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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 Decembel" 12adership Minute introducing him as

one ofthe Foundere f our Ross Leadership Institute.
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 stoetaday’ s opening question and ask

What will you do today-run to trouble, or run away?
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From the Top Changewithout Changing

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of

Labor, Stee Director for Veterans Employment and Trainir{@rmy First Sergeants are often
NEFTSNNBR (2 a G¢2L¥VO®

Change is simply becoming something differemtsignifies a transformation. Change brings

some to their knees antb others, the opportunity to gow and flourish. Many people seem to
embrace change as along as the proposed chang
want change without changing.

The military has purposely created a “change
practicl 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 survivesdmsact with the enemy.

While we are not talking about actual combat, chamgeur organizationss not only
necessary, but inevitable. The responsibility for successful transitions into changing
environments rests in the lap of the leader. Leadersfaailitate a successful organizational
transition by:

1 Ensuring thayouhave adjusted, accepted and embraced the purpose, direction and
requirements needed to implement the change.

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

1 Communicate effectively. If change involves your people, they deserve to know why
change is needed. Include your people in the planning whenever possithis aseates
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. Successfullyrgparing for the future requires us to think differently and eéép
the kind of workforce and organizational capabilities that can anticipate the unknown and
effectively adapt to new challenges.
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Five Rules

Inanarticlabout retired Arizona Senator Jon Kyl ,
are rules for every leader to follow.

Rul e one: Know mor e. “1f you know a | ot abo
"t seek credit. “A Ll ot of ti me

Rul e t wo: Don

Rul e threehbig Dobemdd. ge‘tEvaer ybody can do somet hi
told him.

Rul e four: Treat everyone decentl y. “You ca
person to those around you,” Kyl said.
Rule five: Keep your principles. inB Senate farewel | addr es s, Ky I

gui de the way forward."”

Kyl s five rules can help guide any | eader fo

" The Indispensable Mahy Fred Barneshe weekly StandardDecember 31, 2012
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al NAKFffQa [Aad

The World War lleader, General George C. Marshall, set forth his ideas about what makes a

good | eader. He | isted “the quali'ties of a s
1 Good common sense

1 Have studied your profession

1 Physically strong

1 Cheerful and optimistic

1 Diglay marked energy

1 Extreme loyalty

1 Determined

Il n writing about Marshall’s |ist, author Tom
intellect” and “valuing effectiveness over ap
Ricks notes Marshall s *“ iedwouadgoalongwayinwhat make
determining who would become a gener al i n Wor
We believe, with the possible exception of *“p

character and effectiveness should be factors in determining who would be assficcieader
in any organization.

" The Generahy 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 overlappig 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 somdassues 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 apareating extremes with no overlapping area
in which to reach an agreement. And our pol i
farther apart, creating an even greater divide, resulting in gridlock.

There may be little we can do about the paigi 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 thexlapping 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 oppitey areas this coming year?
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Proven Leadet, 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 norprofits.

You may also have heard him speak on his favorite tdpg@dership. Jim says making
presentations reaffirms his beliefs about leadarsp . It s his way of || ear
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 vison.

The best leaders talk about the future and how it will be better than the present.
And our favorite definitionkeywdrds) eader ship i s

Effective leaders are able tonsistentlycapture, hold andfocusthe attention of people on the
missionand theirindividual part in achieving it.

Consistency, maintain constructive relationships with all associates.

Captureq be captivating, energetic, enthusiastic, passionate, . . .

Hold ¢ maintain selfconfidence and sedsteem of others.

Focus; Always focus on the problem/situati@mot the person

Attention ¢ simple messages, relentlessly repeated.
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Missiong breaking it down day, week, and year.
Individual ¢ what is my part in achieving the mission?

Beyond his pesentations, this proven leadedim Kunk is committed to sharing with others
what he has learned and experienced by joining us suader 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” gqguotes worth cons

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

Wisdom . . He who knows others is learned; he who knows himself is (ves@T sze)

Reality.., 2dzQNBE GNEBAYy3a (2 FAYR @&2dzNhSfbarkendertod & |, 2 d
Frank and Ernesta cartoon)
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Hierarchy of . . .

Most have heard of Maslow s Hierarchy of Need

We are developing a new hierarchy activity for our leadership development programs. We
thought we should see what you think first.

Assume your organizationgt 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 tasks to allocate the additional (and unexpected) profits among the various
constituencies. Assume within a grougd@l and employees) the total $ pool will be allocated
oFraSR 2y AYRAGARdzZEE X 2NJ GSIYSXZ LISNF2NMIMEOS ®
there are 10 people in thel€vel and 1,000 in all other people.

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

CEO and executive teaml|@@el) %
All other people (employees) %
Owners (if stockr privately owned; 0% if a norprofit) %

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%)?

C



ROSS
LEADERSHIP
INSTITUTE 2013 Minutes Archive

What do you think your organization’s percent

What ' s the point? Given the answers, we may
but of Greed. And it gahelp to explain not what motivates, but what can-aetivate and
cause disengagement.

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

Tom Ri ¢k’ Fhe Generalsb dedidated . . ..

For thog who died following poor leaders.

A sobering message.

While those outside our military do not make
leadership message is well worth pondering.

How many have suffered by poor leadership in any organization?
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Proven Leadeg 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 inBUSRidanagazine, Bill Lhota, former CEO of COTA, told his stdinaa$forming
COTA from turmoiltotriumph. t ° s a great | esson for others 't

G2 KSy L OFYS 2dzi 2F NBOIGANBYSYydG ol Taadm&ENI aSyA
Central Ohio Transit authority, the organization had been damaged by ethical issues. Also,
/I he! QaF FTAYlIyOSa ¢6SNB Ay aKFIYofSaT GKS RSTFAOAD

The first thing we did to repair our reputation was to work with the boardirefctors 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 longange transit plan and went to theommunity with a restored reputation,
a balanced budget and a plan explaining how we were going to expand service.

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

| am most proud of the workforce we have developed. We are now a perforrdener
organization. We have instituted one program called LeadettseoFuture (Note: in honor of
AT EQa ASNWAOST GKS o02FNR KFa ylIYSR AG GKS 2A

Each year we now select up to eightamd-coming individuals out of our 120 or so

administrative employees and offer them a eyear 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 reprtatiramatically improved our
LISNF2NXYIFyOSs FyR (KS | @SN 3S |13S 2F 2dzNJ 6dza 7T
approaching nine years).

As you can readily tell from Bill’s story his
leadership development. And you can also tBil] Lhotais a proven leader who wants to share

with others what he has experienced. We are pleased to introduce hintasrader of the

Ross Leadership InstituteStay 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.-faiestraining,
dedicated leadeship, and a sense of belonging are true measures of troop welfare.
Colonel B. AvicCoy
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 suc@ss

- 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 | eader said when asked ab
housing that was oler and more austere than the other services. General Gray, the 29
Commandant responded: “the best quality of |1

troop training.”

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

Here are some contradictory thoughts.

Tom Watson, the founder of IBM is quoted as having said: KS ¢l & G2 &ddzO0OSSR A
82dzNJ FI Af dzZNB NI G S ¢

Yet, in our schools, “success” is measured in
Right ove©0% of the time equals an A = a success.

Doubl e your “failure rate,” 20% wrong IS no m
Right less than 60% is a failure.

So despite what Watson says, our schools are

Maybe that’'s whyzesrmo maefye dte,v’e |l iopstaedd of Wat s«
rate " mentality.

What about you? What ' s your path to success?
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The Greatest School

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

Every bump is a lesson. If we letra 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 madriculate in the cradle.

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

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

FromThe University of Hard Knocksy, RalphParlette
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Proven Leadecd / 2 I OK €

Her e’ s what UdbersitysayWalolt gay Mantinhei r head coach of |
and his teams. “Jay Martin has the greatest n
His teams have reached ttNCAA Division Il semifinals 8 times, finishing as national reumer

twice in addition to the 1998 and 20Xttionalt i t | es . ”

His soccer teams hold many titles and records and he has received numerous Soccer coaching
awards.But , hi s s uclciensist ehda stno ts obceceenr . “Mdars | acr o
record of 10434, winning 4 Midwest Lacrosse Association gitiearning 6 NCAA playoff bids.

And, in both sports, Martin has turned out 52-Alinerica and 181 AMideast or AHMidwest

pl ayers.”

I n addition to his coaching, “Martin is a pro
department (also teaching courses in management) and served as the Battling Bishtgi€sath
director from 19852 0 0 4 . But he’'s far from your typical

Gl2yRiG 0StAS@GS GKIG O21 OKSa OFy RS@St 2L) LI I ¢
- Jay Martin, Ohio Wesleyan Soccer Coach

Jay Martin’s philosophy begins wihebeldvesw he | o
that coaches camot develop players, @y 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 c¢oacehtin(hich pedpdercgn and wantctogetat e an

better, “the motivation part,” Jay <calls it.

and fun. We all do our best work when we’'re

went back to that seaad soccer practice after their first one at age 5, or 6, is because they had

fun at the first practice, so they go back an

the environment .

But Jay Martinwilltelly ou “don’t cal It ?me “dkya d k.t '"h e r Whayh dn any
basketball coach, John Barker, are my rol e mo
combination of both of them and wuntil Il am sa

But, you can callay Martina Founder of the Ross Leadership InstitutéStay tuned for
introductions of more Founders @wareonly half way through).
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Authority

Leaders at the highest levels in our organizations have the highest level of authority. Just one
of their actions can havesgnificant, 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 examplenseone dealing directly with a customer may have a
very |l ow | evel of authority to solve a custom

While those at the highest levels have much higher authority, it is also generally exercised much
less frequently. But, those with lower lesalf 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 thecumulativelevel of authority of those closest to the customer is often
understated, msunderstood, and can be underappreciated. Thamulativeactions,
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 questims

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 i f you knew it wasn’t illegal, i mmoral,
t he “ I aw.”Wouldyowedo ii?e d

What i f others believed it was the right thin

as a result of your decision?

Or would you just decide to “kick the can dow

What if you failed to make 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 i f you
instead fred 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 Topg Remembering a Leader

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of
Labor, State Pector for Veterans Employment and TrainingArmy First Sergeants are often
NEFTSNNBR (2 a G¢2L¥VO®

The United States lost a superb leader on Decemb&ndth the death of Army General H.
Norman Schwarzkopf. For those of us who served in the Armyariatularly in the Gulf War,

his leadership was felt no matter where you stood in theatre. While the media oftenddaurs

his reported temper, his committed leadership in times of national uncertainty was legendary.
His character shaped the mountain ivas 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. Belpare his leadership principles thatan povide a
compass for developin@r enhancing youown personal leadership:



ROSS
LEADERSHIP
INSTITUTE 2013 Minutes Archive

Leadershipg Key Principles

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

1 Character requires sense of duty, ethics, moralitiyis not ameasure of
competence.In times of crisis, people pick character to folldtave strength of
characterg a prerequisite to having the courage to do the right thing.

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

1 The true rewards of leadership come from leadership its@lbt 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/normaschwartzkopfsl4-ruleson-leadership/
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Mistake Management

If you have read many of our Leadeirs 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 arélindly 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 legin 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 therith "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 Leadeg Turmoil to Triumph

In our experiencest 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 inBUSRidanagazine, Bill Lhota, former CECC®TA, told his story dransforming
COTA from turmoiltotriumph. t ° s a great | esson for others 't

G2 KSy L OFrYS 2dzi 2F NBUGANBYSY(d olF F2NN¥SNI aSya
Central Ohio Transit authority, the organization Hen damaged by ethical issues. Also,
/I he! QaF FTAYlIyOSa ¢6SNB Ay aKFIYofSaT GKS RSTFAOAD

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 begadong 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 longange transit plan and went to the community with a restored reputation,
a balanced budget and plan explaining how we were going to expand service.

When | started | also went directly to our customers. | 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
mea good overview of areas we needed to address.

| am most proud of the workforce we have developed. We are now a perforrdener
organization. We have instituted one program called Leaders of the Future (Note: in honor of
AT Qa &S NHEshantedit thie KvBliand 2 LthdtaR_eaders of the Future program.)

Each year we now select up to eightamd-coming individuals out of our 120 or so
administrative employees and offer them a eyear program. Now, we have a number of

stellar people who Wicontinue 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 averaged S 2 F 2dzNJ 6dza ¥t SSaG y2¢ Aa | OGdz
approaching nine years).

As you can readily tell from Bill’s story his
leadership development. And you can also ®ill, Lhotais aproven leader who wants to share

with others what he has experienced. We are pleased to introduce hintasrader of the

Ross Leadership InstituteStay tuned more introductions will follow.
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I wSFRSNRa wSaLRyas

Recently, we received a response fr@avid Thoitsa businesperson who lives in Claremont,
California, home of the late, great Peter F. Druckée r e s what he sai d:

On December 24 Jane Groté\bell, in her wonderful Leadership Minute, noted how difficult it

Ad G2 aFdAf &K REKBNI YEBNE2Y g2ddZ R gyl (G2 0S5
Ay OGKSAN aK2Saoé

That got me thinking about a quote | heard Refte Drucker use in a SeptemB6801 classroom

lecture.

ax
(0p])
(0p))
©
m

G2 KFiQa 200r2da G2 Y8z y2 2y$ 8tas Oly

What a profound steement. (Peter made sure to attribute to its source, a man réaRteishner
Ay GKS mynnQaoo

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. Mafsny bosses have been average to below
average leaders, from whom | have learned much about how not to do it. For how to be an
exceptional leader, | have looked elsewhere, read a fair amount, and discovered things like the
Leadership Minute.

Thanks to Avid and all of our readers who send us responses.
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Proven Leadet Financial Leadership

Ask any group of | eaders to |ist the top skil
will be in their top 5, or even 10 skills noted. But, ask alwhat causes leaders to fail and you

mi ght be surprised to see how often not wunder
profit margins, and resources deployed and benefits received are on the list, often at the top.

We are convinced that a leader qast solely cut costs as a pathway to success. Nor can you
solely spend your way to prosperity. It is somewherbetween that expenditure and value
added come together to make you successful. We call that financial leadership.

And Eileen Mallesch ik perfect example of a proven financial leader. She serv&gtamr
Vice President and Chief Financial Officer of Nationwide Mutual Insu@oogany, Property
and CasualtyFrom 1998 to @05, Eileerserved 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 AuitoaRcial Corp. sinc2010(serving as chawof the Audit
Committee). Be has been an Independent Director at Bob Evans Farms Inc. since 2008. She
held finance leadership roles at Asea Brown Boveri and PepsiCo arh\aaditor for Arthur
Anderson.

