://en.wikipedia.org/wiki/Jewish_history
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Best Advice 

  

Those who served in the military know the wisdom of the senior enlisted.  Today's Leadership 
Minute comes from BGeneral Dave Reist, USMC (Retired), now a VP with the Potomac Institute 
for Policy Studies in DC. 

  

While a First Lieutenant and serving as a Company Commander in 1981, an old, salty Gunny 
Sergeant came up to me at a Company party and gave me the following advice: "Lieutenant, 
ŘƻƴΩǘ ƪƴƻǿ ƛŦ ȅƻǳ ŀǊŜ ƎƻƛƴƎ ǘƻ ǎǘŀȅ ƛƴ ǘƘŜ aŀǊƛƴŜ /ƻǊǇǎ ƻǊ ƴƻǘΣ ōǳǘ ȅƻǳ ƘŀǾŜ ǘƻ ǊŜŀƭƛȊŜ ǘƘŀǘ ŀǎ ŀƴ 
Officer, it is like being a monkey on a flagpole. Right now you are very low on that pole, but as 
you get more senior, you will get higher in rank and higher up that flagpole. Now as you do that, 
everybody is going to be able to see your underside. Keep it clean." 

 

As you might imagine, the hard and tough Gunny did not say underside and you might feel his 
message is unusual, but I have always been amazed how the best advice comes through the 
most unusual sources. That lesson stayed with me forever, and as I watch the scandals today , I 
think the Gunny wasn't there to advise them, or they didn't listen. 

  

Are you listening to unusual sources for what might be your best advice? 
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Proven Leader ς The Skill of Happiness 

 

During the past 15 years Doug Smith has served as CEO of Kraft General Foods Canada, 
Chairman/CEO of Borden Foods Corporation and most recently Chairman/CEO of Best Brands. 
Corporation until its sale to CSM Corporation.  Now, he has a new mission. 

 

Abundance is a life-long pursuit. ΟSharing its secrets is my passion. 

 

Now, Doug wants to make a difference by teaching, writing, advising and by sharing what he 
has learned as he continues to learn from others.  He is fascinated by leaders who enable 
organizations to achieve incredible results and by individuals who live with meaning, passion 
and joy.  But, what intrigues him the most are those individuals who do both - who live and lead 
abundantly. 

 

Since 2006, Doug has taught a class each January at DePauw University (his alma mater) called 
The Skill of Happiness.  His syllabus begins with a great leadership message: 

 

Everyone wants to be happy.  There are good reasons for wanting to be happy.  By most every 
measure those among who have an underlying and predominant sense of well-being and 
contentment do better in life.  

 

Research shows that happy people have more enduring relationships, do better in their life 
work, are less likely to trespass or hurt others, deal better with setbacks in life, have better 
health ς they even live longer. 

 

Yet most of us fail to grasp that happiness is a skill and like any skill it can be developed and 
refined through focus and practice.  It is easy to be miserable, it is being happy that can be hard.  
Having an underlying sense of well-being and contentment, even during turbulent times, is a life 
skill of immense value.   

 

Doug teaches a set of 13 skills (including forgiveness, gratitude, optimism, flexibility, altruism, 
living purposely, maintaining healthy enduring relationships) that, when practiced consistently, 
will most likely increase our sense of well-being or contentment ς our happiness. 

 

Sound like a good course?  If measured by student desire to get into the class, attendance, it’s a 
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great course.  Last year more than 400 students signed up for 30 spots in the class.  Consider 
this – DePauw registers students in alphabetical order.   The students that were able to register 
for the January 2013 course all have a last name being with A. 

If your last name doesn’t begin with A, or you can’t make it to DePauw to learn the skill of 
happiness, While it may be difficult to get into the class, you you will be pleased to know that 
Doug Smith is a Founder of the Ross Leadership Institute and will be sharing what he has 
learned through our Leadership Minutes and programs.  Stay tuned to hear more.  In the 
meantime, if you can learn more about Doug at whitepinemountain.com. 
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Proven Leader ς The Skill of Happiness 

 

During the past 15 years Doug Smith has served as CEO of Kraft General Foods Canada, 
Chairman/CEO of Borden Foods Corporation and most recently Chairman/CEO of Best Brands.  
Now, he has a new mission. 

 

Abundance is a life-long pursuit. ΟSharing its secrets is my passion. 

 

Now, Doug wants to make a difference by teaching, writing, advising and by sharing what he 
has learned as he continues to learn from others.  He is fascinated by leaders who enable 
organizations to achieve incredible results and by individuals who live with meaning, passion 
and joy.  But, what intrigues him the most are those individuals who do both - who live and lead 
abundantly. 

 

Since 2006, Doug has taught a class each January at DePauw University (his alma mater) called 
The Skill of Happiness.  His syllabus begins with a great leadership message: 

 

Everyone wants to be happy.  There are good reasons for wanting to be happy.  By most every 
measure those among who have an underlying and predominant sense of well-being and 
contentment do better in life.  

 

Research shows that happy people have more enduring relationships, do better in their life 
work, are less likely to trespass or hurt others, deal better with setbacks in life, have better 
health ς they even live longer. 

 

Yet most of us fail to grasp that happiness is a skill and like any skill it can be developed and 
refined through focus and practice.  It is easy to be miserable, it is being happy that can be hard.  
Having an underlying sense of well-being and contentment, even during turbulent times, is a life 
skill of immense value.   

 

Doug teaches a set of 13 skills (including forgiveness, gratitude, optimism, flexibility, altruism, 
living purposely, maintaining healthy enduring relationships) that, when practiced consistently, 
will most likely increase our sense of well-being or contentment ς our happiness. 

 

Sound like a good course?  If measured by student desire to get into the class, , it’s a great 
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course.  Last year more than 400 students signed up for 30 spots in the class.   

 While it may be difficult to get into the class, you will be pleased to know that Doug Smith is a 
Founder of the Ross Leadership Institute and will be sharing what he has learned through our 
Leadership Minutes and programs.  Stay tuned to hear more.  In the meantime, if you can learn 
more about Doug at whitepinemountain.com. 
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Boil the Ocean 

 

Here’s a great story about Will Rogers. 

 

When dining with Admirals during World War I, the question came up – What to do about the 
German U-boats?  Rogers’ response – Boil the ocean. 

 

To which came the follow-up question – How could we do that?  Rogers’ response – I gave you 
the general idea, I figure you would be smart enough to work out the details. 

 

We don’t know if the story is true, but we can find a leadership lesson in it, starting with two 
leadership questions. 

 

First, are you a good enough leader to work out the details when given a “boil the ocean” idea? 

 

And second, are you a good enough leader to come up with a “boil the ocean” idea? 

 

If your answer is no to either question, look out for the “U-boats,” they are going to sink you. 
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Unlock Your Mind 

 

There is a story about Houdini that we found on the internet (and everything on the internet is 
true, if we believe at least one commercial).  In the story, Harry Houdini, the magician and 
escape artist, is unable after two hours of trying to unlock his cell. 

 

Finally, exhausted, he falls on the cell door and it opens.  Apparently, in an effort to trick 
Houdini, the cell wasn’t locked.  It was, however, locked in Houdini’s mind, which made his 
escape almost impossible. 

 

True, or not, it’s a great story and a leadership lesson.  Even a great escape artist needs to 
unlock his own mind first. 

 

Is you mind unlocked today? 
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A Proven Leader - Who Could Be Wrong 

 

The more we listen to leaders in all sectors today, it’s easy to get the impression no one is ever 
wrong anymore.  Some say they are responsible, but seem unwilling to admit they were wrong.   

 

It might be because they fear it shows a weakness to admit a mistake.  And it seems especially 
true with our elected leaders who fear someone might use their admission in future elections. 

 

So imagine a leader, with a very successful political career, who includes being wrong in her 
three lessons of leadership.  To us it’s a sign of a strong leader and that describes Betty 
Montgomery. 

 

Here are Betty’s three leadership lessons; 

 

ü You could be wrong – make sure you learn from your mistakes 

ü Take a look at the situation from the perspective of the “other side” 

ü Don’t leave the victim voiceless 

 

Betty Montgomery lives by the Golden Rule and makes a habit to listen to dissenting voices as 
she strives to bring integrity to the decision making process. 

 

Betty’s long career in public service included a number of highlights and firsts for women.  From 
her earliest days as Wood County Prosecutor (the state’s only woman county prosecutor at the 
time), where she directed a 250 percent increase in the felony conviction rate, she has been a 
dedicated crime-fighter.   

 

As a State Senator from northwest Ohio she drafted far-reaching legislation that continues to 
make a difference in Ohio.  As Ohio’s Attorney General (the first woman serving as AG), Betty 
dramatically increased state support for local law enforcement efforts.  She also served as State 
Auditor, again leading the way as the first woman State Auditor. 

 

Betty is now President of Montgomery Consulting Group (founded in 2007), she is also an 
Attorney Of Counsel with MacMurray Petersen & Shuster LLP.  Last year Betty was appointed 
by Governor Kasich to be his Senior Advisor for his Opiate Action Team.   
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She is also the Chair of The Jo Ann Davidson Ohio Leadership Institute and serves on the Boards 
of Bowling Green State University, Prevent Blindness Ohio, the Capitol Square Foundation, the 
Ohio Women’s Bar Association Foundation and the Ohio Domestic Violence Network Advisory 
Board.  

 

And we are proud to introduce her as a Founder of our Ross Leadership Institute 
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Proven Leader ς Hall of Fame 

Readers of our daily leadership writings may recognize Dwight Smith, CEO/Founder of 
Sophisticated Systems, Inc. as the author of 5ǿƛƎƘǘΩǎ !ŎƘƛŜǾŜǊǎ where he has shared with us 
stories about leaders in our community.  Recently, Dwight was recognized for his own 
achievement when he was inducted into the Junior Achievement Hall of Fame.   

When the focus turned on him, it made him uncomfortable.  Here’s what he wrote:  

άRecently, I was extremely honored to be inducted into the Junior Achievement Hall of Fame 
here in Central Ohio. I was overwhelmed by this recognition.  Following the event I gathered up 
the award and headed home for the evening feeling uncomfortable, but not realizing why.   

Early the next morning I delivered the award to our office where it will remain as recognition for 
our entire team. I feel strongly that it was our team that was inducted. I was simply blessed to 
be the fellow on the stage at the event.  Putting the award in the office finally made me feel 
comfortable. 

Hall of Fame is often considered to be the ultimate recognition in sports, industry and other 
venues.  But, I believe that ƴƻ άIŀƭƭ ƻŦ CŀƳŜǊέ Ƙŀǎ ŜǾŜǊ ŀŎƘƛŜǾŜŘ ǘƘƛǎ ƘƻƴƻǊ ǿƛǘƘƻǳǘ ŀ ǎǘǊƻƴƎ ŀƴŘ 
committed team - a team consisting of unselfish and loyal supporters.  

In my particular case the number of supporters likely number in the hundreds and possibly the 
thousands. They are friends, family members and associates who have advised and counseled 
me over the many years. They are those closest to me. We laughed together in good times and 
often cried together in difficult ones. We supported one another with undying love and with an 
ŀǘǘƛǘǳŘŜ ǘƘŀǘ ƴŜǾŜǊ ŦƻŎǳǎŜŘ ƻƴ ƻƴŜΩǎ ŀōƛƭƛǘȅ ǘƻ άƎƛǾŜ ōŀŎƪέ ōǳǘ ǊŀǘƘŜǊ ŀ ǿƛƭƭƛƴƎƴŜǎǎ ǘƻ άǇŀȅ 
ŦƻǊǿŀǊŘέΦ  

L ƘŀǾŜ ŀ b9² ƛŘŜŀΦ [ŜǘΩǎ ǎǘŀǊǘ ŀ ƳƻǾŜƳŜƴǘ ǘƻ ǊŜŎƻƎƴƛȊŜ άIŀƭƭ ƻŦ CŀƳŜέ ǘŜŀƳǎΣ ǘŜŀƳǎ ǘƘŀǘ ƘŀǾŜ 
the collective will to do the extraordinary, teams that achieve, teams that unselfishly focus on a 
vision ---- simply put, teams that inspire others.  

IŜǊŜΩǎ ŀ .9¢¢9w ƛŘŜŀΦ  [ŜǘΩǎ ǎǘƻǇ ǳǎƛƴƎ L ǿƘŜƴŜǾŜǊ ǇƻǎǎƛōƭŜ ŀƴŘ ƛƴǎǘŜŀŘ ǎŀȅ ²9Φ  

We are honored members of a true Hall of Fame team. How about you? 

We are honored that Dwight Smith has joined our team as a Founder of the Ross Leadership 
Institute.  That makes twelve.  The remaining two (if you haven’t already guessed who they are) 
will be introduced new week along with their roles, Founding Director and Arranger. 

 

  



 

2013 Minutes Archive 

5ƻƴΩǘ {ǘŀƴŘ ŦƻǊ ό.ŀŘύ aŜŜǘƛƴƎǎ 

 

We are seeing more and more articles about bad meetings.  One in USA Today* listed tips for 
making meeting more effective including “Stand up.” 

 

As the article noted, “workers judge nearly 50% of their meetings to be a waste of time.”  We 
agree, but believe the answer lies in effective leadership, not creative reactions. 

 

Every meeting needs a leader who assure its effectiveness, including who is invited, having (and 
following) an agenda, encouraging participation, discouraging ineffective actions, and achieving 
results.  That’s leadership. 

 

Tips can shorten meetings and make them less boring, but making them less comfortable and 
less time consuming only lessens the pain.  They do not assure the proper results. 

 

What about you?  Are your meetings a waste of time?  If you are the leader, it’s up to you to 
provide the leadership to make meetings effective.   

 

If you aren’t the leader, don’t stand for bad meetings. 

 

* USA Today, 3/4/2012 Tame the meeting beast with these 8 tips, by Anita Bruzzese 
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The Smartest One In The Room 

 

Some people seem to believe they are the smartest one in the room (and they act accordingly). 

 

It makes us think about a story a friend told many years ago, one we have often repeated, 
especially when we might start feeling we are the smartest person in the room.   

 

It is about a person that survived the Johnston flood.  The Johnstown Flood (the Great Flood of 
1869) was real.  Our story is fictional. 

 

In our story, having survived the Great Flood he became quite a local hero.  Everyone wanted to 
hear his story.  He was frequently invited to speak to groups, large and small. 

 

In our story, when he dies and goes to Heaven he becomes unhappy.  He tells St. Peter that no 
one in Heaven knows his story and he is no longer a celebrity.  St. Peter offers to bring everyone 
together to hear his story. 

 

As he approaches the crowd ready to tell them his story, his happiness is quickly returning, St. 
Peter tries to tell him something "he needs to know. . . . "  Reluctantly he listens.   

 

“You need to know the grey haired gentleman standing in the back is Noah," St. Peter tells him. 

 

The moral to the story - look for the "Noah's" in the room before you begin telling your story. 

 

Another message (from the same friend) - the combined knowledge of the people in the 
meeting usually exceeds the knowledge of any one person in the room. 

 

Both messages are worth remembering.  There may be a Noah in the room and the combined 
knowledge of those in the room usually exceeds yours.   

 

Knowing and heeding the advice could make you a lot smarter (but not necessarily the smartest 
or most celebrated one in the room). 

  



 

2013 Minutes Archive 

¢ƘŜ άLέ ƛƴ ¢ŜŀƳ 

 

We have heard and even seen posters proclaiming - “There is no I in team.”  The leadership 
message – it’s the efforts of the team that should be recognized and rewarded, not the 
individual. 

 

Now, in the midst of the controversy surrounding CEO compensation, we find a new issue 
emerging.  It’s internal pay equity.  For now, the focus seems to be on the multiple between 
CEO and NEO (Named Executive Officer) pay.   

 

Studies are finding CEO pay, compared those in positions directly below, ranges from a multiple 
of 1+ to 20 times, or more.  When you consider that those at the NEO level are often being 
groomed as CEO successors (only one step away), the high multiples seem even more 
problematic. 

 

But the issue doesn’t stop there.  The internal pay equity concept can be applied to all levels 
within an organization. 

 

When people feel there is an internal pay inequity it can (and, in our opinion, does) impact the 
leader/follower relationship.  And, as a result, it affects the level of engagement in an 
organization and the willingness of individuals to be empowered (accept more responsibility). 

 

So that the “I” in team – internal pay “Inequity.”  What do you think  - is it an emerging issue 
worth following? 
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Proven Leaders ς ά²ŀƭƪƛƴƎ YŀƴƎŀǊƻƻǎέ ŀƴŘ ά! YƛŘ ƛƴ ŀ /ŀƴŘȅ {ǘƻǊŜέ 

 

If you have been reading our daily Leadership Minutes since we announced our new Ross 
Leadership Institute on November 1, 2012, you may have been patiently waiting for us to 
introduce our fourteen Founders.  

 

It’s more likely that you are looking forward to hearing from them in Leadership Minutes and 
through our leadership programs (many are already actively involved).   

 

A quick recap (you can find their bios on our web-site rossleadership.com) of our Founders:  
Jane Abell, Ann Gallagher, Jim Kunk, Bill Lhota, Eileen Mallesch, Jay Martin, General Dennis 
McCarthy, Betty Montgomery, Clarke Price, Marsha Ryan, Doug Smith, Dwight Smith, (today we 
introduce) Debbie Johnson, and Paul Otte. 

 

Debbie Johnson is a leader in a variety of roles.  She is a member of the Upper Arlington (Ohio) 
City Council.  She is a graduate of the Jo Ann Davidson Leadership Institute and remains active 
in their programs.  She is also president of Leadership Catalyst, where she has consulted with a 
variety of clients, with an emphasis on leadership development programs. 

 

Among her community leadership roles, Debbie currently serves as president of the board for 
Women for Economic Development (WELD) and on Otterbein Women’s Leadership Network.  
Debbie specializes in connecting people to maximize the individuals’ or organization’s 
leadership development. 

 

And she has added another leadership role – a Founder of our Ross Leadership Institute where 
she serves as our Founding Director, responsible for the day-to-day activities (along with 
marketing) our Institute.  She says – “at times it’s like walking kangaroos, trying to keep it all 
flowing together.” 

 

Paul Otte is a self-proclaimed “recovering accountant” who began his business career in a 
national public accounting firm where he rose to the level of audit manager, then personnel 
director, before turning to higher education.  Serving first as a VP for Business at a large 
Michigan community college, he learned to focus on the customer (the student) and how to 
employ business principles to education. 
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In an unlikely move (he was the “seventh of six candidates”), Paul became president of a 
university in central Ohio.  There he led a team of dedicated people who created a unique 
higher education model where students came first, courses were developed by professional 
educators and delivered by business professionals, all with limited resources resulting in 
affordable tuition.   

 

University courses were also offered on-line and through unique partnerships with community 
colleges and the military.  As a result, central Ohio students were able to take classes with 
students from around the country and the world.  After twenty-one years as president, Paul 
became Director of the university’s newly created Leadership Center in 2007, where he served 
until October 2012.   

 

Paul’s interest in leadership began when he was 17 and enlisted in the Marine Corps.  There he 
developed the leadership principles that have guided him.  At first without his realizing it, but 
when he met and co-authored The Conflicted Leader and Vantage Leadership with the 29th 
Commandant of the Marine Corps, General Al Gray, the Corps influence on him and his 
leadership became apparent.   

 

How does Paul describe himself in his new role as a Founder of our Ross Leadership Institute?  
“I feel like a kid in a candy store,” he says “as the Arranger my task is to bring together the 
greatest group of leaders, and apply in the best ways possible what we have learned and 
experienced in raising the level of leadership in business, government, nonprofit, and 
educational institutions.” 
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Are You Content? 

 

άaȅ ƎǊŜŀǘ ŎƻƴŎŜǊƴ ƛǎ ƴƻǘ ǿƘŜǘƘŜǊ ȅƻǳ ƘŀǾŜ ŦŀƛƭŜŘΣ ōǳǘ ǿƘŜǘƘŜǊ ȅƻǳ ŀǊŜ ŎƻƴǘŜƴǘ ǿƛǘƘ ȅƻǳǊ 
ŦŀƛƭǳǊŜΦέ – Abraham Lincoln 

 

Are you content? 
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The Future 

 

ά¢ƘŜ ōŜǎǘ ǘƘƛƴƎ ŀōƻǳǘ ǘƘŜ ŦǳǘǳǊŜ ƛǎ ǘƘŀǘ ƛǘ ŎƻƳŜǎ ƻƴŜ Řŀȅ ŀǘ ŀ ǘƛƳŜΦέ ς Abraham Lincoln 

 

Your future begins today.  What are you doing about it? 
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True or False:  Does Higher Compensation Improve Performance? 

Written by Ted Light, Associate Professor & Chair Department of Business Technology, Miami 
University. 

 

Last month Leadership Minutes discussed that if people in an organization feel that those 
above them are unfairly (over) rewarded, behavior, engagement and their relationships with 
those in leadership positions may suffer as a result. 

What about the leaders receiving the compensation?  What is the impact on their 
performance? 

There seems to be a belief that higher pay, particularly incentive compensation such as 
bonuses, leads to higher performance; and there is a linear relationship – the higher the 
compensation the greater the incentive. 

Yet, studies in behavioral economic indicate not only is the relationship not strictly a linear one, 
but that too high a level of compensation may actually reduce performance.   

In his book, The Upside of Irrationality, Dan Ariely discusses experiments he conducted among 
groups with low, medium and high bonuses for performance.  Low bonuses were about one 
day’s pay, medium bonuses about two week’s pay and high bonuses about five month’s pay.    

The results?  The opportunity of the high bonus (five month’s pay) actually resulted in lower 
performance – paying more for less.  High bonuses were thought to be a distraction and create 
stress that inhibited the performance of participants. 

So too high of a level of compensation for leaders cannot only adversely impact those working 
for a leader in an organization, but it can also reduce the performance of the leader. 

So the answer to the question is yes.  Higher compensation can improve performance, but not 
when it’s too high. 
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Say, or Do 

 

Today’s leadership lesson was found in the newspaper.  Here’s what we read: 

 

“Investors can learn important lessons from the disastrous tenure of ousted Groupon CEO 
Andrew Mason, and the most important one is this: Pay more attention to what a CEO does 
than what he (or she) says.έ1 

 

But we can’t help noting (and commenting) that the same newspaper (as well as others) seems 
to be paying more attention to what our leaders in government are saying and less time on 
what they are doing, or not doing. 

 

What are you saying?  More importantly, as a leader, what are you doing? 

 

 

1 USA Today  March 1, 2013 http://usat.ly/15nv9iu 

  

http://usat.ly/15nv9iu
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Do You Have a Leadership Mentor? 

 Written by Clarke Price, President Ohio Society of CPAs (retired) and a Founder of our Ross 
Leadership Institute. 

Leaders are automatically assumed to be all-knowing pros that have all the answers and just 
innately know how to be effective as leaders.  But is that reality?  As a leader do you 
automatically do a good job every time you step into a leadership role?  I doubt it.  

So how do you make sure that you’re really being effective as a leader?  One solution is to have 
a leadership mentor on whom you rely for advice and counsel. 

There are two practical routes to go to test your leadership effectiveness.  

The first is simple.  You simply ask those you’re leading how you’re doing.  Questions like “how 
did I do in the meeting” or “did I talk too much – or not enough – was I domineering – did I 
intimidate – was I closed-minded – did I engage others – was I effective” are simple questions 
you can ask someone in the group that you trust to get a sense of now you’re doing as a leader 
in specific situations. 

The other alternative helps you in the broader context of your role as a leader and involves 
having someone you trust and can talk with frankly about how you self-assess your leadership 
effectiveness. This person is someone with whom you can discuss the leadership challenges 
you’re facing.   

Most importantly, this is someone you can turn to with concerns about whether you’re being 
effective, whether you’re really inspiring others, or whether you’re as open to others as you 
should be.   

Good leaders know when they’re crossing the line of being too domineering or single-minded, 
and we need to constantly self-assess and reassess how we’re doing.   A leadership mentor 
helps you talk through your leadership concerns and effectiveness. 

If you don’t have a leadership mentor or advisor, try one, or both.  It just might help you be a 
more effective leader. 
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Do You Have a Leadership Mentor ς the practical side 

 Written by Clarke Price, President Ohio Society of CPAs (retired) and a Founder of our Ross 
Leadership Institute. 

In my last Leadership Minute the core concept I advanced was the benefit of developing 
leadership mentors in order to help you be a more effective leader. 

When I discuss the idea of leadership mentors, I’m usually presented with questions about how 
it actually works. 

The reality is, for me, it’s situational.  The approach of simply asking others has always been 
effective for me.  It provides a good test of whether I’m communicating clearly, or whether I’m 
being too strong in presenting my views.   

The key is to actually listen to the critique(s) you receive and consider whether you need to 
change your behaviors. 

One of the challenges we face as leaders is providing direction – and expressing our views – but 
doing so in a way that lets the group expand on our thinking.   

While “this is the way” or “follow me” may be effective for leaders in some instances, good 
leaders will also listen to the group and nurture discussion so the best decisions are made. 

What about you?  Are you listening? 
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EVEN Better 

 

Among the many positive responses we received about Clarke Price’s recent Leadership Minute 
- Do You Have A Leadership Mentor was an email from Steve Hunckler, VP/Chief Claims Officer 
at State Auto Insurance.  Here’s what Steve said: 

 

ά ¢ƻ ǇƛƎƎȅ ōŀŎƪ ƻƴ /ƭŀǊƪŜΩǎ ǘƘƻǳƎƘǘǎΣ ŎƻƴǎƛŘŜǊ ǳǎƛƴƎ ǘƘŜ ǿƻǊŘ ά9±9bέ when asking for 
feedback.  It tends to oǇŜƴ ȅƻǳ ǳǇ ǘƻ ƎŜǘǘƛƴƎ άŜǾŜƴέ ƳƻǊŜ ǾŀƭǳŀōƭŜ ŦŜŜŘōŀŎƪΦ 

  

How about the following: 

¶ Iƻǿ ŎƻǳƭŘ ǘƘŜ ƳŜŜǘƛƴƎ ƘŀǾŜ ƎƻƴŜ άŜǾŜƴέ ōŜǘǘŜǊΚ  

¶ Iƻǿ ŎƻǳƭŘ ǿŜ ƎŜǘ άŜǾŜƴέ ōŜǘǘŜǊ ǊŜǎǳƭǘǎΚ  

¶ ²Ƙŀǘ ŎƻǳƭŘ ǿŜ ƘŀǾŜ ŘƻƴŜ ǘƻ Ǝŀƛƴ άŜǾŜƴέ ōŜǘǘŜǊ ǇŀǊǘƛŎƛǇŀǘƛƻƴκŜƴƎŀƎŜƳŜƴǘΚ 

  

¢ƘŜ ǿƻǊŘ ά9±9bέ ǊŜƳƻǾŜǎ ǘƘŜ ŦŜŀǊ ƻŦ ōŜƛƴƎ ŎǊƛǘƛŎŀƭΦ  Remember only you can create an 
environment of feedback.  Now the person answering feels great about being asked for their 
ƻǇƛƴƛƻƴ ŀƴŘ ǿƛƭƭ ƎƛǾŜ ȅƻǳ ŜǾŜƴ ōŜǘǘŜǊ ŦŜŜŘōŀŎƪΦέ 

 

 

Thanks Steve for making the message even better. 
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Ethics By Example  - Protect Your Reputation – It’s an Important Asset 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

In his recent book 1948, author David Pietrusza writes that President Harry Truman (one of my 
favorite presidents) discerned that three things; “get a man [destroyed]: No. 1 is power.  .  .  . 
No. 2 is ambition for high social recognition. That is all tinsel and fake. No. 3 is appetite or 
inability to exercise physical restraint [i.e., drunkenness and lust].” 

 

Dictionary.com defines power as: 1. Ability to do or act; capability of doing or accomplishing 
something. 2. The possession of control or command over others; authority; ascendancy; power 
over men’s minds. Leaders by their nature, formal or informal, aggregate power unto 
themselves. Good Leaders must exercise their power for the good of the organization or unit, 
such as inspiring their followers to share a common vision and want to join together to 
accomplish that vision. Good Leaders do not use their power for personal gain. 

 

Dictionary.com defines ambition as: an earnest desire for some type of achievement or 
distinction, as power, honor, fame, or wealth, and the willingness to strive for its attainment. 
Good leader must, and do, have ambition, but their ambition must be channeled, like power, 
for the good of the organization or unit, not for personal gain. 

 

Excessive drinking and lust have been the downfall of many Leaders. According to a recent 
Associated Press study at least 30 percent of military commanders fired over the past eight 
years lost their jobs because of sexually related offenses, including harassment, adultery and 
improper relationships. I could not find a similar statistic for the private sector but I think it is 
safe to say it would not be much different.  

 

Also, we have all read or heard about Leaders that severally damaged their reputation and 
career following a drunken driving incident or other alcohol related offenses.  

 

Leaders must exhibit good judgment in all they do and remember their actions are constantly 
under observation by their followers. 

Don’t ruin your career over misuse of your power, misdirected ambition, and lust or excessively 
drinking. 
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Quitting Before 5 

 

In a recent Ross Leadership Institute leadership development program, one of participants said 
ǘƘŜ ǇǊƻōƭŜƳ ƛǎ ǿŜ ŎŀƴΩǘ ƎŜǘ ǇŜƻǇƭŜ ǿƛƭƭƛƴƎ ǘƻ ǿƻǊƪ ŀŦǘŜǊ р ŀƴȅƳƻǊŜΦ  ¢ƘŜȅ ƘŀǾŜ ōŜŜƴ ǘŀǳƎƘǘ ǘƘŜ 
ƛƳǇƻǊǘŀƴŎŜ ƻŦ άǿƻǊƪ-ƭƛŦŜέ ōŀƭŀƴŎŜΦ 

 

We must admit, our first reaction was to agree.  Yes, it seems to be more difficult to get people 
to stay beyond “quitting time.” 

 

Then we realized there is a bigger problem – it’s the people who quit before 5 (even though 
they are staying).  Our organizations would all be more successful if everyone worked until 
quitting time (until they leave, be it 5, or any other time). 

 

What about you?  Are you working until “quitting time?”  Are all the people you are responsible 
for working until they leave?  Or are they just staying, quitting well before they leave? 

 

That’s the real “work-life balance.” 
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Have You Suffered? 

 

At the beginning of a recent presentation on our upcoming book The Journey to We, we asked 
the group – How many have suffered as a result of poor leadership, an ineffective performance 
management system, or both? 

 

We expected some, maybe even many, but we saw most (if not all) with their hands in the air.  
And this was a pretty “high level” group of people, leaders in their professions. 

 

What about you?  Have you suffered as a result of poor leadership, an ineffective performance 
management system, or both? 

 

We will dedicate our book to all who have suffered. 
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And the Winner Is . . . .  

 

In many organizations there is an undercurrent, a sort of competition, of who is most 
important.  In some organizations, it’s between management and staff.  In education, it can be 
between faculty and staff.  In health care it often is between doctors and others. It can even be 
between departments – like marketing versus production. 

 

Whatever the source of this potentially negative competition is, it can be derailed when the 
leader simply declares a winner of the “who is most important to the organization” 
competition.  In our opinion, the answer is easy and consistent across all organizations. 

 

And the winner is . . . . the customer, whether that’s the student, the patient, or the person 
who purchases your product, or service.  Everyone else can only be competing to be #2. 

 

Does that mean the people in the organization aren’t important?  Of course not - - the most 
important people within the organization are . . . . those who serve the customer the best. 

 

Today, if you haven’t already declared a winner in your own organization, let everyone know 
who is most important. 

 

And YOUR winner is . . . .  
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One wŜŀŘŜǊΩǎ wŜǎǇƻƴse 

 

Here’s just one of the responses we received to Ted Light’s recent Leadership Minute Does 
Higher Compensation Improve Performance?  

 

From 1988 to 1998 I was part of a small, but rapidly growing, privately-held firm that was active 
in several disciplines, almost all high technology-related. As part of the leadership team, we all 
struggled with the concepts of how to motivate employees to work better and produce more.  

 

We tried a variety of incentive-based rewards, from stock options to actual stock bonuses, to 
cash and compensation bonuses. During the period involved, our revenues increased an average 
of 57% per year, and the number of employees multiplied several times over. We learned a lot.  

 

First, we learned that seldom do employees respond to the same stimulus to the same degree. 
Yes, everyone is different.  

 

{ŜŎƻƴŘΣ ƻǳǊ ǊŜǿŀǊŘǎ ƴŜǾŜǊ ŎƘŀƴƎŜŘ ŀƴ ŜƳǇƭƻȅŜŜΩǎ ǇŜǊŦƻǊƳŀƴŎŜΦ LŦ ƘŜΣ ƻǊ ǎƘŜΣ ǿŀǎ ŀ ǘƻǇ 
performer, nothing we did or didn't do changed that.  Our interviews with employees revealed 
that seldom did they consider our rewards something they thought about while doing their job. 

 

By the end of the company's life (we sold to a larger firm) the leadership team was convinced 
that the single best thing we could do was take care of our best employees while encouraging 
others to move to a higher level of performance.  We also came to realize that if people do not 
fit in, we might as well encourage them to leave, because there was not going to be a 
turnaround. 

 

So based on our anecdotal evidence, from a relatively small sample, we can report that we 
never saw performance increase as a result of bonuses.  -- Scott Laidig 

 

What about you?  Do the rewards you might receive impact your daily performance? 
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A Few New Paths 

 

In the leadership development programs offered by our Ross Leadership Institute all 
participants develop their own leadership philosophies.  We thought Summer Welch, from The 
Buckeye Ranch Foster Care, had an ending worth sharing.  

 

You may remember John Fisher’s quote from a previous leadership minute.  Summer did and 
put her personal twist on it. 

 

A quote that struck me during my leadership journey is:  άL ǿŀƭƪ ŀ ǇŀǘƘ ǘƘŀǘ L ŘƛŘ ƴƻǘ ŎƭŜŀǊ ŀƴŘ L 
ŘǊƛƴƪ ŦǊƻƳ ŀ ǿŜƭƭ ǘƘŀǘ L ŘƛŘ ƴƻǘ ŘƛƎΦέ  This was from John E. Fisher, Former CEO of Nationwide 
Insurance.  