And, just in case Yy daisdnaofthdroundersofiour&essly guessed
Leadership Institute More importantly, she has the unique skills to make finances
understandable to every leader.
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Today’' s | eadership |l esson is to emphasize the
succesful 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 askwhat is your levebf financial leadership? The wrong answer can put you
on the wrong list?
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Anyway

It s that tiwkewnfpebpel gemake resolutions. It
what you resol ve. It s whether you have the

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 atharmaghtdelptil te’'ss tphue s ui
Paradoxical Commandments s o met i me s Anyway. s hag been attriuted td neady
sources. We found it atww.paradoxicalcommandmentgom

People are illogicainreasonable, and setfentered.

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 fatjen 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 favounderdogs 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 bestogu 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 Waerkompassion The Golden Rule

A leadership series written by Jane GtAteell, Chair and Owner, Donatos, based on her book
(currently béng 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 treat@ds common practice, he learned

that this simple principle wasn’t always prac

Whether he was told to water down the sauce to get more pizzas by the end of the shift, or not

to show al|l hi s sal es s oeallzed that thesé directionswhraim e t o
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, ratd est
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 timelkusiness where it becomes

secondary.
Over the years we have incorporated the princ
treated’” in our training for hourly associate

rule for decision making.

| 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 Leadet, Learning and Reflecting

If you live in central Ohio, chances are that you have seen hiffMorepresenting 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 norprofits.

You may also havesard him speak on his favorite topit.eadership. Jim says making
presentations reaffirms his beliefs about | ea
Here are a few highlights:

Leaders make or embrace change. Managers like Consistenog @hdnge.

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 desifitienkeyowdrdsledadetbbhip i s

Effective leaders are able tonsistentlycapture, hold andfocusthe attention of people on the
missionand theirindividual part in achieving it.

Consistency, maintain constructive relationships with all associates.

Captureq be captivating, energetic, enthusiastic, passionate, . . .

Hold ¢ maintain selfconfidence and sedsteem of others.

Focus; Always focus on the problem/situati@mot the person

Attention ¢ simple messages, relentlessly repeated.
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Missiong breaking it down day, week, and year.
Individual ¢ what is my part in achieving the mission?

Beyond his presentations, this proven leaddm Kunk is committed to sharing with others
what he has learned and experienced by joining us lEsiader 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 Woerkompassion Soft or Tough?

A leadership series writtdsy Jane Grotébell, Chair and Owner, Donatasg Ross Leaderhship
Institute Founderbased on her book (currently being written).

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

| believe having compassion is the strongest character trait a leader can have in any business.

Whil e compassion isn’t all encompassing, Il do
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 deci si

discusans 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 t he ‘ s of tretwe busihebs. People mBke oppolr eultueie and are the
expression of what we stand for and how we treat our people in good times and hard times.

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

Tom Watsonthe founder of IBM is quoted as having said¢ KS ¢l & G2 &ddzO0OSSR A
@ 2 dzNJ F I AHedeM&stoNd thaSathére is feedback. To paraphrase:

The more you fail, the more feedback you get, andhtioee effort you make, thgreater the
chancéé @2dzQf f | OKAS@S &adz00Saa S@OSy Y2NB ljdza Ot &«

To erris 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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After telling one Columbus leader who sedvin our military during a time of combat and
commenting that those who serve in “harm’ s wa
“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 “onl

It confirms our beliefd 2 S Yy SSR 2TdeNJark tRe\NdAeS 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
her oes. But i f you aiskgtodem,) obhey will say,

Who is your hero? Take a moment to remember

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

Written by Bil Lhota, forme CEO of COTA aA&P senior executivend 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 frdine Art of Critical Decision Makiragzourse
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 | read years ago that was originally published in September
1970;TheSocial Responsibility of Business is to increase its Profitsliiton Friedman. It is
worth reading.

The premise in Milton Friedman’'s article is t
with is to maximize profits for its owners. Friedmanwae t a pr oponent of *“so
responsibility” for businesses. He felt that

could separately spend their own money on the

Friedman went on to say in his boGlapitlism and Freedoni have called it (social

responsibility) a “fundamentally subversive d
such a society, “there is one atodseitsresoyrces ne s o
and engage in antities designed to increase its profits so long as it stays within the rules of the

game, which is to say, engages in open and fr
There is a saying; “The more tBRings change, t
Thing have changed since the 1970 s. Today | th

need to produce quality cars. And, particularly with the establishment of the Federal
Environmental Protection Agency and other regulatory agencies, businesses havazedogn
they have a social responsibility to the environment, sustainability, and their communities.
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Fortunately, thi e also stayed the same

@)

agéspirfopen En8fre8 I YS T 4 K

hings hayv
muststilbla 341 & 0aé AGOKAY (KS Nagie
2dzi RSOSLIIA2Y 2NJ FNI dzZRdé

&
O2YLISGAGAZ2Y BAGOK

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

2 JeanBaptiste Alphonse KasrFrench novelist
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Notepad Leadership

In his bookPlain Talk About Leadershipob Bailey, former Pragent 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 messagvas it saved money to not use personalized notepads.

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

And as Bobsaid; i t s a v-enet much, but gylittle A few cents here and a few cents

there add up.” And he concluded, ®“expect you
leader does.
That' s a notepad | eadership message.

" pages 340
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Are You Tired?

Being a leader can be tough. It can (and shduédd 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 tirsome it should be (in the long run).

So when we hear a | eader say, “ am tired,"”
wonder. Has this leader lost the enthusiasm? Is leadership no longer fun?

| f i t tesm candifoh,daketa shottreak. Rejuvenate yourself.

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

Do you know anyone who tired? Is it short, or ldagn?
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Proven Leader; Military Leadership

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

Here’ s how he descri bes Leddershim BatCamnsp,a @mgami n g
designed for executives based on Marine Corps leadership principles and traits:

OWe are here to debunk the notion that military leadershat least as it is practiced in the
Marine Corpg is rigidly authoritarian, and that senior aférs execute tight control of every
action of their subordinates.

We emphasizéhe 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
the last few hundred yards of an attagkontrol is solely in the hands of-28ar old Corporals,
and the teeraged Marines they lead.

At these most difficult of times, the leadership work of Generals and Colonels and even
Lieutenants and Captains issaspension. 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 beatipexecutiorg empowering tke
young Corporal to make the crucial right decisigtisat leadership system requires tajown
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 Marqgsu must shovihim the way.

The senior leaders of the Marine Cogpasficers and NCOs at every level of commantlst
exhibit those traits and demonstrate those principles. Only by living this system can they pass it
on to those they lead.

That means that every Mine, from the Commandant on down, buys into this system of
leadershipg 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 | an authentic Marine leaderwould like to think so. But | also know that | am a leader in
training. Becoming an authentic leader is an evolutionary process, and aerliag one.

We believeGeneral McCarthys an authentic leader and we are proud to introduce him as a
Founderof the Ross Leadership InstituteStill more introductions to follow.
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Your Inheritance

One of our readers recently told wghen referring to the person who replaced hirthe
squandered his inheritance."

When you think about it, each of us gets an intace 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 allogpu? 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 (althtvagtesed)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.

Consideihow 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 | eadership princigeleguallgvaluea. “t eam

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 angrozgtion.

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 benchrof 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 | ooking
penalty forhighs t i c ki ng. | t dickstikessanothér player aboyethay er ” s s
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 inegrgoresponsible 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
leadership lessas to be learned, if you look for them. Let us know what you see.
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TheoKey to Failure

Cindy Powell, VPChief Risk Officer at State Auto and one of our loyal readers, responded to
our Leadership MinuteFailure as a Way to Succaegsere we quoted Tm Watson-a ¢ KS g | &

G2 adzOOSSR Aa (2 R2dzofS e2dzNJ FF Af dzNB NJ (S ¢

Cindy addedthe key is to knowhento get out (thereby admitting to the failure, rather than
continuing to throw good money at bad).

Knowing when to get out requires an understandingigan of how much one is willing to lose
andbeing disciplined enough to walk awaiey is "the discipline" artlenlearning from the
failure.

l't's an addition worth noting. Thanks Cindy
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Cindy Powel |l ' s—iLkeS deY S ahappravhp@duiofedibtBssion. 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 businessdather sectors.

Cindy noted “admitting to the failure” was a
point out that accepting responsibility doesn

We are seeing more and capbresponsibilitgfarc situatign,’buts ay i ng
these “l eaders” then fail to admit that they
even made. This form of “taking responsibil:i
leadership, as if we studd feel sorry for the leader.

We believe the “key” to being a | eader that C
failure, to say that mistakes were made, and then to take responsibility for learning from the
failure.

Thanks again Cindy ftwading the discussion.

What do you think? Is accepting responsibility the same as admitting failure?
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You might remember our Leadership Minute G Q& ! 6 2 @S lapéomyteld & reddtdd R S @
from Robert Shenton, CPA andl@nbus Office Managing Partner of Plante Moran, LLC. He
saw it from the opposite situationleaderswhosay L 1 Qa 06Sf 2¢ Y& LI & 3INIF RS

Robert asks Is there truly any task or responsibility that is too meraNJ 6 St 2¢ |, £ SI RS
if it is imporant to the wellbeing ofthe staff and the organization?

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

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

Thanks Robert, for sharing with us an oppesiew.
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Ethics By ExampleDon’t Let Your Actions Contribute to

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, intimidationkimgemployees the brunt of
jokes, texting and checkingreail 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 Janua#lyebruary 2013 issud 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% inentionally decreased the time spent at work.
38% intentionally decreased the quality of their work.

80% lost work time worrying about the incident.

1

1

1

1

1 63% lost work time avoiding the offender.

1 66% said that their performance declined

1 78% said that their comitment to the organization declined.
1 12% said they left their job because of the uncivil treatment.
1

25% admitted to taking their frustration out on customers.

Leaders have a responsibility to set the tone for civility, monitor incivility and take apatepri
action when incivility occurs.
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Bringing Your Principles to Wor&ompassion Invest in Engaged People

A leadership series written by Jane GrAteell, Chair and Owner, Donataisd a Ross
Leadership Institute Founddrased on her bdo(currentlybeing 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 besigeswith hollow mission statements and

people who are not engaged. The old sayingtha# opl e don’t care how muc
they know how much you cares a true statement.

Once we realize that the strategy cannot be executed without peopie are fully engaged we

| have to ask ourselves the questionWhy woul dn’t we invest in our
asset?”. But understanding that people are h
environment of trust and respect.

| believe Jack Welh sai d it best when he stated “the ki
be honest with them”.s mBuwtsilngt minrekekiabests ngtr eetdd
thing you can do for someoneistoberhe st wi t h t hem... with compassi

Pure lonesty 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 busieegbat do not count on relationships to
build their businesswhether it is a relationship with your customer, your associate and/or
your business partner.
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A Personal NoteSi nce we f i r st iBringingo’duuRrieciglesioaNmlrisAb el | ' s
on May 18, 2012 we have shared with our readerstwenty x “ mi nut es based o1
principles of Character, Courage, Conviction, and Compassion. Your responses have been

over whel mingly positive. Just t odayandonneow ea
only eats Donatos because he “wants his pizza

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 ishiha@txpects to have it

completed and published by this October as part of Dond6%8 Anniversary Celebration. For
those of you who can’t wait, we have asked he
just email us atessleadership.ceebbie@rossleadership.corfor 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 (aadgpecial friend, in
particular), | THANK YOU Jane for making such a difference in our{ias! Otte
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If you are not a CPA, you might not know Clarke Price even though he has been recognized by
Accountingddaymagazi ne ten times as “one of the 100
account i ng Agouatihgelechnolagpagdzine also recognized him as one of nine
"technology superstars in the CPA professicAhd he i sn’t even a CPA.

Clarke retired obecember 31, 2012 after a 4@ar career with the Ohio Society of CPAS,

where he served as President and CEO of the 22y3@@ber organization since 1990. Under

his | eadership the Society was named one of n
conduced by American Society of Association Executives (ASAE), workir@owiho Great

author Jim Collins.

In his very popular leadership presentations, Clarke quotes Jim Golllmsrole of leaders is to
make sure the realities of today are identified afiscussed to make a better tomorrow.

Clarke has not only been recognizedreaking a better tomorrowthrough his leadership, but

he recognizes that leadership can be differentinqon of i t or gani zati ons whe
change can be acute,chasag t akes ti me, and volunteers don’t
drive change.”

His ability to drive change has led him to leadership positions in the American Institute of CPAs,
where he was the first nof€PA to chair an AICPA committee, and with ASAEnhasnber and
Chair of their Board of Directors.

So what does a remar kable | eader do after su
Founder of our Ross Leadership Institute where he will lead us in our service-fwrafis,
associations, and othesolunteer driven organizations.

As a Founder, Clarke will be following another one of his favorite leadership gudtes
function of leadership is to create more leaders, not more folloyRatph Nader).

So whether you are in a ngorofit organizaton, or are a volunteer, Clarke can help your
leadership move froniGood to Great.

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

People askus®* Wher e do you get your ideé&ds fTbeyt hastda
seem to be around us, wh e rieconees from éhe shid onkny Her e
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 boughshitt. 1d i d . Here’ s what it says

7 A

GLT @2dz FAyQild GKS fSIFIR R23I3x (K aoSy
- Age Old Yukon Saying

Ny

It s a great motivator to be a | eader. I hav

GLFT &2dz FAyQil (KS ytSIASRI SIKS alSyalwx G KS 3

- Source unknown

l't's a more vivid reason to be a | eader (if vy
circus parade).

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

Wednesday’' s Leadership Minute generated a hig
outpouring of emotions.

|l f you missed it, we asked people tog “all ocat
various constituencies.”’ The emoti €BGand ocuse
executive teamand All other people

Those who provided explanations for their answers seem to feelAHaither peoplelo not
typically “r edairwe "t heinre,f &conomid Pdlieydnstdugptayp f r om
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 periodb.7%.

Exploring the sourceepi.org/publication/ib331ceo-pay-top-1-percent/), we found a chart on
CE®&o-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 aro0@datl in 2000, dropped

during our financial crisis, but still remains above 200 to 1. Other reports show similar data.

As we asked on Wednesday K I (i Q(adérghiSpoint? . . . . we may have identified a new
Hierarchy, not of need, but of Greednd it can help to explain not what motivates, but what
can demotivate 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 theesate 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, | get really excited when | see a new trick that | think can help me in
reinforcing my leadership meages. After ordering, | wait with great anticipation to receive
the new trick in the mail.

When it comes and | can see the (often) very
sense of disappointment. | t ssage k engreactien. t hi n k ,

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 ma
art.” Your “ per f or maasense obexciteament feravidaeothersaneo ul d ¢
doing.

The magician should never tell the “secret” i
di sappoint ment . But a |l eader should share hi

leaders, performes, and even magicians.

How about you, are you sharing your leadership secrets?
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The Second Right Answer

In A Whack On The Side of The Hearhor Roger von Oech said:

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

He saiwhy“ adame be more creative is to ‘“look for
finding the second right answer is to change
Here’'s an exercise from the book: I n the fol

remaining letters will spell a familiar English word.

BSAINXLEATNTEARS

Before you spend too much time trying to find the answer (von Oech said one person even
wrote a computer program, but couthdngéthe sol ve
wording in the question. Try crossing es-i-x-l-e-t-t-e-r-s and you will find:

BANANA

What’'s the (leadership) point? Look for the
guestions and by having more than one idea to solve yoablem.

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

If you have visited our web sitessleadership.corand clicked orFoundersyou 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.ay ' s
proven leader and we are pleased to sRpss Leadership Founder, Marsha Ryaremplifies

that statement.

Her career includes leadership positions in busimesisiding; 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
Wor ker s’ Co mp e n s aibus mositions,at thee Puplic WilitteshrCommission of

Ohio, the Office of the Consumers' Counsel, the Office of Attorney General, and the
Department of Commerce.

Her e’ ®8loombeagtBusinessweslys about her experiencefyan led an effort to
compehensively 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, customearacheervice,

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 guesber 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 aaies.

That'’' s her diverse experiencelsetansdd aaddrarfex ar
show how she brings focus to challenges and a
lesson.

At AEP, Marsha focused the call center operatorshencustomer by providing them with

books to read about the regions and the people they sendétas 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 raye of experiences can lead them to seeing things as more conpex.


http://cts.vresp.com/c/?LeadershipMinuteRoss/6baaf5d7db/TEST/bc6351ddd2
http://cts.vresp.com/c/?LeadershipMinuteRoss/6baaf5d7db/TEST/18969f4ff6
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leaders, likeMarsha Ryandiversity 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 neverending questo bring you new ways tthink about your leadership, we found
another example.

Consider a labyrintfor a maze. Most diatharies will define them isimilar ways that will lead
you to think they are the same. But if yoigdieeper, you find differezes. *

Although bothmazeandlabyrinth depict a complex and confusing series of pathways, the two
are different.

Amazeis a complex branching (muttursal) puzzle that includetoicesof path and directn;
a confusing pathway with many branches arehd-ends.

Alabyrinth is unicursal i.e. has only a single, nbranchingpath, which leads to the centds
not designed to be difficult to navigate. It may be long but there is only one path

Which best describes leadership, or management?

Which bestdescribes your leadership?

We doubt there is only one answer.

" http://lwww.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 aboutgreedd Y R A0 Q& AYLI OG 2y €SI RSNAKA LD

With all the HR professionals, compensation consultants, attorneys, and even economists
working on the issues connected with “fair pa
know?

We know leadership is based ondationship 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 logicaihévioraleconomics). 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
pay is also judged in comparison to other positions imganization. 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 bowitbes)
peer groups from other companies. Some believe that comp consultants who advise
companies to pay their executives comparable to thosethér companies (regardless of the
results achieved) have led to the increasing ratio between CEO pay and tlagaveorker.

What they al/l may be ignoring d¢ashavedne i mpact t
leadership and, in particular, employee engagemeateed can drive disengagement from the
bottom up as well as the top down

While we believe intheleher shi p t heories that say money, [
know that i1t can demotivat e, or in today’ s te
fair begins with “wage parity” but doesn’t st
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If people feel others, especialiijose above them, are unfairly rewarded, it can impact their
behaviors, their engagement, and their relationships with those in leadership positions.

We have often saidyou 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 boses 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 daly Leadership Minutes, shared with us a leadership challenge.

Here at Motorists we have been going through an organized succession taptloé our
organization. This planndadansition will be completed in the second quarter of 20I3ave
Kaufman our current President and Chief Operating Officeill become our next CEO.

As our new leader, Dave challenged eaxhvidual at Motoriststo do three things daily in the
coming year. Those three things are

Keep all your words positive,
Learn onenew thing each day,
and give your best effort.

| remember him explaining that if we all focus this,we will all larn 365 new thingsHe also
said, if we multiplied those new things acra@kour employeeswe woud have thousands of
new things wehave learned, in a super positive environment, and everyone executing with
their best effort.

No w & powdrful 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 peaks evil of you, let your life be such that none will believe iim Wi | | i am Th a

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

In his workLincoln on Leadershiponald T. Phillips provides examples of leadership strategies
used by one rdtestprasidents.aQf allohe uslelirges, ideas, and generalities on
Lincoln’s |l eadership presented by Phillips, |
most profound.

President Lincoln was guided by what we in the military describe asoral 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 influencever their workforce.Strong leadersmderstand that actions
speak louder than words.

| challenge you to make this your daily oath:

Ga& SYLX 28S5S3a IdégendvrRmeddmughang Btsiggity of my words and the
power of my example | will makehtem proudée
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3Ms

Written by Major Brad Flurry, USMi@arine Officer Instructor, OSU NROTC

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

He describes the first (M) as thassiorb

¢
aK2dzZ R 3dzA RS S@OSNE2Y

KA a a e
Soa | OdGA

The second (M) is thmen These are the individgain your organization who will bear upon
0KSAN) aK2dzZ RSNE (GKS NBalLRyairoAaAtAde 2F I 002 YL
you must also listen to them. More importantly, as Blaber makes clear, the most important way

you can take of your pple is by having the moral courage to do what is right by them.

The last (M) igne. The final (M) comes last for a reason. A true leader will always put his/her
2NBFYATFGA2Yy Qa YA&daAzy -beifidjor adéackiiest. As8l@RINE G KSA
stt 6 Sazx aez2dz KF@gS (2 GF1S OFNB 2F @2dz2NBSE FX . ! «
0KS YSyo¢

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 organizgt@d f S RSNAKA L) g2dzZA R A G G N2

1 The mission
1 The people

1 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 theoccer coach at SUNY Geneseo (south of Rochester NY) when | 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 | arrived at the school, the following incident oecir€oach Witzel required
players to travel to away games in coat & tlewas 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 appropr i atllstargoalterderc ept the teams’ a

When the goaltender attempted to get on the bus, the coach simply ask&tere are you
going?" The reply was "On the bus coach."Not dr essed | i ke-hishat” (ju
voice was calm and mattef-fact.

The goalteder rushed frantically into the Student Union looking for a coat and tie from any
available studentExactly at 10:00, Coach Witzel directed the driver to dep@everal players
stated "But coach, he's getting a coat & tie and will be out in a minute.”

The bus departedThrough the rear glass, as the bus was just down the road, the players could
see the goaltender running after the bus with arfitling coat, tie in hand.They told Coach

Witzel that they could see their adtar goaltender and hbad 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 standardmaintaining 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, Volunaad an avideader of our
Leadership Minutes

With Woody's recent 100th birthday (Feb 14) it is ammiate that we consider his vievas
leadership. You may not know thétoody 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 tbaiversity people who were smarter than you. |
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. | ran into opposing coaches
who had much better backgrounds than | did and knew a lot more about football than | did. But
they couldn't work as long as | did. They couldn't stick in there as long as | could.

You can outwork anybody. Try it aymwli'll find out you can do itThe 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 peopleowtishard
work set the standard for his people, and that gave rise to his often heard quote, "You win with
people!"

How hard are you working2re you winning with your people?
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G htR Engageénént

For most of us, engagement is a relatively new tdoat,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 gretty 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 hakhearted, slipshod work (disengaged).

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

Written by Bill Lhota, former CEO of COTA and AEP senior exandtavé-ounder of the Ross
Leadership Institute

| came across two quotes that reaffirmed the importance for leadersrsgegioreast 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 de

The second was contained in an articléhie Columbus Dispatch.

“Neither he (Cordray) nor th’® new watchdog

The Federal Consumer Financial Protection Bureau, which Richard Cordray heads, was created
by the recent Doddrrank legislation. Congress passed this legislatsoa 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 atireast 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 enlist®day'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
Sergeantame up to me ah Company party and gave me the following advitéesutenant,

R2y Qi 1y26 AT @&2dz FNB 3I2Ay3 G2 adlre Ay GKS al
Officer, it is like being a monkey on a flagpole. Right now you are very low on that gas, bu

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

Are you listening to unusual sources for what might/bar best advice?
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Proven Leader; The Skill of Happiness

During the past 15 years Doug Smith has served as Gk@foseneral Foods Canada,
Chairman/CEO of Borden Foods Corporation and nezgintly Chairman/CEO of Best Brands

Corporation-untiHts-saleto-CSM-Corperatiddow, he has a new mission.

Abundance is a liflong pursuitG5haring its secrets is rpassion.

Now, Doug wantso make a difference by teaching, writing, advising agdharing what he

has learned as heontinues to learrirom 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 thasdividuals who do bothwho liveandlead
abundantly.

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

Eveyone wants to be happyThere are good reasons for wanting to be happy. By most every
measure those among who have an underlying and predominant sense -biewsjland
contentment do better in life.

Research shows that happy people have more enduring relationships, doibdtteir life
work, are less likely to trespasshurt others, deal better with setbacks in life, have better
health¢ 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 thiough focus and practice. It is easy to be miserable, it is being happy that can be hard.
Having an underlying sense of wiedling and contentment, even during turbulent times, is a life
skill of immense value.

Doug teaches a set of 13 skills (inclgdiargiveness, gratitude, optimism, flexibility, altruism,
living purposely, maintaining healthy enduring relationships) that, when practiced consistently,
will most likely increase our sense of wading or contentmeng our happiness.

Sound like a goodourse? If measured Istudent desire to get into the classttendance 1t ' s
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happiressWhile it may be difficult to get into the clasnuareuwill be pleagd to know that

Doug Smiths aFounder of the Ross Leadership Institu@d 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 whitepinemountaim.
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Proven Leader; The Skill of Happiness

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

Abundancaes a lifelong pursuitG5haring its secrets is rpassion.

Now, Doug wantso make a difference by teaching, writing, advising and by sharing what he
has learned as heontinues to learrirom others. He is fascinated by leaders who enable
organizationgo achieve incredible results and by individuals who live with meaning, passion
and joy. But, what intrigues him the most are those individuals who do bwtio liveandlead
abundantly.

Since 2006, Doug has taught a class each January at DePauvsityn{iies alma mater) called
The Skill of Happinesslis syllabus begins with a great leadership message:

Eveyone wants to be happyThere are good reasons for wanting to be happy. By most every
measure those among who have an underlying and predamisense of welbeing 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 trespasshurt others, deal better with setbacks in life, have better
health¢ 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. Itis easy to be miserable, it is being happy that can be hard.

Having an underlying sense oélkbeing 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 relationshipg},twhen practiced consistently,
will most likely increase our sense of wading or contentmeng our happiness.

Sound | i ke a good course? I f measured by st

u
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course. Last year more than 400 studengmed up for 30 spots in the class.

While it may be difficult to get into the class, you will be pleased to knowDioaty Smithis a
Founder of the Ross Leadership Institua@d will be sharing what he has learned through our
Leadership Minutes and progms. 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 Wil Roger s.

When dining with Admirals during World War I, the question came What to do about the
GermanlWb oat s ? R o g-8agilthé ocgar.s pons e

To which came the followp questo-rHow coul d we do t klgav@you Roger s
the general idea, | figure you would be smart enough to work out the detalils.

We don’ t Kk nowie,bttwdchneindsatieaderghip lessontinnt, starting with two
leadership questions.

First, are you a good enough |l eader to work o

And second, are you a good enoegh” |l edae@? to0o c

I f your answer is no to -eoadahey” quesyiane ook
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Unlock Your Mind

There is a story about Houdini that we found on the interragtd everything on the internet is
true, if we believe at least ormmmercid). 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, thedcel |l twawans’,t hloonxcekv er |, |l ocked in Ho
escape almost impossible.
True, or not, I1t's a great story and a | eader

unlock his own mind first.

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

The more we |isten to |l eaders in all sectors
wrong anymore. Some say they are responsible, but seem unwilling to admit they were wrong.

It might be because they fear it sheva 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

threeles ons of | eadership. To us it’'s a sign of
Montgomery.
Here are Betty’'s three |l eadership | essons;

U You could be wrong make sure you learn from your mistakes
U Take a look at the situation from the perspective ofthet her si de”
it Don’'t | eave the victim voicel ess

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 | ong <car eer umierqgbhighlightsanddirsts fer wanen. Fronc | ud e
her earliest days as Wood County Prosecutor (
time), where she directed a 250 percent increase in the felony conviction rate, she has been a
dedicated crimefighter.

As a State Senator from northwest Ohio she drafteeréaching legislation that continues to

make a difference in Ohio. As Ohi o’ s Attorne
dramatically increased state support for local law enforcatefforts. She also served as State

Auditor, again leading the way as the first woman State Auditor.

Betty is nowPresidentof Montgomery Consulting Groupo(inded in 2007, sheis also an
Attorney Of Counsel with MacMurray Petersen & Shuster LLP yéad®etty was appointed
by Governor Kasich to be his Senior Advisor for his Opiate Action Team.
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Sheisalsothe Chair ofThe Jo Ann Davidson Ohio Leadership Institute and serves on the Boards

of Bowling Green State Universifgrevent Blindness Ohithe Capitol Square Foundation, the

Ohi o Women’s Bar Association Foundation and t
Board.

And we are proud to introduce her agaunderof our Ross Leadership Institute
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Proven Leadec Hall of Fame

Readers of oudaily leadership writings may recognize Dwight Smith, CEO/Founder of
Sophisticated Systems, Inc. as the authds & A 3 K (i Q & wher® ket & @Hamd&with us
stories about leaders in our community. Recently, Dwight was recognized for his own
achievemat when he was inducted into the Junior Achievement Hall of Fame.

When the focus turned on hi m, it made him unc

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

Early the next morning | delivered the award to our office where it will remawoagnitionfor

our entire team. | feel strongly that it was our team that was inducted. | was simply blessed to
be the fellow on the stage at the everRRutting the award in the office finally made me feel
comfortable.