 

I realize that I am not the first person in my position, nor will I be the last.  I realize the people I 
supervise have been supervised by others and may be supervised by others in the future.  

 

I just hope the time that I am here; I maybe make the water taste a little more refreshing, make 
the well work a little more efficiently, and maybe even make a few new paths of my own. 

 

We believe she will.   

 

Will you make a few new paths of your own? 
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The Flag Pole 

 

Here’s another “piggy backing” idea from Steve Hunckler, VP/Chief Claims Officer at State Auto 
Insurance.  Last time, Steve suggested using the words Even More when asking for feedback.  
This time it’s in response to General Reist’s Leadership Minute about his Best Advice. 

 

Steve says leadership is like standing at the base of a flagpole.  As leaders, we make little shifts, 
left-right-forward, and backwards.  The folks we lead are at the top of the flagpole and as it 
sways they hold on for dear life.   

 

Do we make it easy for them to hold on?  Is the sway controlled, or erratic?  Clearly defining, 
communicating (speaking and listening) and giving feedback can make it even easier for them 
to hold on. 

 

How about you?  Are you finding it hard to hang on?  What about those you lead - are you 
letting them sway erratically? 
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Let Us . . . .  

 

²ǊƛǘǘŜƴ ōȅ Wŀȅ aŀǊǘƛƴΣ aŜƴΩǎ {ƻŎŎŜǊ /ƻŀŎƘΣ hƘƛƻ ²ŜǎƭŜȅŀƴ ¦ƴƛǾŜǊǎƛǘȅ ŀƴŘ ŀ CƻǳƴŘŜǊ ƻŦ ƻǳǊ wƻǎǎ 
Leadership Institute. 

 

I have always been interested in leadership.  I have been in many leadership positions in my life 
from captains of athletic teams; chair of an academic department, athletics director and as a 
coach. 

 

But I still remember vividly my introduction to leadership.  I was a Boy Scout.  I was an Eagle 
Scout, troop leader, Order of the Arrow member and served in all the other leadership 
positions as a scout. But the only thing I remember about Boy Scouts is the chapter in the Boy 
Scout Handbook about leadership. 

 

I remember two pictures on a page.  Each had a caption. 

 

The first picture showed a "leader" pointing at a group of scouts and saying, "Go get some 
wood!!" 

 

The second picture showed the leader pointing past the group of scouts and saying, "Let's go 
get some wood!!" 

 

Let's is a contraction that means "Let Us..."    Let us go get some wood. 

 

Which picture depicts a true leader? 
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The Results Will Take Care of Themselves 

 

²ǊƛǘǘŜƴ ōȅ Wŀȅ aŀǊǘƛƴΣ aŜƴΩǎ {ƻŎŎŜǊ /ƻŀŎƘΣ hƘƛƻ ²ŜǎƭŜȅŀƴ ¦ƴƛǾŜǊǎƛǘȅ ŀƴŘ ŀ CƻǳƴŘŜǊ ƻŦ ƻǳǊ wƻǎǎ 
Leadership Institute. 

 

In his book, The Score takes care of itself, former San Francisco 49er coach Bill Walsh talks 
about leadership. 

 

"Over the years, I've heard many theories, often complex or convoluted, on what it takes to be 
an outstanding leader.  Most of the theories seem to take a monumental work ethic for granted, 
as if it is assumed, or as if people automatically know what it is and do it!  I didn't assume 
that.  The majority of people out there do not know what it is.  They need to be shown, and the 
leader is the one who must show it. 

 

Some of our great leaders come from the military, not just America's, but those who we fought 
against.  General Erwin Rommel, the Desert Fox, as he was known commanding Germany's tank 
brigades in North Africa during World War II, understood the power of example in the area of 
effort.   

 

Here's what he said, "A commander must accustom his staff to a high tempo from the outset, 
and continuously keep them up to it.  If he once allows himself to be satisfied with norms, or 
anything less than an all out effort, he gives up the race from the starting post and will sooner 
or later be taught a bitter lesson." 

 

A high tempo from the outset and continuously throughout; dissatisfaction with the usual 
norms; insistence on all out effort?  Rommel understood hard work and the importance of 
demonstrating it to his troops.  The same applies to your troops.  You're the one who shows 
them what all out effort really means, what hard work looks like. 

 

You cannot do that if you are invisible, cooped up in your office instead of being out there with 
your team.  A leader's great work ethic must be seen to be perceived and must be perceived if it 
is to be the organization's norm. 

 

Work hard, be a leader, the results will take care of themselves... 
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Note:  Bill Walsh turned a very bad 49'ers team (and franchise) around and they won 4 Super 
Bowls in 10 years. 
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Culture Has to Have a Process 

 

Many of our readers have asked about the status of Jane Abell’s book.  (For those who might 
not know her, Jane is the Chair and Owners of Donatos Pizza and a Founder of our Ross 
Leadership Institute.) 

 

The answer is that she continues to work on it with publication expected this coming October.  
In the meantime, we were with her at a recent presentation and left with another Leadership 
Minute. 

 

Jane said – Culture has to have a process and then reminded us –  

 

±ŀƭǳŜǎ ŀǊŜ ƴƻǘ άǎƻŦǘέ ǎǘǳŦŦΦ 

 

tŜƻǇƭŜ ǿƛǘƘ ŜȄǇŜǊƛŜƴŎŜΣ Ƴŀȅ ƴƻǘ ōŜ ǘƘŜ άǊƛƎƘǘέ ǇŜƻǇƭŜΦ 

 

You can be big and keep your principles. 

 

¢ƘŜ άǎƘŀŘƻǿ ƻŦ ŦŜŀǊέ ƛǎ ƭƻƴƎΦ 

 

We are sure that Jane will be explaining each of these statements in more detail in her book. 

 

For now, it’s good to be reminded -- culture isn’t just a state (noun) - it’s a process (verb). 
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Leadership Tattoo 

 

Written by Marsha Ryan, former Administrator Ohio BWC and a Founder of our Ross Leadership 
Institute. 

 

At our Ross Leadership Institute, we always say one can find a leadership message in strange 
places, so here goes mine.  A couple lines from a recent Leadership Minute by Bill Lhota, and 
something else I have been reading recently made me think about leadership and tattoos. 

 

Maybe it is a generational thing or just a personal aversion to needles and ink spots on skin, but 
let me state at the outset that I am not a fan of tattoos.   That said, I do find the nature of 
tattoos to be fascinating.   

 

Presumably, some tattoos are merely decorative.  However, literature on the symbology of 
tattoos indicates that, for a great many who choose to undergo the process of skin-marking, the 
tattoo is the identification and display of a "life principle" or "value" to which they 
ascribe.   That is, they choose a symbol, a date, or language that is meaningful to them at 
present, and will remain so (they hope) for as long as they shall live. 

 

Symbolically then, let's just do this exercise.  What should be a leader's tattoo?    

 

We could choose one or more words like  "visionary," "fair, compassionate and strong" 
or   "trust but verify."   We might choose a phrase or aphorism like the Golden Rule, or a bit of 
spiritual guidance that should always remain top of mind, such as the prayer of St. Francis, or 
Semper Fidelis. 

 

Or, maybe a leader's tattoo should be something like this:  "For the good of the organization... 
Not for personal gain."   

 

When you woke up this morning, we doubt that you were thinking about the symbology of 
tattoos, but now that you are – what would your leadership tattoo be? 
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Make History 

 

άaŜƴ ƳŀƪŜ ƘƛǎǘƻǊȅ ŀƴŘ ƴƻǘ ǘƘŜ ƻǘƘŜǊ ǿŀȅ ǊƻǳƴŘΦ  Lƴ ǇŜǊƛƻŘǎ ǿƘŜǊŜ ǘƘŜǊŜ ƛǎ ƴƻ ƭŜŀŘŜǊǎƘƛǇΣ 
society stands still.  Progress occurs when courageous leaders seize the opportunity to change 
things for the better.    - Harry S. Truman 

 

To which, we would add άaŜƴέ and women. 

 

Make some history today.   
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The Task of Leadership 

 

ά¢ƘŜ ǘŀǎƪ ƻŦ ƭŜŀŘŜǊǎƘƛǇ ƛǎ ƴƻǘ ǘƻ Ǉǳǘ ƎǊŜŀǘƴŜǎǎ ƛƴǘƻ ƘǳƳŀƴƛǘȅΣ ōǳǘ ǘƻ ŜƭƛŎƛǘ ƛǘΣ ŦƻǊ ǘƘŜ ƎǊŜŀǘƴŜǎǎ ƛǎ 
ŀƭǊŜŀŘȅ ǘƘŜǊŜΦέ       - John Buchan 

 

Will you draw out greatness today? 
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What Are You Accepting? 

 

άIt's a funny thing about life; if you refuse to accept anything but the best, you very often get it.έ   
       - W. Somerset Maugham 

 

What are you getting? 
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What People Want -  

 

άOur chief want in life is somebody wƘƻ ǎƘŀƭƭ ƳŀƪŜ ǳǎ Řƻ ǿƘŀǘ ǿŜ ŎŀƴΦέ 

- Ralph Waldo Emerson 

Leadership – fulfilling the wants of others 
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Stretch 

 

άMan's mind, once stretched by a new idea, never regains its original dimensions.έ 

        - Oliver Wendell Holmes 

 

Today, stretch more than your body. 
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Lucky? 

 

άSuccess is simply a matter of luck.  Ask any failure.έ 

- Earl Wilson 

Are you waiting to be lucky? 
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How Will You Spend Your Day? 

ά¢ƘƛƴƎǎ Ƴŀȅ ŎƻƳŜ ǘƻ ǘƘƻǎŜ ǿƘƻ ǿŀƛǘΣ ōǳǘ ƻƴƭȅ ǘƘŜ ǘƘƛƴƎǎ ƭŜŦǘ ōȅ ǘƘƻǎŜ ǿƘƻ ƘǳǎǘƭŜΦέ  
        ― Abraham Lincoln 

How will you spend you day – waiting, or hustling? 

  

http://www.goodreads.com/author/show/229.Abraham_Lincoln


 

2013 Minutes Archive 

Persistence 

 

άNothing in the world can take the place of Persistence.  Talent will not; nothing is more 
common than unsuccessful men with talent.  Genius will not; unrewarded genius is almost a 
proverb.  Education will not; the world is full of educated derelicts. Persistence and 
determination alone are omnipotent.  The slogan 'Press On' has solved and always will solve the 
problems of the human race.έ  - Calvin Coolidge 

 

Press On 
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Lipstick on Your Forehead 

 

Granddaughter Abbey Otte asks, “Why is Jack (her brother) wearing lipstick on his forehead?”  
In case you haven’t heard the joke, the answer is, “because he is making-up his mind.” 

 

Cute, but it might also be an interesting leadership message.  Think about people in your 
organization who have trouble making up their minds.  You might want to tell them Abbey’s 
joke and see if they get the message.   

 

That’s better than wearing lipstick on their foreheads. 
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Humor 

 

άtŜƻǇƭŜ ŀǊŜ ŀŦǊŀƛŘ ƻŦ ŀ ƭŜŀŘŜǊ ǿƘƻ Ƙŀǎ ƴƻ ǎŜƴǎŜ ƻŦ ƘǳƳƻǊΦ  ¢ƘŜȅ ǘƘƛƴƪ ǘƘŀǘ ƘŜ ƛǎ ƴƻǘ ŎŀǇŀōƭŜ of 
relaxing, and as a result of this there is a tendency for that leader to have a reputation for 
pomposity, which may not be the case at all.  Humor has a tendency to relax people in times of 
ǎǘǊŜǎǎΦέ   -General Louis H. Wilson, USMC 

 

Today is April Fools’ Day – a day dedicated to humor.   Have a laugh, better yet, make others 
laugh today and if it’s not already there – add humor to your list of the qualities of a leader. 
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Supporting a Slacking Co-Worker 

 

Are you working harder because someone else isn’t?  If so, you are not alone.  In a recent on-
line survey1 93% of the respondents say they have a co-worker who doesn’t do “his or her fair 
share.”  And four out of five report the quality of their work declines as a result. 

 

Further, a quarter of the people surveyed said they are working harder because of a slacking co-
worker.  How much harder?  They say they put in from four to six hours extra per week.   

 

So engaged workers (30-40% of the workforce in other studies) are doing the work of the 
disengaged.  And it’s not only the managers who are ignoring the problem.  Only 10% of the co-
workers speak up.  Only a few hold their slacking co-workers accountable. 

 

Why not?  The number one reason – “they don’t believe it will make a difference.” 

 

So how about you?  Are you working harder because someone else isn’t?  Are you speaking 
out?   

 

As a leader are you paying attention, willing to listen?  Do people believe you will make a 
difference? 

 

 

1 http://www.vitalsmarts.com/press/2013/03/stuck-with-a-slacking-co-worker-why-youre-to-
blame/ 
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Practicing Humility 

 

You don’t have to be Catholic, or even Christian to be aware there is a new pope.  He is Jorge 
Mario Bergoglio, who will be known as Pope Francis. 

 

As leaders, it’s nice to know that before he was selected to lead hundreds of millions of 
Catholics, he was riding the bus to work in Argentina.  With so much emphasis being placed on 
the “perks” of those in leadership positions, it’s nice to know one who truly practiced humility. 
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From the Top ς Are You Nervous? 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ  

 

Having spent twelve of my service years in overseas assignments, I have been asked what the 
most intense moment was in my career. I almost always answer the time that I was promoted 
to the rank of Sergeant. 

 

After that promotion ceremony, I walked out of that field tent and distinctly remember feeling 
a fear induced anxiety and more than a little nauseous from the immense responsibility I had 
just inherited. I was instantly expected to effectively lead soldiers in peace and in war and that 
mission success was my responsibility. Sergeants operate where the sparks fly. 

  

I wasn’t prepared and quite honestly, I am not convinced any of us are when this happens to us. 
Leadership is something that you must grow into.  To be good leader you must work at it every 
day.  And while you are doing it, keep in mind that you are being observed at all levels in your 
organization. Leadership doesn’t take a day off and it doesn’t stop at 5 PM. 

  

What kind of leader do you aspire to be? It is important to know because it serves as your inner 
compass in self-development and your ultimate organizational effectiveness.  

 

Does the idea of leadership make you a little nervous?  It should because it’s important. 
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Favorites - IF 

 

One of my favorite leaders (and my daughter) Deanna Kropf, of Children First, was told that she 
“has favorites.”  So we have to ask – Is it OK to have favorites? 

 

We (Deanna and I) think it is – IF your “favorites” are the ones setting the examples you want 
others to follow.  For example, if your favorites are the ones who are engaged, who exemplify 
your organization’s values, who are your top performers, your rising stars, then why not make 
them your “favorites?” 

 

We have to wonder.  Has “treating everyone fairly,” the way you would want to be treated, the 
“Golden Rule” become treating everyone the same?   

 

Should everyone get the same pay, the same recognition, the same rewards, no matter the 
level of performance?   

 

Is that “fair” to those who are doing more?  Is it “fair” to those who are paying them? 

 

Of course, leaders have to have the right favorites, the right examples, the ones you expect 
others to follow. 

 

Who are your favorites?  Are they your top performers?  They (and you) are setting the 
example others will follow. 
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Who is Your Wingman?  

 

Written by Charlie Saunders, Accounting Lead Faculty ς Franklin University, and a veteran of the 
U. S. Air Force. 

 

Who is your Wingman?  Who are you wingman for? 

 

Peggy Coale, editor of Friends Journal ς The Magazine of the Air Force Museum Foundation, 
wrote that “Everybody needs a wingman, that fellow Airman, friend, or coworker who always 
has your back and stays with you through the worst of times.  

 

The official Air Force definition of a Wingman is the pilot flying the plane beside and behind the 
lead plane in an aircraft formation who protects the lead by ‘checking his six’ [i.e., looking out 
for danger coming from behind that the lead pilot may not be able to see].” 

 

In the non-military world, we claim to value teamwork, collaboration, collegiality, 
cooperation—all current buzz words that are more often honored in the breach than in reality. 
Individual effort and achievements are often recognized without acknowledging those whose 
contributions make those achievements possible.  

 

So, who is your wingman? Who is looking out for you, helping you, saving you, making it 
happen for you?  

 

More importantly, who are you wingman for? Is there someone you support, or help, or look 
out for? If you have a wingman, that person is a gift to you.  

 

If you are a wingman, you are a gift to another person. There may not be mortal danger in our 
lives outside of the military, but wouldn’t life be easier knowing that we are not truly fighting 
alone? 
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Advice We Wish We Had 

 

Don DePerro, President and Publisher of Columbus Business First, sent us this quote in 
response to a recent Leadership Minute: 

 

άLŦ ȅƻǳ ŀǊŜ ƎƻƛƴƎ ǘƘǊƻǳƎƘ ƘŜƭƭΣ ƪŜŜǇ ƎƻƛƴƎΦέ – Winston Churchill 

 

We couldn’t help but think it was advice we wish we had earlier in our careers.   

 

We not only thanked him, but also asked if he had any more advice to share after almost 30 
years of watching and reporting on business.   He sent us his six rules for success.  Here’s the 
first: 

 

Number 1:  The higher you go in an organization the more you must serve the people who work 
for you! 

 

As a manager and LEADER, make yourself an enabler. Work to minimize the number of times 
ȅƻǳ ǎŀȅ άbƻέ ǘƻ ǘƘŜ ǇŜƻǇƭŜ ŀǊƻǳƴŘ ȅƻǳΦ  

 

Figure out a way to make every request, withƛƴ ǊŜŀǎƻƴΣ ŀ ǊŜŀƭƛǘȅΦ LŦ ȅƻǳ ŘƻƴΩǘ ƪƴƻǿ Ƙƻǿ ǘƻΣ ŀǎƪ 
them to join you in figuring out how to make their request come true.  

 

¢ƘŜǊŜΩǎ ƴƻǘƘƛƴƎ ƳƻǊŜ ŘŜŦƭŀǘƛƴƎ ǘƻ ŀƴ ŀǎǎƻŎƛŀǘŜ ǘƘŀƴ ǘƻ ƘŀǾŜ ǘƘŜƛǊ ƛŘŜŀ ƛƎƴƻǊŜŘΣ ƻǊ ǎƘƻǘ ŘƻǿƴΦ LŦ 
ǘƘŜ ǊŜǎƻǳǊŎŜǎ ŀǊŜƴΩǘ ŀǾŀƛƭŀōƭŜ ǘƻ Ŏarry out their request at that time, pledge to find the money, 
or put it at the top of your list when you budget the next time.  

 

We are glad Don didn’t say no to our request. 

 

Look for numbers 2 through 6 in future Leadership Minutes. 
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Sweat Over the Hiring Process 

 

Written by Don DePerro, President and Publisher of Columbus Business First.  Don shared with 
us his six rules for success that he has learned in almost 30 years of watching and reporting on 
business. 

 

Number 2:  Sweat, Sweat, Sweat over the hiring process. 

 

We oftentimes do things backwards when it comes to hiring. We hire fast and fire slow, when it 
ought to be just the opposite.  

 

Work very hard at hiring. Interview your job candidates at length. Interview their references 
deeply. Call people not listed as references that either worked with, or competed against your 
candidate.  

 

Allow others within your organization to interview them. Get to know them inside and out 
before you hire them.  

 

This is valuable for many reasons. An involved, respectful, thorough interviewing process will 
tell your candidate that your organization is a special place to work.  

 

Because it is. 

 

If you missed Rule Number 1, you can find it on our web site rossleadership.com under 
Leadership Minutes. 
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The Poster Child for Mistakes 

 

Written by Don DePerro, President and Publisher of Columbus Business First.  Don shared with 
us his six rules for success that he has learned in almost 30 years of watching and reporting on 
business. 

 

Number 4:  Don’t ever be afraid to make mistakes. And, more importantly, create an 
environment where risk-taking is encouraged and it's OK to screw up! 

 

There are people who make mistakes. There are people who make more than their share of 
mistakes.  

 

Then, there’s Don DePerro! You’re looking at the poster child for the “leader who’s learned 
from his own mistakes!” 

 

I’ve seen organizations paralyzed by antiquated rules and fear where nothing new ever occurs 
and the workplace has little hope or optimism. It stinks.  

 

There’s a direct correlation between being challenged and learning. Work to develop an 
environment where taking chances is rewarded and the status quo is feared.   

 

Besides, taking a chance is a heck of a lot more fun! 

 

 

If you missed any previous Rules, you can find them on our web site rossleadership.com under 
Leadership Minutes 
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Who Are You Going to Call? 

 

Written by Don DePerro, President and Publisher of Columbus Business First.  Don shared with 
us his six rules for success that he has learned in almost 30 years of watching and reporting on 
business. 

 

Number 5: Create your own, personal “Board of Directors.” 

 

Oftentimes you need help in making a decision. Sometimes there are things you just can’t 
discuss with your associates.  

 

That’s why you may need access to several mentors at any given time. Having your own Board 
of Directors can fill this need.  

 

Your board can serve many purposes, but be very selfish about this.  It’s truly about You!  

 

In fact, I challenge each of you to call at least one mentor tomorrow, and ask them to serve on 
your own, personal board. Tell them you won’t need them every day, or week, but you might 
phone them every month or so for advice.  

 

Your question might be professional, it can even be personal, but ask them for their 
commitment in your continued growth and development. 

 

 

If you missed any previous Rules, you can find them on our web site rossleadership.com under 
Leadership Minutes 
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Never, Ever, NEVER Be Afraid 

 

Written by Don DePerro, President and Publisher of Columbus Business First.  Don shared with 
us his six rules for success that he has learned in almost 30 years of watching and reporting on 
business. 

 

Number 3:  Never, ever, NEVER be afraid to hire people who are better than you. 

 

I’ve far too often seen managers who are so insecure that they won’t hire any job candidate 
who appears more talented and smarter than they are and are perceived as a threat to their 
success. 

 

Well, I’ve built my entire career on hiring people who are far, far better than I am! I surround 
myself with great people who I learn from every single day.  

 

And you know what? They make me look very good. So at some point, I have to get out of their 
way. And as a result, I get promoted! It’s great! 

 

 

If you missed any previous Rules, you can find them on our web site rossleadership.com under 
Leadership Minutes 
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The Humility Trap 

 

ά¢ǊǳŜ ƘǳƳƛƭƛǘȅ ƛǎ ƴƻǘ ǘƘƛƴƪƛƴƎ ƭŜǎǎ ƻŦ ȅƻǳǊǎŜƭŦΤ ƛǘ ƛǎ ǘƘƛƴƪƛƴƎ ƻŦ ȅƻǳǊǎŜƭŦ ƭŜǎǎΦέ- C. S. Lewis 

 

We have been watching people in leadership positions and have found a common trap many 
seem to fall into.  Some fall earlier than others, while true leaders are able to avoid succumbing 
to it.   

 

What is it? When does it occur? 

 

It starts when the people who have been given responsibility for others, start to think more of 
themselves.   It can occur when they feel less vulnerable, like a person in business given a long-
term contract, or a politician that has been re-elected. 

 

It can occur when a person starts believing all the great things others are saying about them; 
not realizing they are pandering.  Oddly, it can occur after great successes (“How great am I?”), 
or after periods of decline (“I don’t deserve this?”). 

 

We call it the humility trap. 

 

You can hear it when people start talking in terms of I, not we. 

 

You can see it when people start thinking, acting, and talking about their own problems, their 
own rewards, and their own future.    

 

It can occur at any time, but we have seen it reveal itself most often when a person has been in 
a leadership position from four to six years. 

 

What happens after that time frame?  We believe most who successfully lead beyond that 
point have been able to avoid falling into the humility trap.  

 

Which leads us to our own quote: 
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Whenever humility goes, it takes the leader with it. 

 

What do you think?  Have you/will you avoid the humility trap?  Have you seen others who 
haven’t? 
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CƛƴŘ ǘƘŜ ά¢ƘŜȅέ tƻƛƴǘ 

 

In most organizations you will find a “they and me” way of thinking is dominant.  In only a few, 
a different “we” way of thinking is prevalent.   

 

We will be focusing more Leadership Minutes on the differences in the next several months as 
we turn our own thoughts into a book (tentatively) titled The Journey to WE.  We would 
appreciate your insights, reactions, and input as we move forward.  

 

We believe saying “we” conveys a sense of ownership.  It shows a feeling of being in alignment 
with values, principles, and goals (your’s and the organization’s). 

 

As we begin our Journey, we ask you to join us, making it a “we” effort.  Begin by listening for 
the “we” and “they” differences within your own organization.   

 

You will hear people saying both.  People who say “we” are most often referring to their own 
unit (department or team).  Frequently they switch to “they” when referring to a larger group 
(like the organization). 

 

The loss of ownership (if it exists at all) occurs at what we are calling the “they” point, when you 
hear “they” instead of “we.”  It signifies the beginning of a misalignment (in values, principles, 
and goals). 

 

We encourage you to find the “they” point (and let us know your reactions).  We thank you. 
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Moving From Discussion to Dialogue 

 

Written by Doug Smith, former CEO Kraft Foods Canada, CEO Borden Foods, Chairman/CEO Best 
Brands, and now a Founder of our Ross Leadership Institute. 

 

Every profession uses tools.  Farmers use tractors, teachers use white boards, musicians use 
instruments – business people use meetings.   

 

Making meetings shorter or more painful by standing isn’t the answer.  Making meetings more 
effective is the answer, but becoming effective requires much more than getting clear about 
the agenda, determining who is leading the meeting and having the appropriate people 
present.   

 

 

Getting clear about how we meet - meaning what are the principles underlying how we behave 
and what are the processes we agree to utilize are key to more effective meetings.  We assume 
we all somehow naturally know how to meet and converse effectively.  We don’t.   

 

 

The goal is to get everyone at the meeting engaged in a constructive manner and moving from 
“discussion” to “dialogue”.   “Discussion” comes from the same root word as percussion, 
meaning to pound something.   The roots of “dialogue” are “meaning flowing through”.  Rather 
than one person’s ideas winning over another’s, dialogue leads to ideas and solutions no one 
would have thought of by themselves.  When people dialogue they spiral up to totally new, 
more effective ways of thinking.   

 

Creating the conditions for really effective meetings is not easy, but if an organization invests 
the time and energy in how they meet, it pays back many times over. 

 

What about you?  Are your meetings discussions, or dialogue? 
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Fight on Ideas 

 

Michael Doran from the Brookings Institute quotes American Diplomat, Elliott Abrams, who 
told him1: 

 

άbŜǾŜǊ ŦƛƎƘǘ ǘǳǊŦ ƻƴ ǘǳǊŦΣ ŦƛƎƘǘ ƛǘ ƻƴ ǘƘŜ ōŀǎƛǎ ƻŦ ƛŘŜŀǎΦέ   

 

Doran says the advice was to never assert authority by waving around the organizational chart.  
He added (another Abrams quote): 

 

άaŀƪŜ ǎǳǊŜ ǘƘŀǘ ȅƻǳ ƘŀǾŜ ǘƘŜ ōŜǘǘŜǊ ƛŘŜŀ ŀƴŘ ǘƘŜƴ ǇǳǎƘ ŦƻǊ ƛǘ ŀƎƎǊŜǎǎƛǾŜƭȅΦέ 

 

Seems to us like good advice in diplomacy, and an equally good idea in leadership. 

 

When you have a better idea, push for it aggressively, but not by asserting authority, fight on 
the basis of ideas. 

 

 

1 The Weekly Standard, March 11, 2013 p. 34 
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Long Hours, Low Approval 

 

Imagine working 59 to 70 hours a week, but your approval rating from those you work for is 
only 15%.  The number of hours comes from a recent study on how the members of Congress 
spend their time.1  The approval rating is according to Gallup. 

 

Forget, if you can, your feelings about Congress and focus on what it says about leadership.  
Just putting in long hours doesn’t guarantee your success in any position.  We have all seen 
people who put in the effort, but lack results. 

 

What about you?  How long will you work today?  More importantly, what will you accomplish?   

 

 

1  www.usatoday.com/story/news/politics/2013/03/12/life-of-a-congressman/1980817/ 

 

  

http://www.usatoday.com/story/news/politics/2013/03/12/life
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Corruption and Capitalism 

 

As you may know, our Ross Leadership Institute was named in honor of two leaders who have 
ƘŀŘ ŀ ƳŀƧƻǊ ƛƳǇŀŎǘ ƻƴ ƻǳǊ ŎƻƳƳǳƴƛǘȅΣ wƛŎƘŀǊŘ aΦ ά5ƛŎƪέ ŀƴŘ 9ƭƛȊŀōŜǘƘ ά[ƛōōȅέ wƻǎǎΦ   

 

¢ƻŘŀȅΩǎ [ŜŀŘŜǊǎƘƛǇ aƛƴǳǘŜ ŎƻƳŜǎ ŦǊƻƳ ǘƘŜƛǊ ǎƻƴ 5ƛŎƪ wƻǎǎΣ WǊΦ ǿƘƻ Ƙŀǎ ōŜŜƴ ŀ ōǳǎƛƴŜǎǎ ŀƴŘ 
community leader in Chicago for many years.     

 

Are you, like me, getting tired of seeing corruption and capitalism treated as pseudonyms? 

 

As we weaken our legal system by not enforcing existing laws, with court decisions that 
obfuscate our laws and the adoption of legislation so poorly written that it is unintelligible, are 
we destroying the economic engine that was the foundation for our prosperity? 

 

The issue is not capitalism, but corruption and the unwillingness of some to be held 
accountable for their own actions. 

 

We welcome Dick to our list of contributing authors and look forward to reading more of his 
Leadership Minutes 
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10 Things To Say Today 

 

In an Inc. article, Jeff Haden shared 10 Things Extraordinary People Say Every Day.1 

 

άHere are things you should say every day to your employees, colleagues, family members, 
friends, and everyone you care about:έ 

 

“Here’s what I’m thinking.” 

 

“I was wrong.” 

 

“That was awesome.” 

 

“You’re welcome.” 

 

“Can you help me?” 

 

“I’m sorry.” 

 

“Can you show me?” 

 

“Let me give you a hand.” 

 

“I love you.” 

 

Nothing. 

 

You can find his article at http://www.inc.com/jeff-haden/10-things-extraordinary-people-say-
every-day.html 

 

Be extraordinary today. 

http://www.inc.com/jeff-haden/10-things-extraordinary-people-say-every-day.html
http://www.inc.com/jeff-haden/10-things-extraordinary-people-say-every-day.html
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We Are Sorry 

 

A lot has been written about how Disney treats its “guests.”  In a new book, Disney U, former 
“cast member” Doug Lipp notes three Disney beliefs; walk the park, keep it human, and every 
job matters.1 

 

Great ideas, but the one we will always remember from our Disney experiences is when a guest 
has a problem and the cast member reviews the situation and finds the guest was wrong – 
what are they trained to do?  Tell the guest – “we are sorry that we did not meet your 
expectations.” 

 

Surprised, that they say they are sorry even when it was the guest’s fault?  We aren’t.  

 

If one starts with the belief that the goal is to meet the customer’s (guest’s) expectations then 
saying you are sorry those expectations were not met seems like the correct action.  Being sorry 
doesn’t mean that you were wrong.  It simply means that you are empathetic. 

 

Try it.  We have with great results.    

 

 

1 How Disney gets its ‘heigh-ho’ worker interest.  The Columbus Dispatch, April 14, 2013. 
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To Scream or Not to Scream 

Written by Ted Light, Associate Professor & Chair Department of Business Technology, Miami 
University. 

We have all seen incidents of coaches screaming at players, in theory to motivate them to 
better performance.  This sort of behavior is certainly an attention getter, but does it actually 
work? 

A forthcoming article in the International Journal of Sport Communication by Joseph Mazer, 
Assistant Professor of Communication Studies, and several Clemson University students looked 
at the effect on college athletes exposed to verbally aggressive coaches.   Their conclusion: 
verbally aggressive language resulted in significant less motivation by the players and led the 
players to view the coach as less competent. 

Of course verbally aggressive language comes in many forms, and screaming is but one of them.  
You don’t have to raise your voice to be verbally abusive.  Studies show that half or more of the 
understanding of a message comes from tone, body language, etc. 

Sadly another study, Perpetuating Abusive Supervision, by Jonathan Shaffer and Stephen 
Courtright at the University of Iowa found that verbally abusive bosses would be rewarded if 
they met their financial goals. 

To scream or not to scream, what is your leadership approach? 
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A Leadership Vacuum 

 

Written by Dave Reist, BGeneral (retired) USMC, and now VP at the Potomac Institute for Policy 
Studies. 

 

Science tells us that when a vacuum exists, something will naturally attempt to fill that 
space.  When there is an absence of leadership, something will fill that void also.   

 

Unfortunately, when a positive guiding force is absent, the wrong elements gravitate 
immediately to the surface.  The Edmund Burke quote ά¢ƘŜ ƻƴƭȅ ǘƘƛƴƎ ƴŜŎŜǎǎŀǊȅ ŦƻǊ ǘƘŜ ǘǊƛǳƳǇƘ 
ƻŦ ŜǾƛƭ ƛǎ ŦƻǊ ƎƻƻŘ ƳŜƴ ǘƻ Řƻ ƴƻǘƘƛƴƎέ comes to mind.   

 

Is there a leadership vacuum in your organization?  If so, who, or what, is filling it? 

 

And, what are you doing about it?  Hopefully not nothing. 
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Lessons Learned and Lessons Observed 

Written by Lt. General Dennis McCarthy, USMC (retired), former Assistant Secretary of Defense 
for Reserve Affairs, and a Founder of our Ross Leadership Institute.  

I Co 

There is a difference between “lessons learned” and lessons that are merely “observed.”   

Much has been written recently about the “lessons learned” after ten years of conflict in Iraq 
and elsewhere.  Even before 9/11, the military devoted significant effort to what it calls “after 
action reviews” that are designed to elicit guidance for future operations.   