Hall of Fame is often considered tothe ultimate recognition in sports, industry and other
venues.But, | believethay 2 al £ f 2F ClIYSNE KIFa S@OSNI I OKASO
committed team- a team consisting of unselfish and loyal supporters.

In my particular case the numbef supporters likely number in the hundreds and possibly the
thousands. They are friends, family members and associates who have advised anetdounsel

me over the many years. Thase those closest to me. We laughed together in good times and

often criedtogether in difficult ones. We supported one another with undying love and with an
FGOGAGdzZRS GKIFG yS@OSNI F20dzaSR 2y 2ySQa lFoAfAde
T2NB I NR¢ ®

L KFE9S + b92 ARSIF® [SiQa aidl BRI GSIYAa@SVYSyYaddk
the collective will to do the extraordinary, teams that achieve, teams that unselfishlydoeus

vision---- simply putteams that inspire others.

| SNBEQa | .9¢¢9w ARSI ® [ SGQa ad2L) dzaAy3a L gKS
We arehonored membesof a true Hall of Fame team. How about you?

We are honored thaDwight Smithhas joined our team askounderof the Ross Leadership
Institute. That makes twel ve. The remaining two (if
will be introduced new week along with their roles, Founding Director and Arranger.
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We are seeing more and more articles about bad meetings. Od8inTodayfisted tips for
maki ng meeting more effective including “Stan

As the article noted, “workers judge nearly 5
agree, but believe the answer lies in effective leadership, not creative reactions.

Every meeting needs a leader who assure its effectiveness, including whated, having (and
following) an agenda, encouraging participation, discouraging ineffective actions, and achieving
resul ts. That’' s | eadership.

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

What about you? Are your meetings a waste of
provide the leadership to make meetings effective.

|l f you aren’t t hrdadimeeinder , don’t stand fo

* USA Todayd/4/2012 Tame the meeting beast with these 8 tipg,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 stogyfriend 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. Qustory 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 storywhenhe dies and goes to Heaven he becomekappy. 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 rgi8tin
Peter tries to tell him something "he needs to know. . . . " Reluctantly he listens.

“You need to know the grey haired gentl eman

The moral to the storylook for the "Noah's" in the room befe you begin telling your story.

Another messagerom 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 indhe aod 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 celebratedne in the room).
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We have heard and even seen f@s proclaiming® There is no | in team.
message-i t s the efforts of the team that shoul d
individual.

Now, in the midst of the controversy surrounding CEO compensation, we find a new issue
emerging.l t ' s internal pay equity. For now, the f
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. ké¢n 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 iIissue doesn’t stop there. The intern
within an organization.

When people feel there is an internal panequity 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 individuade empowered (accept more responsibility).

So that théentkt nimedqg piatgyn”” Whiait an dneergiggasgue t hi n k
worth following?
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Proven Leadersa 2 | £ {Ay 3 YIFy3aFrNR2a¢ FyR a! YAR AYy | [}

If you have been readingur 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 | ikely that you ar eadershipKinutegandi or war d
through our leadership programs (many are already actively involved).

A quick recap (you can find their bios on our vg#e rossleadership.com) of our Founders:

Jane Abell, Ann Gallagher, Jim Kunk, Bill Lhota, Eileen Mallesbtgrfiay 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)
Aty 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 developmeog@mms.

Among her community leadership roles, Debbie currently serves as president of the board for
Women for Economic Development (WELD) and on
Debbie specializes i n connectri nogr gpaeno pzlaet itoon '’ nsa
leadership development.

And she has added another leadership releFounderof our Ross Leadership Institutehere
she serves as our Founding Director, responsible for thealaay activities (along with
marketing) our Institute. Sheays-“ at t i mwalking kargaroogdtryinky & keep it all
flowing together.”

Paul Otteisaseffr ocl ai med recovering accountant wh o
national public accounting firm where he rose to the level of audit mandigen, 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.



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

Inanunlikelymee (he was the “seventh of six candida
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

educaors and delivered by business professionals, all with limited resources resulting in

affordable tuition.

University courses were also offered-time and through unique partnerships with community

colleges and the military. As a result, central Olunlents were able to take classes with

students from around the country and the world. After twerttye years as president, Paul

became Director of the university’s newly cre
until October 2012.

P a u | érest inileadership 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 cauthoredThe Conflicted Leader and Vantage Leadensitipthe 29"
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 Bsunderof our Ross Leadership Instituie

“1 feel | i keorae ,k’'i dhei ns aay sc a‘nadsy tshte Arranger my
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
educationalinstt ut i ons . ”
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Are You Content?

Gae& 3INBIG O2yOSNYy Aa y2i 6KSIGKSNI &2dz KI @S Tl A
F I A f-debiEBhant Lincoln

Are you content?
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The Future

@KS 0Sald GKAY3 | 062dzi GKS ¥ dzigdpxBamAngoini K & A G 02

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 Mites 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 compensat? What is the impact on their
performance?

There seems to be a beli#fat higher pay, particularly incentive compensation such as
bonuses, leads to higher performance; and there is a linear relatiorghip higher the
compensation the greater the ieative.

Yet, sudies 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 IrrationalifyDan Ariely discusses expeents 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

The results?The opportunity of thenigh bonugfive mo n t h * actugblyargsylted 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 higlof a levelof compensation for leaders cant only advesely impact those working
for a leader in an organizatiobyt it canalsoreduae the performance of the leader.

So the answeto the question is yesHigher compensation can improve performance, but not
when it’s too high.

pa
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Say, or Do
Today’' s lleasdemswap found in the newspaper.

“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 shedaysé!

But we can’'t help noting (and commenting)
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? Mormportantly, as a leader, what are you doing?

LUSA Todawarch 1, 201ttp://usat.ly/15nv9iu

t

h a


http://usat.ly/15nv9iu

ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

Do You Have a Leadershipekitor?

Written by Clarke Price, President Ohio Society of CPAs (retired) and a Found&oskour
Leadership Institute.

Leaders are automatically ismed to be atknowing pros thahave all the answers and just
innately know how to be effective as leadeBut is that reality?As a leader do you
automatically do a good job every time you siafp a leadership role? doubt it.

So how do you make sure that yOmasolutienistochave!l vy b e
a leadership mentor on whom you rely for advice and counsel.

There are two practical routes to go to test your leadersfipctiveness.
The firstissimpleYou si mply ask those yoQuersetiloenasd ilnigk eh

did I do in the meetornaeénoughwas ldlomineeringdidll Kk t oo m
intimidate—was | closedaninded—did | engagethers—was | ef fective” are s
you can ask someone in the group that you tru

in specific situations.

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

Most importantly, this is someone you canturntowthoncer ns about whet her

effective, whether you're really inspiring ot
should be.
Good | eaders know when they’'re crosmndedg t he |

andwe needtoconantlyselfas sess and r eassAlsxlershipmentare’ r e doi

helps you talk through your leadership concerns and effectiveness.

|l f you don’t have a | eonedorbothfitjug mignehelp youbear advi
more effective leader.
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Do You Have a Leadership Mentgthe practical side

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

In mylast Leadership Minutehe core concept | advanced was the benefit of deviglgp
leadership mentors in order to help you be a more effective leader.

When | discusthe idea of leadershipmentoys " m usually presented with
it actually works.

The reality i s, Theapproaoteqfsimply asgothershasiabvays lzeena |
effective for me. Itprovidlea good test of whet hear |IWhretchoarmuln’i
being too strong in presenting my views.

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

One of the challenges we face as leaders is providing direetoml expressing our viewsbut
doing so in a way that lets the group expand on our thinking.

While “this is the way” or “ fsaneinstawcesngodd may be
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 ruecei ved
- Do You Have A Leadership Mentas an email from Steve Hunckler, VP/Chief Claims Officer
at State Auto I nsurance. Here’ s what Steve s

G¢2 LIAIIAe o6FO1 2y [t NJ SQax oirroghdrhskingifar O2y a A RS NJ
feedback.lttendsto @JSy @2dz dzZlJ G2 3ASGaGAyYy3a aSOSyé Y2NB O

How about the following:

T 12¢g 02dA R (GKS YSSGAy3a KI@gS 3I2yS aS@Sy¢ o6Si
T 126 02dA R ¢S 3ISG aSOSy¢ o0SGGHISNI NBadzZ Gak
T 2KFcG O2ddZ R S KI @S R2yS G2 3LAYy aS@Sy¢ o6Si

tKS g2bBDR HNBY20Sa (KS 7TREmenMberoRly youscantcmateaNA G A O f @
environment of feedbackiNow the person answeringdts great about being asked for their
2LIAYA2Y YR gAff 3IAGBS &2dz SBSy o6SGGSNI FSSRol O

Thanks Steve for making the message eveiteb.
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Ethics By ExampleProtect Your Reputatiorl t ' s an | mportant Asset

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

In his recent boolk948 author David Pietrusza writes thBtesident Harry Truman (one of my
favorite presidents) discerned that three thi
No. 2 is ambition for high social recognition. That is all tinsel and fake. No. 3 is appetite or
inability to exercise physc al restraint [i1.e., drunkenness a

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’ slersrhy thed sature,lfoeral 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 hat 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.
Goodleader 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 Pres 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. | could not find a similar statistic for the private sdmiof 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 exhibgood 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 po
drinking.
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Quitting Before 5

In a recent Ross Léarship Institute leadership development program, one of participants said
GKS LINBOfSY Aa ¢S OlFlyQl 3ISO LIS2LIX S gAtftAy3a G2
AYLER NI Iy SA BSF¢ aml2iNgly OS @

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

Then we realized there is a bigger probleint ' s t he peopl e who quit be
they are staying). Our organizations would all be more successful if everyonedaortl
quitting time (until they leave, be it 5, or any other time).

What about you? Are you working until “quitt
for working until they leave? Or are they just staying, quitting well before they feave

That ' s thlei reabal*avoac &. "
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Have You Suffered?

At the beginning of a recent presentation on our upcoming bdb& Journey to Weye asked
the group—How many have suffered as a result of poor leadership, an ineffective performance
managemenisystem, 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 I evel” group of

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

We will dedicate our book tall 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. Insomeorganitai ons, iit’'s between management anec
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 poteially negative competition is, it can be derailed when the
|l eader simply declares a winner of the “who I
competition. In our opinion, the answer is easy and consistent across all organizations.

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

Does that mean the people in the -ethegmsti zati on
important peoplewithin the organization are . . . . those who serve the customer the best.
Today, if you haven’t already decl ared a winn

who is most important.

And YOUR winneris . . ..
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Here’ s just one of the responses weDoexcei ved
Higher Compensation Improve Performance?

From 1988 to 1998 | was part of a smhblif rapidly growing, privateineld firm that was active
in several discipliree almost all high technologglated. 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 incentivieased rewards, from stock options to actual stock Isasy 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 timed\wdearned a lot.

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

{ SO2YRZ 2dz2NJ NBélF NRa ySOSNI OKIFIyaSR |y SyYLX2eSS
performer, nothing & did or didn't do changed thaOur interviews with employees revedle
that seldom dil theyconsider our rewarsisomething they thought about while doing their job.

By the end of the company's life (we sold to a larger firm}eadershipggeam was convinced
that the single best thing we could do was take care of our best employeeswtileraging
others to move to a highdevel of performanceWe also came to realize thatgéople do nb
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 rathtismall sample, we can report that we
never saw performance increase as a restiionuses -- 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 developmemtrrograms offeed 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 Fi sher  sate. Gunomerdiddndom a p
put her personal twist on it.

A quote that struck me during my leadership journeydid: ¢ € 1 F LI 46K GKFG L |
RNAY 1 FNRBY | ¢ S This wakfom iohnlE. FRHeR Foym2riCE®RJF Hatianwide
Insurance.

| realize that | am not the first person in my positioor will | bethe last. | realize the people |
supervise have been supervised by others and may be supervised by others in the future.

| just hope the time that | am here; | maybe make the wtdste a little more refreshing, make
the well work a little more efficienthand 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 anot her “ pi evgHlunckler,&/R/ChieigClaims @ffecer at State Anto S t
Insurance. Last time, Steve suggested using the wevda Morevhen asking for feedback
This time it’s in response t o Bes Adecea l Rei st’

Steve saykeadership isike standing at the base of a flagpol@s leaders, we makatle shifts,
left-right-forward, and backwards.The folks we lead are at the top of the flagpated as it
swaysthey hold on for dear life.

Do we make it easy for them to hold oi®the sway controlledor 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 findinghard to hang on? What about those you leate you
letting themsway erratically?
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LetUs....

2NAGGSY o6& WrHe alNIAys> aSyQa {200SNJ/ 21 OKZI hK
Leadership Institute.

| have always been interested in leadershiihave 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 | still remember vividly my introduction to leadershipwas a Boy Scoutl was an Eagle
Scout, troop leader, Order of the Arrow member and servedllrthe other leadership

positions as a scout. But tlomly thing | remember about Boy Scouts is the chapter in the Boy
Scout Handbook about leadership.

| remember two pictures on a pag&ach had a caption.

The first picture showed a "leader” pointiagya group of scouts and sayin€;6 get some
wood!!"

The second picture showed the leader pointing past the group of scouts and shgtig go
get some wood!!"

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

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

2NAGGSY o6& WrHe alNIAys> aSyQa {200SNJ/ 21 OKZI hK
Leadership Institute.

In his bookThe Score takes care of itsétrmer San Francisco 49er cbaBill Walsh talks
about leadership.

"Over the years, I've heard many theories, often complex or convoluted, on what it takes to be
an outstanding leaderMost of the theories seem to take a monumental work ethic for granted,
as if it is assumed, or dspeople automatically know what it is and do Ittidn't assume

that. The majority of people out there do not know what itThey need to be shown, and the
leader is the one who must show it.

Some of our great leaders come from the military, net 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 11, understood the power of example in the area of
effort.

Here's what he saidA'commander must accustom his staff to a high tempo from the outset,
and continuously keep them up to itlf 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 wilhgso

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 efforRommel understood hard work and the importance of
demonstratingit to his troops. Thesame applies to your troop&/ou'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 éic must beseento be perceived and must be perceived if it
is to be the organizationisorm.

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 & Supe
Bowls in 10 years.
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Culture Has to Have a Process

Many of our readers have asked about the stat
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 procemsd then reminded s—

+fdzSa NS y20 qaz2fFaé¢ addFTo

t 2L S 6AGK SELISNASYOS: vYie y2i 0SS GKS aNRARIKI
You can be big and keep your principles.