Many businesses and institutions adopt similar models, and those truly striving for excellence 
make a considerable investment in learning the lessons of the past.  But caution and humility 
are required if such an effort is to pay real dividends. 

Even with rigorous self-evaluation, lessons are not “learned” immediately after an event – they 
are only “observed” (and hopefully recorded for future reference.)   

If a leader wants to evaluate whether his or her organization has truly “learned” the lessons of 
the past, the review and evaluation of performance must be forward-looking, rigorous and 
continuous.   

Lessons “observed” in the rear-view mirror are necessary, but are only the first step toward 
improved performance.  Changed execution that reflects those observations is the only valid 
test of whether a lesson has been truly learned.  
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ά[ŜŀŘŜǊǎƘƛǇ ƛǎ !ŎǘƛƻƴΣ bƻǘ tƻǎƛǘƛƻƴέ 

 

That’s today’s leadership lesson.  Little else needs to be said other that to tell you the source of 
the quote is Donald H. McGannon (former Chairman of Westinghouse Broadcasting Company). 
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From the Top ς Legacy Leadership 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ   

  

Pericles was the leader of Athens and was responsible for rebuilding it following the Persian 
Wars.  Soon after the Peloponnesian War began Pericles delivered his famous speech to the 
families of the troops who had already fallen in battle.  

 

In part of his speech, Pericles says, “What you leave behind is not engraved in stone 
monuments, but what is woven into the lives of others” 

  

What are you weaving into the lives of those you lead?  
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Leaders Who Do Their Homework Are Respected 

 

You don’t have to look far to find leadership.  What follows is from a recent column by Aaron 
Portzline in the Columbus Dispatch.1 

 

When the Blue Jackets skate to a stop at center ice before practices, coach Todd Richards 
always has something prepared for them.  

 

ά! ƭot of coaches do this,έ ǿƛƴƎŜǊ ±ƛƴƴȅ tǊƻǎǇŀƭ ǎŀƛŘΣ άōǳǘ wƛŎƘƛŜ ƳŀȅōŜ Ǉǳǘǎ ƳƻǊŜ ŜŦŦƻǊǘ ƛƴǘƻ ƛǘ 
ǘƘŀƴ ǎƻƳŜ ƻŦ ǘƘŜ ƻǘƘŜǊǎΦ ¸ƻǳ Ŏŀƴ ǘŜƭƭ ƘŜΩǎ ŘƻƴŜ Ƙƛǎ ƘƻƳŜǿƻǊƪ ŜŀŎƘ ŘŀȅΦέ 

 

Richards, in his second NHL coaching job after two so-so years with the Minnesota Wild, has 
played a big role in steering this franchise through trying times. 

 

ά{ƻƳŜ Ǝǳȅǎ ŦŜŜƭ ƭƛƪŜ ǘƘŜȅ ƘŀǾŜ ǘƻ ǎŎǊŜŀƳ ŜǾŜǊȅ Řŀȅ ƻǊ ǘƘŜȅΩǊŜ ƴƻǘ ŘƻƛƴƎ ǘƘŜƛǊ ƧƻōΣέ defenseman 
James ²ƛǎƴƛŜǿǎƪƛ ǎŀƛŘΣ άhƴƭȅ ŀ ŎƻǳǇƭŜ ǘƛƳŜǎΣέ Ƙŀǎ wƛŎƘŀǊŘǎ άŀŎǘǳŀƭƭȅ ōƭƻǿƴ ŀ ƎŀǎƪŜǘΦ  
hǘƘŜǊǿƛǎŜΣ ƘŜΩǎ ǘƘŜ ƪƛƴŘ ƻŦ Ǝǳȅ ȅƻǳ ǊŜǎǇŜŎǘ ǎƻ ƳǳŎƘ ǘƘŀǘ ǿƘŜƴ ƘŜ ǎŀȅǎΣ ΨLΩƳ ŘƛǎŀǇǇƻƛƴǘŜŘ ƛƴ ȅƻǳ 
ƎǳȅǎΣΩ ƛǘΩǎ Ƨǳǎǘ ǎƻ ƳǳŎƘ ǿƻǊǎŜ ǘƘŀƴ ŀƴȅōƻŘȅ ȅŜƭƭƛƴƎΦ Dǳȅǎ Ƨǳǎǘ ŦŜŜƭ ŀǿŦǳƭ ǿƘŜƴ ƘŜ ǎŀȅǎ ǘƘŀǘΦέ 

 

άLǘΩǎ ƘŀǊŘ ŦƻǊ ƳŜ ǘƻ ǘŀƭƪ ŀōƻǳǘ ƳȅǎŜƭŦΣέ wƛŎƘŀǊŘǎ ǎŀƛŘΦ άL ǘƘƛƴƪ LΩǾŜ ŘƻƴŜ Ƴȅ ƧƻōΣ ōǳǘ LΩǾŜ had 
ƎǊŜŀǘ ǎǳǇǇƻǊǘ ōȅ ŀ ƭƻǘ ƻŦ ǇŜƻǇƭŜΦ LΩƳ Ƨǳǎǘ ŀ ǇƛŜŎŜ ƻŦ ǘƘŜ ǇǳȊȊƭŜ ƘŜǊŜΦέ 

 

άLŦ ƛǘΩǎ ƻƴŜ ǘƘƛƴƎ LΩǾŜ ƭŜŀǊƴŜŘ ŦǊƻƳ όaƛƴƴŜǎƻǘŀύ ƛǘΩǎ ƪŜŜǇƛƴƎ ƛƴ ƳƛƴŘ Ƙƻǿ ƛƳǇƻǊǘŀƴǘ ƳƻǊŀƭŜ ƛǎΣ 
ŀƴŘ Ƙƻǿ ƛƳǇƻǊǘŀƴǘ ƛǘ ƛǎ ǘƻ ƘŀǾŜ Ŧǳƴ ŀǘ ǘƘƛǎΦ LǘΩǎ ƘŀǊŘ ǿƻǊƪΣ ŀƴŘ ȅƻǳ ƘŀǾŜ ǘƻ Ǉǳǘ ǘƘe work in, but 
ƛǘ ǎƘƻǳƭŘ ŀƭǿŀȅǎ ōŜ ŀ Ŧǳƴ ǇƭŀŎŜ ǘƻ ŎƻƳŜΦ !ƴŘ ƛǘΩǎ ŀ ƭƻǘ ƻŦ Ŧǳƴ ǊƛƎƘǘ ƴƻǿΣ ƎƛǾŜƴ ǿƘŜǊŜ ǿŜΩǾŜ ŎƻƳŜ 
ŦǊƻƳΦέ 

 

.ƭǳŜ WŀŎƪŜǘǎ ǇƭŀȅŜǊǎ ƘŀǾŜ ƴƻ ǇǊƻōƭŜƳ ǘŀƭƪƛƴƎ ŀōƻǳǘ wƛŎƘŀǊŘǎΦ  άL ƘŀǾŜƴΩǘ ōŜŜƴ ŀǊƻǳƴŘ ǘƘŀǘ ƭƻƴƎΣ 
ōǳǘ ƘŜΩǎ ǘƘŜ ōŜǎǘ ŎƻŀŎƘ LΩǾŜ ƘŀŘ ƛƴ ǘƘŜ bI[Σέ ŘŜŦŜƴǎŜƳŀƴ WŀŎƪ WƻƘƴǎƻƴ ǎŀƛŘΦ άIŜΩǎ ŘŜƳŀƴŘƛƴƎΦ 
IŜ ǎŜǘǎ ǘƘŜ ōŀǊΣ ŀƴŘ ȅƻǳ ƘŀǾŜ ǘƻ ǊŜŀŎƘ ƛǘΣ ŜȄŎŜŜŘ ƛǘΦ  .ǳǘ ǘƘŜǊŜΩǎ ŀ ƭƻǘ ƻŦ ǿƘŀǘ ƘŜ ŘƻŜǎ ǘƘŀǘ ƳŀƪŜǎ 
ƛǘ ŦŜŜƭ ƭƛƪŜ ŀ ŦŀƳƛƭȅ ƛƴ ƘŜǊŜΣ ƭƛƪŜ ǿŜΩǊŜ ŀƭƭ ƛƴ ǘƘƛǎ ǘƻƎŜǘƘŜǊΦ !ƴŘ ǘƘŀǘ ŎŀǊǊƛŜǎ ƻǳǘ ƻƴǘƻ ǘƘŜ ƛŎŜΦέ 

 

Have you been doing your homework?   
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1  Columbus Dispatch, Richards steady at the helm for Blue Jackets, by Aaron Portzline, April 24, 
2013. 
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A Contagious Vision 

 

Written by Major Brad Flurry, USMC, Marine Officer Instructor, OSU NROTC 

 

ά¢ƘŜ ƻƴƭȅ ǘƘƛƴƎ ǿƻǊǎŜ ǘƘŀƴ ōŜƛƴƎ ōƭƛƴŘ ƛǎ ƘŀǾƛƴƎ ǎƛƎƘǘ ōǳǘ ƴƻ ǾƛǎƛƻƴΦέ  - Helen Keller 

 

People not only follow a person….but a vision as well.  The importance of having a vision is even 
noted as far back as 1000 BC by King Solomon in his book of Proverbs, “Where there is no vision, 
the people perish.”  (Proverbs 29:18). 

 

Undoubtedly we have all witnessed a leader present a magical power point presentation, or 
company memo, detailing his or her new vision for the organization only to see it slowly fade 
away.  So why does the leader’s vision fail?   

 

What makes one leader’s vision powerful and another’s so weak.  One word – contagious.  In 
order for one’s vision to be powerful it must be contagious!   

  

How do you make your vision contagious?  By ensuring your vision is challenging, attainable, 
and relevant.  It must be lived out be all those in leadership positions.  You must foster an 
environment where your vision can spread and infect others.   

 

For an example, the Commandant of the Marine Corps recently spoke with different groups of 
Marines about the future of the Marine Corps and the complex battles ahead.  He provided a 
fascinating vision of what the future holds for our nation and the Marine Corps while 
continually relating his vision back to the core competencies (relevancy) that have made this 
service successful for over two centuries.  The result….a contagious vision. 

   

Is your vision contagious?  More importantly, do you even have a vision?   

 

As Theodore Hesburgh, President Emeritus of the University of Notre Dame stated, ά¢ƘŜ ǾŜǊȅ 
ŜǎǎŜƴŎŜ ƻŦ ƭŜŀŘŜǊǎƘƛǇ ƛǎ ǘƘŀǘ ȅƻǳ ƘŀǾŜ ǘƻ ƘŀǾŜ ŀ ǾƛǎƛƻƴΦέ   
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! YŜȅ ǘƻ .ǳŦŦŜǘǘΩǎ {ǳŎŎŜǎǎ 

 

Warren Buffett, considered by many to be the most successful investor of the 20th century, has 
a lesson worth sharing.  It isn’t just about investing, but applies to leadership as well.   

 

What’s his lesson?  According to a Wall Street Journal article,1 it’s “the most important thing 
you can do when everything seems to be going right (in your portfolio) is to listen to someone 
who insists you are wrong.” 

 

Further, the WSJ states “A deliberate, lifelong effort to find people to tell him why he might be 
wrong is one of the keys to Buffett’s success.”   

 

What about you?  Are you spending a lifetime finding people who will tell you are wrong?  

 

What about today?  Will you seek out someone who insists you are wrong?  It might make you 
a better leader. 

 

 
1  Wall Street Journal, on-line edition, May 6, 2013 
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Giving Credit 

 

Most, if not all, of us have heard the statement – You can get a lot accomplished if you dƻƴΩǘ 
care who gets the credit. 

A corollary might be – LǘΩs better to give than get the credit. 

We couldn’t help but notice the sign on the Worthington Industries building – Our People are 
Great!  It was referring to Worthington’s (once again) being named one of the Top Places To 
Work.   

It’s nice they got the credit.  It’s nicer that they gave the credit to their people.  Maybe that’s 
one of the reasons they were named one of the Top Places To Work.   

Today, give your people credit for being great.  It will make it a better place to work. 

 

  



 

2013 Minutes Archive 

Stairway Welcome 

 

During a recent meeting at Donatos, we were interrupted and told it was time for the stairway 
welcome.  What’s that you might ask? 

 

Here’s the answer – it’s when everyone comes out of their offices and stands at the stairway to 
welcome a new employee.  It happens on every employee’s first day.  It’s a way to show the 
new person how important they are to the organization. 

 

As the person comes into the building they are (to their surprise) met by their leader who 
welcomes them to the “Donatos’ family.”  The CEO is also there to add his welcome while 
everyone else applauds. 

 

The newest member of the family is then asked to introduce themselves to the crowd.  At the 
welcome we attended the person talked about her experiences and how excited she was to be 
at Donatos and how she was looking forward to learning the “pizza business.”   

 

She also told her new family members about her personal family.  Looking around those 
assembled on the stairway it was easy to see people connecting with her experiences and her 
family. 

 

What about your organization?  How do you welcome new employees (members of your 
“family”)?   
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I Have 

 

The following is one of the responses we received to our recent Leadership Minute Have You 
Suffered?  It is consistent with what we heard from others, but provides additional insights into 
performance management systems.  It came from David Crone, an IT leader at Ohio Health.  We 
know David from his other role (discussed below). 

 

I have certainly suffered from poor leadership. I'd be surprised to hear of anyone who has not at 
some point in his, or her, career. 

 

As for an ineffective performance management system, I would not classify that as suffering. 
But, rather, not receiving the benefits of what a more effective system would provide.  

 

Also, while the system is often blamed for ineffective performance management, it is really just 
the tool to accomplish the objective. My experience suggests that organizations that truly value 
performance management do not allow a system (the tool) to get in the way of conducting 
effective performance management as a process.   

 

Perhaps what you are really asking is about the process, not the system. To me, the process is 
the philosophy and steps while the system is just the tool and mechanism to implement that 
process. 

 

We also know David as the comedy ventriloquist from LΩƳ bƻ 5ǳƳƳȅ tǊƻŘǳŎǘƛƻƴǎΦ 
(www.ImNoDummy.com).  David, or more precisely, Wilmer (the dummy) will be sharing his 
leadership philosophy with participants at one of our upcoming Leadership Institutes.  We will 
share his philosophy with you in a future Leadership Minute. 

  

http://www.imnodummy.com/
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No Margin, No Mission 

Sister Irene Krause, former chairman of Baptist/St. Vincent's Health System in Jacksonville, 
Florida and one-time head of one of the nation's largest Catholic health systems is credited1 
with first bringing the mantra, no margin, no mission to health care years ago. 

Personally, we have heard it attributed to Margie Pizzuti, President & CEO of Goodwill 
Columbus. 

We think it applies not only to health care and community organization, but is a good edict to 
be remembered by all leaders.  We all have (or should have a mission), but without margin 
(resulting from a good business model) it can’t be sustained. 

What’s your mission?  What’s your margin? 

 

1  http://www.eagleswingsconsulting.com/TheBulletinNoMarginNoMission.pdf 
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Strategic Adaptions 
 

We have all heard various definitions of strategy and strategic thinking.   Here’s two we think 
you might find interesting: 

 

Strategy – a process where purpose is turned into actions. 

 

Strategic adaptions – is seizing opportunities, linking them to desired outcomes. 

 

Both were adapted from: Masters of War: History’s greatest strategic thinkers, by Andrew 
Wilson, U.S. Naval War College 

 

Leaders think strategically and seize opportunities to adapt to desired outcomes. 

 

Are you looking for today’s opportunities? 
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Keep Your Nose Down 

 

We can’t help but notice when the desire is to portray someone as aloof and arrogant, the 
picture used is one where the person’s nose is pointing upward, portraying someone who is 
looking down at people.   

 

Does it result from posture, or is it a reflection of an attitude?  That’s what makes it a 
leadership lesson.   

 

If it’s an attitude, it’s hard to imagine people willing to follow someone who looks down at 
them.  But if it’s a question of posture, a leader should be aware of the image they portray.  As 
we are often told, when non-verbal messages contradict what is being said, people most often 
believe the non-verbal. 

 

Look around today.  Do you see anyone in your organization that is looking down at people?  Is 
it posture, or an attitude?   

 

What about you?  What messages do your nonverbal send? 

 

Keep your nose down. 
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Ability, Motivation, Attitude 

 

ά!ōƛƭƛǘȅ ƛǎ ǿƘŀǘ ȅƻǳΩǊŜ ŎŀǇŀōƭŜ ƻŦ ŘƻƛƴƎΦ  

Motivation determines what you do.  

!ǘǘƛǘǳŘŜ ŘŜǘŜǊƳƛƴŜǎ Ƙƻǿ ǿŜƭƭ ȅƻǳ Řƻ ƛǘΦέ 

 - Lou Holtz 

 

To which we would add –  

 

Practice determines how well you will keep doing it.  

 

Keep practicing your leadership. 
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From the Top - Seek to Listen 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
referred to aǎ ά¢ƻǇέύΦ   

  

One of the things that I miss most about being a military leader is blocking off that period of 
time each day, grabbing my head gear and going to where the soldiers were working. Sure it 
used to shake the privates up when the First Sergeant “just shows up” in work areas but that 
soon gives way to dialog when you ask them what they are doing, why they are doing it, and 
where their Sergeants were.  

 

There have been times where this First Sergeant would go on missions, visit guard duty sites at 
2 AM, change trailer tires in extreme desert heat and walk through the barracks at 9 PM on 
Friday nights. Why? Was it to catch soldiers misbehaving?  Nope, when you do what they do, 
trust is formed. 

  

Leadership does not recognize a time clock. Leadership requires effort and passion to make a 
point to go where the activity is and not wait for it to come to you.  Do you take time to walk 
around and talk to your people? Do you do it in foul and in fair weather? Do you lead a team or 
are you part of a team? Do you know the difference? 

  

Listen to what your “troops” have to say- they’ll tell you everything if you listen openly. Criticize 
and they’ll clam up. Ask what isn’t working about programs especially if statistics indicate that 
they are running well. Associate’s comments often provide insight into ways to operationally 
improve and make your organization more effective. 

 

¸ƻǳ ŘƻƴΩǘ ƘŀǾŜ ǘƻ ōŜ ά¢ƻǇέ ǘƻ ǿŀƭƪ ŀǊƻǳƴŘ and listen to people.  Make a point to go where the 
activity is today. 
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One Little Spark  

 

One Little Spark is the theme song at the Journey Into Imagination attraction at Disneyworld’s 
Epcot.  In case you haven’t been there, or have forgotten, here’s a sampling of the lyrics and 
today’s leadership lesson. 

 

One little spark, of inspiration. 

Is at the heart, of all creation. 

We all have sparks, imaginations. 

That's how our minds, create creations. 

For they can make, our wildest dreams come true. 

Those magic sparks, in me and you. 

A dream, can be a dream come true. 

With just that spark, in me and you. 

 

Create a spark today. 
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Neuroscience 

 

άThe brain is a wonderful organ. It starts working the moment you get up in the morning and 
does not stop until you get into the office.έ  Robert Frost, Poet 

 

With the recent emphasis on the brain and neuroscience we will learn more about the brain in 
the next 5 to 10 years than we know up to this point.  But what we already know is what turns 
the brain off.   

 

Too many of us stop thinking when we get into the office.  Why?  We don’t need a 
neuroscientist to tell us - it is unrewarding work and poor leaders. 

 

Today, don’t stop your brain from working when you get to work (or if you’re already there, 
turn it back on).  And as a leader, keep the brains of those around you fully engaged. 

 

You might even surprise the neuroscientist with all you can accomplish. 
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Tone at the Top 

 

As leaders we have all heard the importance of the “tone at the top.”  If we want to improve 
the culture of an organization, increase engagement levels, or make any improvement, we are 
told it begins with the tone at the top.   

 

Some would say, positive change simply will not happen if there isn’t the right tone at the top.  
We would agree. 

 

So we have to ask, what happens if a leader sets the wrong tone at the top?  Some would say 
negative things can happen.  We would agree. 

 

What tone are you setting?  Will it lead to positive change, or negative results? 

 

Either way as the leader you are responsible. 
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п {Ωǎ ƻŦ [ŜŀŘŜǊǎƘƛǇ 

 

Recently we received an email from Michelle Upshaw, Training Officer, at Ohio BWC who 
developed her leadership philosophy as part of our Leadership Institutes.  

 

 Here’s what she said, άI now share my philosophy with others. Many have expressed their 
appreciation, so I wanted to share it with you.  I believe it would encourage, and inspire any 
leader to reach higher.”  We do too.  Here’s a summary of her philosophy:  

  

I see leadership like building a house. You must lay a firm foundation before you can build upon 
it. My first S is self-awareness. I believe it is at the core of leadership.  

 

In order to begin leading others you must be aware of how you are coming across. Remove any 
barriers such as prejudices, stereotypes, assumptions, and a mind set about others, anything 
that would prevent you from being an effective leader.   

 

Just as an incorrect foundation can affect your house, not having self-awareness can negatively 
impact your leadership.  In our sessions, I learned to be aware of how I am coming across, to 
think about what kind of “scent” I leave in the room. I will never forget those words.  

 

After the foundation you must begin to build the walls of your house. Those S's are Servant and 
Stewardship.   As leaders we must put others needs before our own.  

 

As leaders we want them to achieve their best, so there will be times when we must help them.  
We can do this by investing in them. We must ensure that they have the knowledge and 
resources they need to do their best work.   

 

Stewardship goes hand in hand with Servant. You are there to keep watch over them. It's 
important to use your active listening skills.  And you must give close attention to body 
language, as well as spoken words.  

 

These S's will maintain the walls of the house. Making sure your house is maintained will keep 
your house sustained. 
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The last S is the roof of the house and represents Strategy. How can you expect others to follow 
you if you don't know where you are going?   If you are unsure, it’s unlikely others will follow 
you, or trust your ability to lead them.  

 

A strategy is a carefully devised plan of action to achieve a goal.  When it comes to leadership 
we need to have Self-awareness, Servant, Stewardship, and Strategy. 

 

Let us know (debbie@rossleadership.com) if you are interested in developing your own 
leadership philosophy. 

  

mailto:debbie@rossleadership.com
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The Post Hoc, Ergo Propter Hoc Fallacy 

 

Logicians (those who study logic) tell us about the post hoc, ergo propter hoc fallacy. Translated 
it means after this, therefore because of this.   We think it’s a common fallacy. 

 

As leaders, we must be careful not to draw post hoc, ergo propter hoc conclusions, or to let 
others believe in them.  Consider the person who says, άL ŘƛŘ this, I said that, I am this, and then 
ǘƘƛǎ ƻŎŎǳǊǊŜŘ όƻǊ ŘƛŘƴΩǘ ƻŎŎǳǊύΣ ǘƘŜǊŜŦƻǊŜ ƛǘΩǎ ōŜŎŀǳǎŜ ƻŦ ǘƘƛǎΦ 

 

Here’s just one example.  L ŘƛŘ ǘƘƛǎΣ L ǿŀǎƴΩǘ ǇǊƻƳƻǘŜŘ ǘƘŜǊŜŦƻǊŜ ƛǘΩǎ ōŜŎŀǳǎŜ ƻŦ ǿƘŀǘ L ŘƛŘΦ  Of 
course, it may also be (and often is) because of something completely different.  Continuing to 
believe a fallacy can negatively impact a person’s future. 

 

As leaders, when we see such a fallacy, we owe it to the person, and the organization, to have a 
crucial conversation.  Anything less, perpetuates the fallacy and could derail a person’s career. 
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Are Leaders Subjective? 

 

Objective is defined as expressing or dealing with facts or conditions, without distortion by 
personal feelings, or interpretations.1 

 

Subjective is defined as peculiar to a particular individual: modified or affected by personal 
views, experience, or background.1 

 

So despite how others may want us to behave (especially HR people during the hiring and 
performance management processes), leaders are subjective.  Their experiences, values, and 
beliefs impact their decisions (just like other people). 

 

So the goal shouldn’t be to make leaders objective, but to assure their beliefs are aligned with 
the organization’s (as well as their followers’) values. 

 

What about you?  Are you subjective?  Are your values aligned?  

 

 

1 http://www.mer riam-webster.com/dictionary 

  

http://www.merriam-webster.com/dictionary/peculiar%5B1%5D
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άLǘΩǎ aƛƴŜ !ƭƻƴŜέ - Revisited 

This was originally posted as a Leadership Practice on June 6th, 2011.  We thought the message 
was worth repeating. 

One of the most significant decisions of the 20th century was General Dwight D. Eisenhower’s 
decision to land Allied Forces on the beaches of Normandy on June 6, 1944 (D-Day).   As Allied 
Supreme Commander, Eisenhower must have been under tremendous pressure the final days 
leading up to the invasion. 

He wrote the following draft on June 5.  In hindsight, we know it was never used, but it surely 
reflects the character of this great soldier and leader: 

άhǳǊ ƭŀƴŘƛƴƎǎ ƛƴ ǘƘŜ /ƘŜǊōƻǳǊƎ-Havre area have failed to gain a satisfactory foothold and I have 
withdrawn the troops. My decision to attack at this time and place was based on the best 
information available. The troops, the air and the Navy did all that bravery and devotion to duty 
ŎƻǳƭŘ ŘƻΦ LŦ ŀƴȅ ōƭŀƳŜ ƻǊ Ŧŀǳƭǘ ŀǘǘŀŎƘŜǎ ǘƻ ǘƘŜ ŀǘǘŜƳǇǘΣ ƛǘ ƛǎ ƳƛƴŜ ŀƭƻƴŜΦέ 

We are told he wrote similar drafts before other major battles – taking sole responsibility for 
the decision before the final results were known.  

It is hard not to compare his actions with the denials of responsibility by others in leadership 
positions (we wrote this in 2011 and it seems as relevant today, as it was then). 

 

LŦ ȅƻǳ ǿƻǳƭŘ ƭƛƪŜ ǘƻ ǎŜŜ ŀ ǇƘƻǘƻŎƻǇȅ ƻŦ 9ƛǎŜƴƘƻǿŜǊΩǎ ŀŎǘǳŀƭ ŘǊŀŦǘΣ ƛǘ Ŏŀƴ ōŜ ŦƻǳƴŘ ŀǘ 
http://www.archives.gov/education/lessons/d-day-message/images/failure-message.gif  
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Generational Differences 

 

We have all probably heard about generational differences in the workplace.  It is a frequent 
question in our Leadership Institutes.  But are they real? 

 

Surely there are differences in the use of technology and speed (in today’s world everything 
moves faster), but some of the findings are interesting.  Here’s a few. 

 

“Millennials prefer frequent and exhaustive feedback on their performance, as well as lots of 
coaching, guidance and mentorship ς more than their managers ever received 1   

 

We have to ask – would their managers themselves have preferred more feedback, coaching, 
and guidance than they received?  Older workers may want the same things as younger ones, 
but after years of poor leadership have they given up responding positively when asked?   

 

Here’s another finding on “Attitudes about loyalty to their employers – 70% of traditionalists 
would like to stay with their organizations for the rest of their lives; 65% of baby boomers, 40% 
of Generation X, and only 20% of Generation Y.”2   

 

Think about it, the younger you are, the more years you have to work.   Are the differences 
reported a result of different values, or different ages (and points in their careers)? 

 

But when it comes to factors such as: concerns related to change, reasons for staying in an 
organization, attitudes toward team work, attitudes regarding flexibility, most important aspect 
of workplace culture, and communication tools used for work, it might surprise you, but we 
found mostly similar results across all age groups.2 

 

And when it comes to values, family was the top value for all groups and the top reason for 
happiness in the workplace was feeling valued (above 80%= for all groups), followed by 
recognition and appreciation, supportive environment, and leadership I can relate to.2   

 

So even though some things are changing (and faster), what people value and how they want to 
be treated by their leaders hasn’t. 
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1  New Study Finds Independent Agency Generation Gap is a Chasm, Property Casualty 360, May 
2013  

 

2  Generational differences in the workplace, University of Minnesota, 
http://rtc.umn.edu/docs/2_18_Gen_diff_workplace.pdf 
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Embrace the Shake 

 

We believe the most effective leaders not only practice their leadership, they also think 
differently.  In our Leadership Institutes we focus on developing both possibility and conceptual 
thinking. 

 

Many have been told to “think outside of the box” as a way to expand their possibility thinking.  
We suggest “expanding the box.”  

 

Now in a recent TED video, artist Phil Hansen suggests expanding your creativity by “thinking 
inside the box.”  As an artist, Hansen loved creating pointillist drawings and was devastated 
when he developed an unruly tremor in his hand.   

 

He was “floating without a sense of purpose” until a neurologist suggested he “embrace his 
limitation.”  Hansen did and the art he has created is amazing.  

 

Today while you are practice your leadership, practice your possibility thinking by embracing 
your limitation and thinking inside the box. 

 

Watching Hansen’s video1 might help you.  (It’s 10 minutes long - longer than our daily one-
minute reads - but we believe well worth the additional time). 

  
1http://www.ted.com/talks/phil_hansen_embrace_the_shake.html?utm_source=newsletter_d
aily&utm_campaign=daily&utm_medium=email&utm_content=button__2013-05-21 

  



 

2013 Minutes Archive 

11 Ideas for Your Consideration 

 

We asked Dwight Smith, Founder of SSI and a Ross Leadership Institute Founder to share his 
views on leadership at one of our Leadership Institutes.  Those who know Dwight, won’t be 
surprised by his title - 11 Ideas for Your Consideration: 

 

If he could use only one word to describe leadership – Dwight’s word is servant. 

 

His definition of leadership – by serving others, leaders demonstrate that they genuinely care 
and are truly and deeply interested in each person achieving their goals in life, one of which 
generally involves making a positive contribution to the team. 

 

Consider his ideas: 

 

1. Leaders collaborate in an unselfish manner and are committed to achieving a common 
goal. 

 

2. Leaders are not concerned with who gets the credit, however they do emphasize the 
importance of personal (self-imposed) accountability. 

 

3. Leaders are always looking for opportunities to learn, grow and develop (themselves 
and others). 

 

4. Leaders lead, but they also follow. 

 

5. Leaders listen and consider the views and opinions of others. 

 

6. Leaders inspire and empower versus (only rarely) direct. 

 

7. Leaders are not always right and learn from their errors. 

 

8. Leaders look forward, not backward (but if overly focused on the future they can 
become a dreamer). 



 

2013 Minutes Archive 

 

9. Leaders place tremendous importance on values. 

 

10.  Leaders help ensure that others feel connected to the mission and vision of the 
organization and instill a sense of ownership. 

 

11.  Leaders strive to be engaged in both the good times and the rough times. 

 

 

We think his ideas are well worth considering.  What do you think? 
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A Statement of Need 

 

At a Nonprofit Forum hosted by The Columbus Foundation on Leadership, seven of our Ross 
Leadership Institute Founders facilitated discussions with over 50 nonprofit community leaders 
all focused on what can we learn from each other.   

 

And we learned a lot.  Here’s just one example: 

 

Jeanne Grothaus, Executive Director of the Central Ohio Diabetes Association, creates an 
annual Statement of Need for her Board.  It begins with their mission statement, followed by 
the role, function, and expectations of board members, along with their needs for the current 
year. 

 

We think all boards, community, nonprofit, government, education, and for profit could benefit 
from creating an annual Statement of Need. 

 

And we think every leader, in every sector, can benefit from creating an annual statement of 
your (organization’s, department’s, or individual) needs, beginning with your mission, roles, 
functions, and expectations.  It can help focus your efforts (and resources). 

 

We might even say – you need an annual statement of needs. 
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²ƛƭƳŜǊΩǎ [ŜŀŘŜǊǎƘƛǇ tƘƛƭƻǎƻǇƘȅ 

 

You might remember from a previous Leadership Minute we promised you a summary of 
Wilmer’s Leadership Philosophy. 

 

To help in remembering Wilmer created a seven-letter acronym – LEADERS.  He started his 
presentation with S, because leaders begin with the end in mind. 

 

 S is for Servant.  The leaderΩǎ ǊƻƭŜ ƛǎ ǘƻ ƳŀƪŜ ǘƘŜ ǘŜŀƳ better. 

 

R is for Respect.  Respect the leader shows to followers. 

 

E is for Expect Excellence.   Leaders raise the bar. 

 

D is for Dream.  aŀƪŜ ƛǘ ǘƘŜ ǘŜŀƳΩǎ ŘǊŜŀƳ ŀƴŘ ǿǊƛǘŜ ƛǘ ŘƻǿƴΦ 

 

A is for Action.  Leaders act. 

 

E is for Enthusiasm.  Leaders must show it for others to follow. 

 

L is for Laughter.  The team bonds through laughter.  You have to be able to laugh at 
yourself before you can laugh at anyone else.  

 

Wilmer also said, ƳŀƪƛƴƎ ƳƛǎǘŀƪŜǎ ƛǎ ƴƻǘ ǘƘŜ ǇǊƻōƭŜƳΣ ǊŜǇŜŀǘƛƴƎ ŀ ƳƛǎǘŀƪŜ όōŜŎŀǳǎŜ ȅƻǳ ŘƛŘƴΩǘ 
learn from it) is the problem.  Mentors let people learn (and make mistakes).   

 

Wilmer is David Crone’s mentor and, in case you didn’t remember, David is a ventriloquist from 
LΩƳ bƻ 5ǳƳƳȅ tǊƻŘǳŎǘƛƻƴǎΦ   Some might say Wilmer is a dummy, but those who have seen, 
heard, and read his leadership philosophy may not agree. 

 

You can see Wilmer’s presentation at one of our Leadership Institutes at 
www.ImNoDummy.com. 
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Thanks Wilmer (and David) for your leadership wisdom and for making us laugh. 
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Budget for New Ideas 

 

How often have you heard – ƛǘΩǎ ŀ ƎƻƻŘ ƛŘŜŀΣ ōǳǘ ǘƘŜǊŜ ƛǎƴΩǘ ŀny money in the budget for it?  
From what we have heard, it’s too often the excuse for not doing something. 

 

Moving beyond what may seem to be a wrong answer, especially if the idea has the potential to 
return far more money than is spent, we decided to follow the advice from Clint Eastwood, as 
Gunny Highway in the movie Heartbreak Ridge - Improvise, Adapt, and Overcome.  

 

Here’s our advice – Budget for new ideas (improvise and adapt).  Think about the size of your 
organization’s (or, even your own department’s) budget.  Couldn’t you budget at least 1% to 
support new ideas (overcome)?   

 

Then let everyone know there’s money for new ideas and see how many are generated.  You 
might be surprised.  There might be so many you will need to set some “rules” for the budget.  
We suggest two.   

 

First - the idea must be successful - pay for itself - after a certain period of time, or the funding 
stops.  Second - some ideas must be not successful, or you aren’t funding enough of them. 

 

From what we have seen, more organizations fail at the second rule (not funding enough) than 
the first (ideas not being successful). 

 

Most ideas, we have found, take much less money than budgeted, can be implemented quickly, 
and pay for themselves (often, not even requiring a budget).   

 

But the budget might still be needed to let people know you are seriously seeking new ideas. 

 

Then the next time you hear ƛǘΩǎ ŀ ƎƻƻŘ ƛŘŜŀ, you can say ǘƘŜǊŜΩǎ ƳƻƴŜȅ ƛƴ ǘƘŜ ōǳŘƎŜǘΦ 
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Leadership ς Engaging and Mobilizing 

 

Written by Debbie Johnson, Founding Director of our Ross Leadership Institute, a member of the 
Upper Arlington City Council, and Board President of WELD (Women for Economic and 
Leadership Development). 

 

Much has been written and said over the years about the lack of women in leadership 
positions.  The underlying assumption is that there is a bias against women.  (Let’s leave that 
discussion to another time) 

 

There’s another explanation, another way of looking at it - that leadership itself has a bias 
towards men, at least as leadership has been viewed in the past – as a command and control 
process. 

 

But leadership as we know it has been changing – with an emphasis on engaging people.  
Consider this: 

 

ά¢ƘŜ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ŀǇǇǊƻŀŎƘ ǘƻ ƭŜŀŘŜǊǎƘƛǇ Ƙŀǎ ƛǘǎ ƻǿƴ ōƛŀǎŜǎΦ   

 

One of these is the common view that the critical influences on the shaping of leaders lie 
almost wholly in their early years. 

 

The male bias is reflected in the false conception of leadership as mere command and 
control.  

 

 As leadership comes properly to be seen as a process of leaders engaging and mobilizing 
the human needs and aspirations of followers, women will be more readily recognized as 
ƭŜŀŘŜǊǎ ŀƴŘ ƳŜƴ ǿƛƭƭ ŎƘŀƴƎŜ ǘƘŜƛǊ ƭŜŀŘŜǊǎƘƛǇ ǎǘȅƭŜǎΦέ 

 

The above quote is from James MacGregor Burns, a teacher, writer, scholar, political scientist 
and historian.  It is from his book, Leadership, written in 1978.  A historian, but he may have 
been well ahead his time. 
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άbŜǿέ CƻǊƳǎ ƻŦ tƻǿŜǊ 

 

Power in leadership is the ability to influence the behavior of others.  It comes in a variety of 
forms, the ones most often discussed are: legitimate, coercive, reward, expert and referral. 

 

Here’s a “new” list worth considering.  The power of: 

 

Paying attention – gives one the advantage of being aware. 

 

Self-knowledge – it can change an individual’s definition of power. 

 

Flexibility – it changes the energy flow. 

 

Communication – comes from the rapid transmission of new ideas. 

 

Decentralization – the flow of new ideas (the centralization of power can be deadly). 

 

Uncertainty – makes it easier to innovate, experiment, and take risks. 

 

Alternatives – recognize you have more choices. 

 

The Whole – can be greater than the sum of the parts. 

 

Why is the list “new?”  - because the words and descriptors come from the Aquarian 
Conspiracy, Personal and Social Transformation in the 1980s, by Marilyn Ferguson. 

 

Do something “new” today: pay attention, acquire self-knowledge, be flexible, communicate 
new ideas, decentralize, thrive in uncertainty, recognize alternatives, as well as the power of 
the whole. 

 

You might generate “new” ways to influence the behavior of others.  
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A B in Leadership 

 

Some have used the acronyms LEADER, LEADERS, or LEADERSHIP to present and help others to 
remember their leadership philosophy.  We have done it ourselves. 

 

But there is one word that we have not remembered from any leadership presentation, 
whether based on an acronym, or any other title.  Let’s call it the forgotten word of leadership 
(that might help in remembering it). 

 

What the word?  Here’s a hint:  it begins with the letter B. 

 

B is for barriers.  And we believe barriers are a key indicator of leadership. 

 

The higher up one is in an organization, the more power and authority is granted to them.  
What do they do with it? 

 

If they use it to remove barriers (any barrier that impacts another’s success) it can be a good 
thing.  If they use it, or don’t use it, and the barriers increase, it can be a bad thing. 

 

Leaders use the power and authority they are granted to clear the path for others.  They 
remove the barriers that prevent others from achieving their goals.   

 

The barriers can be internal (self-imposed) or external.  You would think the easiest barriers to 
remove would be the internal ones, but that isn’t always the case. 

 

So here’s our leadership test for today.  Will you spend your day removing, or creating barriers? 

 

Are there more barriers in your organization today than there were a year ago?  Will there be 
more a year from now?   

 

Not if you remember the B in leadership.  Barriers. 
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Ratings Revisited 

 

Just when you think you have something figured out, something happens to challenge your 
conclusion.  Causing you to rethink your decision.  Here’s an example. 

 

It has taken years of seeing people struggle with evaluations for us to finally conclude that 
people have great difficulty rating others, but seem more comfortable with ranking them.  We 
have even created a ranking activity we use in our Leadership institutes. 

 

Then, I sit and watch as grandson Jack provides ratings for all of the players on his favorite 
team, the Columbus Blue jackets.  I marvel as he assigns percentages ranging from 90% to 7O%.   
Being a fan myself, I find his ratings to be amazingly accurate.  So much that I send them to a 
friend at the Jackets and he agrees. 

 

So I have to ask myself what happens?  Why can a ten year old rate his favorite team and yet, at 
work, people struggle?  Why are critical conversations so difficult for managers and even 
leaders? 

 

Some might say it’s easier in sports where thousands of fans are watching.  They know (or at 
least believe they do) who is performing and who isn’t.   

 

But we think because it’s a sports team isn’t the answer.  It’s only an example.  We suspect Jack 
and other ten year old might be able to rate others, maybe even have critical conversations.  

 

So what happens?  Have our work experiences diminished our abilities to perform one of our 
most critical leadership responsibilities – evaluating others, having critical conversations – so 
they can become better? 

Is our conclusion wrong?  Are people capable of rating others?  Or, if you agree and struggle 
yourself with evaluations, what happened? 

 

Please let us know as we are rethinking our conclusion. 
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Soccer is Not Easy 

 

Ross Leadership InǎǘƛǘǳǘŜ CƻǳƴŘŜǊ ŀƴŘ IŜŀŘ aŜƴΩǎ {occer Coach at Ohio Wesleyan University, 
Jay Martin, is preparing his players for their upcoming season.  We think his messages are also 
great leadership lessons (just substitute leadership for soccer).  

 

Soccer is a hard game.  It is hard to score goals. It is hard to connect passes.  It is hard to run for 
90 minutes.  It is hard to defend.  This game is hard… 

 

Have you ever thought about how many things must go right to score a goal?  Soccer is a tough 
game.  It is a negative game.  We have to work hard at reducing or eliminating the negative in 
the game.  That starts with YOU reducing or eliminating the negative in your head! 

 

To play this game well, you must prepare for failure!  Yes, failure.  And you have to accept the 
fact that you will fail at some things in each and every game. 

 

Let’s compare soccer to baseball so you understand the concept of failure.  The batter gets a 
minimum of three chances (strikes) to hit the ball. He can attempt to hit the ball in the strike 
zone and gets a pass when it is not in the strike zone (balls). 

 

Still hitting a baseball should be easy.  But it isn’t.  In baseball if you fail to hit safely 8 out of ten 
times you will not play in the major league.  But if you fail even a little less say 7 out of 10 times 
you will play in the majors and even be a star. 

 

Accept the fact that soccer is hard.  It is a choice – your choice.  If you “get down” on yourself 
for making a mistake you will not improve as a player.   

 

You will not be pulled out of a game for making a mistake.    After each mistake you must get 
excited to make the next chance a good one.  Make that your challenge! 

 

The harder the game gets, the more you should be excited for the opportunity.  The more 
excited you get the better you will play – but you will still make mistakes!   
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Forget mistakes.  Just promise your teammates that you will analyze the problem and ask 
yourself “What went wrong?” 

 

 

Did you get the leadership lesson?  If not, reread it after crossing out soccer and substituting 
leadership.  Or just remember ς Leadership is hard. It is a choice ς your choice.  You will make 
mistakes.  You must get excited. 
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A New Idea ς B is for Bureaucracy 

 

Want a new idea, read an old book.  - General Gray.  Always looking for new ideas for 
Leadership Minutes, we followed General Gray’s advice, but in our case we turned to old 
Leadership Practices. 

 

Leadership Practices were the genesis of our daily Leadership Minutes.  You can find previous 
Leadership Minutes on our rossleadership.com web site, but Leadership Practices are no longer 
directly available. 

 

Fortunately, we have a file of them and are reading them as a source of new ideas.  Here’s the 
first, with more to follow: 
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Be an A Player  

 

Al Lorenzo, the (now retired) President of Macomb Community College advice - “get to know 
the A players.”  He said that the A players can make things happen.  If A players give you their 
word to do something, you can count on it.   

 

B players, on the other hand, he warned, can’t make things happen, but can stop things from 
happening.  B players can hold ideas (and approvals) hostage.  As a result, you need to be 
aware of them, but not count on them.   C players can neither make things happen, nor stop 
things from happening. 

 

For leaders, Al’s advice might be better phrased in the affirmative - Be an A Player. 
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A New Idea ς 

 

We tend to think of bureaucracies as being large, old, slow moving, procedurally driven 
organizations where new ideas are killed.  While that can be true, we have come to realize 
(sadly) that a bureaucracy need not be large, or old. 

 

We believe a bureaucracy is any organization where the B (and C) players greatly outnumber 
the A players.  Sometimes there are no A players. 

 

B players kill ideas.  The more there are, the more bureaucratic the organization. 

 

Do the B players outnumber the A players in your organization?  If so, chances are you are in a 
bureaucracy.  What are you doing about it?  If nothing, chances are you are a C player? 
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Aspirational and Accountable 

 

People often say they want something.  They want a career over a job.  They want to be 
promoted, to reach a certain level (a position).  But a career isn’t defined by a position, nor is it 
achieved solely by wanting it. 

 

Aspirational is a good descriptor for a career.  It requires a strong desire, an ambition, to 
achieve something significant.  It implies that a career is earned, not given.  Aspirational 
equates to emotional.  It signals a passion, a sense of ownership.  And it requires an alignment 
of goals and values, your own with your organization. 

 

And with aspiration comes accountability.  A career is progressive.  It follows a path and 
requires commitment.  There are steps along the way that should be followed by critiques.  If 
accomplished – what were the results – why?  If not – why not – what was more important? 

 

People choose careers, while they are more likely to accept a job.  In choosing a career, people 
consider different factors than in a job.  In a job, one looks for pay, benefits, working 
conditions, flexibility, and convenience of hours and location. Not that these factors aren’t 
considered in making a career choice, but priority is given to opportunities to learn, grow, 
achieve, and advance (do more).  

 

It’s no wonder that people who feel they are in a career are more likely to be engaged that 
those in a job.  A career requires a commitment and commitment builds engagement.  A career 
is something you do for yourself and you are more willing to provide sustained discretionary 
effort. 

 

Who are you working for - yourself (your career), or someone else (a job)? 
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Transactional or Transforming 

 

You may have heard the terms transactional and transforming used to describe different 
approaches to leadership.  The concepts were first introduced in 1978.1

 

 

Transactional describes a process of exchanging gratifications.  The leader and the follower are 
bargain seekers, each seeking to maximize their profits.  There is no enduring purpose.  No 
bond.  There is only a mutual and continuing pursuit of new levels of exchange (gratifications – 
which may be superficial and trivial). 

 

Transforming recognizes the needs and desires of the follower.  It can change the expectations 
and aspirations of the followers, based on their values, perceptions, and through challenging 
goals.  And it’s all done for a greater, mutual purpose.  The result is a relationship that is 
mutually stimulating, one that transforms followers into leaders.  

 

If you think about it, the two terms could also be used to describe a job (transactional – a 
mutual exchange) and a career (transforming – a mutual purpose).  Knowing and understanding 
the differences can be critical. 

 

If you are pursuing a career, your opportunities will be greatly expanded in an organization 
whose culture supports and encourages transforming leaders.  A transactional leader would be 
harmful to those seeking a career, but a better fit for those wanting only a job.   

 

Are you in a mutual exchange, or a mutual purpose, relationship? 

 

1 James MacGregor Burns first used the terms in his 1978 book, Leadership.  Another writer 
Bernard Bass later (1985) used transformational leadership instead of transforming.  
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We Know It When We See It 

 

Written by Jim Kunk, Central Ohio President Huntington Bank and Ross Leadership Institute 
Founder (from a presentation at a recent Nonprofit Forum hosted by The Columbus Foundation 
on Leadership). 

 

Leadership . . . We know it when we see it, but it’s hard to define. 

 

Leaders lead people.  Managers manage process.  Leaders make or embrace change.  Managers 
like consistency and no change. 

 

Great leadership begins with the person not the position.  People follow the leader, then follow 
the vision.  The best leaders talk often about the future and how it will be better than the 
present. 

 

Leaders provide answers to:  Where are we now?  Where are we going?  How are we going to 
get there?  What do you want me to do?  Why? 

 

Leaders must be driven by a call to serve verses to be served.  They always run to the problem 
verses run from problems. 

 

Leaders always seek to have their level of influence exceed their level of authority. 

 

We don’t see leadership when there’s - turf protection, executive isolation, shading the truth, 
placing the blame, information hoarding, or decision hesitation. 

 

Effective leaders are able to consistently capture, hold and focus the attention of people on the 
mission and their individual part in achieving it. 
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The Complete Player 

 

Ross Leadership InǎǘƛǘǳǘŜ CƻǳƴŘŜǊ ŀƴŘ IŜŀŘ aŜƴΩǎ {occer Coach at Ohio Wesleyan University, 
Jay Martin, is preparing his players for their upcoming season.  We think his messages are also 
great leadership lessons.  

 

ΧȅƻǳǊ ǘŀƭŜƴǘ ŘŜǘŜǊƳƛƴŜǎ ǿƘŀǘ ȅƻǳ Ŏŀƴ ŘƻΤ 

your motivation determines how much you are willing to do; 

your attitude determines how well you do it!! 

 

 

Traditionally there have been 4 “Pillars of Soccer” that coaches used to describe the complete 
player: 

¶ Physical – to produce the required performance 

¶ Mental - a positive attitude of self –belief, motivation, and persistence 

¶ Technical - to produce on demand the skill level specific to the task 

¶ Tactical - to play within the team, follow a team plan, do an assigned task 

 

At Ohio Wesleyan University we have added two more “Pillars” to this list: 

o Emotional - showing both emotional control and emotional intelligence in meeting the 
task and when dealing with setbacks 

o Lifestyle - the sacrifice and discipline necessary to be an athlete and perform at a high 
level 

 

Performance Follows Attitude:  The power of attitude is an important concept.  Attitude along 
with emotional response and lifestyle make up the software of the brain and influence 
performance a great deal.   

 

Our attitude – how we think – affects our emotions – how we feel which in turn generates our 
energy level.  And, as Vicktor Frankl suggests – attitude is a choice!!! 
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So, if you are thinking negatively you will feel negative – anxious, depressed, passive ςand 
therefore will produce low energy levels that will undermine your performance.  A vicious 
circle! 

 

However, when you think positively the way you feel becomes positive – excited, enthusiastic, 
invigorated ς then your energy letters zoom making a great performance! 

 

Attitude is a choice! 

 

²ƘŀǘΩǎ ȅƻǳǊ ŀǘǘƛǘǳŘŜ ǘƻŘŀȅΚ  ²ƘŀǘΩǎ ȅƻǳǊ ŜƴŜǊƎȅ ƭŜǾŜƭΚ 
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UA Leaders 

 

General Reist’s Leadership Minute Upholding Standards generated more responses than 
normal.  In case you don’t remember it, he told a story about a coach who left an all-star player 
behind because he wasn’t dressed “appropriately.”  It can be found on our website 
(rossleadership.com) under Leadership Minutes (March 28, 2013).  

 

Most of the comments noted his story was from 1976 and doubted whether any coach would 
uphold similar standards today. 

 

So we asked Jay Martin, Men’s Soccer Coach at Ohio Wesleyan University and one of our Ross 
Leadership Institute Founders.  Here’s his response: 

 

I have done this MANY times and it still works today.  Certainly young people are changing and 
have changed.  The general communication style between the leader and the player has 
changed, BUT there is a part of me that thinks the kids today really want this kind of leadership 
behavior!!! 

 

We shared Jay’s response with General Reist.  His reply was:  

 

Totally agree with young people wanting leadership ς all do really.  Right now our country is 
desperately looking for leaders to step up and set the standards, but unfortunately too many 
are UA.  Good for Dr. Martin!!   

 

In case you don’t know UA stands for Unauthorized Absence (missing). 

 

As a follow-up, Jay Martin used General Reist’s Upholding Standards story as a class discussion 
tool.  Here’s what he found: 

 

One class were freshmen and sophomores.  They were in unanimous agreement that this tactic 
would work on their team and they look for the coach/leader to be direct.  Most were athletes ς 
a good cross section; football, basketball, track, baseball, soccer, etc. 

 

The second class was an upper level class for majors in physical education, coaching etc.  It was 
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a sports psych course.  All but one felt that they could live with this kind of rule and they want 
direction. 

 

Most thought that many coaches today would not do this type of thing.... 

 

Interesting?  Most doubt many coaches (leaders) would set similar standards today - BUT 
athletes (and followers) want it. 

 

What about you?  Are your leaders UA? 
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The Journey to WE 

 

We have mentioned before that we are writing a book – The Journey to WE.  It goes beyond 
engagement and empowerment to ownership.  You may have noticed these themes in previous 
Leadership Minutes. 

 

Our (5/7/13) Minute generated a large number of responses to the question – Have you 
suffered as a result of poor leadership, an ineffective performance management system, or 
both?   

 

We thanked (on 5/13) those who replied and noted our book will be dedicated to all who have 
suffered. 

 

As we continue on our journey, we will be sharing with you four new themes: 

1. Career/Job + Values/Skills – What if all promotions came from within? 

2. Investing in People – Ongoing onboarding 

3. Goal driven Leadership – Owned and aligned 

4. Recognizing and Rewarding Ownership – ! άCŀƳƛƭȅέ ōǳǎƛƴŜǎǎ 

 

We will be introducing many new concepts and ideas in the weeks and months ahead; career 
descriptions, benefit tags, EGA ceremonies, level of ownership, investment accounts, and paying 
dividends, are just a few examples.   

 

We will also be reintroducing ideas like:  clickers and green, yellow, and red in new and 
innovative ways. 

 

We invite you to join us on our journey and we will appreciate your reactions, suggestions, and 
advice. 

 

Our goal ς when the book is done, people will say – We did it! 
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A Career or a Job 

We are told from surveys1 people want a career over a job.  That seems to be a given (easily 
understood).  But what isn’t easily understood is how for one person what they do is a career 
and yet for another it’s a job. 

 

People seem to know there’s a difference, based on how they respond, but for many when 
asked it’s difficult to describe.  So when all else fails, we turn to the dictionary.  Here’s what we 
found. 

 

Recurring words in defining career are: progressive, achievement, chosen, pursuit, path, calling, 
and committed.  For job, the words are:  paid, obligated, position, duty, expected, and do for 
someone else. 

 

So here’s what we conclude.  A career is something you do for yourself, something you want to 
do.  You chose it and you are committed to it.  It requires making progress at it, achieving it.   

 

A job is more often something you have to do and you do it for the money you earn.  You do it 
for someone else, not for yourself   It’s an obligation, a duty.  

 

Even though a career might be difficult to describe, you know it when you feel it.  If you don’t 
feel it, chances are you are in a job. 

 

A career is a state of mind.  And as described by one career coach2 it’s “aspirational.έ 

So what about you?  Are you pursuing your career, or doing a job? 

 

We will keep pursuing the differences in future Leadership Minutes. 

1 Here’s one survey - ²Ƙŀǘ !ƳŜǊƛŎŀƴΩǎ wŜŀƭƭȅ ²ŀƴǘ Φ Φ Φ wŜŀƭƭȅΣ by Frank Luntz.  ά.ȅ ŀƴ 
ƻǾŜǊǿƘŜƭƳƛƴƎ ст ǇŜǊŎŜƴǘ ǘƻ нл ǇŜǊŎŜƴǘΣ !ƳŜǊƛŎŀƴǎ ǇǊŜŦŜǊ ŎŀǊŜŜǊ ƻǾŜǊ ŀ ƧƻōΦέ (p. 82) 

2  Tracy Austin, RCC (Registered Corporate Coach) and Director of Professional Development and 
Quality Coaching. 

  



 

2013 Minutes Archive 

Smile Today 

 

Written by Don DePerro, President and Publisher of Columbus Business First.  Don shared with 
us his six rules for success that he has learned in almost 30 years of watching and reporting on 
business. 

 

Number 6:  Have fun. Every day make sure you and your teammates smile at least once. 

 

Have you ever stopped and really thought about how much time you spend with your work 
associates? Well, it’s more time than you spend with your spouse and your children.  

 

So, if you’re going to practically “live” with your associates, why not have fun doing it?  

 

Enjoy yourself at work. Create reasons to celebrate – even when you haven’t had success in a 
while and even when there’s no reason to celebrate! 

 

Humor goes a long way toward making life enjoyable. Don’t forget to have fun.  

 

Thanks, Don, for sharing with us your six rules for success and having fun doing it. 

 

If you missed any previous Rules, you can find them on our web site rossleadership.com under 
Leadership Minutes 
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Honesty 

 

Job Interview: 

Personnel Manager:  “What is your greatest weakness?” 

Old Marine: “Honesty” 

Personnel Manager:  “I don’t think honesty is a weakness.” 

Old Marine:  “I don’t give a crap what you think.” 

 

It’s an old (and slightly edited) joke.  It’s also an introduction to a leadership message that isn’t 
funny. 

 

According to a USA Today article1 (based on a University of Massachusetts research study2): 

 

81% of job interview candidates lie.  On average, participants in the study told 2.19 lies in a 15-
minute interview.  

 

It’s another reason why we emphasize a career description and values over a job description 
and skills (critical in moving from they to we).    

 

We might laugh at the Old Marine in our joke, but he clearly isn’t lying about his values. 

 

 

 

1 http://www.usatoday.com/story/money/columnist/bruzzese/2013/06/16/on-the-job-
lying-liars/2422127/ 

2 http://onlinelibrary.wiley.com/doi/10.1111/j.0021-9029.2006.00055.x/abstract 

  

http://www.usatoday.com/story/money/columnist/bruzzese/2013/06/16/on-the-job-lying-liars/2422127/
http://www.usatoday.com/story/money/columnist/bruzzese/2013/06/16/on-the-job-lying-liars/2422127/
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Yesterday, or Tomorrow 

 

The Fourth of July, Independence Day, commemorates the signing of our Declaration of 
Independence.  While historians disagree whether it was actually signed on July 2nd (yesterday), 
July 4th (tomorrow), or even some other day, it is a great testimony to the leadership of our 
Founding Fathers and the leaders who have followed them. 

 

Here’s what one leader, John Adams, wrote to his wife Abigail: 

 

άI am apt to believe that it will be celebrated, by succeeding Generations, as the great 
anniversary Festival. It ought to be commemorated, as the Day of Deliverance by solemn Acts of 
Devotion to God Almighty. It ought to be solemnized with Pomp and Parade, with Shews, 
Games, Sports, Guns, Bells, Bonfires and Illuminations from one End of this Continent to the 
other from this Time forward forever more. 

 

You will think me transported with Enthusiasm but I am not. -- I am well aware of the Toil and 
Blood and Treasure, that it will cost Us to maintain this Declaration, and support and defend 
these States. -- Yet through all the Gloom I can see the Rays of ravishing Light and Glory. I can 
see that the End is more than worth all the Means. And that Posterity will tryumph in that Days 
Transaction, even altho We should rue it, which I trust in God We shall not.έ1 

 

As you are enjoying tomorrow’s festivities (including shews – an archaic spelling of shows) and 
celebrating our nation’s independence, take a moment to remember the toll, blood, and 
treasures of our great leaders. 

 

 

 

1  Letter from John Adams to Abigail Adams, 3 July 1776, "Had a Declaration..." [electronic 
edition]. Adams Family Papers: An Electronic Archive. Massachusetts Historical Society. 
http://www.masshist.org/digitaladams/ 
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Ratings Revisited 

 

Just when you think you have something figured out, something happens to challenge your 
conclusion and causes you to rethink your decision.  Here’s an example. 

 

It has taken years of seeing people struggle with evaluations for us to finally conclude that 
people have great difficulty rating others, but seem more comfortable with ranking them.  We 
have even created a ranking activity we use in our Leadership Institutes. 

 

Then, I sit and watch as grandson Jack provides ratings for all of the players on his favorite 
team, the Columbus Blue Jackets.  I marvel as he assigns percentages ranging from 96% to 72%.   
Being a fan myself, I find his ratings to be amazingly accurate.  So much that I send them to a 
friend at the Jackets and he agrees. 

 

So I have to ask myself - what happens?  Why can a ten year old rate his favorite team and yet, 
at work, people struggle?  Why are critical conversations so difficult for managers and even 
leaders? 

 

Some might say it’s easier in sports where thousands of fans are watching.  They know (or at 
least believe they do) who is performing and who isn’t.   

 

But we think because it’s a sports team isn’t the answer.  It’s only an example.  We suspect Jack 
and other ten year olds might be able to rate others, maybe even have critical conversations.  

 

So what happens?  Have our work experiences diminished our abilities to perform one of our 
most critical leadership responsibilities – evaluating others, having critical conversations – so 
they can become better? 

 

Is our conclusion wrong?  Are people capable of rating others?  Or, if you agree and struggle 
yourself with evaluations, what happened? 

Please let us know as we are rethinking our conclusion. 
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The Single Biggest Decision 

 

ά¢ƘŜ ǎƛƴƎƭŜ ōƛƎƎŜǎǘ ŘŜŎƛǎƛƻƴ ȅƻǳǊ ŎƻƳǇŀƴȅ ƳŀƪŜǎ ŜǾŜǊȅ Řŀȅ ƛǎ ǿƘƻ ȅƻǳ ƴŀƳŜ ƳŀƴŀƎŜǊΦέ  -  Jim 
Clifton, Chairman and CEO Gallup 

 

In the /ƘŀƛǊƳŀƴΩǎ .ƭƻƎ1, Clifton says άǘƘŜ ǇŜƻǇƭŜ ǇƛŎƪŜŘ ǘƻ ōŜ ƳŀƴŀƎŜǊǎ ŀŎŎƻǳƴǘ ŦƻǊ ǘƘŜ ƳŀƧƻǊƛǘȅ 
of variance in almost all performance-ǊŜƭŀǘŜŘ ƻǳǘŎƻƳŜǎΦέ   He adds άƭŜŀŘŜǊǎ ǎǇŜƴŘ ƘǳƴŘǊŜŘǎ ƻŦ 
billion dolƭŀǊǎ ŜǾŜǊȅ ȅŜŀǊ ƻƴ ŜǾŜǊȅǘƘƛƴƎ ōǳǘ ƘƛǊƛƴƎ ǘƘŜ ǊƛƎƘǘ ƳŀƴŀƎŜǊǎΦέ 

 

Gallup has been tracking engagement since 2000 and has found the number of full-time 
employees either disengaged, or actively disengaged has remained stagnant at 70%.    And it’s 
costing an estimated $450 billion to $550 billion per year. 

 

Clifton estimates one manager for every 10 employees and equates that to 10 million managers 
– 7 million of those άare not properly developing, or worse are outright depressing, 70 million 
U.S. employees.έ 

 

What about you?  Are you one of the 3 million managers (leaders) who are engaging your 
people, or one of the $7 million who are “depressing” 70 million people? 

 

How important is selecting the right manager (leader) in your company?  It is the single biggest 
decision. 

 

 

1 http://thechairmansblog.gallup.com/ 
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A Trusted Leader? 

Written by Marsha Ryan, former Administrator Ohio BWC and a Founder of our Ross Leadership 
Institute. 

A recent discussion about ethics and trust with noted Clevelander Bob Smith (owner of 
SperoSmith Financial Advisers),  brought a leadership message to mind. 

Is it enough to be a “trusted” leader?   We concluded that it is not.   Bernie Madoff, for 
example, was “trusted” by many people, whom he betrayed.     

What is important is that the leader be TRUSTWORTHY.    
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Bricoleur 

Written by Marsha Ryan, former Administrator Ohio BWC and a Founder of our Ross Leadership 
Institute. 

Recently I toured the marvelous Schnormeier gardens in Knox County.  This Ohio treasure is a 
privately owned 75 acre garden of international renown, opened by its owners, Ted and Ann 
Schnormeier,  just one week a year for the public to enjoy.    

The scope, plant diversity, and majesty of this Asian-inspired master garden are almost beyond 
description.  Mr. Schnormeier, a business owner for many years, has been described as a 
“bricoleur.”   

A bricoleur, it is said, brings whatever materials are at hand together, and them uses them to 
carry out a challenging task.   The bricoleur adjusts past solutions and reframes a problem or 
project to help redefine, and thus solve, whatever he or she is tackling.   

Anthropologists use the word bricoleur to describe a person who  “ paints with a broad palette”  
--- meaning he or she sees and uses unconventional tools from a wide variety of venues to solve 
problems or create outcomes. 

“Bricoleur”  --- perhaps another way to describe a leader? 

Do you agree with Marsha?  If not, reread the last two paragraphs and substitute leader for 
bricoleur.  Now do you agree?  
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A Good Person 

 

Would you not hire a good person, or ever let a good person go?  Yes, says Dr. Beth Loew, if you 
get a great person instead. 

 

She has built a great dental practice on great people.  Together they have created a special 
“family,” with mutual respect (for each other and their patients).  As a result, her patient 
retention levels are significantly above the average. 

 

Is it “fair” to let a good person go?  Let’s reverse the question.  Is it “fair” to have a good person 
on the team when everyone else is great?  Is it “fair” to your customers, who expect great and 
get only good?  When the bar is set high (at great) a good person just doesn’t fit in. 

 

But, what if the good person can become great?  Great question.  If someone will become great 
they will stop being good.  But don’t confuse “can” with “will.”   

 

If you truly can’t find great, then hire good, but only if you truly believe they will be great (and 
soon).  Keep good, but only if you know they will be great (and soon).   

 

To expect anything less than great lowers the bar.  And retention (of your people and your 
customers) will drop. 

 

Where have you set your bar?  Is it at great, good, or even lower at just OK? 
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Fear 

 

wƻǎǎ [ŜŀŘŜǊǎƘƛǇ LƴǎǘƛǘǳǘŜ CƻǳƴŘŜǊ ŀƴŘ IŜŀŘ aŜƴΩǎ {ƻŎŎŜǊ /ƻŀŎƘ ŀǘ hƘƛƻ ²ŜǎƭŜȅŀƴ ¦ƴƛǾŜǊǎƛǘȅΣ 
Jay Martin, is preparing his players for their upcoming season.  We think his messages are also 
great leadership lessons. 

 

The obstacles to your success are all in your mind!! 

 

I can’t do this all myself.  This was originally published in Men’s Health, July-August 2013.  It has 
been slightly edited by me!! 

 

Look across history and you will see that an important part of success is learning how to fail – 
and how to rise to the top in spite of it.  Yet the average guy still believes people who get to the 
top do so by way of a lucky break that he did not get.  Not true.   

 

With that said, failure is not a goal.  Just because you “need” failure doesn’t mean you’ve been 
granted a license to seek or welcome it.  All successful people hate to fail - they just don’t fear 
it.   

 

Fear is literally a physiological reaction that puts the brakes on any behavior that might be risky.  
It doesn’t matter if it is asking your boss for a raise, trying to start your own company, or taking 
a penalty kick – your brain’s reaction is the same. 

 

Even worse, fear is a learned behavior, which means that mild fear inducing situations – such as 
asking for a raise- can trigger memories of more intense moments of fear.   

 

It’s a survival instinct. You are instilling the mindset that you have something to lose by taking a 
chance.   If you fail, you assume the worst will happen.  Quit your job?  You’ll run out of money.  
The boss doesn’t like your proposal?  Then you won’t get promoted.  Miss this shot and your 
teammates won’t like you!! 

 

We allow fear to hold us back because the perception of the worst possible outcome is viewed 
as more “valuable” then the perception of any possible gain.  In other words, avoiding failure is 
weighed more heavily than tasting success. 
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The question you have to answer is whether you can live with yourself knowing that you failed.  
And if you feel you can’t, ask yourself this:  is it better to live with failure having at least tried to 
succeed, or to live without not trying at all and settling for less than you want!! 

 

So where to begin?  For every big chance you have/consider, tell yourself that the juice is worth 
the squeeze.  The pros of trying always outweigh the cons!!! 

 

Don’t let fear dictate your actions… 
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Never a Bad Day 

 

When asked, LtGeneral Ron Bailey, USMC, Deputy Commandant, Plans, Policies and Operations 
at Headquarters Marine U.S. Marine Corps, said the secret to his leadership is he άƘŀǎ ƴŜǾŜǊ 
had a bad day.  ¢ƘŜǊŜ ŀǊŜ ōŀŘ ƳƻƳŜƴǘǎ ƛƴ ǘƘŜ ŘŀȅΣέ he says, but he doesn’t let them spoil his 
total day. 

 

As a leader, he believes he needs to set the example.  If he is seen as having a bad day, it 
impacts his people. 