¢tKS GakKlIR2g 2F FSINE A& f2y30

We are sure that Jane will be explaining each of these statements in more detail in lker boo

For now, it’'s gowoldt tioe biesmnemijphdsid aa pstoxztes s( f v
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Leadership Tattoo

Written by Marsha Ryariprmer Administrator Ohio BWC and a Founder of our Ross Leadership
Institute.

At our Ross Leadership Institutge always sagne can find a leadengpp message in strange
placesso here goesine. A cauple lines from a recent Leadershigrivte by Bill Lhota, and
something else | have been reading recently madethink about leadership and tattoos.

Maybe it is agenerational thing or just a personal aversion to needles and ink spots on skin, but
let me state at the outset that | am not a fan of tattoo3hat said, | do find the nature of
tattoos to be fascinating.

Presumablysome tattoos ae merely decoratie. However literature on the symbology of
tattoos indicates that, for a great many who choose to undeite process of skimarking,the
tattoo is the identification and display of a "life principle" or "value'bich they

ascribe. That isthey clbosea symbol, a date, or languagfeat is meaningful to them at
present, and will remain s(they hope)for aslong as they shall live.

Symbolically the, let's just do this exerciséWhat should be a leader's tattGo

We could choose one or moreonds like "visionary," "fair, compassionate and strong"

or "trust but verify." We might choose a phrase aphorism like the Golden Ruler;, a bit of
spiritual guidance that should always remain top of minaihsas the prayer of St. Franas,
Semperridelis.

Or,maybe a leader's tattoo sluld 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

GaSy YIS KAAG2NE YR y20 (0KS 204KSNJ gl & NRdzyR
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 a S ghé women.

Make some history today.
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The Task of Leadership

d ¢ K G a1 2F tSFRSNAKALI Aa y20 G2 Lilzi aINBFdyS
£ N i

|.
& UKSNB ¢ - John Buchan

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

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

What are you getting?
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What People Want

éOur chief want irlife is somebody €2 aKIF tf YIFI 1S dza R2 ¢gKIFG 6S OF
- Ralph Waldo Emerson

Leadership-fulfilling the wants of others
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Stretch

oMan's mind, once stretched by a new idea, never regains its original dimeasions.

- Oliver Wendell Holmes

Today, stretchmore than your body.
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Lucky?

oSuccesss simply a matter of luckAsk any failuré.
Earl Wilson

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

G¢CKAY3IA YIeé 02YS G2 (K2aS ¢K2 gl AGYE odzi 2yf e
— Abraham Lincoln

How will you spend you daywaiting, or hustling?


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

oNothing in the world can take the place of Persistericaent will not; nothing is more

common than unsucessful men with talentGenius will not; unrewarded genius is almost a
proverb. Education will not; the world is full of educated derelicts. Persistence and
determination alone are omnipoteniThe slogan 'Press On' has solved and always will solve the
problems of the human race. - Calvin Coolidg

Press On
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Lipstick on Your Forehead

Granddaughter Abbey Otte asks, “Why is Jack (
I n case you haven’t heard the -ypbskemi ndcdh.e” answe

Cute, but it might also be an interesting leadership message. Think about people in your
organization who have trouble making up their

joke and see if they get the message.

That' s bet tgdipstickoh ther foreleeads.i n
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Humor

Gt S2LX S FNB FFNIAR 2F | £ SIFRSNI gK2 KI &f y2 aSy

relaxing, and as a result of this there is a tendency for that leader to have a reputation for
pomposity, which may not ke case at all. Humor has a tendency to relax people in times of
a0NB&aadé -General Louis H. Wilson, USMC

Today i s A paday dedicated tohumorD adgve a laugh, better yet, make others
| augh today and i—&dd hutrortse your bst of thelquaktiasdiya leadere r e
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Supporting a Slacking @&orker

Are you working harder because someone- el se i
line survey93% of the respondents say they haveaxor k er who doherdar’'t do
share.” And four out of five report the qual

Further, a quarter of the people surveyed said they are working harder because of a slaeking co
worker. How much harder? They say they put in from fourxtdeurs extra per week.

So engaged workers (3% of the workforce in other studies) are doing the work of the
di sengaged. And it’s not only the managers w
workers speak up. Only a few hold their slagkieworkers accountable.

Why not? The numberonereasefi t hey don’t believe it will ma
So how about you? Are you working harder bec
out?

As a leader are you paying attention, willingisten? Do people believe you will make a
difference?

Lhttp://www.vitalsmarts.com/press/2013/03/stuckvith-a-slackingco-worker-why-youre-to-
blame/
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Practicing Humility

You don’t have to be Catholic, or.HewdongeChri st
Mario Bergoglio, who will be known as Pope Francis.

As | eaders, it’s nice to know that before he
Catholics, he was riding the bus to work in Argentina. With so much emphasis being placed on
the* perks” of those in | eadership positions, i
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From the Topg Are You Nervous?

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of
Labor, State Director for Veteragsnployment and Training(Army First Sergeants are often
NEFTSNNBR (2 a G¢2L¥VO®

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

After that promotion ceremony, | walked out of that field tent and distinctly remember feeling
a fear induced anxiety and more than a little nauseous from the immense responsibility | had
just inherited. | was instantlgxpected toeffectivelylead soldiers in peace and in war and that
mission success wasy responsibility. Sergeants operate where the sparks fly.

|l wasn’'t prepared and quite honestly, |l am no
Leaderships something that you must grow intd.o be good leader you must work at it every

day. And while you are dimg it, keep in mind that yoare being observed at all levels your
organization. Leadership doesn’t take a day o

What kind of leader do you aspire to be? It is important to kii@egauset serves as your inner
compass in sefflevelopment and your ultimate organizational effectiveness.

Does the idea of leadership make you a little nervous? s hou | dimfodaotause it s
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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 —IsitOKSmhaws éavohites¥ e t 0o as k

We (Deanna and I) thinkit4sFy our “ f a v o r istsetting’'the axaraples yilolewartt n e
others to follow. For example, if your favorites are the ones who are engaged, who exemplify
your organization’s values, who are your top
them your “favorites?”

We havetow nder . Has “treating everyone fairly,
“Gol den Rule” become treating everyone the sa

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

|l s #fmatr”“to those who are doing more? s it

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? Theg fau) are setting the
example others will follow.
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Who isYour Wingman?

Written by Charlie Saundeisccounting Lead FaculgyFranklin University, and a veteran of the
U. S. Air Force.

Who isyour Wingman?Who areyouwingman for?

Peggy Coale, editaf Friends Journa] The Magazine of the Air Force Museum Foundation,
wrote that “Everybody needs a wingman, that f
has your back and stays with you through the worst of times.

The official Air Force definitioof a Wingman is the pilot flying the plane beside and behind the
| ead plane in an aircraft formation who prote
for danger coming from behind that the | ead p

In the norrmilitary 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? Ifyou 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
|l ives outside of the military, but wouldn’t |
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:

GLFT @2dz NBE J2Ay 3 AWnSBnd2BUKChiIIK St € = 1 SSLJ I32Ay A dé

We couldn’t hel p ewishwehad @kHKierinburcaraess. advi ce w

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.
first:

Number 1: The higin 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
@2dz alé& aGb2¢ G2 GKS LIS2LX S | NRdzy R @& 2 dzod

Figure out a way to make every request, Wittff NB I a2y > | NBlIftAdleod LT &2
them to join you in figuring out how to make their request come true.

CKSNBEQa y20KAYy3 Y2NB RSTElLOAy3a G2 |y aaz20Al i
0KS NB&a2dzNOSa drrNdsiyfieitireqlegtlatkhatitiael, @edgé @ 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 Hirig 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 thengiiprocess.

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 peopleot listed as references that either worked with, or competed against your
candidate.

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

This is valuable for many reasons. An involved, re$plethorough 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 webasisteadership.comnder
Leadership Minutes.



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

The Poster Child foMistakes

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 e vakes. Aidemom impaatanty, cteate ama k e mi st
environment where riskaking 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 DePest el ¥ dbdadenvehfob o H iemmg neetd
from his own mistakes!”

| " ve seen organizations paralyzed by antiquat
and the workplace has little hope or optimism. It stinks.

There’s a dir eentbeing challengdd and iearning. bVerk tavaevelop 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 webssteadership.comander
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 andgeporti
business.

Number 5: Create your own, personal “Board of

Oftenti mes you need help in making a decision
discuss with your associates.

That’' s why you may need a wendénsesHating yoarewndBoaed! me nt
of Directors can fill this need.

Your board can serve many purposest be very selfish aboutthist ' s t ruly about Y

In fact, | challenge each of you to call at least one mentor tomorrow, and ask them to serve on
your own, personal board. Te])otweekhbatyouwpigni won' t
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 @ahdevelopment

If you missed any previous Rules, you can find them on our webssteadership.corander
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
ushis 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.

|l > ve far too often seen mana gieray jowdaadideer e s o |
who appears more talented and smarter than they are and are perceived as a threat to their
success.

Wel | |l " ve built my entire career on hiring p
myself with great people who | leafrom every single day.

And you know what? They make me look very good. So at some point, | have to get out of their
way. And as a resul t, |l get promoted! It s gr

If you missed any previous Rules, you can find them on our webssteadership.om under
Leadership Minutes
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The Humility Trap

G¢NHzS KdzYAfAGe Aa y20 GKAY{Ay3-€CSdéwis2T @& 2 dzN.

We have been watching people in leadership positions and have found a common trap many
seem to fall into. Somell 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 feade/ulnerable, like a person in business given along
term contract, or a politician that has been-eéected.

It can occur when a person starts believing all the great things others are saying about them;
not realizing they are pandering. Oddly,it@ac cur after great successe
or after periods of decline (“1 don’t deserve

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, tatking 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 frae? 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 thenhility trap? Have you seen others who
haven’'t?
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CAYR (UKS aG¢KSeé¢ t2Ayl

Il n most organizations you will find a “they a
a different “we” way of thinking is prevalent

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

We believe sayi ng dwmeeship. &t shoms a feeding af besng in alignment
with values, principles, and goals (your's an

As we begin oudourney we ask you to join us, making it
the “we” and “t mgourowndorgénizione nces wi t hi

You will hear people saying both. Peopl e who
unit (department or team). Frequently they s
(like the organization).

The lossofowar shi p (i f i1t exists at all) occurs at
hear “they” instead of *“we."” I't signifies th
and goals).

We encourage you to find ybounreactionsh &gthankpyou. nt ( an
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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 toolsarners use tractors, teachers use white bograsisicians use
instruments— businesgpeople use meetings.

Making meetings shorter or more painful by standing n’ t t Mekingmestimgsmore
effective is the answer, but becoming effective requirascinmore than getting clear about
the agendadetermining who is leading the meetiagd having the appropriate people
present.

Getting clear aboutiow we meet- meaning what are the principles underlying how we behave
and what are the processes we agrto utilize are key to mereffective meetingsWe assume
we all somehow naturally know how to meet and converse effectvdle.  don’ t .

The goals to get everyone at the meeting engaged in a constructive manner and moving from

“di scussli ogiu‘ediosc'udsisai on” comes from the same r
meaning to pound something. The roots of *“d
than one person’s ideas winning over another’

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 elasyif an organization invest
the time and energy in how they reg it pays back manyrhes 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 him':

GbSPSNI FAIKG GdzNFlF 2)a GAAFERSAAKSO AG 2y (KS

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

Gal 1S adNB GKIFIG &2dz KIS GKS o0SGGSNI ARSE | yR
Seems to us like good adviecediplomacy, 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.

1The Weekly Standart¥jarch 11, 2013 p. 34
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Long Hours, Low Approval

Imagine workng 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! The approval rating is according to Gallup.

Forget, if you can, yodeelings about Congress and focus on what it says about leadership.
Just putting in |l ong hours doesn’t guarantee
people who put in the effort, but lack results.

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

1 www.usatoday.com/story/news/politics/2013/03/12/lif@f-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,ur Ross Leadership Institute was named in honor of two leaders who have
KFR F YF22NJ AYLI OG 2y 2dzNJ O2YYdzyAdes wAiAOKIFNR

¢t2RIFI&8Qa [SIRSNEKALI aAydziS O02YSa FTNRY GKSANI az
communit leader in Chicago for many years.

Are you, like me, getting tired of seeingrruption and capitalisntreated aspseudonym8

As we weaken our legal system by not enforcing existing laws, with court decisions that
obfuscate our laws and the adoptiaf legislation so poorly written that it isnintelligible,are
we destroying the economic engine that wie foundationfor our prosperity?

The issue is ot capitalism, but corruption and thenwillingnessof some tobe held
accountable fotheir 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 aninc.article, Jeff Haden sharetD Things Extraordinary People Say Every'Day.

oHere are things you shtilisay every day to your employees, colleagues, family members,
friends, and everyone you care abd@ut:

Here’ s what | 'm thinking.

“ was wrong.
“That was awesome.”
“You're welcome. "’
“Can you help me?”
“1"m sorry."”

“Can you show me?”
“Let meugiavéhand.”’
“ | ove you."’

Nothing.

You can find his article attp://www.inc.com/jeff-haden/10thingsextraordinarypeoplesay
everyday.html

Be extraordnary 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 | ot has been written about holisn&iUpbmery tr eat
“cast member” Doug Lipp notes three Disney be
job matters!

Great ideas, but the one weilvalways 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? Telltheguest we ar e sorry that we did n
expectations.”’

QUrprised, that they say they are sorry even W

| f one starts with the belief that the goal i
saying you are sorry those expectations were not met seems likeotineat action. Being sorry
doesn’t mean that you were wrong. 't simply

Try it. We have with great results.

lHow Disney -get swot k eThehGelonghbsrDesmatchpril 14, 2013.
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To Scream or Not t&cream

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 certamtyattention getter, but does it actually
work?

A forthcoming article in thénternational Journal of Sport CommunicatimnJoseph Mazer,
Assistant Professor of Communication Studies, and several Clemson University students looked
at the effect on colleg 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 comasany forms, and screaming is but one of them.
You don’t have to raise your voice to be verb
understanding of a message comes from tone, body language, etc.

Sadly another studyrerpetuating Abusiveupervision by Jonathan Shaffer and Stephen
Courtright at the University of lowa found that verbally abusive bosses would be rewarded if
they met their financial goals.

To scream or not to scream, what is your leaderstgproach?
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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 With&t void also.