 

He also shares his “secret” with his people.  He says, άŜǾŜǊȅƻƴŜ ƪƴƻǿǎ ǘƘŜȅ ŀǊŜ ŀƭƭƻǿŜŘ мл 
ǎŜŎƻƴŘǎ ƻŦ ΨǇƛǎǎƛǘƛǾƛǘȅΩ ŀ ŘŀȅΦ  They can complain, or say anything they want, but they must then 
let it go and not spoil their (or his) day. 

 

Thanks General for the great leadership advice. 

 

What about you?  Don’t let a bad moment lead you to a bad day.  Don’t let people see you 
having a bad day.  You have 10 seconds, to talk about it, let it go, and move on.      
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Dilbert on Leadership 

In case you missed it, here is a great leadership lesson from a Scott Adam’s Dilbert cartoon1.  It 
starts with the Pointy Head Boss (PHB). 

 

PHB:  άL ŀƳ ǊŜŀŘƛƴƎ ŀ ƎǊŜŀǘ ƳŀƴŀƎŜƳŜƴǘ ōƻƻƪ ŀōƻǳǘ ǘƘŜ ǊǳƭŜǎ ƻŦ ƭŜŀŘŜǊǎƘƛǇΦέ 

 

Dilbert: ά!ƭƭƻǿ ƳŜ ǘƻ Ǉǳǘ ǘƘŀǘ ƛƴǘƻ ŎƻƴǘŜȄǘ Φ Φ Φ Φ  

 

There are probably 10,000 books about leadership.  And each one has a different 
approach . . .  

 

And there are millions of real leaders.  Of which no two are alike . . .   

 

Moreover every situation is unique and requires a different type of leader . . .   

 

And yet this one author has found a magical formula to transform you from a 
gullible baboon into a great leader . . .  

 

And that makes sense because all great leaders throughout history achieved 
ǎǳŎŎŜǎǎ ōȅ ǊŜŀŘƛƴƎ ŀ ǊŀƴŘƻƳ ōƻƻƪΦέ 

 

PHB:  άL ŘƻƴΩǘ ƭƛƪŜ ŎƻƴǘŜȄǘΦέ 

 

Dilbert: άLǘ ƛǎƴΩǘ ǇƻǇǳƭŀǊΦέ 

 

Thanks Dilbert (and Scott Adams).  We think both would agree – reading (and applying) our 
daily Leadership Minute is better than a random book. 

 

1published in the Columbus Dispatch, June 30, 2013 

  



 

2013 Minutes Archive 

Gremlins 

 

wƻǎǎ [ŜŀŘŜǊǎƘƛǇ LƴǎǘƛǘǳǘŜ CƻǳƴŘŜǊ ŀƴŘ IŜŀŘ aŜƴΩǎ {ƻŎŎŜǊ /ƻŀŎƘ ŀǘ hƘƛƻ ²ŜǎƭŜȅŀƴ ¦ƴƛǾŜǊǎƛǘȅΣ 
Jay Martin, is preparing his players for their upcoming season.  We have been sharing his 
messages.  We think they are also great leadership lessons. 

 

I have seen too many athletes over the years defeat themselves and sabotage their success.  It 
is real easy to do.  

 

A person’s self concept is vitally important.  If you don’t feel good about yourself you will not 
perform well.  Those who have a negative self- image tend to self-destruct.  In psychology there 
is something called The Self- Consistency Theory.  

 

We have talked about those self-defeating thoughts and behaviors – negative self talk.  Some 
psychologists call these thoughts gremlins.  These are the little invisible creatures that prevent 
people from performing at their best and affect their self-image – usually negatively!!  Here is 
my list of gremlins: 

 

¶ Fear: This is a psychological threat to your self- esteem or ego.  Are you afraid of 
playing this game because you may lose? 

¶ Anger:  Anger happens in every game.  Good athletes control their emotions. 

¶ Anxiety:  A little like nervousness, but it is negative because you sense something bad is 
about to happen!!  

¶ Self-consciousness:  Afraid of looking bad or embarrassing yourself? 

¶ Perfectionism:  If you expect perfection it will cause frustration and have a negative 
affect on your performance. 

¶ Stubbornness:   Are you unwilling to learn?  If so, you will never get better…  

¶ Lack of Motivation:  Motivation is something that no one else can give you.  Others can 
help motivate you, but it must come from you 

¶ Competitiveness:   You cannot get by on talent alone!   

¶ Distractions:  Do you have too many distractions?  Or, are you willing to have the 
discipline to focus on your priorities? 

¶ Persistence:  Remaining optimistic during difficult times is not easy.  But the most 
successful people are persistent!!  
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We all have gremlins… all of us.  The first step to managing these gremlins is accepting the fact 
that they exist.  This is not easy.  Start working on this today. 

 

In soccer, as in life, the first step to success is getting out of your own way! 
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Vulnerability 

 

If you have attended one of our Leadership Institutes, you know we have used uncertainty as a 
divider between management and leadership.  Managers we say seek certainty, while leaders 
are comfortable moving forward with uncertainty, without trying to create certainty. 

 

Listening to Brene Brown’s book, The Power of Vulnerability, provides a whole new perspective.  
She is a Research Professor of Social Work at the University of Houston and her work provides 
interesting insights into shame, empathy, courage, worthiness, and vulnerability. 

 

She says vulnerability is uncertainty, risk, and emotional exposure.  It makes us realize it’s an 
even more robust differentiator between managers and leaders. 

 

Managers are unwilling to become vulnerable.  They want to protect themselves from 
uncertainty, risk, and emotional exposure.  They follow (and create) policies and procedures 
aimed at treating everyone unemotionally.   

 

The greatest example may be our heavily procedural performance evaluation systems.  Not 
surprisingly, managers are often afraid of critical conversations that expose them to emotions, 
theirs and others. 

 

Leaders are willing to take risks, live with uncertainty, and exposure to emotions (theirs and 
others).  It is what separates them from managers.  It is what allows (even requires) them to 
have critical conversations – not to shame others, but to be empathetic with them. 

 

The Power of Vulnerability is a great leadership book, especially if you read (or listen to) it 
thinking - leaders are vulnerable, managers are not. 

 

What about you?  Are you willing to risk vulnerability? 

 

Thanks Brene Brown for taking our view of leadership one-step higher. 
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Characteristics of a Successful Brand 

 

Written by Ann Gallagher, President of Gallagher Consulting Group and a Ross Leadership 
Institute Founder. 

 

A successful commercial brand . . . .  

 

1. Represents what the entity “stands for.” 

2. Evokes an emotional response. 

3. Fosters loyalty. 

4. It is consistent. 

5. Has the power to reinforce a sense of belonging. 

6. Reinvents to stay current. 

 

To be successful, your personal leadership brand must have the same characteristics.   

 

More to follow . . . .  
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Logic and Emotion 

 

Written by Ann Gallagher, President of Gallagher Consulting Group and a Ross Leadership 
Institute Founder. 

 

When communicating, remember that… 

 

Logic gets people to think, and  

 

Emotions get people to act. 

 

Leadership requires the right balance of both. 

 

More to follow . . . . 
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Components of Your Personal Leadership Brand 

 

Written by Ann Gallagher, President of Gallagher Consulting Group and a Ross Leadership 
Institute Founder. 

 

Your personal brand includes:  Your . . . .  

 

V Values 

V Unique attributes 

V Aspirations 

V Passions 

V Reputation 

V Name 

V Special interests 

V Experiences 

V Character 

V Knowledge 

V Skills 

V Packaging 

 

Personal branding is a leadership requirement, not a self-promotion campaign.1   It is based on 
the laws of attraction.   

 

You can use your personal brand in achieving your goals and advancing your mission. 

 

More to follow . . . . 

 

 

1  Source:  Forbes 
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Response-ability 

 

Here’s a response we received from Major Brad Flurry, USMC, (author of several of our 
Leadership Minutes) about Jay Martin’s recent Minute on The Complete Player: 

 

Great Leadership Minute!! 

 

It reminds me of what my grandfather used to tell me.  We all have a responsibility to exercise 
our "response-ability." 

 

Response-ability is the ability that we all have to choose our response 

to any situation. 

 

Thanks.  Brad 

 

Thanks to Brad and Jay. 

 

Will you be “response-able” today? 

  



 

2013 Minutes Archive 

A New Idea - An Elevator and Leadership 

Want a new idea?  Read an old Leadership Practice. 

A couple of years ago, we wrote a Leadership Practice on An Elevator and Leadership.  Here’s 
what we said: 

Watch people on an elevator and you will see some examples of servant leadership, but many 
more of “every man, or woman, for themselves.”  What would seemingly be a simple (servant 
leadership) concept, waiting until those who want to get off the elevator leave, seems to get 
“trampled” (literally and figuratively) when the doors open. 

A student in a class a few years ago wrote a leadership paper based on her observations of 
people in elevators.  We will always remember her conclusion – in many ways, she said, an 
elevator could be a symbol for leadership.  Many people, she noted, want to “get to the top, by 
simply pushing a button, but the real leader is the one who is willing to take the steps needed 
to get there.” 
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A New Idea -  

 

Here’s an updated example of an elevator and leadership.    

 

Did you know our leaders, our US Senators, have an elevator for their exclusive use in the 
Capitol Building?  It’s been a tradition for many years.  Did you know they still have elevator 
operators?  Did you know the elevators have been automated for years?1 

 

What’s the leadership point?   

 

Before being critical of others, look around your own organization to see if you have any similar 
examples of people doing work that may no longer be needed.  Traditions are hard to change in 
Congress, as well as many other organizations. 

 

An elevator can be a symbol for leadership in different ways. 

 

 

 

1 http://www.weeklystandard.com/keyword/Senate-Elevator-Operator 
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Possibility Thinking 

 

If you haven’t been part of one of our Leadership Institutes (most of our thousands of 
Leadership Minute readers haven’t - at least, not yet), you haven’t heard our suggestions on 
how you can develop your possibility thinking.  Here’s one you can apply immediately. 

 

Drive home a different way today.  Why?  Because the more familiar a situation is, the less likely 
you are to actually see it.  By driving home a different way you let your mind explore your new 
surroundings (practicing suspending your judgment). 

 

Why driving home and not to work?  Because on the way to work your left-brain is engaged, 
you are thinking vertically, calculating your estimated time of arrival (ETA).   

 

On the way home, without a time line, your right brain can come into play and you can think 
laterally (practicing “thinking on the run”). 

 

Then tomorrow when you are at work, see if you can apply what you practiced on your way 
home.  Pick a situation (the more familiar the better – one you are less likely to really see).  

 
Now look at it in a new way (suspend your judgment ).  Let your mind explore the situation.  
Think about all the new things you saw on your way home (thinking on the run).   

 

Then think about how you could accomplish the same thing in a different (often better) way? 

 

That’s possibility thinking. 

 

  



 

2013 Minutes Archive 

Stress 

 

wƻǎǎ [ŜŀŘŜǊǎƘƛǇ LƴǎǘƛǘǳǘŜ CƻǳƴŘŜǊ ŀƴŘ IŜŀŘ aŜƴΩǎ {ƻŎŎŜǊ /ƻŀŎƘ ŀǘ hƘƛƻ ²ŜǎƭŜȅŀƴ ¦ƴƛǾŜǊǎƛǘȅΣ 
Jay Martin, is preparing his players for their upcoming season.  We think his messages are also 
great leadership lessons (substitute leadership for soccer, leaders for players, and practice for 
training).  

 

Soccer is a hard game.  It is a negative game.  It is a game that you have to play when in pain.  
Many of you will not “get to the next level” because you compound these problems by putting 
stress on your self!   

 

Players are always thinking and worrying about things before the game; during the game and 
after the game.  This stressful “over- thinking” affects performance more than any other factor. 

 

Rafi Srebro, in his book Winning With Your Head, writes about stress as being the result of your 
own thoughts.  “In sports, most threatening situations are a result of thoughts and they exist 
ƻƴƭȅ ƛƴ ƻǳǊ ƳƛƴŘΗέ 

 

How can you relieve stress and improve performance?   

 

First, is simply to acknowledge that it exists and it is normal to feel stress in certain situations.  
Second, improve your fitness to a high level – a high level of fitness will help you with 
confidence.  Third, you should practice your skills in different pressure-like situations.  i.e. 
different shooting drills with pressure. 

 

But the best way to reduce/eliminate stress is to practice making quick, game like decisions.  
You do that in training.  You must work on making decisions quickly before the “window of 
opportunity” passes.   

 

Then you must evaluate the decision to ascertain if it was the correct one!  You must work on 
this mental side of soccer.  Don’t go through the motions in training….work on the physical side 
and the mental side.  Mental toughness is a choice. 

 

Causes of stress > your thoughts > your feelings > 

The things you say to yourself > 



 

2013 Minutes Archive 

The explanation and definitions you give to situations!! 

 

Stress is under your control 

You must believe and understand this concept 
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Lucky 

 

Our recent Leadership Minutes on careers have drawn many interesting responses.  Here’s one 
from one of our contributing authors Ted Light, Associate Professor & Chair Department of 
Business Technology, Miami University. 

  

Your comments really hit home with me.  L ǎǇŜƴǘ ǘǿŜƴǘȅ ǎƻƳŜ ȅŜŀǊǎ ƛƴ ƛƴŘǳǎǘǊȅ ƻƴ ŀ άƧƻōέΦ  The 
money was very good but that was really about the only thing good I could say about the job. 

  

¢ŜŀŎƘƛƴƎ Ƙŀǎ ōŜŜƴ ŀ άŎŀǊŜŜǊέ ŦƻǊ ƳŜΦ  ²ƘŜƴ L ǎǘŀǊǘŜŘ L ŘǊƻǾŜ млл Ƴiles each way every day, 
earning half of what I had been earning, but felt I was lucky to have the position.  I have loved 
my time in academia.  I am proud of what I do.  L ŘƻƴΩǘ ƪƴƻǿ L ŜǾŜǊ ǎŀƛŘ ǘƘŀǘ ǿƘŜƴ L ǿŀǎ ƛƴ ŀ ƧƻōΦ 

 

Thanks Ted.   

 

What about you?  Are you “lucky”?  Are you doing something you are proud of and love?   

 

If not, you might want to change your “luck.” 
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Two Cigars 

 

Our recent Leadership Minute on Detroit generated quite a few responses, some from friends, 
a few from those who lived in the Detroit area, now and in the past.   Many noted that it was 
obvious I still have a strong emotional attachment to Detroit. 

 

It made me think a time around 1980 when I was recruited for a position that would have 
placed me in a role of watching over a key Detroit institution as the VP for Finance.   At lunch I 
watched as the person who I would be reporting to asked the waiter to add two very expensive 
cigars to our bill and then put them in his coat pocket.  

 

The offer was very tempting.  Beyond the position, it meant I would have an opportunity to 
make a difference for a cause I believed in, with people and a city that I really cared about.  
Everyone assumed I would take it and by the end of the day I was being introduced as “the new 
VP.”  I asked for the weekend to think. 

 

Over the weekend I drove to all the locations of the new institution and could see all the 
potential, but those two cigars never left my thoughts.  It may have been a random act, not 
representative of anyone else in the organization, but I kept thinking I could never have 
approved it (and yet it was possible, if I accepted the position, I would be expected to when his 
expense report was turned in). 

 

Monday came and I declined.  Hadn’t thought about it since, until my trip to Detroit and the 
resulting Leadership Minute. 

 

Do you have your own two cigars story? 
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LESSONS IN LEADERSHIP:  From a Janitor  

From an article by Colonel (Retired) James E. Moschgat, USAF in Wharton Leadership Digest, 
December 2001 

Mr. Crawford, as most of us referred to him back in the late 1970s, was our squadron janitor at 
U.S. Air Force Academy.  He was shy, almost painfully so.  He seldom spoke unless a cadet 
addressed him first, and that didn’t happen very often.  

 

We all knew Mr. Crawford was a WWII Army vet, but one day we found out he had received the 
Medal of Honor (our Nation’s highest military award) and things were never again the 
same.  Word spread like wildfire that we had a hero in our midst.  

 

He taught me many valuable, unforgettable leadership lessons.  Here are ten:  

 

1. Be Cautious of Labels.  Labels you place on people define your relationship and bound their 
potential.  We labeled Bill as just a janitor, but he was so much more.  

2. Everyone Deserves Respect.  Because we hung a janitor label on Mr. Crawford, we often 
wrongly treated him with less respect than others. He deserved much more. 

3. Courtesy Makes a Difference.  Be courteous to all, regardless of position.   

4. Take Time to Know Your People.  Life in the military is hectic, but that’s no excuse for not 
knowing people.  Who are the heroes that walk in your midst?  

5. Anyone Can Be a Hero.  Don’t sell your people short, for any one of them may be the hero 
who rises to the occasion.  Today’s rookie could be tomorrow’s superstar.  

6. Leaders Should Be Humble.  Some leaders are anything but.  Mr. Crawford was too busy to 
celebrate his past heroics. Leaders would be well served to do the same.  

7. [ƛŦŜ ²ƻƴΩǘ !ƭǿŀȅǎ IŀƴŘ ¸ƻǳ ²Ƙŀǘ ¸ƻǳ ¢Ƙƛƴƪ ¸ƻǳ 5ŜǎŜǊǾŜ.  You just have to persevere, even 
when accolades don’t come your way - don’t let that stop you.  

8. 5ƻƴΩǘ ǇǳǊǎǳŜ ƎƭƻǊȅΤ ǇǳǊǎǳŜ ŜȄŎŜƭƭŜƴŎŜ.  No job is beneath a leader.  If a Medal of Honor 
recipient could clean latrines and smile, is there a job beneath your dignity? 

9. Pursue Excellence.  No matter what task life hands you, do it well.  Mr. Crawford modeled 
that philosophy and helped make our dormitory area a home.  

10. Life is a Leadership Laboratory.  Those you meet everyday will teach you enduring lessons if 
you just take the time.  Don’t miss your opportunity to learn.  

Bill Crawford was a janitor.  He was also a teacher, friend, role model and one great American 
hero.  Thanks, Mr. Crawford, for some valuable leadership lessons. 
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Running 

 

If you are a frequent reader of our Leadership Minutes you know we believe history can be a 
great source for leadership lessons. 

 

We are currently reading a book about James Garfield.  Nominated for President against his 
will, his story reminds us of a time in our nation’s history when it was considered improper to 
run for the office.  A leader was asked.  A true “servant” leader. 

 

Now, in modern times, we see leaders, at all level and in all sectors, who seem to spend a lot of 
time running, when we think they would do better (and we would be served better) if they 
spent more of their time leading. 
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From the Top - Reception and Integration 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ  

 

As a leader, you set the attitude and tone for all things within the scope of your responsibility 
whether it is a section, department, region, or as the CEO for the organization. A leader’s 
attitude and tone creates the environment for everyone.  

  

One of the most important things you can do as a leader is to have a structured and energetic 
reception and integration program for your organization. We know that first impressions are 
important. First impressions probably influenced you in their selection. The way that you 
receive and integrate new hires also leaves a first impression for them.  

 

Here are some simple tips to consider for a positive integration and reception program: 

¶ Assign a sponsor who is positive and knowledgeable. Someone who can show the new 
employee around and introduce them to the employees who will assist them with their 
new responsibilities. 

¶ Familiarize them with the organization’s history, mission or purpose and how they can 
contribute to the success of that mission. Make them a shareholder of success. 

¶ Introduce them to the services and facilities at their new work location. 

¶ Discuss important policies and procedures that will start the new employee off right and 
encourage them to ask questions.  

¶ Get to know your new employee. Good leaders know their team’s strengths and 
weaknesses. Spend some time with them.  It will make a difference for you both. 

¶ Follow up!  Make time to visit them a week or so after they start and seek feedback on 
how they are, or are not, integrating into their roles and responsibilities.   

Remember that a leader does not choose the best or most opportune time in which to lead. A 
good leader takes the challenge whenever and wherever it presents itself and does the best he 
or she can.  

 

Make time to properly receive and integrate your staff and give them an azimuth.  I insisted on 
it as a First Sergeant.  You will be glad if you do too.  
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Rent, Lease, or Own 

 

άbƻ ƻƴŜ ǿŀǎƘŜǎ ŀ ǊŜƴǘŀƭ ŎŀǊΦέ 

 

The above quote has been attributed to a variety of people, but when we researched (aka 
googled) it we found1 it was said by an aircraft maintenance crew chief in reply to a General 
(from A Passion for Excellence, by Tom Peters and Nancy Austin). 

 

άThe general asked him what the difference was between the old, specialist organization 
ŀƴŘ ǘƘŜ ƴŜǿ ƻǊƎŀƴƛȊŀǘƛƻƴΣ ƛƴ ǿƘƛŎƘ ǘƘŜ ǇƭŀƴŜ ŀƴŘ ǘƘŜ ǎƻǊǘƛŜ ŀǊŜ ǘƘŜ άŎǳǎǘƻƳŜǊΣέ ǿƘŜǊŜ 
the supervisor (ŘŜǎƛƎƴŀǘŜŘ ŎǊŜǿ ŎƘƛŜŦύ άƻǿƴǎέ ǘƘŜ ǇƭŀƴŜΦ  

 

¢ƘŜ b/hΩǎ ǘƻ-the-Ǉƻƛƴǘ ǊŜǇƭȅΥ άDŜƴŜǊŀƭΣ ǿƘŜƴΩǎ ǘƘŜ ƭŀǎǘ ǘƛƳŜ ȅƻǳ ǿŀǎƘŜŘ ŀ ǊŜƴǘŀƭ ŎŀǊΚέ 

 

Of course the crew chief didn’t actually own the plane.  It’s more of a feeling of responsibility 
and accountability that came from being assigned to a plane on a longer-term basis.   

 

When people feel a sense of ownership they are more likely to not only “wash the plane,” but 
also to do every thing they can (discretionary effort – engagement) to make it better.  It’s the 
kind of ownership we talk about in our journey to “we.”   

 

Where are you on your journey?  Are you doing everything you can to make what ever you do 
better?   

 

Or to put it another way, are you renting, leasing, or owning your current position? 

 

 

1 http://quoteinvestigator.com/2010/06/21/wash-rental/ 
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B Players By Structure 

 

If you read our Leadership Minute A New Idea ς B is for Bureaucracy you know B players are 
those who can’t make things happen, but can stop things from happening.  If you missed it, you 
can find it on our web site rossleadership.com (under Leadership Minutes, 7/1/13). 

 

Here another new idea.  Many are B players because they lack leadership.  But there are also B 
players because of structure.  Organizations can (and do) have structures that create B players.  
People are neither given the authority, nor the necessary support to make things happen. 

 

Consider leadership in government.  Depending, on the level (city, county, state, or federal) the 
“structure,” (often by design) leaves few, if any, actually “in charge” and able to say yes (make 
things happen – be an A player).  That may come from our nation’s Founders who were 
concerned about too much power being in the hands of one branch of government. 

 

As a result, leadership in government, by design, requires the branches to come together and 
collectively become A players.  It takes great leadership from key individuals to make it happen 
(be an A player together). 

 

When leadership is lacking in any one branch, the structure only allows for B players.  In the 
extreme we have only C players – those who can neither make things happen, nor stop things 
from happening.  And nothing gets done. 

 

If your organization has structures that create B players, be an A player and change the 
structure (if you can).  If you are a government leader, work within the structure to collectively 
become A players.   
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A (Very) Early Warning 

 

ά¢ƘŜ ŀverage person puts only 25% of his energy into his work.  The world takes off its hat to 
those who put in more than 50% of their capacity, and stands on its head for those who devote 
млл҈Φέ    - Andrew Carnegie (1835-1919) 

 

Was Andrew Carnegie, the industrialist and philanthropist, warning us about people being 
disengaged well before we even knew the term? 
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Detroit 

 

For most, Detroit is a city in another state.  For me it’s where I lived for a significant part of my 
life and most (except for four years in the Marines) of my early formative years.  My values 
came from Detroit (and the Marines).  I have been back only a few times, including the day the 
city declared bankruptcy. 

 

Looking at Detroit and the surrounding area through my leadership lens, I may have seen things 
others wouldn’t.  A lot has been said about the city’s drop in population, from a peak of almost 
2 million to today’s slightly over 700,000 residents.   But I saw a metropolitan area that has 
remained about the same (4.2 million) since the 1970s.   

 

Some (me included) say the problems began in the 1970s when the city’s leadership focused 
more on itself (what it could take, not give) than the people it served.  The leaders didn’t add 
value to what they had inherited.  If you didn’t like it, the leaders said – you could leave.  Many 
did (myself included), moving to the suburbs (which from my observations, are still flourishing).   

 

Others stayed, often ignoring the problems, becoming disengaged.  There was a belief that it 
couldn’t fail, a hope that the next leader would make things right again.  Now driving the 
streets, I saw homes and even entire blocks that were abandoned.  Weeds had taken over.  Yet 
there are still areas that are well maintained, where people still seem to care. 

 

Does it surprise me?  Not really.  There were already signs when I left the area in the mid-80s.  
Since then there has been continuing poor leadership, growing disengagement, and even more 
“actively disengaged” (moving out).  Many who left were seeking the values they grew up with.  
They found them in the surrounding suburbs that grew while Detroit was shrinking. 

 

Hopefully, you are still reading because I believe there is a leadership lesson in all of this.  When 
leaders think more about themselves than the people they serve, people leave (or stay and 
become disengaged).  When leaders are greedy, their organizations (along with the people) pay 
the price.  It can happen quickly, or it might take awhile (almost 40 years for Detroit). 

 

But, you might be saying, Detroit is in another state.  Here’s some sobering news (not about 
Detroit).  Studies have shown that the majority of leaders do not add value to their 
organizations.   Gallup has reported engagement levels around thirty percent for years.  
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For me (Paul Otte) Detroit has become a visual symbol for the long-term results of 
disengagement.  The next time you read an article about Detroit, think about what it says in 
terms of engagement (caring), disengagement (quitting and staying), active disengagement 
(abandonment), and those who leave – seeking their values.   Maybe Detroit (as a “state” of 
mind) isn’t as far away as you think.  Look out for the weeds.      
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²ƘŀǘΩǎ ²ƻǊǎŜΚ 

 

How many have been frustrated when after struggling to make the “customer service” voice 
recognition program understand your account information, you finally talk to a real person who 
has no knowledge of what you just said and asks you to repeat it?  What good is the machine, if 
it isn’t connected to the system? 

 

How many have been frustrated when after preparing your self-evaluation and entering it into 
a performance evaluation system, you finally talk to your “leader” who appears to have no, or 
little, knowledge of what you did during the period?  Relying instead on the information you 
provided to perform your evaluation.   

 

What good is a leader who doesn’t know what their people have been doing all year?  What 
good is the system if it isn’t connected to the people? 

 

What’s worse? 
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Dƻǘ ŀ ƎǊŜŀǘ ǘŜŀƳΚ   !ǾƻƛŘ ǘƘƛǎ ǇŜǊƛƭΧ 

 

Written by Marsha Ryan, former Administrator Ohio BWC and a Founder of our Ross Leadership 
Institute. 

 

Most of us have seen top leaders who put a team in place, and then turn it over to them to lead 
in their own areas.  Many leadership writers applaud this model, and we think it’s great too.   
But be aware of this all-too-frequent peril.   

 

We have seen situations when “turning it over” seems more like abandonment (or 
disengagement).  Absent leadership from above, which constantly coaches towards the mission 
and creates a sense of shared responsibility, the situation can become “every leader for him, or 
her self.”   

 

One leader can make decisions that the others do not agree with, will not support, or feel any 
shared responsibility for - in other words, silos are created by the very ones (leaders) who are 
supposed to eliminate them.  The result is - talented leadership, with differing goals, often 
working for different purposes (their own).    

 

We feel this peril can be avoided by the top leader doing his job:  Not running the effort, but 
relentlessly keeping eyes on the interactions of the teams, and ensuring that the overall mission 
remains EVERYONE’s Goal.   There is no room for disengagement at the top, no matter how 
great the team.   

 

Are your leaders living in silos? 
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Ethics by Example - Connect With Your Message 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

In a recent Harvard Business Review article by Amy J.C. Cuddy, Matthew Kohut and John 
Neffinger; titled Connect, Then Lead the authors stated: 

 

“Before people decide what they think of your message, they decide what they think of you” 

 

This is especially true when it comes to ethics. Your personal actions, both verbal and non-
verbal, can drown out your words. Make sure your actions are sending the proper message. 
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The Problem with Success 

Written by Major Brad Flurry, USMC 

ά{ǳŎŎŜǎǎ Ŏŀƴ ŎƭƻǎŜ ŀ ƳƛƴŘ ŦŀǎǘŜǊ ǘƘŀƴ ǇǊŜƧǳŘƛŎŜΦέ3 

As a Marine, I am used to moving in and out of assignments every 2 to 3 years.  This was 
another one of those transition years.   

As I checked into my new duty station I began moving through my decision making process 
(based largely on Colonel John Boyd’s OODA Loop)4  and began to discuss my thoughts on a few 
areas in need of change.  As experienced at previous duty stations, I ran directly into what I call 
the “But Sir” Proverb, “.ǳǘ {ƛǊΣ ǘƘŀǘΩǎ ǘƘŜ ǿŀȅ ǿŜ ƘŀǾŜ ŀƭǿŀȅǎ ŘƻƴŜ ǘƘƛƴƎǎΦέ   

Over the last 17 years I have noticed that although a great thing, success can actually obstruct 
an organizations growth.  As noted by Peter Drucker, “No one has difficulty getting rid of total 
ŦŀƛƭǳǊŜǎΦ  ¸ŜǎǘŜǊŘŀȅΩǎ ǎǳŎŎŜǎǎ ƘƻǿŜǾŜǊΣ ƭƛƴƎŜǊǎ ƻƴ ƭƻƴƎ ōŜȅƻƴŘ ƛǘǎ ǇǊƻŘǳŎǘƛǾŜ ƭƛŦŜ.”5   

The major danger with lingering success is that it doesn’t require new critical thinking.    If left 
unchecked, the easiest course of action for any problems that may arise is usually the one taken 
previously . . . . especially if it was successful. 

What about you, as a leader, are you allowing yesterday’s success to cause tomorrow’s 
failures? 

 

 

 

  

                                                           
3 Max Dupree, Leadership Jazz (New York: Dell Publishing, 1992) 
4 A quick Google search will identify many sources on Boyd’s life and work. 
5 Peter Drucker, The Effective Executive in The Executive in Action (New York: Harper Business, 
1996). 



 

2013 Minutes Archive 

Institutional Memory 

 

Written by Ted Light, Associate Professor & Chair Department of Business Technology, Miami 
University. 

 

άLŦ ȅƻǳ ǿƻǳƭŘ ǳƴŘŜǊǎǘŀƴŘ ŀƴȅǘƘƛƴƎ ƻōǎŜǊǾŜ ƛǘǎ ōŜƎƛƴƴƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘΦέ – Aristotle 

What is institutional memory?  El Sawy, Gomes and Gonzalez (1986) defined institutional 
memory as “insights and perspectives derived from the examination of organizational history” 
and called it “an undervalued and underappreciated organizational resource”.   

Institutional memory is valuable because our present cannot be properly understood without 
knowledge of our past.  Understanding our present allows us to better address our future. 

The authors identified two types of institutional memory. The first is fact based (semantic) 
memory of the type found in accounting and personnel records.  The second type is stories, 
myths and symbolic artifacts called episodic memory.   

Episodic memory is found within the individuals in the organization.  Semantic memory tells us 
what happened, but it is episodic memory that tells us the more meaningful why things were 
done, or why they were done in a certain manner.  It is the leaders of the organization, both 
past and present that possess the most insight into the why.   

When I came to Miami as a department chair, I was fortunate that my one of my predecessors 
was still a faculty member.  I sought him out frequently for advice and understanding.  I did not 
always agree with past actions, but always understood the issue or situation better, becoming a 
better leader as a result.   

Sometimes former leaders choose to distance themselves from the organization, and one can 
certainly respect their desires.  Sadly however, many past leaders that would be glad to 
contribute are quickly ignored by their successor.   

The current leader may have a desire or mandate for change, and feel their predecessor has 
little to offer, or would argue against change.  Yet, in not engaging the former leader valuable 
insight is lost and the organization fails to take advantage of this potential resource.   

What about you?  Do you want to understand your organization?  Have you sought out other 
leaders who possess the most insight into the why?   
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Thought Provoking 

 

άLŦ ǘƘŜ ōǊŀƛƴ ǿŜǊŜ ǎƻ ǎƛƳǇƭŜ ǿŜ ŎƻǳƭŘ ǳƴŘŜǊǎǘŀƴŘ ƛǘΣ  

ǿŜ ǿƻǳƭŘ ōŜ ǎƻ ǎƛƳǇƭŜ ǿŜ ŎƻǳƭŘƴΩǘΦέ  - Lyall Watson 

 

Any interesting and thought provoking quote. 

 
Here’s a thought we had: 

 

 If leaŘŜǊǎƘƛǇ ǿŜǊŜ ǎƻ ǎƛƳǇƭŜ ǿŜ ŘƛŘƴΩǘ ƘŀǾŜ ǘƻ ǇǊŀŎǘƛŎŜ ƛǘ ǘƻ ōŜ ǎǳŎŎŜǎǎŦǳƭΣ  

 ǘƘŜ ǊŜǿŀǊŘǎ ƻŦ ƭŜŀŘƛƴƎ ŜŦŦŜŎǘƛǾŜƭȅ ǿƻǳƭŘƴΩǘ ōŜ ŀǎ ƎǊŜŀǘΦ 

 

What are your thoughts? 
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Fix Yourself First 

  

It’s always interesting to see others talk about what’s wrong, pointing to others as examples of 
what needs to be fixed.  Think of how much more credible they would be if they started with 
themselves. 

  

Think of the “leader” that tells the follower that they need to improve this, or that.  While the 
follower knows the same applies to the “leader.” 

  

Think of the “leader” that blames someone, or something else, for a problem that equally exists 
within his, or her own organization. 

  

Sometimes it’s less direct, the blame for something is placed on one problem, while there are 
other problems contributing to the same result that the “leader” could fix. 

  

Do you need an example?  Unfortunately, any example would sound like a rant.  And we do our 
best to avoid rants. 

  

So here’s an idea, you tell us what “leader” this makes you think of and we will tell you our 
“source of inspiration.”  Chances are we aren’t thinking of the same person. 

  

In the meantime, remember while one finger is pointing outward, three are usually pointing 
backward – to you. 

  

Fix yourself first. 

  

Fix Yourself First – Source of inspiration (Gee). 

 

But without an example, it might sound confusing.  So here goes: 

 

Consider the “leader” who says something must be done because the “customer” can no longer 
afford the cost of their product.  What has the “leader” done? 
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Has the “leader” done everything they can to assure that the product has a value sufficient to 
justify the cost?  People find ways to afford what they believe is worth the investment. 

 

Has the “leader “ done everything they can to assure their costs are as low as possible, reducing 
unnecessary expenditures where and when ever possible? 

 

Has the “leader” done everything they can to assure that any others factors contributing to the 
problem have been corrected in their organization? 
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Pope Francis I 

 

Marchelle Moore, Vice President of Legal & Governmental Affairs and General Counsel of COTA 
and a loyal reader of our Leadership Minutes, shares with us her thoughts on the leadership of 
Pope Francis I. 

 

On the night Pope Francis I was elected Pope; he took the bus home rather than the papal 
limousine.  When he was reported to be taking taxis around Rome, Cardinals in the Vatican 
began to follow suit, taking taxis instead of the large fleet of luxury sedans at their disposal.   

 

Pope Francis I chose to live in a simple two-room apartment rather than the luxurious Vatican 
penthouse.  Pope Francis I personally made calls to cancel a dentist appointment and suspend a 
home newspaper delivery subscription to save the Vatican the cost of the long distance calls.   

 

And, lastly he washed the feet of 12 inmates, two of them women.   

 

There are 5 ethical cultural lessons1 for CEO's from Pope Francis I: 

1. Speak softly, but walk loudly; 

2. Sometimes small gestures have big impact;  

3. Live the rules you want others to follow;  

4. Symbolism matters; and  

5. Be consistent, and be mindful of being watched. 

 

Pope Francis I is role-modeling exceptional ethical leadership...are you?" 

 

 

1  Adopted from Donna Boehme’s article 5 Ethical Culture Lessons for CEO's from Pope Francis." 
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Present or Presence 

 

In our Leadership Institutes we start with each participant’s definition of leadership (to be used 
later when they create their philosophy).  While there is no one universal accepted definition of 
leadership, we have found some common elements. 

 

First, are the qualities of a leader.  Second, is the relationship between the leader and those 
who follow.   Lastly, is achieving results - vision, mission, change, and higher goals are often 
mentioned in some way.  Most definitions contain elements of the first two, but some lack any 
mention of results. 

 

It’s the results that may be the difference between having leaders and having leadership. 

 

We have all seen leaders whose presence seems to move everyone towards even greater 
results.  Without them, less would be accomplished.  Simply put, they make a difference. 

 

But, we have also seen leaders who possess the desired qualities, have seemingly great 
relationships with their followers, but just don’t seem to put it all together into achieving the 
right results.  They are present, but it is often those below them who are achieving the greatest 
results.  

 

Wait - you might be saying - isn’t it the leaders job to create the right team and then step aside 
and let them create the results? 

 

To which we would answer – that depends on your definition of leadership. 

 

What about you – are your leaders just present, or is their presence making a difference? 

 

What about you? 

  



 

2013 Minutes Archive 

Remove Barriers 

 

Michael Fiorile, President and CEO of the Dispatch, thought our Leadership Minute on removing 
barriers was “a great message.”  And he added, “I often end my meetings with asking folks, 
‘What can I do to help you achieve your mission?’” 

 

We thought it was a great question, one that more leaders should ask.  So we asked Michael 
what people said in response?  His reply, “It varies.  Sometimes I do get a request for help in 
removing a barrier which is always fulfilling.” 

 

What about you?  Do you ask people what you can do to help them in achieving their mission?  
Does your leader ask you? 

 

Not only is it a great question (one that sends a message that you are there to remove barriers), 
the answers you get might be fulfilling. 

 

Reminder – spend your day removing barriers. 

 

 

 

  



 

2013 Minutes Archive 

Railroad Crossings 

 

As you know, we believe you can find leadership messages in a wide variety of places.  Here’s a 
recent example.   

 

We were reminded of the old railroad crossing signs that said: Stop Look and Listen. 

 

Good advice if you are getting ready to cross railroad tracks and equally good advice for leaders 
every day, especially if you are getting ready to make a crucial decision. 

 

Stop 

Look 

Listen 
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GREAT Communications 

 

We received an email from one of our Ross Leadership Institute Founders, Dwight Smith: 

 

ά5ǳǊƛƴƎ ŀ ƳŜŜǘƛƴƎ ǿƛǘƘ ½ŀŎƘ 9ǾŀƴǎΣ ƻƴŜ ƻŦ ǘƘŜ ƭŜŀŘŜǊǎ ŀǘ {SI, (he was reviewing his leadership 
strategy for his line of business) he emphasized the importance of communications. I really liked 
his definition of GREAT communications ŀƴŘ ŀǎƪŜŘ ƘƛƳ ƛŦ ƘŜ ǿƻǳƭŘ ǎƘŀǊŜ ƛǘΦέ  Zach did: 

 

When communicating (by phone, by email, or in person) as the sender or receiver, be sure that 
your communication includes the following key components: 

 

Greeting - Introduce yourself, know who you are talking to   

 

Reason for the communication - this can come from either party, but obviously, you need to 
understand the topic of the conversation 

 

Expectation setting - when you set expectations with a client, vendor, user, etc, etc, it is your 
responsibility to ensure that the expectation is met.  People are only disappointed when 
expectations are not met.  This means that we need to do the following: 

¶ Participate in setting the expectation (if you let someone else set it for you, it will 
often be unfavorable or unrealistic). 

¶ Set reasonable expectations (too aggressive puts us at risk, too lax will not be 
acceptable to the other person). 

¶ Ensure that expectations are clear and understood by both sides. 

¶ Do not assume that they know what you meant, or that anything is obvious. 

 

Ask if there’s anything else that they need to ensure nothing there is missing 

 

Thank them.  For their business, for their time, etc. - often, a simple “Thanks” will do. 

 

GREAT - Thanks to Zach and Dwight. 
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Remove Barriers 

 

Michael Fiorile, President and CEO of the Dispatch, thought our Leadership Minute on removing 
barriers was “a great message.”  And he added, “I often end my meetings with asking folks, 
‘What can I do to help you achieve your mission?’” 

 

We thought it was a great question, one that more leaders should ask.  So we asked Michael 
what people said in response?  His reply, “It varies.  Sometimes I do get a request for help in 
removing a barrier which is always fulfilling.” 

 

What about you?  Do you ask people what you can do to help them in achieving their mission?  
Does your leader ask you? 

 

Not only is it a great question (one that sends a message that you are there to remove barriers), 
the answers you get might be fulfilling. 

 

Reminder – spend your day removing barriers. 
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When To Let Go? 

 

Every leader will sooner, or later be faced with the question – Is it time to let go, to leave your 
position? 

 

The decision is closely linked to – Is leadership a right, or a responsibility? 

 

Those who see it as a right will tend to hang on to their position for as long as they can.  

 

Those who view leadership as a responsibility (to the people they lead) would be more likely to 
let go, if and when they feel they are no longer as effective as someone else could be in the 
position.  External factors can be, and often are, the driving factor in their decision. 

 

What prompted today’s Leadership Minute?  We read in the paper about a CEO who “made 
millions” by saying he was stepping down.   

 

How?  His company’s stock value increased in reaction to his announcement and given his stock 
holdings it meant he was hundreds of millions of dollars richer.1 

 

Few leaders will ever have such a significant validation of their decision to let go.  For most 
leaders it’s less obvious – at least, to them. 

 

What about you?  Do you believe leadership is a right, or a responsibility?  Will you know when 
to let go?   

 

Often (too often) the people know before the leader. 

1 http://www.usatoday.com/story/tech/2013/08/23/ballmer-microsoft-stock-worth/2692721/   
Microsoft’s Ballmer $560 richer on resignation.   

  

http://www.usatoday.com/story/tech/2013/08/23/ballmer-microsoft-stock-worth/2692721/
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Exit, Voice, and Loyalty 

 

άIƛǊǎŎƘƳŀƴ ƎǊŀǎǇŜŘ the strongest organizations foster exit as well as voice.έ1 

 

Exit, Voice, and Loyalty was written by Albert Hirschman (an economist) in 1970.  Its message is 
equally (if not even more) relevant today. 

 

To Hirschman, three concepts represent alternative ways of reacting to a deteriorating 
organization.  One is to exit - withdrawing from the relationship - quit.  

 

Another choice is voice - attempting to influence change from within the organization.  Of the 
two alternatives, voice can provide more information about what might be causing the 
deterioration. 

 

Choosing exit may send a stronger (but quieter) message, but it reduces the option (and 
effectiveness) of using voice later.  Choosing voice does not eliminate the option of exiting at a 
later time. 

 

The greater the availability and ease of exit, the less likely voice will be used, according to 
Hirschman.   However, loyalty can affect the choice.  The stronger the loyalty, the less likely exit 
will be chosen. 

 

How do the concepts impact leadership (updated for today)?  In today’s world, we know people 
now often “quit,” but stay to collect a paycheck (becoming disengaged).  And, Hirschman might 
say, people choosing voice over exit (even if they are disengaged, or even actively disengaged) 
may still be loyal.   

 

A leader should learn to listen to the “voices” to determine those who are just squawking 
(dissenters who should exit) and those who are attempting to influence change - they could 
provide needed information to stop the deterioration. 

 

How can leaders learn the differences ?  Some organizations use “exit” interviews.  Far fewer 
conduct “stay” interviews.  Both can be valuable.  
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 1 The Choice:  To Squawk or to Go? Roger Lowenstein, Wall Street Journal, March 22, 2013 
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Detroit (Revisited) 

 

Written by Ross Leadership Institute Founder Paul Otte 

 

Our August 7th Leadership Minute about Detroit created more interest than any previous one.  
Some even suggested sending it as a Letter to the Editor (and we did).  

 

Tonight a group of leaders, many Founders of our Ross Leadership Institute, will be attending 
our bi-monthly dinner and our topic of discussion will be Leadership and Detroit.   

 

Here's a preview of what I plan to say.  Most people seem interested with what we wrote about 
Detroit, the city, and its current state.  Some have asked if we have pictures.  Others have 
suggested reading Detroit: An American Autopsy, by Charlie LeDuff (I did - it's interesting and 
has pictures).    

 

But I want to make sure we don't miss the message - the one at the end of the Leadership 
Minute.  To me Detroit is a symbol.  A visual symbol of what disengagement and entitlement 
can lead to, coupled with a good dose of greed and (in Detroit's case) corruption. 

 

We don't have to look to another "state" for visual symbols of the impact of continued 
entitlement and greed. It leads to disengagement and active disengagement, in cities and in 
organizations. 

 

Picture the engaged person as the one who is maintaining their home, cutting the grass, fixing it 
up, despite what is around them.  Then think of the disengaged person as an "abandoned 
building". The "weeds" are people who quit working, but stay to collect a paycheck.   

 

The people who moved to the suburbs are the ones who quit an organization because it wasn't 
aligned with their values.  And those who are actively disengaged, working against your 
organization, are the arsonists - the ones who are burning down the city.   

 

And those who want more and more, but give less and less in return, from the lowest levels to 
those at the top of an organization?  They are examples of the greedy. 
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Do you need pictures? 
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A Good Leader 

 

Some say it's a sign of a good leader to ask others for their input when making a decision.  It 
might surprise you, but we disagree.  We think it depends on when a leader asks for input. 

 

If a leader only asks for input when they know others agree with them, we believe it's a sign of 
a poor leader.   

 

If a leader only asks for input when they know it's a difficult decision, we believe it's a sign of a 
weak leader. 

 

A good leader, we believe, consistently asks for input on every significant decision. 

 

When do you ask for input on your decisions? 
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Your Personal Leadership Brand  

 

Written by Ann Gallagher, President of Gallagher Consulting Group and a Ross Leadership 
Institute Founder. 

 

What’s a brand?  It’s collectively, what people say, feel and think about your product, service, 
or organization.  

 

Your personal brand is – who you are – what you stand for – what you do.  A personal brand is 
not – a person – a personal image – one dimensional. 

 

Does your personal brand matter?  Consider that 50% of corporate reputation is linked to the 
CEO.1   

 

What percent of your reputation is linked to your personal brand? 

 

You can begin your search for your personal brand by asking yourself – What brand (i.e., 
product or service) are you most like and why? 

 

More to follow . . . .  

 

1  Source:  Burson- Martsteller 
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²ƘŀǘΩǎ ƻƴ ¸ƻǳǊ !ƎŜƴda? 

 

Many have heard of Servant Leadership.  It occurs when leaders put the needs of others 
(followers) ahead of themselves.  Many proclaim to be servant leaders, but their actual 
numbers may be far fewer. 

 

Here’s a way to determine when it’s actually occurring.  Look at the leader’s agenda. 

 

As people advance in an organization they are generally given more responsibilities and the 
authority and resources to carry them out.  How they use what they are granted is the key.   

 

A leader can use the resources to accomplish their own agenda, or to support the agendas 
(needs) of those who follow them.   

 

Of course, if the leader’s agenda is driven by the needs of the followers, that’s servant 
leadership.  What’s on the agenda of the leaders in your organization? 

 

What’s on your agenda for today? 
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Making the Connection 

 

You might have already made the connection, or assumed we did, based on the number of our 
Leadership Minutes written about, or by the military, current and former.   

 

What connection?  It’s the connection between the leader and the warrior. 

But the connection seemed even clearer when we received an email from retired Army First 
Sergeant Darrin Adams (our readers know him as Top).  He was sharing something he had 
written years ago that was published in the U.S. Army’s NCO Journal.  It’s title – The Warrior 
Spirit.   

As we read it, our mind substituted leader for warrior.  Here’s what we read: 

A leader – 

¶ Is someone who faces conflict. 

¶ Moves toward a quick and strategic conclusion to it, not away from it. 

¶ Knows avoidance only postpones the inevitable, never resolves it. 

¶ Holds a single concentrated focus, the objective, mission, or goal. 

¶ Knows that fear comes from negative fantasies about the future. 

¶ Believes in a deep code of honor. 

¶ Does the right thing in the face of obstacles and opposition. 

¶ Welcomes responsibility and accountability.  They make and take no excuses. 

¶ Believes in and practices a disciplined life. 

¶ Knows there are no short cuts and accepts daily discipline as a way of life, both the 
means and the end.  

¶ Knows that every challenge is another opportunity to practice and improve their skills. 

 

We do not rise to the level of our expectations, we fall to the level of our training.   So, train 
well physically, mentally, emotionally, and spiritually. 

Can you see the connection? 
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Thanks Top – it is as meaningful today as we are sure it was to you years ago when you wrote it. 

 

If you would like to read Darrin’s Warrior Spirit in its original form (and entirety), just let us 
know and we will send it to you. 
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Twofers 

 

Here’s another bit of advice from Al Lorenzo, former President of Macomb Community College 
(and the source of “Be an A Player”). 

 

You can take greater risks at work, or “reach for the stars” in your career if you can create 
twofers.  “Twofers,” for Al, means something that has two positive results, one of which might 
be more probable than the other. 

 

For example, get a graduate degree.  If you do not get the CEO (or other) position you hope for 
as a result, you can use your graduate degree to teach others as an adjunct professor. 

 

Or, accept that board position on a nonprofit.  If it doesn’t lead to a board seat at a for profit 
organization, you can make valuable leadership contributions to a nonprofit you believe in. 

 

Or take your children with you to watch your favorite sports team.  If they don’t win the game, 
you will have shared an experience with those you love. 

 

Some might say it’s having a “back-up” plan, but to us a back-up plan is what you do when your 
plan fails. 

 

A twofer is planning for two positive results.  And both can happen – that’s why it’s called a 
twofer. 
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A New Read 

 

Those who know us, know we believe it’s easy to find leadership in children’s stories and our 
belief in Grayisms, lessons about leadership from General Gray, the 29th Commandant of the 
Marine Corps.  An example is “if you want a new idea, read an old book.” 

 

So you might not be surprised that we have combined our two beliefs – reading an old 
children’s book, ¢ƘŜ 9ƳǇŜǊƻǊΩǎ bŜǿ /ƭƻǘƘŜǎΣ by Hans Christian Andersen to get a new 
leadership idea. 

 

Most will remember it as a story where a child cries out ά.ǳǘ ƘŜ ƛǎƴΩǘ ǿŜŀǊƛƴƎ ŀƴȅǘƘƛƴƎ ŀǘ ŀƭƭΦέ  
The most common message – the child has the courage to cry out what others were also 
seeing, but afraid to say.   

 

A new read focusing on why the Emperor wasn’t wearing any clothes provides another lesson.  
Two swindlers had duped the Emperor by promising him the finest suit from a fabric that would 
be invisible to anyone who was unfit for his position, or “hopelessly stupid.” 

 

The Emperor is then “dressed” by those who report to him (failing to let him know - in fear of 
being seen as unfit for their positions).   Too vain to acknowledge his lack of clothing, he 
marches before his subjects.  His subjects, not wanting to be seen as stupid are afraid to speak 
out the truth.  When the child cries out, the Emperor suspects he is right, but continues his 
procession.   

 

Think about how many people today are being led by a vain leader, but are afraid to speak out.  
They may feel a sense of comfort when seeing those who surround the leader (today’s C-suite) 
are not speaking out.  

 

Our new leadership idea – let’s rename the C-suite as the “see,” or “see not” suite.  Maybe then 
people would get another message. 
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Sticks & Stones:  The Power ƻŦ ŀ [ŜŀŘŜǊΩǎ ²ƻǊŘǎ 

Written by Major Brad Flurry, USMC. 

Kind words can be short and easy to speak, but their echoes are truly endless."  - Mother Teresa 

As children we all heard the rhetoric, “Sticks and stones may break my bones, but words can 
never hurt me.” Really? Let’s not kid ourselves. Words are potent.   They can build and they can 
destroy.   I once read that a word is like a living organism, capable of growing, changing, 
spreading, and influencing your organization in many ways, directly and indirectly.   

Many years ago as a young platoon commander, I worked with a Marine originally from India.  
He and his family moved to the U.S. at an early age and he decided as a junior in high school to 
serve his country.  During one of our many conversations about his childhood in India, he 
shared with me a Hindu word, “DŜƴǎƘŀƛέ - translated - never treat others in a way to make 
them feel small.   

Our discussion reminded me that the importance and power of one’s words is noticed across all 
cultures and organizations.  Coming from one’s leader, a positive word provides inspiration.  It 
builds confidence, initiative, and trust.  Most importantly it builds courage. Courage to do 
what’s right.  Courage to try new ideas. Courage to make your organization better!! 

As a leader, how are you leveraging the power of your words?  I offer the following three daily 
challenges to you (think Public, Private, Protect):   

(1) Public:  Publicly speak a work of encouragement / praise to one of your people in front 
of others. 

(2) Private:  Privately drop an email or note to one of your people thanking them for their 
hard work and encouraging them in their efforts. 

(3) Protect:  Protect your organization and your people from the damage that your words 
may cause…..hold your tongue when angry, frustrated, or tired….you’ll never regret it. 

Thanks Major Flurry, for your powerful words. 
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Cucumbers, Grapes and the Need for Equity 

Written by Ted Light, Associate Professor & Chair, Department of Business Technology, Miami 
University. 

Past Leadership Minutes have discussed that workers sometimes disengage from their job; in 
effect, retiring in place.  Why does this happen?  Here is one explanation. 

Need for Equity 

For performance rewards to be effective in motivating others, they must be perceived as being 
fairly distributed. Fairness (equity) in this instance is a social comparison process where workers 
look at the effort they are putting into their work (inputs) and what rewards they are receiving 
(outputs).  

The ratio of inputs and outputs is then compared to the ratios of (comparable) others. If ratios 
are different, unfairness or inequity is perceived to exist (Whetten & Cameron 2011). 

Equity theory, a model in social psychology to explain interpersonal behavior, was initially 
proposed in the early 1960’s (Adams 1963).  Equity exists when a person’s outputs are equal/in 
harmony to her/his inputs, and we seek equity in all of our relationships.   

Later developments in equity theory proposed that when individuals find themselves in an 
inequitable relationship they become distressed and seek to restore equity; and that the 
greater the inequity, the greater the distress and need to act (Shaw & Constanzo 1982).    

Equity can be restored by either increasing the outputs (rewards), decreasing the inputs (effort) 
or both.  Only decreasing inputs/effort is mostly controlled by the individual. Rewards are 
generally controlled by others.  So the solution to restore equity most in control of the 
individual is to reduce the effort (input) they expend.  Individuals restoring equity in this way 
become disengaged from the organization. 

Cucumbers and Grapes 

How basic and widespread is the need for equity?  Even animals sense and react to inequity.  
Here is an interesting example with monkeys using cucumbers and grapes to reward behavior:  
http://www.upworthy.com/2-monkeys-were-paid-unequally-see-what-happens-next?g=3 

Do some workers receive grapes while others receive cucumbers in your organization?  If so, 
you can expect those receiving the cucumbers to restore the equity in their work relationship. 

¢Ƙŀƴƪǎ ¢ŜŘΦ  ¢ƘŜ ǾƛŘŜƻ ƛǎ ǿŜƭƭ ǿƻǊǘƘ ǿŀǘŎƘƛƴƎΦ  ¸ƻǳ ǿƛƭƭ ƭŀǳƎƘΣ ōǳǘ ŘƻƴΩǘ ŦƻǊƎŜǘ ¢ŜŘΩǎ ƳŜǎǎŀƎŜΦ 

  

http://www.upworthy.com/2-monkeys-were-paid-unequally-see-what-happens-next?g=3
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Another Group of Leaders 

 

On a day when we are thinking about the leaders who protect and defend us, there is another 
group of leaders you may not be thinking about – military spouses.  Take a minute to think 
about this (it’s from a Facebook post1):  

 

It is no surprise to me that The Semper Fi Fund was started by a military spouse. Just as we 
needed it most, AmericaΩs Fund (an off shoot of Semper Fi Fund, for the other military branches) 
came to our side. 

We had not been at Walter Reed a week when a representative from AmericaΩs Fund stopped by 
Matt's room and introduced themselves and left a packet for us to look over. This is a very 
overwhelming time.  We were confused and scared and not sure what we needed and very 
unaccustomed to receiving help from others.  

America's Fund understood that and asked nothing of us but to fill out a small form describing 
Matt's injury. We filled out the form with no knowledge of what would come from it.  What 
came was a check within a week to help with the incidentals of such a major life transition. No 
strings attached, no questions asked of what we needed it for. 

Amazed at the generosity we thanked them and assumed their part in our recovery was 

complete. Not at all.ΟΟWhen we transitioned to outpatient, the apartment was not set up for 
children, especially small children.  We had to put Charlie in a pack-n-play.  

In steps AmericaΩs Fund offering to buy him a bed. I told them Charlie's sleeping arrangements 
were fine, again uncomfortable receiving charity and also feeling others may need funds more 
desperately.  So as not to make me uncomfortable but wanting things to be more comfortable 

for Charlie they slipped a check under our door with a note that just said "for a toddler bed." Ο 

ΟSo as I said in the beginning, I am not surprised this was started by a military spouse. It's what 
we do as a community. We come together, we see a need, we meet it. Whether we've known 
you for years, or just met you. I'm so glad I met AmericaΩs Fund.  

Here is an article about the founder (leader and military spouse) of Semper Fi Fund.  
http://www.stripes.com/blogs/spouse-calls/spouse-calls-1.9571/karen-guenther-s-semper-fi-
fund-1.239490#.UikGFdY72HQ.twitter   

1And here’s the Facebook post. https://www.facebook.com/pages/Matts-Road-to-
Recovery/368539976582807?ref=stream   

  

http://www.stripes.com/blogs/spouse-calls/spouse-calls-1.9571/karen-guenther-s-semper-fi-fund-1.239490#.UikGFdY72HQ.twitter
http://www.stripes.com/blogs/spouse-calls/spouse-calls-1.9571/karen-guenther-s-semper-fi-fund-1.239490#.UikGFdY72HQ.twitter
https://www.facebook.com/pages/Matts-Road-to-Recovery/368539976582807?ref=stream
https://www.facebook.com/pages/Matts-Road-to-Recovery/368539976582807?ref=stream
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Ideas 

 

Some people, it seems to us, do not appreciate creative people.  They suspect they have some 
special ability to generate ideas. 

 

We would argue that everyone has ideas and most have a lot. 

 

We believe the difference between creative people and those who think they aren’t creative 
isn’t their ideas, or the number of them.  The difference may just be that creative people listen 
to their ideas more often. 

 

In addition to listening to their ideas, we find creative people write them down.  Then they 
make connections and through connecting ideas (to other ideas, problems, or needs) they are 
seen as creative. 

 

What about you?  Are you listening to the ideas in your head?  Are you writing your ideas down, 
making connections? 
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Mutual Respect 

 

Our recent Leadership Minute on respect (Wisdom and Aging) sparked a lot of interest and 
discussion along with another leadership lesson – mutual respect lasts the longest and creates 
the greatest impact. 

 

We respect people for their character and their values, especially if they are shared (mutual) 
values. 

 

We respect people for their accomplishments, if they respect us for our accomplishments, 
especially if our accomplishments contribute to theirs.  

 

We respect people who respect us. 

 

Respect that is given is often returned. 

 

Respect that is expected (due to rank, title, or position) is seldom given freely. 

 

The greatest respect is earned and unexpected. 

 

A leader’s greatest respect is mutual and long lasting. 
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When Do You Support a Poor Leader? 

 

Many have been impacted by poor leaders.  Poor leaders disengage people. 

 

Poor leadership can result in people becoming actively disengaged.  It can cause people to work 
against the leaders, hoping they will fail, believing if they fail, it will lead to new and better 
leadership. 

 

So when do you support a poor leader?  When the poor leader is doing the right thing for the 
organization, what needs to be done at that time.   

 

What about if you believe the poor leader has made mistakes leading up to the decision – do 
you still support them?  Yes.  Even when not supporting the poor leader might make the leader 
fail sooner?  Yes. 

 

It’s all part of doing what’s right, always.  Not supporting a right decision (even by a poor 
leader), would make you a poor leader. 
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Running 

 

If you are a frequent reader of our Leadership Minutes you know we believe history can be a 
great source of leadership lessons. 

 

We read a book about James Garfield.  Nominated for President against his will, his story 
reminds us of a time in our nation’s history when it was considered improper to run for the 
office.  A leader was asked.  A true “servant” leader. 

 

We are also reminded of people whose primary reason for accepting a leadership position is to 
use it as a “stepping stone” as they search for a more desired (by them) position.  Their plan is 
to “take the position, but keep their bags packed.” 

 

Now, in modern times, we see leaders, at all level and in all sectors, who seem to spend a lot of 
time “running, or searching for their next position.”  We think they would do better (and we 
would be served better) if they spent more of their time leading in the position they have. 
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Ahead of His Time 

 

Many consider the researcher and analyst, Daniel Yankelovich to have been ahead of his time.  
In his Report Putting the work Ethic to Work, written with John Immerwahr in 1981, he first 
introduced the term discretionary effort which has become the foundation for much of today’s 
discussion on engagement. 

 

Here’s what he said in a 1992 interview: 

 

άhƴŜ ƻŦ ǘƘŜ ǊŜŀǎƻƴǎ ¦{ ǿƻǊƪŜǊǎ ƭƛƪŜ ǘƘŜƛǊ ōƻǎǎŜǎ ƛǎ ǘƘŀǘ ǘƘŜƛǊ ōƻǎǎŜǎ ŀǊŜ ŎƻǿŀǊŘǎΦ  ²ƘŜƴ ƛǘΩǎ 
raise time, everybody gets almost the same percentage increase regardless of performance.  
Rewarding performance is tough on a boss, because you have to tell a lot of people that they 
ŀǊŜ ƴƻǘ ƎƻƛƴƎ ǘƻ ōŜ ǊŜǿŀǊŘŜŘ ōŜŎŀǳǎŜ ǘƘŜȅ ŀǊŜ ƴƻǘ ǇŜǊŦƻǊƳƛƴƎΦ  aŀƴŀƎŜǊǎ ŘƻƴΩǘ Řƻ ǘƘŀǘΦ  They 
ƴƻǿ ƻŦǘŜƴ ǘŀƪŜ ǘƘŜ Ŝŀǎȅ ǿŀȅ ƻǳǘΦ  ¢ƘŀǘΩǎ ƻƴŜ ƻŦ ǘƘŜ ǿŀȅǎ ǘƘŜȅ ƎŜǘ ǘƻ ōŜ ƭƛƪŜŘΦ  .ǳǘ ƛǘΩǎ ŀƭǎƻ ŀ 
powerful de-ƳƻǘƛǾŀǘƻǊΦέ1 

 

What do you think?  Was he ahead of his time? 

 

 

1  ²ƘŀǘΩǎ ²ǊƻƴƎ ς !ƴŘ ²ƘŀǘΩǎ wƛƎƘǘ ς With U.S. Workforce Performance, an Interview with 
Daniel Yankelovich, The Public Perspective, May/June 1992 (pg. 12) 
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Everyone Needs . . . .  

 

A good friend, a member of the Ohio Governor Rhodes administration, and a former Marine, 
Dean Jauchius used to say – “everyone needs a pi**ing post.”  He was referring to a “post” 
where people could go to complain, to let go of their frustrations.  His comment seems as 
relevant today as it was helpful advice years ago.   

 

What about you?  Do you have somewhere to go, someone to talk to (or just listen to you) 
when you need to let go of your frustrations?  It should be someone you trust enough to say 
what you really think. 

 

Dean said it was the role of a good leader.   
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LeaderS 

 

As you may remember, a group of leaders recently got together to discuss leadership and the 
city of Detroit.  We have written several Leadership Minutes about Detroit as a visual symbol of 
the problems resulting from long-term entitlement and disengagement. 

 

Here’s a leadership lesson from our discussion.  One leader asked – what could a leader have 
done that could have prevented it from happening?  The answer – leadership takes more than 
one leader.  It requires many leaders, at all levels, to fix the problems of a city, or any 
organization.  Thus today’s title – LeaderS. 

 

A great lesson and one to which we can relate.  We are having a problem with our daily 
Leadership Minutes – we have found subscribers, even long-term subscribers, who suddenly 
stop receiving them. 

 

As much as we have tried, we can’t figure out what happens.  So we are applying today’s 
leadership lesson and asking each of you for your help in fixing the problem. 

 

If you, or someone you know, ever stop receiving our daily Leadership Minutes, we need you to 
tell us so we can get it fixed.  LeaderS can do it. 
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Work Should Be Fun - Attitude Trumps Aptitude 

 

You might remember 5ŀǾƛŘ /ǊƻƴŜ ŦǊƻƳ LΩƳ bƻ 5ǳƳƳȅ tǊƻŘǳŎǘƛƻƴǎΦ  IŜ ƛǎ ǘƘŜ ƳƛƴŘ όŀƴŘ ǾƻƛŎŜύ 
ōŜƘƛƴŘ ²ƛƭƳŜǊΩǎ [ŜŀŘŜǊǎƘƛǇ tƘƛƭƻǎƻǇƘȅΦ  5ŀǾƛŘ Ƙŀǎ ŀƎǊŜŜŘ ǘƻ ōŜ ŀ [ŜŀŘŜǊǎƘƛǇ aƛƴǳǘŜǎ 
contributing author (based on his Work Should Be Fun! blogs). 

 

Which is more important to success, attitude or aptitude? 

 

My experience suggests that attitude trumps everything else. 

 

When I was a hiring manager, I often said that I hire for attitude and aptitude, then train for 
everything else.  My logic was that hard skills can be trained, but attitude is much more difficult 
to influence, and aptitude simply “is”. 

 

In terms of what makes work fun, attitude is everything. It is your attitude that allows you to: 

• pick yourself up when you fail. 

• drive yourself to develop new skills. 

• push through difficulties to pursue excellence. 

• deal with the inevitable disappointments along the way. 

 

Based on stories of those who have overcome amazing odds to pursue dreams and passions 
after being told, “You’ll never be able to do that.” I have come to believe that even aptitude can 
be developed with the right attitude. 

 

What do you think? 

 

Thanks David, we look forward to more ways to make work fun! 
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Work Should Be Fun - Attitude Adjustment 

 

Written by David Crone based on his Work Should Be Fun! blog (with his permission) 

 

Can attitude be taught? 

 

It reminds me of an old joke …  How many psychologists does it take to change a light bulb? 
Only one, but the light bulb has to want to change. 

 

All of the motivational speakers, tapes (remember tapes?), CDs, podcasts and off-site retreats 
in the world will not change an attitude that does not want to be changed. 

But, if it is ready… 

 

What is your attitude?  Is it healthy? Or is it holding you back? 

 

At absolutely every point in my career where I felt stuck, stalled, unable to move forward – and 
later broke free – the breakthrough came about as a result of shifting my attitude. 

 

Sometimes the shift was a minor adjustment, requiring only something as simple as a Post-it 
note stuck to my computer monitor as a reminder. Sometimes it required outside intervention 
and months of therapy. 

 

If we are going to make work fun, we have to be willing to assess, acknowledge, and adjust our 
attitude. 

 

What’s it going to take to adjust yours? 

 

Thanks David, we look forward to more ways to make work fun! 
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Work Should Be Fun - That stinks! 

 

Written by David Crone based on his Work Should Be Fun! blog (with his permission) 

 

One of the most important things a leader can do is to say, “You’re right. That stinks.” 

 

This morning, amidst the hubbub of our typical getting-the-day-started activities, our dog 
decided to defend our back yard from a skunk. The skunk won. 

 

What does this have to do with making work fun?  Everything. 