Unfortunately, when a positive guiding force is absent, the wrong elements gravitate
immediately to the surfaceThe Edmund Burke quote¢ KS 2y f & GKAy3 ySOSaal
2T SOAf Aa T2N Ta@®RomiBly (2 R2 y20KAy3E

Is there deadership vacuunn your organizationaf 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), formerakéss&icretary of Defense
for Reserve Affairs, and a Founder of our Ross Leadership Institute.

I Co

There is a difference between “lessons | earne
Much has been written r ecentehyearsobcondlittintrage “ I es

and el sewhere. Even before 9/11, the militar

action reviews” that are designed to elicit ¢
Many businesses and institutions adopt similar misgdand 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 withrigorousseé val uati on, | e s snumedately after ameventtheyl ear ne d
are only “observed” (and hopefully recorded f

I f a |l eader wants to evaluate whether his or

the past, the review and evaluation of performance mistforwardlooking, rigorous and
continuous.

Lessons “ ob s eviewmiddr are necedsdrye butraee anly the first step toward
improved performance. Changed execution that reflects those observations is the only valid
test of whether a lessohas been truly learned.
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G SFRSNBKALI Aa ! OdA2ysS b2 t2ailidArzyé

That' s today’ s |l eadership | esson. Little el s
the quote is Donald H. McGannon (former Chairman of Westinghouse Broadcasting Company).
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Fom the Topg Legacy Leadership

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of

Labor, State Director for Veterans Employment and Train{#gmy First Sergeants are often
NEFTSNNBR (2 a G¢2L¥VO®

Periclesvas the leader of Athens and was responsible for rebuildifglowing the Persian
Wars. Soonafter the Peloponnesian War began Pericles delivered his faspesch to the
families of the toops who had already fallen in battle.

In part of his speeciRericlessays What you | eave behind is
monumentsbut what i s woven into the |lives of

What are you weaving into the lives of those you lead?

not e
ot he
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Leaders Who Do TheHlomeworkAre Respected

You don’ t h afineleatecship.ehatkollofvsais froh @recent column by Aaron
Portzline in the Columbus Dispatth.

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

G 'otof coachesdothsg A Y ASNJ +Ayye tNRaLIf aFARY aodzi wAaC(
GKFy a2YS 2F (KS 20KSNa® ,2dz OFy G4Sff KSQa R2

Richards, in his second NHL coaching job after twsms@ars with the Minnesota Wild, has
played a big roleni steering this franchise through trying times.

G{2YS 3Idz2ea FSSt tA1S GKS& KI @S (2 dachdedany é@SN;
Jameg AAyASH&1A &FARZ ahyteée | 02daX S dAYSazé Kl
hiKSNBAAST TK SWae uK2§‘d INBaRJIS200G a2 YdzOK GKI @ szy
3dz2azQ AUQa 2daAaG a2 YdzOK ¢g2NBRS (KFy lye&oz2Re @

aLiIQa KFENR F2NJYS G2 GF€]1 lFo2dzi Yeasdd¥fz¢é wAaOK
ANBFG &dzLJR2NL o6& | f20 2F LIS2LX S LQY 2dzad |
GLFT AGQa 2yS GKAYy3 LQ@OS tSINYSR TNRY oaAyySaz
FYR K2g AYLRNIFYyG AG Aa (2 KIF@S TFeamwbrkinbuti KA & @
Al aKz2dAZ R Ftfgle&a oS | Fdzy LI I OS G2 02YSd ! yR
FNRBYDE

fdzS WFEO1SGa LXIe@SNaA KIFEgS y2 LINRBoOfSY GlrtlAy3
odzi KSQa GKS o Sabil [czzelcneﬂmssvmyR lemuKV\iEQKyazy
1S a4SGa G(KS o0FNE FYR &2dz K- @S G2 NBFOK Al SE
AG FSSt tA1S I FlLYAf@ Ay KSNB:I tA1S 6SQONB | f

Have you been doing your homework?
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1 Columbus DispatcHRichards steady at the helm for Blue JackstsAaron Portzline, April 24,
2013.
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A Contagious Vision

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

GCKS 2yRNRSKAKHYSO0SAYI of AyR-HelgnKgllergA y3 aA3AKI

People not only follow a person... butnisa&vewvi si on
noted asfarbackas0 00 BC by Ki ng Sol omwherethereidwivisionb ook o
the people perish ” (Proverbs 29:18).

Undoubtedly we have all withessed a leader present a magical power point presentation
company memodetailing his or her new vision for the organization only to see it slowly fade

away. Sowhydoestheeader ' s vision fail?
What makes one | eader’s vision poomagiousulh and a
order for one’'s vision to be powerful it must

How do you make your vision contagious? By ensuring your vision isngiagjeattainable,
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 difignauns 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 (agley) that have made this
service successful for over two centuries. T

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

As Theodore Hesburgh, President Emeritus of the University of Notre Dated,$ ¢ KS @S NE
SaaSyO0S 2F fSIRSNBKALI Aa GKFIG @2dz KFI@gS (2 KI @
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I vYSe (2 .dFFSGdQa {dz00Saa

Warren Buffett, considered by many to be the most successful investor of theet@ury, has
a |l esson worth shar i nutappliésttoleademshiptaswelu st about

What '’ s his | esson? Accorditdng t‘d hae Wamlslt Stmpee
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, Ilifelo
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 tochy? Will you seek out someone who insists you are wrong? It might make you
a better leader.

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

Most, if not all, of us have heard the statemenYou can get a lot accomplished if y&iyf Q U
care who gets the credit.

A corollary might be- L gib@tter to give than get the credit.

We couldn’t help but notice the—-QurReopleare t he W
Great!|'t was referring to Wort honeroigheTopPlaxcesTaonce ag
Work

l't's nice they got the credit. 't s nicer th
one of the reasons they were namede of theTop Places To Wark

Today, give your people credit for being great. It milke it a better place to work.
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Stairway Welcome

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

Here’ s tHd a&answhermn everyone ¢ o angsattioestairwayfto t hei r
wel come a new empl oyee. It happens on every
new person how important they are to the organization.

As the person comes into the building they are (to their surprise) met by their leeue
wel comes them to the “Donatos’ family.” The
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 abowdrlexperiences and how excited she was to be
at Donatos and how she was | ooking forward to

She also told her new family members about her personal family. Looking around those
assembled on the stairway it was easy to peeple 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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| Have

The following is one of the responses we received to our recent Leadership NHauteYou

Suffer@? 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).

| have certainly suffed from poor leadership. I'd be surprised to hear of anyone who had no
some point in his, or her, career.

As for an ineffective performance management system, | would not classify that as suffering.
But, rather, not receiving the benefits of what am 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 managementadnot 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 $$ jhe tool and mechanism to implement that
process

We also know David as the comedy ventriloquist flor®Y b2 5dzyYYeé t NP RdzOGA2Y
(www.ImNoDummy.com David, or more precisely, Wilmer (the dummy) will be shdriag

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 Bap8stVincent's Health Systein Jacksonville
Floridaand onetime head of one of the nation's largest Catholic health systsnesedited
with first bringing the mantrano margin, no missioto health care years ago.

Personally, we have heard it attributed to Margie Pizzuti, idezg & 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 businessmoylel i t can’t be sustained.

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

L http://www.eagleswingsconsulting.com/TheBulletinNoMarginNoMission. pdf
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Strategic Adaptions
We have all heard various definitionsnkof str a

you might find interesting:

Strategy—a process wherpurposeis turned intoactions.

Strategic adaptions is seizing opportunitiedinkingthem to desiredoutcomes

Both were adapted fromMastersof WarHi st ory’ s greatedéndre@tr ategi c
Wilson, U.S. Naval War College

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

Are you |l ooking for today’' s opportunities?
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Keep Your Nose Down

We can’t help but notice wheloofandaerogdngthe re i s t
picture used is one where the person’s nose i
looking down at people.

Does it result from posture, or is it a reflee
leadership lesson.

Ifit°s an attitude, i1it’s hard to imagine peopl ¢
t hem. But i1 f i1it’'s a question of posture, a |
we are often told, when noiverbal messages contradict what is begsagd, people most often

believe the norverbal.

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

G oAfAGE Aa oKIG &22dz2QNBE OF LI ofS 2F R2AYy3ID

Motivation determines what you do.

' G0AGdzRS RSUSNIXYAYySa K2g ¢Sttt &2dz R2 Al d¢
- Lou Holtz

To which we would add

Practice determines how well you will keep doing it.

Keep pradting your leadership.
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From the Top Seek to Listen

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of
Labor, State Director for Veterans Employment and Train{#gmy First Sergeants are often
referredto& G ¢ 2 LJ 0 O

One of the things that | 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 pri vatuesst usph owmhse nupt”h el nFiwosrtk
soon gives way to dialog when you ask them what they are doing, why they are daing it

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 misbehavig@e, when you do what they do,

trust is formed.

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

Listen to what youheYtrbopsel'l hpoe ée€wveswtyhing
and they’”l 1l c¢clam up. Ask what isn’t working a
they are running well. Ass@ait e’ s comments often provide i nsic¢
improve and make your organization more effective.

. 2dz R2y Qi KI @S (2 addSisten topdalsle. WMake aspoint jo gd- Wi elitye R
activity is today.
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One Little Spark

Onelttle Spark s t he theme song at the Journey I nto |
Epcot . I n case you haven’t been there, or ha
today’' s | eadership | esson.

One little spark, of inspiration.

Is at theheart, 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

GThe 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 offiéeRobert Frost, Poet

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

Too many of wus stop thinking when we get into
neuroscientist to tell usit is unrewarding work and poor leaders.

Today, don’t stop your brain from working whe
turn it back on). And as a leader, keep the brains of those around you fully engaged.

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

As | eaders we have all heard the I mportance o
the culture of an organization, increase engagement levels, or make any improvement, we are
told it begins wih the tone at the top.

Some would say, positive change simply wil!@ n
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 hgen. 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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Recently we received an email from Michelfeshaw, Training Officer, at Ohio BWgGo
developed her leadership philosophy as part of our Leadership Institutes.

He r e’ she saldd@ now shae my philosophy with otherdlany have expressed their
appreciation so | wantedo share it with you. | believe it would encourage, angdinesany
leader to reach higher We d o sd sanomary of Hee phiéosophy

| see leadership like building a house. You must lay a firm foundation before you can build upon
it. My first S is selawareness. | believe it is at the core of leadgrsh

In order to begin leading others you must be aware of how you are coming across. Ramgove
barriers such as prejudices, stereotypassumptions, and a mind set about otheaigything
that would prevent you from being anfettive leader.

Just asan incorrect foundation can affegtour house, not having sediwareness canegatively
impactyour leadership.In our sessions, | learn¢d be aware of how amcoming acrosgp
thi nk about wh a teav&in thedroom.fl wilf neverdongdtdse words.

After the foundationyou must begin to build the walls of yohouse. Those S's are Servant and
Stewardship. As leaders we must put others needs beforewar

As leadersave want them to achieve their best, so thevéll be times wherwe 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 besbrk.

Stewardshipgoes hand in hand with ServanYou are there to keep watch over them. It's
important to useyour active listening skills. Anay must give closattention to body
language, as well apoken words.

These S's will maintain the walls of the house. Making goue house is maintainedill keep
your house sustained.
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The last S is the roof of¢thouse and represents Strategy. How can you expect others to follow
you if you don't know where you are going?youa r e u n suniikelggthers willfobow
you, or trustyour ability to lead them.

A strategy is a carefully devised plan of attio achieve a goalWhen it comes to leadership
we need to haveéelf-awarenessServant, Sewardship, and3rategy.

Let us knowdebbie @rossleadership.confi 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 aboutpbst hoc, ergo propter hdallacy. Translated
it meansafter this, therefore because ofthise t hi nk it s a common f al |

As leaders, wenust be careful not to draw post hoc, ergo propter hoc conclusions, or to let
others believe in them. Consider the person who séyk, tHsA $aid that, | am this, and then
GKA&a 200dzZNNBR 02NJ RARY QU 200dz2NDX GKSNBF2NB Al

Her etomeexampleL RAR (GKAAX L ¢l ayQi LINRY2OER (KSNE
course, it may also be (and often is) because of something completely different. Continuing to
believe a fallacy can negatively i mpact a per

As leadersywhen we see such a fallacy, we owe it to the person, and the organization, to have a
crucial conversation. Anything |l ess, perpetu
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Are LeadersSubjective?

Objective is defined asxpressing or dealingith facts or conditionswithout distortion by
personal feelingspr interpretations?

Subjective islefined agpeculiarto a particular individualmodified or affected by persomha
views, experience, or backgroudd.

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 (juskdi other people).

So the goal shouldn’t be to make | eaders obje
the organization’s (as well as their foll ower

What about you? Are you subjective? Are your values aligned?

L http://www.mer riam-webster.com/dictionary


http://www.merriam-webster.com/dictionary/peculiar%5B1%5D
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GLGQa akiRevisitedf 2y S ¢
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"2f&ntury was General Dwight DsEe n hower ’ s
decision to land Allied Forces on the beaches of Normandy on June 6, 1B&4)DAs Allied
Supreme Commander, Eisenhower must have been under tremendous pressure the final days
leading up to the invasion.

He wrote the following draft on Jurte In hindsighfwe know it was never used, but it surely
reflects the characterfathis great soldier and leader:

G hdzNJ £ | Yy RA Y 3 &-Havrg arda Keve faildd SoNyBirRadziE actory foothold and | have
withdrawn the troops. My decision to attkat 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
O2dzf R R2® LT lye o0flFYS 2NJ FldA G FaGdlF OKSa G2

We are told he wrote similar draftsefore 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 responsibilitythgrs in leadership
positions(we wrote this in 2011 and it seemsralevant today, as it was then).

LF¥ &2dz ¢2dA R tA1S G2 aSS | LK2G202Lk 2F 9AaSy
http://www.archives.gov/education/lessons/day-message/images/failurenessage.gif
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Generational Differences

We have all probably lzed about generational differences in the workplace. It is a frequent
guestion in our Leadership Institutes. But are they real?

Surely there are differences in the use of

moves faster), but some ofthefndi ngs ar e i nteresting. Her e

“Millennials prefer frequent and exhaustive feedback on their performance, as well as lots of
coaching, guidance and mentorslgpore than their managers ever received

We have to ask would their managers thaselves havereferredmore feedback, coaching,
and guidance than theseceived Older workers may want the same things as younger ones,
but after years of poor leadership have they given up responding positively when asked?

Her e’ s anot Atetudesfabout thyalty ¢o theimemgloyers70% 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 Generatida Y.

Think about it, the younger you ardé 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, attitués 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 acroa$i age groups

And when it comes to values, familias the top value for all groups and the top reason for
happiness in the workplace wéeseling valuedabove 80%-= for all groups), followed by
recognition and appreciation, supportive environment, and leadership | can relate to.

So even though someitigs are changing (and faster), what people value and how they want to
be treated by their | eaders hasn’t.
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! New Study Finds Independent Agency Generation Gap is a CReswerty Casualty 36May
2013

2 Generational differences in the workplatiiversity 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 developiit) possibility and conceptual
thinking.

Many have been told to “think outside of the
We suggest “expanding the box."7”

Now in a recent TED video, artist Phil Hansen suggests expanding your cregtivityb hi n ki ng
inside the box."” As an artist, Hansen | oved
when he developed an unruly tremor in his hand.

He was “floating without a sense of purpose’
limitatio n . ” Hansen did and the art he has create:

Today while you are practice your leadership, practice your possibility thinking by embracing
your limitation and thinking inside the box.

Wat ching Hdmisgmt shel g eyo dong-longdrthansurdaillyormi nut es
minute reads but we believe well worth the additional time).

Ihttp://www.ted.com/talks/phil_hansen_embrace the shake.html?utm_source=newsletter_d
aily&utm_campaign=daily&utm_medium=email&utm_content=button__ 2051
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11 Ideas for Your Consideration

We asked Dwight Smith, Founder of SSI and a Ross Leadership Institute Founder to share his
views on | eadership at one of our Leadership
surprised by his title 11 Ideas for YouConsideration:

If he could use only one word to describe leadershipwi ght s word i s servan

His definition of leadership by serving others, leaders demonstrate that they genuinely care
and are truly and deeply interested in each person achieveiggloals in lifeone of which
generally involves making a positive contribution to the team.

Considehis 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 ctedowever they do emphasize the
importance of personal (seimposed) 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 theews 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).
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9. Leaderglace 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 hs 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 comm uadtgrke
all focused on what can we learn from each other.

And we | earned a | ot. Here’' s just one exampl

Jeanne Grothaus, Executive Director of the Central Ohio Diabetes Association, creates an
annual Statement of Need for her Board. It begins withrth@ssion 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 &tment of Need.

And we think every leader, in every sector, can benefit from creating an annual statement of
your (organization’s, department’ s, or indiuvi
functions, and expectations. It can help focustyeffiorts (and resources).

We might even say you need an annual statement of needs.
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2 Af YSND& [ SIRSNAKAL) t KAf2a2LKe

You might remember from a previous Leadership Minute we promised you a summary of
Wil mer’s Leadership Philosophy.

To help in remembeng Wilmer created a seveetter acronym—LEADERS. He started his
presentation with Shbecause leaders begin with the end in mind

Sisfor ServaniThe leadeRa NRt S A a beger., Y 1S GKS GSIY
R is for RespeciRespect the leader shows to follens.

E is for Expect Excellencéeaders raise the bar.

A

DisforDreamal { S Al GKS G4SIFYQad RNBFIY YR gNAGS A
A is for Action.Leaders act.
E is for Enthusiasnieaders must show it for others to follow.

L is for LaughterThe team bondgirough laughter. You have to be able to laugh at
yourself before you can laugh at anyone else.

WilmeralsosaidyF 1Ay 3 YAadl1Sa Ada y2G GKS LINRPof SY>Z NB
learn from it) is the problem. &htorslet people learn (and nk@ mistakes).

Wil mer is David Crone’s mentor and, i n case Yy
LQY b2 5dzYYe Samddightzayiwildesr & sb)dummy, but those who have seen,
heard, and read his leadership philosophy may not agree.

You can see Wilmer’'s presentation at one of o

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 heardA G Qa | 322 R A RSQroey io telbudgek SIS A &y Qi
From what we have heard, it’s too often the e

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 tddw the advice from Clint Eastwood, as
Gunny Highway in the movideartbreak Ridgelmprovise, Adapt, and Overcome.

Her e’ s o-Budgetfa new meas (improvise and adapt). Think about the size of your
organization’s (orntespnbyodoget ownCaodelpamntimeyou
support new ideas (overcome)?

Then | et everyone know there’s money for new
mi ght be surprised. There might bebuslget many vy
We suggest two.

First- the idea must be successtybay for itself- after a certain period of time, or the funding
stops. Seconds ome i deas must be not successful, or

From what we have seen, more orgaations 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 nexttimeyou hedr 1 Q& | ,y@R2cAFSalifRENB Qa4 Y2y Seé Ay G(GKS o



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

Leadershipc Engaging and Mobilizing

Written by Debbie Johnson, FoundDigector 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
post i ons. The underlying assumption is that tF
discussion to another time)

There’s anot her expl anat-thaleadershipitsdlfhasabiawmay of |
towards men, at least as leadership hash viewed in the pastas a command and control
process.

But leadership as we know it has been changimgth an emphasis on engaging people.
Consider this:

A¢KS 1LJAeOK2f23A0f | LIWNRIOK (G2 fSIFIRSNAKAL]

One of these is the commorew 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 procesgefseengaging and mobilizing
the human needs and aspirations of followers, women will be more readily recognized as
f SFRSNAE FYyR YSy gAft OKFIy3dS GKSANI £ SFRSNEK

The above quote is from James MacGregor Burns, a teacher, writer, scholar, mEiigogkst
and historian. It is from his bookeadershipwritten in 1978. A historian, but he may have
been well ahead his time.
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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.

Her e’ s a

new” | ist worth considering. The p

Paying attentior- gives one the advantage of being aware.

Seltknowledge-i t can change ninonofpowet.i vi dual ' s def.

Flexibility— it changes the energy flow.

Communicationr-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 innovatexperiment, and take risks.

Alternatives-recognize you have more choices.

The Whole-can be greater than the sum of the parts.

Why i s t h e because the wordeanddescriptors come from Awuarian
ConspiracyPersonal and Social Transfaation in the 1980s, by Marilyn Ferguson.

Do something “new” t odakgowledge lye flexiblg, @mrhunicate , acqu
new ideas, decentralize, thrive in uncertainty, recognize alternatives, as well as the power of
the whole.

You mightgenex t e new ways to influence the behavi
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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 wordhat we have not remembered from any leadership presentation,
whet her based on an acronym, or any other tit
(that might help in remembering it).

What the word? Here’ s a hint: it begins wit

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 thatingpa s anot her’' s success)
thing. I f they wuse i1t, or don’t wuse it, and

Leaders use the power and authority they are granted to clear the path for others. They
remove the barriers that prevent bers from achieving their goals.

The barriers can be internal (séffiposed) or external. You would think the easiest barriers to
remove would be the internal ones, but that i

So here’ s our | eader s mndypurdagremovirig,cor creatingdbaryers? Wi |

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 thinlgou have something figured out, something happens to challenge your
concl usi on. Causing you to rethink your deci

It has taken years of seeing people struggle with evaluations for us to finally conclude that
people have great ditulty rating others, but seem more comfortable with ranking them. We
have even created a ranking activity we use in our Leadership institutes.

Then, | sit and watch as grandson Jack provides ratings for all of the players on his favorite
team, the Colmbus Blue jackets. | marvel as he assigns percentages ranging from 90% to 70%.
Being a fan myself, | find his ratings to be amazingly accurate. So much that | send them to a
friend at the Jackets and he agrees.

So | have to ask myself what happensPyWan 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 th
leastbel i eve they do) who is performing and who
But we think because it’s a sports team isn’t

and other ten year old might be able to rate others, maybe even have critical conversations.

So what hapens? Have our work experiences diminished our abilities to perform one of our
most critical leadership responsibilitiesevaluating others, having critical conversatierso
they can become better?

Is our conclusion wrong? Are people capable ohratithers? 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 Leadershipdni A (1 dzi S C 2 dzy R Sddder- Qparh at Ghio R/esteay Wniversity,
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. Itis hard to score goals. It is hard to connect passes. toigurafdr
90 minutes. I't is hard to defend. Thi s game

Have you ever thought about how many things must go right to score a goal? Soccer is a tough
game. lItis 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.

L et ' saresozaerpgo 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 nothe strike zone (balls).

Stillhiti ng a baseball should be easy. But 1t 1isn
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 majorand even be a star.

Acceptthe fact that soccer is hard. ifa choiceey our choi ce. I f you
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 tomake the next cancea 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 playbut you will still make mistakes!
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Forget mistakesJust pronmse 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 remembeleadership is hard. It is a cho@gour choice. You will make
mistakes. You must get excited.
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A New Idea; B is for Bureaucracy

Want a new idea, read an old bookGeneral Gray Always looking for new ideas for

Leadership Minutes, we foll owevdturtedtoeld al Gr ay’
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.

Fortungd el 'y, we have a file of them and are readi
first, with more to follow:
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Be an A Player

Al Lorenzo, the (now retired) President of Macomb Community College advigeget t o know
t he A pHe aaid¢hat te.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’
happening.B players can hold ideas (and approvhitsjtage. As a result, you need to be

aware of them, but notount on them. C players can neither make things happeor, stop

things from happening.

For leadersA | ddwce might be beer phrased in the affirmativeBe an A Player.
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A New ldeag

Wetend 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 bureaucraty 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 orgaiion? 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
promotedt o reach a certain | evel (a position).
achieved solely by wanting it.

Aspirational is a good descriptor for a career. It requires a strong desire, an ambition, to
achieve something significant. Itpiies 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. Aearis 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, whileey 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
consdered 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
those in a job. A career requires a coitment 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 foryourself (your career), or someone else (a job)?
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Transactional oifransforming

You may have heard the terms transactional and transforming used to describe different
approaches to leadership. The concepts were first introduced in 1978.

Transactional describes a process of exchanging gratifications. The leadbedaliiower 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 (gratifieations
which may be superficial and trivial).

Transformimg 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

goal s. And it’s all done f or tonshgpteatast er, mut u
mutually stimulating, one that transforms followers into leaders.

If you think about it, the two terms could also be used to describe a job (transacti@nal
mutual exchange) and a career (transforming mutual purpose). Knowing amaderstanding
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 seekig a career, but a better fit for those wanting only a job.

Are you in a mutual exchange, or a mutual purpose, relationship?

1James MacGregor Burns first used the terms in his 1978 heaklership Another writer
Bernard Bass later (1985) ustransformational leadership instead of transforming.
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We Know It When We See It

Written by Jim Kunk, Central Ohio Presidg¢antington Bank and Ross Leagt@p Institute
Founder (from a presentation atrecent Nonprofit Forum hosted by The Columbusdrtion
on Leadership

Leadership . : . We know it when we see it,

Leaders lead people. Managers manage process. Leaders make or embrace change. Managers
like consistency and no change.

Great leadership begins with the persaot 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.

Wedon t see | ead e r-tithprgpectionh exacutive iselatian,’ skading 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 Leadershipdni A (1 dzi S C 2 dzy R Sddder- Qparh at Ghio R/esteay Wniversity,
Jay Martin, is preparing his players for their upcoming season. We think his messages are als
great leadership lessons

X82dzNJ Gl fSyd RSGSNXYAySa ¢gKIFaG &2dz O
your motivation determines how much you are willing to do;

your attitude determines how well you do it!!

Traditionally there have been 4 ibttRacobnplete s of S
player:

1 Physicalto produce the required performance

1 Mental- a positive attitude of sekbelief, motivation, and persistence
1 Technicat to produce on demand the skill level specific to the task
1

Tactical to play within the team, folw a team plan, do an assigned task

At Ohi o Wesleyan University we have added two

o Emotional- showing both emotional control and emotional intelligence in meeting the
task and when dealing with setbacks

o Lifestyle-the sacrifte and discipline necessary to be an athlete and perform at a high
level

Performance Follows AttitudeThe 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 suggesif$itude is a choice!!!
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So, if you are thinking negatively you will feel negathagxious, depressed, passigand
therefore will produce low energy levels that will undermine your performance. A vicious
circle!

However, when you think positively the way you feel becomes postesxited, enthusiastic,
invigoratedc then your energydtters zoom making a great performance!

Attitude is a choick

2 KFGQa @2dzNJ FGdAGdzRS (2RI @K 2 KFGQa @2dzNJ Sy SN
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UA Leaders

Gener al Rei st ' 4phblding Stendasdgenegpatedimoreuesponses than

normal. h case you doheftoltastos abeundoeach who left ansthr player
behind because he wa s nttanbedoureersoaerdvebsita ppr opri at e
(rossleadership.com) under Leadership Minutes (March 28, 2013).

Most of the comments noted higtory was from 197@nd doubtedwhether any coackvould
uphold similar standard®day.

So we asked Jay Martin, Men’ s Soccer R@ssach at
Leadership Institutc ounder s . Here’s his response:

| have done this MANY times and it stitirks today. Certainly young people are changing and
have changedThe 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!!!

Wesha ed Jay’' s response with Gener al Rei st . Hi

Totally agree with young people wanting leaderstigdl do really. Right now our country is
desperately looking for leaders to step up and set the standards, but unfortunately too many
are UA. God for Dr. Martin!!

| n case you ahdsriorWnaukhorived AbSehcmising.

As a followup,Jay Martinu s e d G e n eUploldingSendardstorg as a class discussion
tool . Here’ s what he found:

One class werreshmen and sophomore3 hey were in unanimous agreement that this tactic
would work on their team and they look for the coach/leader to be dirglcst were athleteg
a goodcross section; football, basketball, track, baseball, soccer, etc.

The second class was an uppeeleclass for majors in physical education, coachingleteas
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a spots psych courseAll but onefelt 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-t8d&y
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 beekhe Journey to WHt 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 questibtave you
suffered as a result of poor leadership, an ineffecperformance management system, or
both?

We thanked (on 5/13) those who replied and noted our book will be dedicated| teho have
suffered.

As we continue on our journey, we will be sharing with you four new themes:

1. Career/Job + Values/SkidVhat if all promotions came from within?

2 Investing in People Ongoing onboarding

3. Goal driven LeadershipOwnedand aligned

4 Recognizing and Rewarding Ownershlp a ClF YAf &8¢ odzaAySaa

We will be introducing many new concepts and ideas in the weeks and mah#asl;career
descriptions, benefit tags, EGA ceremonies, level of ownership, investment accounts, and paying
dividendsare just a few examples

We will also be reintroducing ideas likelickers 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 goalc when the book is done, people will sayVe did it!
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A Career or a Job

We are told from surveygpeople want a career over a job. Thaesss to be a given (easily
under stood) . But what isn’t easily understoo
and yet for another i1it’s a job.