 

There is a management theory that states you should never allow those you lead to know that 
you disagree with a decision made at a higher level. I disagree with this wholeheartedly. 

 

Have you ever worked for someone who refused to acknowledge that the current situation 
stinks? That something was just plain stupid?  I have.  It’s annoying. 

 

Admitting that you disagree does not mean you openly dissent or refuse to abide by that 
decision. It simply says, “I disagree.” Nothing more. 

 

When a leader admits they are not happy about a decision or situation, it gives those they lead 
hope.  Yes, hope.   

 

Hope that at some time a better decision might be made. Hope that effort will be applied to 
changing the situation. Hope that given the right opportunity, your boss might try to influence a 
change in the situation. Hope that in the meantime, we can wait this out together. 

 

Thanks David, we look forward to more ways to make work fun! 
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Segues 

 

Written by Ross Leadership Institute Founder Paul Otte 

 

Most of the readers of our Leadership Minutes know I am writing a book - The Journey to We ς 
that explains how organizations can move from me and they thinking – to We. 

 

Several of our Leadership Minutes have been written on the topic, some have provided ideas 
for the book and others have come from writing the book (it works both ways). 

 

Some have asked - what's the difference between writing Leadership Minutes and a book?  The 
answer - segues - the transitions from one thought, idea, or concept, to another.   

 

Segues, to me, are the hardest part of writing.  Short, simple, transitions between ideas can 
sometimes take hours to write.   Making connections isn't easy. 

 

That makes me think of another connection - a segue between writing and leadership. 

 

The most difficult part of leadership, but the one that can separate innovative leaders from the 
others, is making connections between ideas, concepts, and thoughts. 

 

Since leadership is about people, we can apply segues to people as well as ideas by: 

V Connecting people’s values with the organization   

V Connecting the organization’s goals with each individual 

V Making connections between people, their abilities, their wants, and desires   

 

There we are again, back to our Journey to We.   
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Who Buys? 

 

Written by Ross Leadership Institute Founder Paul Otte. 

 

My daughter Deanna has a simple and practical rule -  "Whoever has the most money buys."  It 
works for us. 

 

But what about with others?  I have a simple rule when it comes to meeting someone for lunch, 
breakfast, coffee, or dinner  - "Whoever benefits the most buys."   

 

That means I always buy (unless someone else beats me to it).  And it means I make sure I 
benefit the most.  And that means I set out to learn the most.  And I almost always believe I do. 

 

What about you?  Who buys?  Who benefits the most? 
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Don't Say It 

 

Many remember Yoda's quote from Star Wars - Do, or don't do.  There is no try. 

 

Good advice for anyone, especially leaders.  

 

Here's another one (we hope Yoda believers won't mind) - Don't say it, unless you do it. 

 

Good advice for organizations that have (or say they have) a mission, principles, values, 
purpose, philosophy, or any other statement.   

 

Good advice for leaders who say anything.  

How the Bible Describes a Leader 

 

Those who have attended one of our Leadership Institutes know that the participants develop 
their own leadership philosophy.  A recent participant, Quincy Howard, Contracts/DBE Program 
Administrator at COTA, is also a minister.   

 

He said in his presentation, as a minister, he has learned to look to the bible as a source of 
instrǳŎǘƛƻƴΦ  IŜǊŜΩǎ ǿƘŀǘ ƘŜ ŦƻǳƴŘ ŀǎ ƘŜ ǿŀǎ ǇǊŜǇŀǊƛƴƎ Ƙƛǎ ƭŜŀŘŜǊǎƘƛǇ ǇƘƛƭƻǎƻǇƘȅΥ 

 

Á Leaders do what’s right, even if they are alone. (Noah) 

Á Leaders embrace the unknown. (Abraham) 

Á Leaders endure in spite of circumstances. (Joseph) 

Á Leaders stick up for their people. (Moses) 

Á Leaders rule by example rather than command. (Joshua) 

Á Leaders are not afraid of giants. (David) 

Á Leaders rise to the occasion. (Isaiah) 

Á Leaders maintain their resolve without regard for consequences. (Daniel) 

Á Leaders aren’t afraid to call out the phonies. (John the Baptist) 

Á Leaders recover from failure. (Peter) 
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Á Leaders are passionate for what they believe in. (Paul) 

Á Leaders are servants (Jesus) 

  

  Thank you Quincy, a minister and a leader, as well as all your sources of instruction. 
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MOTHER 

 

Many of you know that in addition to our daily leadership emails, our Ross Leadership Institute 
also offers leadership development opportunities.  Not surprising, they can be a source of 
Leadership Minutes.  

 

Lia Wolford, Customer Service Supervisor at COTA, shared with us her leadership philosophy 
during one of our Leadership Institutes.  She dedicated it to her mother. 

 

M - Motivate.  A leader needs to be inspiring and have passion for their team.  They need to 
know how to get the team to want to do the task at hand rather than make them do it. The 
leader must be a cheerleader for the team.  

 

O - Open Minded. A leader must listen and consider the views and opinions of others.  They 
must be willing to adapt to any changes for the good of the team.   

 

T - Trust.  A leader must inspire trust in the team. Trust must be earned and it takes time. With 
trust a team can work together and be productive.  Trust from a leader is probably one of the 
most important values a leader can have because if there is no trust, the team will not follow.  

 

H - Humor.  A leader must be willing to not only laugh with the team but also be willing to laugh 
at themselves.  Humor breaks down barriers within the team. 

 

E - Engage.  A leader must actively engage all team members to participate. If the team is 
engaged then they are willing to participate which in turn comes great dialog, great ideas and 
great outcomes. 

 

R - Reliable. A leader must be present for not only the good times, but the bad. Being reliable 
shows the team you are dependable and willing to assist when needed. 

 

Thanks Lia and thanks to your mother for giving you your leadership foundation. 
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Wisdom and Aging 

 

Respect is a special feeling from one individual to another.  It is a respect for them as a person, 
their character and values, along with their accomplishments.    

 

In leadership terms, respect could mean someone you would willingly follow. 

 

We learn respect at an early age.  Our parents teach us to respect those who are older than us.  
Those who served in the military may have learned “to respect the uniform, the rank” of those 
“above” you.  These early “guidelines” serve us well as we begin our careers. 

 

Ultimately, you reach a point where you realize most of the people you respect are younger 
than you.  That you will find (if you haven’t already) is a sign of aging. 

 

Another point in life is when you realize many people are at a “lower rank” than you.  That you 
will find is a sign of advancing. 

 

We believe the earlier you learn to respect those who are younger than you, as well as those 
who are at a “lower rank” than you is a sign of wisdom. 

 

And the deeper your respect for others goes – to those even younger and even lower in your 
organization - is a sign of your leadership.   

 

The more you respect others, the more willing they are to follow. 
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Disney Values 

 

Shannon Rine, a former Disney cast member and trainer and now Administrative Quality 
Assurance Manager for MTM, Inc., included the values he learned from Disney in his leadership 
philosophy. 

 

¶ Understand Your Role 

¶ Exceed Customer Expectations 

¶ Find Creative Solutions 

¶ Strive for Continuous Improvement 

¶ Follow Up & Follow Through 

¶ Set Direction with Clear Expectations 

¶ Respect, Appreciate and Value Everyone 

 

Good values for Disney and for leaders.  Thanks Shannon. 
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Ethics by Example – Communication:  Good Leadership, Good Ethics 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

Author Robert K. Massie in his book Dreadnought wrote that in 1884 Otto von Bismarck, the 
father of modern day Germany, was thought to have throat cancer. His wife brought in 
physician Dr. Ernst Schweninger who confronted the disease and the Chancellor head on.  

 

At their first meeting Chancellor Bismarck said roughly: “I don’t like questions.” “Then get a 
veterinarian,” Schweninger replied. “He doesn’t question his patients.” 

 

What does this have to do with leadership and ethics? 

 

Communication, up, down and across is critical to good leadership. It is also very helpful in 
recognizing and preventing ethical lapses.  

 

Good leaders communicate and encourage communication.  They share as much information as 
possible, given regulatory requirements, and welcome and encourage questions from all levels.  

 

Do people feel completely free to approach you with any questions or issues they have? Are 
you encouraging communications?  Are you sharing as much information as possible? 

 

If your answer is NO to any of these questions you might want to work on your communicating 
skills, or become a veterinarian. 
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Fear of Failing 

 

Listening to Scott Laidig, former Marine Captain and author of Al Gray. Marine, Volume 1, speak 
to the Midshipmen during an Ohio State University NROTC class, he is asked a probing question.  
"What was your driving force when you were a new Lieutenant during the Vietnam War?" 

 

After a short pause, his honest answer - "At first it was a fear of failing myself.  I didn't want to 
be known as the Marine platoon commander that failed."  Then, he continued, "it changed to 
my fear of failing my Marines." 

 

Good answers for any leader.  Fear of failing yourself is a beginning, fear of failing those you 
lead is what should be driving any leader. 

 

What's driving you? 
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A Leadership Hour 

 

Our goal on Fridays is to provide you with a Leadership Minute written by one of our Ross 
Leadership Institute Founders.  Today we have a leadership hour.   

 

Jane Grote Abell, Donatos Pizza Chairman, one of our Founders, and a frequent contributor 
(remember her Bringing Your Principles to Work series) will be featured on tonight’s CBS hit 
reality series, Undercover Boss at 8:00 pm (ET).  Here’s what Jane says about donning a disguise 
and going undercover in Donatos restaurants: 

 

άL ǿŀƴǘŜŘ ǘƻ ǇŀǊǘƛŎƛǇŀǘŜ ƛƴ ¦ƴŘŜǊŎƻǾŜǊ .ƻǎǎ ǘƻ ŜȄǇŜǊƛŜƴŎŜ ŦƛǊǎǘ-hand the inner workings of our 
company and to interact with our associates on the frontline who make a difference for Donatos 
every day.  In addition to ensuring the mission and promise of Donatos is alive and well across 
the company, I wanted to have the chance to discover unsung heroes within our organization 
ŀƴŘ ŘƛǎŎŜǊƴ ŎƘŀƴƎŜǎ ǿŜ Ŏŀƴ ƳŀƪŜ ǘƻ ōŜ ǘƘŜ ōŜǎǘ ǇƛȊȊŀ ŎƘŀƛƴ ǇƻǎǎƛōƭŜΦέ 

 

άL ǿŀǎ ǎƻ ǇǊƻǳŘ ŀƴŘ ƻǾŜǊƧƻȅŜŘ ǘƻ ŘƛǎŎƻǾŜǊ ǎǳŎƘ ǎǘǊƻƴƎ ŘŜŘƛŎŀǘƛƻƴ ǘƻ ǘƘŜ 5ƻƴŀǘƻǎ Ƴƛǎǎƛƻƴ ƻŦ 
promoting goodwill and serving the best pizza.  I expected to gain business insights so that 
Donatos could better serve pizza lovers; never in my wildest dreams did I think this opportunity 
would lead me to find real heroes whose commitment to serving our customers would truly 
ƛƴǎǇƛǊŜ ƳŜ ŀǎ ƳǳŎƘ ŀǎ ƛǘ ŘƛŘΦέ 

 

We hope you will watch it.  It will be a leadership hour.  

 

For more information on Donatos Pizza and updates on Jane’s experience, visit 
www.donatos.com, Facebook.com/DonatosPizza or Twitter.com/Donatos. For more 
information on Undercover Boss, visit http://www.cbspressexpress.com/cbs-
entertainment/shows/undercover-boss/about 

 

 

  

http://www.donatos.com/
https://www.facebook.com/DonatosPizza
https://twitter.com/Donatos
http://www.cbspressexpress.com/cbs-entertainment/shows/undercover-boss/about
http://www.cbspressexpress.com/cbs-entertainment/shows/undercover-boss/about
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¢ƘŜ !./Ωǎ ƻŦ tƻǿŜǊ 

 

Our long time readers might remember our Leadership Minutes on ‘A’, ‘B’, and ‘C’ players.  We 
have written a few.   

 

‘A’ players can make things happen, ‘B’ players can stop things from happening, and ‘C’ players 
can do neither.  We believe leaders should be ‘A’ players. 

 

Here’s an update.  ‘A’ players, who make things happen primarily based on their power, run the 
risk of ‘B’ players gaining enough power to stop things from happening.  When that happens, 
both ‘A’ and ‘B’ players become ‘C’ players and things don’t happen. 

 

That’s the ABC’s of power.   

 

Another update - we believe leaders should be ‘A’ players who don’t lead based solely on their 
power.  Remember power played is power lost. 
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Not Exceeding the Limit 

 

Every man is a damn fool for at least five minutes a day; 

wisdom consists of not exceeding the limit. 

- Elbert Hubbard 

 

Be a wise leader today.  Don’t exceed the limit. 
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When Not To 

 

No surprise that our recent Minute on When Do You Support a Poor Leader has lead to the 
question – When should you not support a leader?  The most obvious answer is – when the 
leader is doing the wrong thing. 

 

But what’s wrong might not always be as obvious.  It can require returning to the underlying 
assumptions.  Is the leader following your organization’s mission, serving the right customers, 
with the right products or services, in the way your mission intended? 

 

Is the leader accomplishing the goals that the institution has set, within the timelines agreed 
upon, or is the leader focused more on his or her own goals?  Said in another way - does the 
leader expect respect, or earn it? 

 

The most important question we believe is the simplest one - are you becoming better by 
supporting the leader?  Not better financially (that’s self serving), but  becoming better as a 
leader (serving others).   
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Seen the Light – Say on Pay 

 

If you own stock, or follow the stock market, chances are you are familiar with the term say on 
pay.  It’s a rule giving shareholders the right to vote on executive compensation.  In the U.S. it’s 
an advisory vote. 

 

Thanks to Ted Light’s Leadership Minute on the need for equity we have been thinking more 
and more about the impact of equity on engagement.  We have already written about the 
inequity that occurs when those who aren’t working (disengaged) are compensated at the same 
levels as those who are (engaged). 

 

Inequity can also start at the top.  Equity can explain why those with a strong work ethic may 
become disengaged when they see extremely high levels of executive compensation in 
comparison with the rank and file.  

  

It leads us to think, as more companies disclose the compensation of the CEO, more (in the rank 
and file) may be becoming disengaged.  That doesn’t mean we would want the disclosures to 
stop (we would want the excessive compensation to stop). 

  

The rank and file may be “voting” by withholding their discretionary efforts.  And for them it’s 
not advisory – it’s disengagement. 

 

What about you?  What are you saying on pay? 
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Seen the Light? 

 

Beyond the fun in watching the monkeys in Ted Light’s Cucumbers, Grapes, and the Need for 
Equity Leadership Minute on October 10th, Ted’s comments made a lot of people think.  For us 
it added a whole new dimension to our understanding of disengagement. 

 

Most of what we have seen (as well as written) focuses on entitlement as a driver of 
disengagement.  Ted has added another (and equally important) driver – equity. 

 

 Equity can explain why those who do not feel entitled, those who have a strong work ethic, 
may become disengaged.  When they see others who aren’t working being ignored by their 
managers and compensated at the same levels as those who are working, it creates a feeling of 
inequity.  And, as Ted says the only way they may be able to react (perhaps in protest) is by 
decreasing their effort.   

 

Thanks Ted for giving us another reason to believe those who are disengaged aren’t necessarily 
bad people.  They may just be in a bad (inequitable) situation.   

 

Monkeys may not be the only one throwing cucumbers.   

 

What about you?  What about the people you lead? 
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Non-Essential and Entitled 

 

We do our best to keep politics out of our writings.  We recognize and respect that our readers 
have differing views.  But, it’s hard to ignore when it provides a great leadership example.  So 
here it goes. 

 

One leadership concept that can be hard for people to understand is the feeling of entitlement 
and how it became a significant driver of disengagement.  It’s found when someone quits 
working, but stays to collect a paycheck (feeling entitled). 

 

Here’s the example.  Our federal government has furloughed workers that have been deemed 
non-essential.  It has created a (entitlement) controversy. 

 

Some say the workers should be paid for the time they were furloughed when they are called 
back to work.  Others say it would never happen in a business. 

 

Some note that the House has already passed a bill to do it, but it’s waiting on the Senate.  
Others point out that if a business were closed due to no fault of the employees, they would 
hope that management would still want to pay them.  Others say if they are going to be paid, 
they should be brought back to work. 

 

To go any further while still trying to keep politics out seems impossible.  So we will only add to 
the dilemma and note that a recent poll1 found people split on the question ‘Should furloughed 
federal government employees be paid if they are not working?’ – 52% said no and 48% yes. 

 

As a leader, what do you think (ignoring politics, if you can)?  Your answer might provide you 
with an example of your own feelings on entitlement. 

 

 

1 http://money.cnn.com/2013/10/09/news/economy/federal-employees-
pay/index.html?iid=EL 

 

  

http://money.cnn.com/2013/10/09/news/economy/federal-employees-pay/index.html?iid=EL
http://money.cnn.com/2013/10/09/news/economy/federal-employees-pay/index.html?iid=EL
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1 = 2+ 

 

There are plenty of reasons to promote people from within an organization.  Here’s a 
“mathematical” one. 

 

Every internal promotion can create an opportunity for at least two people to be recognized 
and rewarded.  Number 1 is the person being promoted and number 2 can be the person 
promoted to replace him or her. 

 

And the higher the level of the first promotion, the greater the number of internal promotions 
are possible, potentially going to 2+. 

 

Given such “mathematical” potential why wouldn’t you promote from within?  The reason most 
often given is no one is prepared.  While that can reflect reality, we believe it can also reflect a 
failure in leadership. 

 

Are you preparing yourself and others to be promoted when the opportunity occurs?  It could 
result in 1 = 2+. 

 

. 
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Nero 

 

There are many advantages to being a leader and they often increase as you move higher up in 
an organization.  The most obvious are the compensation and the benefits. 

 

We have seen (and written about) how these advantages can become disadvantages.  For 
example when compensation is seen as excessive, people in lower levels may become 
disengaged. 

 

Here’s an advantage you might not have thought about.  The higher up you are, the greater the 
opportunities you have to choose where you will spend your time – what problems you will 
focus on, what changes you will initiate, what projects you will take on internally, as well as 
externally. 

 

Like the other advantages, opportunities can lead to disadvantages.  If a leader chooses wisely 
the right problems can be solved, the right changes made, and the entire organization sees by 
example the “focus of main effort.” 

 

But if not, people in lower levels may wonder what’s important?  Taken to the extreme, the 
best example we can think of is Nero.  You might remember him as the leader who fiddled 
while Rome burned. 

 

Do you hear any “fiddles” in your organization?   If you do, hopefully, there are no fires. 
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Maple Syrup 

 

Written by Dave Reist, BGeneral (retired) USMC, and now VP at the Potomac Institute for Policy 
Studies 

  

As one of eleven children, we loved having pancakes for breakfast, and everyone LOVED maple 
syrup.  Maple syrup was bought in large containers - good, but not that high quality, maple 
syrup.   

 

Every fall, our great Aunt Rita would come by after visiting the foliage in Vermont and she 
would bring a 1-quart Mason jar of that REAL good maple syrup.  As she pulled in the driveway, 
my Mom would greet her and the ceremony of Rita handing over the jar and Mom placing it in 
the kitchen would be almost spiritual, as we knew we were in for a real treat for our next 
pancake breakfast.   

 

The next Sunday, our family went to church and upon arriving home, Mom announced, “Get 
out of your church clothes and we’ll have pancakes with Rita’s syrup.”  All scampered away, less 
me.   

 

As the others were changing, I looked at that Mason jar and thought, “I’ve been extra good and 
deserve a little more.”  So I attempted to open the jar (one of those with a wire on top that you 
have to move one way and then back another to force down the lid) and the jar tipped.   

 

Half the syrup ended up on the table.  In a panic, I looked to see who might have witnessed the 
event, and no one did.  I took off my sweater, and with two quick passes, soaked up the syrup, 
and tucked my sweater in a tight ball.   

 

As my brothers and sisters came down after changing their clothes, one noticed the half empty 
Mason jar and the inquiry began.  I played dumb until dripping syrup from my sweater gave me 
away. 

  

Have you ever thought you rated something special?  Have you ever been standing in a room 
with maple syrup dripping from your sweater and attempted to pretend you didn’t know 
anything about it (and I’m not talking about maple syrup)? 
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¢Ƙŀƴƪǎ 5ŀǾŜΦ  LǘΩǎ ŀ w9![ ƎƻƻŘ ǎȅƳōƻƭ ŦƻǊ people who think they are special.  

 

Look to see if anyone is dripping maple syrup today.  But first you might want to look in the 
mirror. 
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Two Meanings of FEAR 

 

Shared1 by Debbie Johnson, one of our Ross Leadership Institute Founders and a member of the 
Upper Arlington, Ohio City Council 

 

F-E-A-R has two meanings: 

 

1. Forget Everything And Run 

2. Face Everything And Rise 

 

What is your meaning of FEAR? 

 

 

1  From a FaceBook post 
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Alternative Views 

Written by Harlan Schottenstein a loyal reader of our Leadership Minutes and adjunct Faculty 
member at Franklin University.  

American strength has always been in its ability to forge unity from its inherent diversity. Great 
leaders have known how to tap into the different advantages that each group brings to the 
table. No better example of this was General George Washington after his crossing of the 
Delaware. 

Crossing the Delaware on Christmas Day in terrible weather Washington had a quick success 
against a surprised Hessian contingent at Trenton, but he quickly retreated back across the 
river. He immediately recrossed the river to face an even larger British Army under a 
determined General Cornwallis.  

Badly outnumbered by a better-experienced and highly disciplined British Army that been 
brought up against him, Washington became pinned against the river.  Cornwallis, in a highly 
stratified Council of War, directed his commanders to attack and wipe out the Continental 
Army despite being warned against it by some of his subordinates.  

Washington called his Council of War together and asked a quilt-work of soldiers and local 
citizens for their input, despite his belief that they needed to retreat back over the river to 
avoid destruction.  He encouraged a free exchange of ideas and listened to alternative views. 
He became convinced by the daring proposal of General St. Clair to sweep around the British 
Army and surprise them with an attack at their rear in Princeton. 

The move was a tremendous success and helped turn the tide for an army that needed the 
victory to continue the war.  Washington was a great leader because he understood the 
importance of bold moves and trusted the insights he had from diverse inputs representing the 
wealth of the early nation, qualities we should remember today. 

Thanks Harlan, another great leadershiǇ ƭŜǎǎƻƴ ŦǊƻƳ ƻǳǊ ƴŀǘƛƻƴΩǎ ƘƛǎǘƻǊȅΦ 
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An Exclamation Point! 

 

[ŀǎǘ ¢ƘǳǊǎŘŀȅΩǎ [ŜŀŘŜǊǎƘƛǇ aƛƴǳǘŜ ŀǎƪŜŘ ƛŦ ȅƻǳ ŀƎǊŜŜŘ ǿƛǘƘ 5ŀƴƛŜƭ ¸ŀƴƪŜƭƻǾƛŎƘ ǿƘŜƴ ƘŜ ǎŀƛŘ 
άƳŀƴŀƎŜǊǎ ǘŀƪŜ ǘƘŜ Ŝŀǎȅ ǿŀȅ ƻǳǘέ ǿƘŜƴ ƛǘ ŎƻƳŜǎ ǘƻ ŘŜŀƭƛƴƎ ǿƛǘƘ ǇƻƻǊ ǇŜǊŦƻǊƳŜǊǎΦ  

 

Our first response came from Darrin Adams, a retired U.S. Army First Sergeant and currently 
U.S. Department of Labor, State Director for Veterans Employment and Training.   Our readers 
will recognize Darrin as the author of our From the Top series of Leadership Minutes.  (Army 
CƛǊǎǘ {ŜǊƎŜŀƴǘǎ ŀǊŜ ƻŦǘŜƴ ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ  

 

5ŀǊǊƛƴΩǎ ǊŜǇƭȅ ǿŀǎ ƳƻǊŜ ƻŦ ŀƴ ŜȄŎƭŀƳŀǘƛƻƴ ǇƻƛƴǘΗ  ²Ŝ ōŜƭƛŜǾŜ Ƙƛǎ ǎǘǊƻƴƎ ŦŜŜƭƛƴƎǎ ŀǊŜ ǿƻǊǘƘ 
sharing. 

 

I do not believe that Yankleovich was ahead of his time.  He is an anomaly because he holds a 
mirror in front of us. 

  

What do I think? 

  

1.       I don’t think that employees “like” bosses who are like this.   

2.       They do not respect them. 

3.       They see them as weak. 

4.       It is a de-motivator that spreads like the plague. 

  

Leaders must have the intestinal fortitude to implement procedures to reduce poor 
performance and weld them tight.  Poor performance should never be acceptable, as it quickly 
can become the organizational anchor. 

  

As unpopular as it may be, leaders must have the guts to tell people who are weighing down 
the organization that they are anchors.  

  

The alternative is that you the leader become the anchor.   

 

What do you think? 



 

2013 Minutes Archive 

 

 

  



 

2013 Minutes Archive 

Work Should Be Fun – Mediocrity begins with Me 

 

Written by David Crone based on his Work Should Be Fun! blog (with his permission) 

 

We’ve all heard it, “There is no ‘I’ in team.” 

But, guess what?  “Mediocrity” begins with “me.” 

We may not accept mediocrity from ourselves. We may hold ourselves to high standards. We 
may work hard to be the best we can be at whatever it is we are doing. 

But, if we accept mediocrity from those around us, especially those we lead, we are allowing 
mediocrity to spread. Not just allowing it, but fostering it.  Feeding it.  Nurturing it. 

If we accept “good enough” from those around us, our combined effort has no chance of 
becoming any more than mediocre. 

I don’t know about you, but I refuse to be mediocre. Mediocre is not fun. And if we agree that 
we won’t accept mediocrity from ourselves, we must accept our role in boosting the 
performance of those around us. 

Stop accepting mediocrity. Right now. Halt its spread.  Refuse to accept it.  From yourself, or 
from others. 
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Agree or Disagree? 

 

When people email us, or tell us in person that they – “don’t agree with every Leadership 
Minute we write,” our response is – “great.”  Here’s our secret (Paul Otte and Debbie Johnson – 
we are responsible for selecting and editing them) – we don’t agree with every Leadership 
Minute we send.   

 

But, we do our best to provide balance to every issue, either by multiple Leadership Minutes, or 
in providing both sides of the issue in the same one.  Our intent is to challenge your leadership 
thinking.   

 

We think that’s what leaders do.  If leaders surround themselves with people (or Leadership 
Minutes) that agree with everything they believe, they aren’t learning and they (together) 
surely aren’t getting better by practicing their leadership. 

 

We have said it before, if two people always agree, one of them is redundant. 

 

Agree or disagree?  Great.  And even better, let us know and we may turn it into a Leadership 
Minute. 
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²ŜΩǾŜ Dƻǘ ŀ .ŀǘǘƭŜ ǘƻ ŦƛƎƘǘ Φ Φ Φ Φ 

 

We remember a cartoon of a medieval battle where the King is standing behind his followers 
who are fighting the enemy with arrows and spears.  The caption read (something like) – 5ƻƴΩǘ 
ōƻǘƘŜǊ ƳŜΦ  /ŀƴΩǘ ȅƻǳ ǎŜŜ L ƘŀǾŜ ŀ ōŀǘǘƭŜ ǘƻ fight?  L ŎŀƴΩǘ ōŜ ōƻǘƘŜǊŜŘ ōȅ ŀƴȅ ǎŀƭŜǎƳŀƴΦέ 

 

Off to the side of the King is the “salesman” standing with one foot on a machine gun.  We can’t 
help thinking of the cartoon whenever we see people so focused on the present they are willing 
to ignore the future. 

 

That’s today’s leadership lesson – a visual reminder – of the importance of listening to others, 
even when you are too busy. 

 

 

²Ŝ ŎƻǳƭŘƴΩǘ ŦƛƴŘ ǘƘŜ ƻǊƛƎƛƴŀƭ ŎŀǊǘƻƻƴΣ ōǳǘ ǿŜ Ŧound several other versions at 
http://funnysalescartoons.com/photo/albums/the-king-and-the-machine-gun.  You might want 
to print one as your own visual reminder. 

 

 

  

http://funnysalescartoons.com/photo/albums/the-king-and-the-machine-gun
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Tips for Communicating Your Personal Leadership Brand 

 

Written by Ann Gallagher, President of Gallagher Consulting Group and a Ross Leadership 
Institute Founder. 

 

Honor your brand. 

 

Use third parties for credibility. 

 

Use personal stories. 

 

Remember the 7/11 Rule:  In the first seven seconds of contact, a person forms 11 impressions 
about you and our organization. 1 

 

Smile, be friendly, and polish your speaking skills. 

 

Smile today.  You only have 7 seconds to make an impression. 

 

More to follow . . . .  in our Ross Leadership institutes.   

 

/ŀƴΩǘ ǿŀƛǘΣ ŎƻƴǘŀŎǘ ǳǎ ǘƻ ƭŜŀǊƴ ƳƻǊŜ ŀōƻǳǘ ǇŜǊǎƻƴŀƭ ōǊŀƴŘƛƴƎ ŀƴŘ Ƙƻǿ ƛǘ Ŏŀƴ ƛƳǇŀŎǘ ȅƻǳǊ 
leadership - debbie@rossleadership.com 

 

 

1  Source:  You are the message by Roger Ailes 
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A Practical Leader 

 

Steve Hunckler, VP and Chief Claims Officer at State Auto Insurance Companies created 
ΨIǳƴŎƪƭŜǊΩǎ wǳƭŜǎΣΩ ŀ ŎƻƳǇƛƭŀǘƛƻƴ ƻŦ Ƙƛǎ оо ȅŜŀǊǎ ƻŦ ŜȄǇŜǊƛŜƴŎŜǎΦ  

 

He shares them with his people and with us.  We think you may ŦƛƴŘ ǘƘŜƳ άǇǊŀŎǘƛŎŀƭΦέ 

 

Hunckler’s Rules (with explanations, as needed): 

 

Thou shalt not drink thy neighbor’s last beer.  Always leave something on the table.  Put more in 
than you take out. 

 

Thou shall not trump thy partner’s ace.  Piggy-back on good ideas and always share the credit. 

 

Be where you need to be.  It requires knowing where you need to be at all times. 

 

Never ask your neighbor to take out your trash.  5ƻƴΩǘ ΨǘǊŀƴǎŦŜǊ ȅƻǳǊ ΨƳŜǎǎΩ ǘƻ ƻǘƘŜǊǎΦ 

 

When the rest of the world is wrong . . . maybe it is time to reconsider (your position). 

 

If you are kind to the cruel – you are cruel to the kind.  5ƻƴΩǘ ƎƛǾŜ ŀ ƴƻƴǇŜǊŦƻǊƳŜǊǎ ǿƻǊƪ ǘƻ 
others who are performing. 

 

Don’t mistake the rim of the rut for the horizon.  Look beyond one-ȅŜŀǊ ƴǳƳōŜǊǎΦ 5ƻƴΩǘ ǎƛƳǇƭȅ 
compare year over year. 

 

Always answer the question, first. 

 

It’s all about results . . . not the quality of the excuse.  

 

A practical leader is . . . simple messages relentlessly repeated.  
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Complete PRACTICAL Leader 

 

Steve Hunckler, VP and Chief Claims Officer at State Auto Insurance Companies created 
ΨIǳƴŎƪƭŜǊΩǎ wǳƭŜǎΣΩ ŀ ŎƻƳǇƛƭŀǘƛƻƴ ƻŦ Ƙƛǎ оо ȅŜŀǊǎ ƻŦ ŜȄǇŜǊƛŜƴŎŜǎΦ  IŜ ǎƘŀǊŜǎ ǘƘŜƳ ǿƛǘƘ Ƙƛǎ ǇŜƻǇƭŜ 
ŀƴŘ ǿƛǘƘ ǳǎΦ  ²Ŝ ǘƘƛƴƪ ȅƻǳ ǿƛƭƭ ŦƛƴŘ ǘƘŜƳ άǇǊŀŎǘƛŎŀƭΦέ 

 

Hunckler’s Rules (with explanations, as needed): 

 

Thou shalt not drink they neighbor’s last beer.  Always leave something on the table.  Put more 
in than you take out. 

 

Thou shall not trump thy partner’s ace.  Piggy back on good ideas and share the credit. 

 

Be where you need to be.  It requires knowing where you need to be at all times. 

 

Never ask your neighbor to take out your trash.  5ƻƴΩǘ ΨǘǊŀƴǎŦŜǊΩ ȅƻǳǊ ƳŜǎǎΩ ǘƻ ƻǘƘŜǊǎΦ 

 

Be the kind of person your dog thinks you are.  Set lofty and high goals. 

 

Your dog will always be glad to see you when you get home.  OK to take risks 

 

When the rest of the world is wrong…  maybe it is time to reconsider (your position). 

 

Minus 1=30.  LŦ ȅƻǳ ŘƻƴΩǘ ǘŀƪŜ ǘƘŜ ǘƛƳŜ ǘƻ Řƻ ƛǘ ǘƻŘŀȅΣ Ƙƻǿ ƭƻƴƎ ǿƛƭƭ ƛǘ ōŜ ōŜŦƻǊŜ ȅƻǳ Ŏŀƴ ƎŜǘ 
ōŀŎƪ ǘƻ ƛǘΧǿƛƭƭ ƛǘ ōŜ ŀ ƳƻƴǘƘ ōŜŦƻǊŜ ȅƻǳ ŘƻΚ 

 

If you are kind to the cruel – you are cruel to the kind.  5ƻƴΩǘ ƎƛǾŜ ŀ ƴƻƴǇerformerΩs work to 
others who are performing. 

 

Never use the word “never”, never put the word “Just” in front of the “dollar sign” It’s just 
money, or I will try (do). 
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Don’t mistake the rim of the rut for the horizon.  Look beyond one-ȅŜŀǊ ƴǳƳōŜǊǎΦ 5ƻƴΩǘ simply 
compare year over year. 

 

It’s all about results . . . not the quality of the excuse.  Always answer the question, first. 

 

Simple messages relentlessly repeated.  Leadership is . . .  

 

Are you “All In?” Leaders are watched 
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! [ƻǘ aƻǊŜ άDǊŀȅέ 

 

When we think we understand entitlement better (and should reduce the number of Leadership 
aƛƴǳǘŜǎ ƻƴ ǘƘŜ ǘƻǇƛŎύΣ ǿŜ ǊŜŎŜƛǾŜ ŀƴ ŜƳŀƛƭ ŦǊƻƳ ŀ ƭƻȅŀƭ ǊŜŀŘŜǊ όŀƴŘ ŀ άŘŜŜǇ ǘƘƛƴƪŜǊέύ .Ǌƛŀƴ 
Schleppi, who makes us think some more. 

 

Been thinking about the whole earned vs. unearned entitlements.  There is a lot more “gray” in 
it than I wanted to initially admit.  I wanted to say that entitlements are either earned or not.   

 

Here’s an example I have some trouble with - most employers, public or private, allow 
employees to earn and accumulate sick time to be used if and when they are sick.   

 

In my mind, I think of sick time this way:  If I don’t have to use any of it, then, that’s great.  It 
means I was healthy all year.  I think of it as insurance that I earned.   

 

If I do get sick, I have this earned entitlement to cover my time so I don’t miss out on any 
expected loss of monetary compensation.  But what else happens?   

 

Some, and sometimes a lot of, people will use their sick time when everybody knows the time 
off is not a legitimate use of sick leave.  It’s perceived as an entitlement, to take time off for 
whatever reason, and treated like any other kind of time off.   

 

The entitlement culture turns an earned entitlement into more of an un-earned entitlement 
particularly if mechanisms are not in place to prevent it.   

 

LǘΩǎ ŘŜŦƛƴƛǘŜƭȅ ŀ ƎǊŀȅ ŀǊŜŀΦ  ¢Ƙŀƴƪǎ .ǊƛŀƴΦ 
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Our 20/70/10 Rule 

 

We keep thinking about the quote we heard from Ralph Sanese of Sanese Services.  A 
consultant told him - in a “cash” business, 17% of the people would steal from you, no matter 
what you do.  Another 17% won’t steal, no matter what you do.  The rest (66%) are watching to 
see what you do. 

 

We have created a similar “rule” for engagement – we “round off” and call it our 20/70/10 Rule 
- 20% of people will work, no matter what you do (they are always engaged).  Another 10% will 
not work, no matter what you do, or where they do it (they feel entitled and are always 
disengaged). 70% are watching to see what you do (they may be disengaged). 

 

Here’s how we came up with our Rule.  We believe the great majority of people have an 
underlying “work ethic.”   That’s why we “rounded up” to 20% and “down” to 10% on the belief 
that “there’s always 10% who don’t get it, or do it.”  70% is what’s left and they represent those 
who may have a “work ethic,” but have become disengaged and are taking a “wait and see” 
approach. 

 

Comparing our 20/70/10 Rule with the average levels of engagement reported in national 
surveys - 30% engaged, 50% disengaged, and 20% actively disengaged - we think our rule seems 
reasonable.     

 

But that means “on the average”, the impact of managers and leaders is only a 10% average 
increase in engagement.  We could put a positive spin on it and note it’s a 50% increase – from 
20 to 30%, but that’s ignoring the potential. 

 

As a leader, your responsibility is to reduce the percentage that are watching and engage them 
by your example.  The potential is significant. 

 

What are the “odds” for an individual leader?  It depends if they are in a “culture of 
entitlement” - which will be the subject of a future Leadership Minute. 
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Leadership vs. Management 

 

Written by Lt. General Dennis McCarthy, USMC (retired), former Assistant Secretary of Defense 
for Reserve Affairs, and a Founder of our Ross Leadership Institute.  

 

A recent Leadership Minute discussed the age-old conflict about how to distinguish between 
“leadership” and “management.”  In my opinion, the Minute also ventured into the related 
controversy into which one – leadership or management – is “better” or “more important.” 

My background, especially in the area of leadership, has been primarily shaped by the U. S. 
Marine Corps.  As a very young Marine Officer, I was taught that “you lead people, and you 
manage things.” After a lifetime of trying to learn to do both, I still believe that is the right 
formulation.  There clearly is a difference between leading and managing, but the operative 
word in the lead versus manage dichotomy is “and.”  Authentic leaders do both things well. 

Authentic leaders – those with character, knowledge, skill and desire – inspire those around 
them to do great things, to do those things well, and to do them for the right reasons.  But in 
order to get those optimum results, authentic leaders provide their people with the resources 
needed for success.  “Providing resources” within an organization usually means skillfully 
gathering and husbanding the available resources, and arranging for a wise distribution of those 
resources according to a set of well-thought out priorities. 

The verbs used here – providing, gathering, husbanding, arranging, distributing, prioritizing - 
are all the stuff of management.  They are useless without leadership, but they are vitally 
important.  And one who professes to be a leader, but at the same time squanders resources or 
fails to gather, prioritize and distribute wisely, does not meet my definition of an “authentic” 
leader. 

Authentic leaders are in service to the people they are privileged to lead.  Discharging that 
service responsibility means doing everything possible to ensure that those people have the 
resources necessary to succeed.  While the authority to manage resources may be shared with 
a leader’s subordinates, the responsibility for managing the available resources in a non-
delegable duty of leadership. 

Leadership and management are different skills, but the authentic leader must have both. 
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Is 50% Better than 110%? 

 

Robert Townsend, a very successful leader and author of Up the Organization, written in 1970, 
had a “Rule of 50 percent.”  He used it when promoting people from within. 

 

Townsend suggested finding someone inside the company who had a successful record and an 
appetite for more.  If a person has 50 percent of what is needed, he would say, give them the 
job.  “In six months he’ll have grown the other 50 percent and everybody will be happy.”  

 

“How to do it wrong:  go outside and get some expensive guy who looks like 110 percent of 
what you want and a year later, after raising salaries all around him, you will still be teaching 
him the business.  The people around him will be frustrated and ineffective.”1 

 

The key, according to Townsend is to pick someone from within who has a “well-deserved 
reputation as a winner.”  He said the organization will rally around an accepted winner, even 
when “temporarily over his head, because in their eyes he deserves a chance.” 

 

What about your organization?  Are you following a rule of 50, or 110 percent?  

 

 

1  Up the Organization, by Robert Townsend (1970), p.155. 
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Ethics by Example – Honesty Is Still the Best Policy 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

Woodrow Wilson was the 28th president of the United States. Prior to his presidency he was 
President of Princeton University from 1902 to 1910, and then Governor of New Jersey from 
1911 to 1913. 

 

While President of Princeton University he gave a speech before the Commercial Club of 
Chicago challenging an existing system in which wealth had created unfair advantages in an 
increasingly predator corporate world. 

 

He addressed the primary issue of the day, which was governmental regulation of immoral 
business practices. He articulated a position he would carry for the rest of his life – that there 
were no dishonest corporations or greedy trusts, only dishonest and greedy individuals within 
those organizations, who must be held accountable. Morality is “never corporate,” he said. 
“Morality is never aggregate. The only way you get honest business is from honest men”6 (And 
today women.) 

 

Wilson’s words are still true today. 

 

 

1 Wilson, By A. Scott Berg 
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Ethics by Example – Know and Obey the Laws, Rules and Regulations 

 

Written by Bill Lhota, former CEO of COTA and AEP senior executive, and now Ross Leadership 
Institute Founder. 

 

Herbert Hoover was the 31st president of the United States as well as a mining engineer. I 
recently came across a quote of his: 

 

“The great liability of the engineer compared to men of other professions is that his 
works are out in the open where all can see them. His acts, step by step, are in hard 
substance. He cannot bury his mistakes in the grave like the doctors. He cannot argue 
them into thin air or blame the judge like the lawyers. He cannot, like the architects, 
cover his failures with trees and vines. He cannot, like the politicians, screen his short-
comings by blaming his opponents and hope the people will forget. The engineer simply 
cannot deny he did it. If his works do not work, he is damned.”  

 

While this quote references engineers, I am one; it would still be applicable if the word 
“engineer” were replace by the word “leader.” 

 

Leader’s failures are there for all to see. Don’t let ethical lapses be one of your downfalls. Know 
and obey all the laws, rules and regulations. Don’t be damned! 
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A Culture of Entitlement 

 

Lƴ ƭŀǎǘ ǿŜŜƪǎΩ [ŜŀŘŜǊǎƘƛǇ aƛƴǳǘŜ ƻƴ ǘƘŜ нлκтлκмл wǳƭŜΣ ǿŜ ǎŀƛŘ ȅƻǳǊ ƻŘŘǎ ƻŦ ŜƴƎŀƎƛƴƎ ǇŜƻǇƭŜ 
depends on if you and ǘƘŜȅ ŀǊŜ ƛƴ ŀ άŎǳƭǘǳǊŜ ƻŦ ŜƴǘƛǘƭŜƳŜƴǘέ ŀƴŘ we promised another 
Leadership Minute to describe it. 

Based on our observations, there are several factors we believe can lead to, or result from a 
“culture of entitlement.”  Some organizations may have many, or even all, of those listed.  It is 
our belief the more that are present and the more deeply rooted in the culture, the more 
difficult it will be to engage people at all levels and the more likely an organization will attract 
and retain those with an entitlement attitude.   

 

Consider these characteristics that (we believe) can lead to a culture of entitlement: 

o Revenues (sources of funding) are not tied to the level, or quality, of the goods, or 
services provided.   

o Budgets are based on the organization’s perceived needs for its service, or product, and 
the resources required (entitled), not from what “customers” are willing (or able) to 
pay. 

o The customer has limited choices.  Often the organization is the only one providing for a 
needed service, or product (resulting in a “monopoly”). 

o The “status quo” is often maintained through increasing rules and regulations.  Change 
is viewed as risky (will alienate one, or more of the numerous constituencies). 

 

And the factors that can result from a culture of entitlement: 

o Internally driven (often lower) expectations of quality for employees and customers.   
The system, or customer, is often blamed for the lack of results. 

o Accountability is tied to meeting “system,” not customer, needs.   Add to that, the 
system can create silos with their own needs (entitlements). 

o Responsibilities are rigidly adhered to, seldom easily increased, and over time reduced 
to minimize the risk of being blamed (held accountable). 

o Rewards are based on seniority, reflected in step increases, and across the board pay 
adjustments.  There are no incentives for being engaged. 

 

We expect you can identify organizations with at least some of these characteristics.  Most 
likely you can see how the factors can contribute to an attitude of entitlement and how difficult 
they are to change.  Difficult does not always mean impossible.  We have seen (and applaud) 
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examples of individual leaders who have been able to engage individuals, units, departments, 
and entire organizations despite some, or many, of these characteristics. 

ά¢ŀƪŜ ƳŜ ǘƻ Ƴȅ ƭŜŀŘŜǊ Φ Φ Φ ά 

 

Our continuing discussion of Townsend’s “50% Rule” and the hiring of insiders, or outsiders in 
filling a position, or a need, leads us to asking – who should be involved in the selection 
process? 

 

Hiring from the outside, especially for higher-level positions, can lead to excluding key people 
from the process, especially if they are internal candidates.  And the higher up you go, often the 
outsider seeks (and gets) “confidential” treatment – where they are seen and interviewed only 
by a select group of people (who will not disclose their names). 

 

While we can respect the need for confidentiality, we have to ask - what impact does it have on 
those internally, whether, or not, they are a candidate?  How much feeling of “ownership” will 
they have with the result?  What if they know the person (and within an industry they 
frequently do) and have strong feelings, one way or another about their potential (or the 
reasons they might be seeking a new position)?  

 

We know of more than one instance where the people who will report directly to a new leader 
were told who he, or she, is only days, hours, or minutes before they arrive on scene to be 
announced to the general public. 

 

It’s like electing a team captain, without input from the players.  We shouldn’t be surprised, as a 
result, when people leave whether, or not, they were an internal candidate.  Or, if they stay, 
that the critical relationship between the leader and those they serve is strained.  

 

It reminds us of the old cartoon where to alien lands and says to the first person they meet – 
άǘŀƪŜ ƳŜ ǘƻ ȅƻǳǊ ƭŜŀŘŜǊΦέ  The first time you meet someone shouldn’t be when she, or he, is 
announced as your leader. 

 

What do you think? 

  



 

2013 Minutes Archive 

Outside In, or Inside Out? 

 

Our recent Leadership Minute on Robert Townsend’s “50% Rule” generated more response 
than we expected along with insights for additional Minutes, this one and several future ones 
that we have titled – Cƛƭƭ ŀ tƻǎƛǘƛƻƴΣ ƻǊ ŀ bŜŜŘΚ ά¢ŀƪŜ ƳŜ ǘƻ Ƴȅ ƭŜŀŘŜǊέ and The Best Person for 
the Position . . .  

 

Townsend’s “Rule” suggests promoting people with a successful record from within an 
organization (if the person has 50% of what’s needed) over an outsider (who may look like 
110% of what you want). 

 

That’s what we would call an Inside Out approach – look first inside your organization before 
considering an outsider.  Whether your rule is based on 50%, or some other number, insiders 
have the advantage.  This seems to happen more often in organizations that emphasize careers. 

 

The Outside In approach is when an organization consistently looks outside when a position is 
open, often overlooking internal candidates who (at least at some level) may be qualified.  
Turning Townsend’s Rule around, someone said – “in our organization an insider has to be 
110% of what’s needed to be considered.” 

 

What approach is the most common?  We remember research that suggested if an organization 
saw itself as successful, it would more likely look inside to promote, especially in leadership 
positions.  If not, and a change was deemed to be needed, they tended to go outside. 

 

So we have to ask (doing our own research) – what approach does your organization follow – 
Outside in, or Inside out? 
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Rusty Ideas 

 

ά!ƴ ƛƴǾƛǎƛōƭŜ ƭƛƴŜ ŘƛǾƛŘŜǎ ŀƭƭ ƳŀƴŀƎŜǊǎ ǘƻŘŀȅΦ  ¢ƘŜǊŜ ŀǊŜ ΨƛƴŎǊŜƳŜƴǘŀƭƛǎǘΩ ŜȄŜŎǳǘƛǾŜǎ ŀƴŘ ΨǊŀŘƛŎŀƭΩ 
executives. 

 

One group assumes continuity; the other recognizes the growing importance of discontinuity.  
One group tends to formulate straight-line strategies; the other thinks in non-linear terms. 

 

hƴŜ ƛǎ ƎƻƻŘ ŀǘ ΨǘƘƛƴƪŀōƭŜΩ ǎƻƭǳǘƛƻƴǎ ǘƻ ǇǊƻōƭŜƳǎ ς a leadership style which may be adequate in 
periods of environmental stability.  The other iǎ ƻǇŜƴ ǘƻ ΨǳƴǘƘƛƴƪŀōƭŜΩ ǎƻƭǳǘƛƻƴǎ ς which may be 
ƴŜŎŜǎǎŀǊȅ ƛƴ ǇŜǊƛƻŘǎ ƻŦ ŜƴǾƛǊƻƴƳŜƴǘŀƭ ǘǳǊōǳƭŜƴŎŜΦέ 

 
Pretty radical thinking, but even more radical when you realize the words were written by the 
futurist, Alvin Toffler in 1985.1  And if you think things were more turbulent in 1985 than today, 
consider what he also said: 

 

άaƻǎǘ ǎŜǊƛƻǳǎ ǎǘǳŘŜƴǘǎ ƻŦ ǘƘŜ ŦǳǘǳǊŜ ŀƎǊŜŜ ǘƘŀǘ ǘƘŜ ¦ƴƛǘŜŘ {ǘŀǘŜǎ ǿƛƭƭ ǳƴŘŜǊƎƻ ŘŜŜǇŜǊ ŎƘŀƴƎŜ ƛƴ 
ǘƘŜ ƴŜȄǘ ǘǿƻ ŘŜŎŀŘŜǎ ǘƘŀƴ ƛƴ ǘƘŜ Ǉŀǎǘ ǘǿƻ ŎŜƴǘǳǊƛŜǎΦέ  Looking back, we believe he was right 
then and his comments are right for today. 

 

 What about you?  Are you an incrementalist, or a radical executive? 

 

If you have any doubt which is right for today, consider one more Toffler quote: 

 

άwǳǎǘȅ ƛŘŜŀǎ ŀǊŜ ŜǾŜƴ ƳƻǊŜ ŘŀƴƎŜǊƻǳǎ ǘƘŀƴ Ǌǳǎǘȅ ƳŀŎƘƛƴŜǎΦέ 

 

 

 

1  From The Adaptive Corporation, by Alvin Toffler (1985)  
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Ownership and Brevity 

 

Yesterday marked the 150th anniversary of Lincoln’s Gettysburg address.  Hopefully, you took a 
moment to pause and think about its significance to our country’s history.  Lincoln was truly a 
great leader. 

 

We waited a day to reflect on the leadership in his message.  First, and it may have been 
overlooked in the celebration was the fact that Lincoln himself wrote it – he owned it.   

 

It today’s world, many leaders speak words that others have written for them.  While there is 
nothing wrong with that – it’s efficient – it can be wrong if the leader doesn’t verify the 
accuracy of what was written, or accept responsibility for what was said. 

 

Second, and although surely mentioned as part of any celebration, was its brevity.  With all the 
“helpful tools” available today it’s easy to write and say more than is needed to make your 
point, or in Lincoln’s case multiple points. 

 

Think of how many words it takes today to write laws, regulations, annual statements, 
contracts, management reports, memos, and emails.   

 

You have to admit, its far more words that anyone wants to (and often bothers to) read.  And 
some will use their length as an excuse and openly acknowledge that they didn’t read them. 

 

We too are guilty of lengthy writing, that’s why we limit our daily Leadership Minutes to one 
page - so you won’t have an excuse to not be a better leader. 

 

And to be a better leader, remember Lincoln’s Gettysburg address for his ownership and 
brevity.  How brief? – 269 words (if that’s hard to imagine – it’s the length of this Leadership 
Minute – right now).  
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Leaders are Learners 

Written by Dwight Smith, Founder SSI (Sophisticated Systems, Inc.) and a Founder of our Ross 
Leadership Institute. 

In recent weeks acclaimed author John Maxwell released his latest book on the topic of 
leadership. His insight on leadership is profound. This particular book is simply entitled 
ά{ƻƳŜǘƛƳŜǎ ¸ƻǳ ²ƛƴΣ {ƻƳŜǘƛƳŜǎ ¸ƻǳ [ŜŀǊƴέΦ 

The premise that “if you lose, yet learn, you actually win” is not a new topic.  “Failures” can 
actually be “victories” when lessons are learned.  

How about you? When things don’t go exactly as anticipated do you give up, turn back or push 
through knowing that there is indeed a silver lining in all of life’s experiences? 

Leaders are Learners. With learning comes insight and over time, wisdom. Let’s make certain 
that we take every opportunity to learn to become more effective leaders and contributors to 
society.  

In closing, I challenge you, not only to learn for yourself but also to teach and encourage others 
to learn. It has been said that it takes a village to raise a child. As we seek to teach our children 
let us never forget that we, as aspiring leaders, must also be long life learners. 

What will you learn today that will contribute to your personal and professional growth and 
also to the growth of others? 
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Fill a Position, or a Need? 

 

Continuing our discussion that started with Townsend’s 50% Rule and Outside In, or Inside Out?  
Today’s Leadership Minute addresses – what are you filling – a position, or a need? 

 

In many organizations, when someone leaves, the first thing the HR department does is “dust 
off” the job description to begin the search for someone to fill it.  Sometimes a job description 
needs to be created, or updated, which may occur with (preferably), or without, input from the 
department (its people, or its leader). 

 

In other (what we would call career oriented) organizations, when someone leaves it is seen as 
an opportunity to apply those resources to the greatest need (of the department, or the 
organization).  A “need” based approach doesn’t start with, or often even consider, the existing 
job description.   

 

One “opportunity” could be to not fill the open position - choosing instead to reassign 
responsibilities to others, creating one, or more, promotions (and careers). 

 

Another opportunity would be eliminate unnecessary tasks - allowing for the resources to be 
used in another (more needed) way.  And of course, there is always the opportunity to not fill 
any position - especially if the person that left was disengaged (not providing extra 
discretionary effort). 

 

And, if a position is to be filled, the focus on needs, not the position, can change the selection 
process.  Instead of looking for someone with the skills, experience, and education that are 
seen as being required, -- a “needs based” approach provides the candidates an opportunity to 
show how they would best meet what’s needed.  

 

What are you filling - positions, or needs? 
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Preparation and Practice 

 

Written by Charlie Saunders, Accounting Faculty, Franklin University 

 

I am often asked how I overcome the "butterflies" and nervousness that comes with teaching in 
class and speaking in public.  Both of these reactions can be described as "stage fright," and of 
course, "fright is a form of fear." (Surveys have indicated that most people fear speaking in 
public more any other adversity.)  

 

When I am asked, I tell people that I overcame stage fright many years ago, by realizing that 
preparation and practice are essential to one's best public speaking performances.  Although I 
can speak impromptu, I much prefer to have at least the opportunity to "think it through" 
before I open my mouth!  

 

I also tell people that a little bit of nervousness before class or before going on stage is a good 
thing for me, because it heightens my awareness and my perceptions.  It is actually the final 
phase in being truly ready to speak.  

 

Bottom line-- I define fear as a tool that helps me to think, listen, prepare, move forward, and 
effectively act in the circumstances. I find this is true not only in public speaking, but also in life.  

 

The acts of our lives depend on our effective use of our brains and senses. Without using our 
brains and senses effectively, there is another fear that we can and should definitely expect to 
be present--fear of failure! 

 

Thanks Charlie - Preparation and practice ς essential for overcoming stage fright and for 
becoming a better leader. 
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 ‘Tis the Season 

 

As we approach the coming holiday season, we are reminded that for many it’s also the 
performance appraisal season (as the year comes to an end).  If the “ghost of performance 
appraisals past” is any indication, it could be a season many people dread.  In fact it could be 
your own “Black Friday,” or any other day the appraisal is conducted. 

 

We continue to wrestle with why performance appraisals are so ineffective.  We hope by early 
next year, as we complete our book, we will have an answer and a new, better, and simpler 
approach to share with you. 

 

In the meantime, we found something that might help explain why they are so ineffective (and 
dreaded). 

 

ά¢ƘŜ ƳƻǊŜ ǎŜƴƛƻǊ ǘƘŜ ŜȄŜŎǳǘƛǾŜΣ ǘƘŜ ƎǊŜŀǘŜǊ ǘƘŜƛǊ ƛƳǇŀŎǘ ƻƴ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ ǇŜǊŦƻǊƳŀƴŎŜΣ ǘƘŜ 
less rigorous the evaluation process.  In many companies, front-line supervisors are subjected to 
ȅŜŀǊƭȅ ǇŀƛƴǎǘŀƪƛƴƎ ǊŜǾƛŜǿǎ ƛƴ ǿƘƛŎƘ ǘƘŜȅΩǊŜ ǎȅǎǘŜƳŀǘƛŎŀƭƭȅ ƎǊŀŘŜŘ ƻƴ ŀ ŘŜǘŀƛƭŜŘ ǎŜǘ ƻŦ 
performance goals.  As you go up the ladder, the reviews become more conversational, 
informal, anŘ ǎƻƳŜǘƛƳŜǎ ǇŜǊŦǳƴŎǘƻǊȅΦέ1 

 

We said you might find it interesting, we didn’t say you would appreciate hearing it.  It does, 
however, add to the answer – leaders are not setting the example. 

 

1  Rivero, J. C. & Nadler, M. B. 2006. CEO performance evaluation. In: NADLER, D. A., BEHAN, B. 
A. & NADLER, M. B. (eds.) Building Better Boards: A Blueprint for Effective Governance. San 
Francisco: Jossey-Bass, p. 151.  Cited in Effective Governance, CEO performance reviews that 
work, found at http://www.effectivegovernance.com.au/ceo-performance-reviews-that-work/ 
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The Best Person for the Position . . .  

 

Our continuing discussion of Townsend’s “50% Rule” and the hiring of insiders, or outsiders in 
filling a position, or a need, along with who should be involved in the selection process, leads us 
to one more Leadership Minute. 

 

Think about it – you have selected the person you believe is best for the position – is that the 
person you should hire?  Most, if not all, would say yes.  After all, that’s the objective.  Right? 

 

We aren’t so sure.  Why?  Because, we believe, the best person for the position may not always 
be the best person for the organization.  Was it a trick question?  No, it was intended to make 
you think about the difference. 

 

Here’s what we think.  A person who is best for the position wouldn’t be best for the 
organization, if their values and principles conflict with the organization’s and its culture.  Or if 
their “vision” for the organization were different than the organization’s mission - sooner, or 
later, they would either be unsuccessful, or in the worst case, could be damaging to the 
organization. 

 

Another reason would be if they were best for the position, but were using it only as a 
“stepping stone” for another position outside the organization.  Wait, you might be saying – 
that’s ok, everyone has ambitions.  Sure, we would say, but a person with “short-term” goals, or 
wanting to add to their resume solely for another position, could do damage to your 
organization in the meantime.  

 

And a person who is best for the position may be wrong for the organization if they are there to 
build only their future, not the organizations.  We believe a “test of success” for any leader is 
the people they have developed and leave behind when they decide it’s best for the 
organization (not them) that they step down. 

 

What do you think?  Are there any other differences you would add? 
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Transforming Leaders into Coaches 

 

Written by Christine Kinney, Executive Coach/Talent Management Consultant, Fresh Strategies, 
LLC. 

  

Something truly transformational occurs when a leader shifts from thinking and behaving like a 
manager and instead starts acting like a coach.   

 

Having trained countless leaders to be coaches, I have seen first-hand how the shift in 
perspective changes leaders and their teams, by creating a more collaborative and engaged 
environment.  

 

Even the most skeptical of leaders can change their perspective on how to motivate and 
maximize their team members by learning and practicing a few key coaching skills. 

  

1.  Build a Trusting Relationship - This is where it all starts. If trust and mutual respect are 
established right from the beginning – the possibilities are endless.  Honesty, sincerity, and 
integrity are the keys to creating a safe and supportive environment. 

  

2.  Be Fully Engaged – Active listening isn’t easy.  In our fast-paced, technology-driven world, it 
can be hard to stop and really listen. It requires putting aside everything else but the 
conversation at hand and being fully engaged in the moment. 

  

3.  Ask powerful questions  - As a coach, one of the greatest compliments you can receive is 
when someone says, “Oh, that’s a great question.” It shows you have been carefully 
listening, observing, and getting them to think and go deeper. 

  

4.  Provide Constructive Feedback - Constructive criticism is a gift. Feedback should be specific 
and direct and shared in a way that has the greatest positive impact on the recipient. 

  

5.  Goal Setting and Accountability - The job of a coach/leader is to take an individual from 
where they are to where they want to be. This is best accomplished by co-creating an 
action plan that includes specific measurable activities and a realistic timeline.  
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Throughout the process, the coach/leader is responsible for helping the team member 
create the plan, monitoring its progress, and for holding the individual accountable for 
doing what they said they wanted to do. 

 

Thanks Christine.  More coaching tips to follow. 
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From the Top ς Finding Leadership in the Doctor’s Office 

 

Written by Darrin Adams, a retired U.S. Army First Sergeant and currently U.S. Department of 
Labor, State Director for Veterans Employment and Training.   (Army First Sergeants are often 
ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ά¢ƻǇέύΦ  

 

Recently I had to visit a Doctor for a minor affliction.  While waiting for the doctor to enter the 
room, I was interviewed by a nurse and she asked me why I was there, how long the illness had 
been a problem for me; family history and other like questions designed to create a base for 
the Doctor’s final analysis. 

 

The Doctor and I had a short and focused meeting.  He was able to take the data that had been 
collected by his staff along with his own examination and properly administer a cure for me.  

 

As I exited the office, it occurred to me that I had just participated in a lesson of effective 
teamwork and leadership. 

  

The staff was presented with a problem (my illness): 

·         The staff had been properly trained. 

·         There were effective tiered diagnostic processes in place. 

·         There were effective communication steps throughout the process. 

·         The Leader (Doctor) was able to effectively make decisions to correct the problem 
and communicated it to his staff. 

·         The clinic made a follow up call to me two days later to check on my progress (always 
a key step). 

This is a text-book example of effective leadership and team-building. Effective leadership calls 
upon us to evaluate our processes, involve your team and communicate effectively. 

 

Thanks Top for your Leadership Minute and for reminding us how we can see (and practice) 
leadership in so many different settings.  
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More Grayisms 

 

Long-time readers of our daily leadership lessons will remember we published a series (over 20) 
of Grayisms, recurring statements made by General Al Gray, Jr. USMC (retired) who served as 
the 29th Commandant of the Marine Corps. Many believe General Gray transformed the Marine 
Corps during his 41 years of service with his unique form of leadership.  Grayisms are the 
embodiment of simplicity (capturing the essence; making concepts easy to understand).    

 

We received a great number of positive responses to the Grayisms and many suggested a book 
be written on them.  We recently did and in the process noted several (Grayisms that were not 
previously published by us.  So we begin a new mini-series of (six) More Grayisms.  We believe 
you will like them as much as the first.  (If you would like a complete set, let us know and we 
can send you information on the book.) 
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Know Yourself, Know Your People, Know Your Profession 

 

This is General Gray’s fundamental tenet of leadership.   

 

To be a leader, one must begin with knowing yourself.  The real you, not what you think you 
are, but what others know you are. 

 

Knowing your people - goes beyond their name, rank, or serial number.  It means knowing them 
as people, starting with each individual. 

 

General Gray was known for conducting inspections “from behind.”  While the troops were 
standing in formation, he along with their Commanding Officer would stand behind them.  Then 
General Gray would ask the CO to tell him about a person he pointed to – name, family, 
children, years in the Corps . . .  

 

No one may know their profession better than General Gray.  His office, even today, resembles 
a small library.  When deployed, he often took a “foot-locker” full of books to be read.  And 
when he returned they were not only read, they were also marked up with highlights and 
notes. 

 

And their contents were committed to memory.  To this day, he will stop in conversation to get 
a book, to reinforce the point he is making (and it most likely will have been read many years 
before). 

 

 ά! ƭŜŀŘŜǊ ǿƛǘƘƻǳǘ ŜƛǘƘŜǊ ƛƴǘŜǊŜǎǘ ƛƴ ƻǊ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ƘƛǎǘƻǊȅ ŀƴŘ ǘƘŜƻǊȅ ς the intellectual 
content of his profession ς is a leader in appearance onlyΦέ 

 

- FMFM 1 Warfighting USMC Publication 
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Five Years and Beyond 

 

We think few would disagree with the statement that leaders solve problems.  For some it's the 
reason they were selected for their positions.  For many, it can be what they spend most of 
their time doing. 

 

We believe solving problems can also be a differentiator in leadership.  There are many leaders 
who can (and do) solve problems that others (generally the ones they replaced) created. 

 

 But, we believe there are fewer leaders that can (and do) solve their own problems.  The ones 
that were created by them, or by those who they are responsible for leading. 

 

Solving your own problems requires leaders who can admit (and own) their mistakes.  Those 
with large egos can find this especially challenging. 

 

We believe that it can be a factor in the length of time leaders serve in their positions.  Most 
solve the problems of others in their first several years in their position.  By the time they have 
served five years, the problems they are expected to solve most often are the ones they're 
responsible for creating.    

 

Maybe that 's why there are fewer leaders who have served in the same position for more than 
five years. 

 

What about you?  Are you ready for 5 years and beyond? 
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We Know It When We See It 

 

Written by Jim Kunk, Central Ohio President Huntington Bank and Ross Leadership Institute 
Founder (from a presentation at a recent Nonprofit Forum hosted by The Columbus Foundation 
on Leadership). 

 

Leadership . . . We know it when we see it, but it’s hard to define. 

 

Leaders lead people.  Managers manage process.  Leaders make or embrace change.  Managers 
like consistency and no change. 

 

Great leadership begins with the person not the position.  People follow the leader, then follow 
the vision.  The best leaders talk often about the future and how it will be better than the 
present. 

 

Leaders provide answers to:  Where are we now?  Where are we going?  How are we going to 
get there?  What do you want me to do?  Why? 

 

Leaders must be driven by a call to serve verses to be served.  They always run to the problem 
verses run from problems. 

 

Leaders always seek to have their level of influence exceed their level of authority. 

 

We don’t see leadership when there’s - turf protection, executive isolation, shading the truth, 
placing the blame, information hoarding, or decision hesitation. 

 

Effective leaders are able to consistently capture, hold and focus the attention of people on the 
mission and their individual part in achieving it. 
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Ambition and Ability 

 

A question at one of our Leadership Institutes was – “what does a leader do when someone has 
more ambition than ability?”  We hope you find our answer as interesting as we found the 
question to be. 

 

Our answer – it depends.  What does it depend on, you might ask?  

 

If the individual’s ambition exceeds their ability now and in the future, it’s time for the leader to 
have a critical conversation with the person.  We don’t find this to be the reason very often, but 
when it is, it is often is driven by an inflated ego. 

 

If the individual’s ability can catch up with his, or her, ambition through additional experience, 
education, and support then the leader can provide the resources and opportunities to make it 
happen.  Of course, the rewards should exceed the investment (they generally do). 

 

Unfortunately, we see too many people whose ambition has been limited by the actions of 
others.  They have been told they can’t do something (for a variety of reasons), or that 
opportunities are limited (for a variety of other reasons). 

 

 When that has occurred, the leader needs to be a coach and, as good coaches can do, work 
with the individual to accomplish more than they thought they could.   

 

Your greatest reward comes when someone says – “my leader saw things in me that I didn’t 
know were there, helping me to achieve what I never thought was possible.” 

 

Hopefully, you have already experienced this, or at least have been coaching people who are on 
their way.  If not, you can start today.  It’s easy to find someone.   

 

We believe the majority of people can use a leader to identify their potential and coach them to 
achieve (and even exceed) it.  And we believe you have the ability to do it when you make it 
part of your ambition.  

Our Leadership Minutes can provide the resources you need.  The rewards can exceed the 
investment. 