People seem to know there’ s a difference, bas
asked dul'ts tda fdescri be. So when all el se fail
found.

Recurring words in defining career are: progressive, achievement, chosen, pursuit, patg, call
and committed. For job, the words are: paid, obligated, pmsjtduty, expected, and do for
someone else.

So here’s what we conclude. A career is some
do. You chose it and you are committed to it. It requires making progress at it, achieving it.

A job is more dén something you have to do and you do it for the money you earn. You do it
for someone el se, not for yourselHf 't s an

Even though a career might be difficult to de
feel it, chanes are you are in a job.

A career is a sta of mind. And as described by one career céach asgiratibnalé

So what about you? Are you pursuing your career, or doing a job?

We will keep pursuing the differences in future Leadership Minutes.
lHere’' s oAl &ut YENROI yQa wkyFrankBotz.2ak el g & & wSlt
2OSNBKSEYAYT c1 LISNOSYyld (2 wn LIIN&ASYGsE ! YSNRO

2 Tracy Austin, RCC (Registered Corporate Coachissctor of Professional Develognt and
Quality Coaching.
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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: Hae 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, i1it’s more tyounchildterhan you spe

So, ré& gouhg to practically “live” with your

Enjoy yourself at work. Create reasons to celebragev en when you haven’t he
whil e and even when there’ s no reason to cele

Humor goesalongwaytowarda ki ng | i fe enjoyabl e. Don’t for

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 webssteadership.corander
Leadership Minutes
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Honegy

Job Interview

Personnel Manager: “What is your greatest we
Ol'd Marine: “Honesty”

Personnel Manager: “1 don’t think honesty is
Ol'd Mari ne: “1 don’t give a crap what you th

It s an ol d (and slainghthity o@diicttec)n jtokea. | elatd’es
funny.

According to a USA Today artigleased on a University of Massachusetts research Sjudy

81% of job interview candidates lie. On avetrgugeticipants in the study told 2.19 lies in & 15
minute interview

It s another reason why we emphasize a career
and skills (critical in moving from they to we).

We might | augh at the Old Marine in our joke,

1 http://www.usatoday.com/story/money/columnist/bruzzese/2013/06/16/cthe-job-
lvingrliars/2422127/

2 http://onlinelibrary.wiley.com/doi/10.1111/j0021-9029.2006.00055.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 historiamlisagree whether it was actually signed on Jufy(Pesterday),
July 4 (tomorrow), or even some other day, it is a great testimony to the leadership of our
Founding Fatherand the leaders who have followed them

Here’' s what one | eader |, John Adams, wrote to

A am apt to believe that it will be celebrated, by suctieg 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 aindilflations from one End of this Continent to the

other from this Time forward forever more.

You will think me transported with Enthusiasm but | am ndtam well aware of the Toil and
Blood and Treasure, that it will cost Us to maintain this Declaradad support and defend

these States-- Yet through all the Gloom | can see the Rays of ravishing Light and Glory. | can
see that the End is more than worth all the Means. And that Posterity will tryumph in that Days
Transaction, even altho We shoulanig, which | trust in God We shall rét.

As you are enjoying t omo ranmawhais spéliemgof shaws)ande s (i
celebrating our nation’s independence, take a
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 Arcihilassachusetts Historical Society.
http://www.masshist.org/digitaladams/
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Ratings Revisited

Just when youhink you have something figured out, something happens to challenge your
conclusion and causes you to rethink your dec

It has taken years of seeing people struggle with evaluations for us to finally conclude that
people have grat difficulty rating others, but seem more comfortable with ranking them. We
have even created a ranking activity we use in our Leadership Institutes.

Then, | sit and watch as grandson Jack provides ratings for all of the players on his favorite

team, the Columbus Blue Jackets. | marvel as he assigns percentages ranging from 96% to 72%.
Being a fan myself, | find his ratings to be amazingly accurate. So much that | send them to a
friend at the Jackets and he agrees.

So | have to ask myselivhat hgppens? 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 ahere th
|l east believe they do) who is performing and
But we think because it’s a sports team isn’t

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 responsibilitiesevaluating others, having critical conversatierso
they can become better?

Is our conclusion wrong? Are people calgatf 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

G¢CKS aAy3aftsS o0A33Sald RSOAAAZ2Y & 23zNYIO2IYABNIBE Y I |
Clifton, Chairman and CEO Gallup

Inthe/ KI A NXY I iyOifon say® A KS LIS2LIX S LIAOI SR G2 6S YIlyl 3
of variance in almost all performant¢S f I § SR 2Hizado Yy SERSENE a LISy R Kdzy
billiondof  NB& S@SNE &SIFIN 2y SOSNEBGKAY3I odzi KANRY3

Gallup has been tracking engagement since 2000 and has found the numbettiofidull
employees either disengaged, or actively disengaged has remained stagnant atA®d i t * s
costing an esiated $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 thosedare not properly developing, or worse are outright depressing, 70 million
U.S. employees

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 “dep

How important is selecting the right manager (leader) in your company? It is the single biggest
decision.

Lhttp://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 ClevelaBdér Smithlowner of
SperoSmith Financial Advisgrdrought a leadership message to mind.

Il s it enough to be a “trusted” | eader? We

c

example, was “trusted” by many people, whom h

What is important is that the leler be TRUSTWORTHY.
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Bricoleur

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

Recently | toured the marvelis Schnormeier gardens in Knau@ty. This Ohio treasure is a
privately owned 75 acreagden of international renown, opened by its ownefied and Ann
Schnormeier, just one week a year for the public to enjoy.

The scope, plant diversity, and majesty of thganinspired master garden armmost beyond
description. Mr. Schnormeier, a kginess owner for many years, has been described as a
“bricodleur

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 o
project tohelp redefine, and thus solveshatever he or she is tackling.

Ant hropol ogists use the word mtrs cwilteura tor daed
---meaning he or she sees and uses unconventional tools from a wide varietguE#s/to solve
problems or create outcomes.

“Br i c e-lpexhaps &nother 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 nothire 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 mut ua ltheirpatiemqse As a résdltoher patienc h ot her
retention levels are significantly above the average.

ls it “fair” to |l et a good person go? Let’ s
on the team when ever ytoyow custdmers, who xpecrgea and I s
get only good? When the bar is set high (at

But, what if the good person can become great? Great question. If someone will become great
they will stop being good. Butdoo t confuse “can” with “wil/|

|l f you truly can’t find great, then hire good
soon). Keep good, but only if you know they will be great (and soon).

To expect anything less than great lowers tlae.bAnd 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

w2aad [ SFRSNBKALI LyauAddziS Cc2dzyRSNJ FYyR I SFR a$
Jay Martinjs 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!!

|l can’t do this all myself. T h-August@@Bs Ithas i gi na
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 wawpf a lucky break that he did not get. Not true.

With that said, failure is not a goal. Just
granted a license to seek or welcome it. All successful people hatetdv failley j ust don’ t
it.

Fear is literally a physiological reaction that puts the brakes on any behavior that might be risky.
It doesn’t matter 1 f it is asking your boss f
apenaltykicky our brain’s reaction is the same.

Even worse, fear is a learned behavior, which means that mild fear inducing situasank as
asking for a raisecan trigger memories of more intense moments of fear.

It s a survival i nstinct. You arcelosehytgkingd | i ng
chance. |l f you fail, you assume the worst w
The boss doesn’t | ike your proposal ? Then yo
teammates won’'t | ike youl!!

We allow fear tchold us back because the perception of the worst possible outcome is viewed
as more “valuable” then the perception of any
weighed more heavily than tasting success.



ROSS
LEADERSHIP
INSTITUTE 2013 Minutes Archive

The question you have to answer is \tter you can live with yourself knowing that you failed.
And i f you feel you can’t, ask yourself this:
succeed, or to live without not trying at all and settling for less than you want!!

So whee 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 |l et fear dictate your actions..
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Never a Bad Day

When asked, LtGeneral Ron Bailey, USMC, Deputyn@ndant, Plans, Policies and Operations

at Headquarters Marine U.S. Marine Corps, said the secret to his leadershig iKhed y S @S NJ
hadabadday¢ KSNB | NS o0l R YRe& Syays AybutkKShd&klI@dacésn’ t
total day.

As a leader, hbelieves he needs to set the example. If he is seen as having a bad day, it
impacts his people.

He al so shares his “s eicSIESINE 2wiSt hl yhRigsd plekoSpel e .NE
aSO02yRa& 27T WIkycanicdmpldrd, dr 8a@ anythimi@y weauab, 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 |l et a bad moment | ead
having a bad day. You have 10 second&lioabout it, let it go, and move on.
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Dilbert on Leadership

Il n case you missed it, here i s [Dibegcarmant It| eader
starts with the Pointy Head Boss (PHB).

PHB: GL Y NBFRAY3I I INBOHIGKEYNBSSSYyZToR28R RS

Dilbert: Gl tt2¢ YS (2 Lidzi GKFG Ayid2 O2yGSEG o o

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 tirout history achieved

4dz00Saa o0& NBIFIRAY3I || NIYYyR2Y 02271 o¢
PHB: aL R2y Qi tA1S O2y(SEG®E
Dilbert: LG AayQd LJ2 Lz | NIbé

Thanks Dilbert (and Scott Adams). We think both would agreading (and applying) our
daily Leadeship Minute is better than a ranaho book.

published in theColumbus Dispat¢ghilune 30, 2013
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Gremlins

w2aad [ SFRSNBKALI LyauAddziS Cc2dzyRSNJ FYyR I SFR a$
Jay Martin, is preparing his players for their upcoming seasonhawebeen sharing his
mesages. Weahinktheyare also great leadership lessons.

| 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 vitallfyouwlmptort ant .
perform well. Those who have a negative seffage tend to selflestruct. In psychology there
is something calle@he Sek Consistency Theory.

We have talked about those salefeating thoughts and behaviorsnegative self talk Sone
psychologists call these thoughdsemlins. These are the little invisible creatures that prevent
peoplefrom performing at heir best and affect their seifnage— usually negatively!! Here is
my list of gremlins:

1 Fear: This is a psychological thretatyour 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 emations

Anxiety: A little like nervousness, but it is negative because you sense something bad is
about to happen!!

Seltconsciousness 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?fso,y u  wi | | never get bett

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 byn talent alone!

Distractions: Do you have too many drstctions? Or, are you willing to have the
discipline to focus on your priorities?

1 Persistence:Remaining optimistic during difficult times is not easy. But the most
successful people are persistent!!
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We al | have gr eml i nsmanagingd thesefgremlissasceptindgntee facti r st s

that they exist. This is not easyStart working on this today.

In soccer, as in life, the first step to succésgetting out of your own way!
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Vulnerability

If you have attended one of our Leadershiptitutes, 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 BTheRowerdYumevabilitgrovides @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.

Shesayswulmea bi I ity i s uncertainty, risk, and emot |
even more robust differentiator between managers and leaders.

Managers are unwilling to become vulnerable. They want to protect themselves from
uncertainty, risk, and enmtmnal 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 eansations 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 citical conversations-not to shame others, but to be empathetic with them.

The Power of Vulnerabilitg a great leadership book, especially if you read (or listen to) it
thinking - leaders are vulnerable, managers are not.

What about you? Are you wilg to risk vulnerability?

Thanks Brene Brown for taking our view of leadership-ste@ higher.
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Characteristics of a Successful Brand

Written by Ann @llagher, President of Gallagher Consulting Group and a Ross Leadership
Institute Founder.

A succssful commercial brand . . . .

Represents what the entity *
Evokes an emotional response.

Fosters loyalty.

It is consistent.

Has the power to reinforce a sense of belonging.

o gk wnh e

Reinvents to stay current.

To be successful, your personal leadgrdbrand must have the same characteristics.

More to follow . . . .

stands for .
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Logic and Emotion

Written by Ann @llagher, President of Gallagher Consulting Group and a Ross Leadership
Institute Founder.

When communicating, remember that ..

Logic gets peopleotthink, 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 @llagher, President of Gallagher Consulting Group and a Ross Leadership
Institute Founder.

Your personal brand includes: Your. . ..

Values

Unique attributes
Aspirations
Passions
Reputation
Name

Special interests
Experiences
Character
Knowledge
Skills

Packaging

<K <K <K<K <K<K <K KK KKK K KL

Personal branding is a leadership requirement, not apm@imotion campaignt 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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Responseability

Here’ s a response we r eUSHC, asetior of several ofd&rj or Br ad
Leadership Minutes) abouTheCompleteMRlayert i n” s recent

Great Leadership Minute!!

It reminds me of what my grandfathesed to tell me We all have a responsibility to exercise
our "responseability.”

Responsability is theability that we all have to choose our response

to any situation.
Thanks.Brad
Thanks to Brad and Jay.

Will you @adleredpadrnye
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A New Idea An Elevator and Leadership
Want a new idea? Read an old Leadership Rmact

A couple of years ago, we wrote a Leadership Practio®moBlevator and Leadership Her e’ s
what we said:

Watch people on an elevator and you will see some examples of servant leadership, but many

more of “every man, oWhatwooldseemingly be a sinipleezvans e | v e s .
leadership)oncept, waiting until those who want to get off the elevator leave, seems to get
“trampled” (literally and figuratively) when

A student in a class a few years agots aleadership paper bsed on her obsentans of

people in elevatorsWe will always remember her conclusietin many ways, she said, an

elevator could be a symbol for leadershidany peopl e, she noted, want
simply pushing a button, but the real leads the one who is willing to take the steps needed

to get there.”
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A New ldea

Here’ s an wupdat ed amdteaderphipe of an el evator

Did you know our leaders, our US Senators, have an elevator for their exclusive use in the
Capitol Building? lts been a tradition for many years.
operators? Did you know the elevators have been automated for ykars?

What ' s the | eadership point?

Before being critical of others, look around your own organization to sgmiihave 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.

Lhttp://www.weeklystandardcom/keyword/SenateElevatorOperator
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Possibility Thinking

| f you haven’t been part of one of our Leader
Leadership Minuae Feadersnbavegat), you haven’

howyoucandedeop your possibility thinking. Her e’ s

Drive home a different way todayVhy? 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 exmarenew
surroundings (practicing suspending your judgment).

Why driving home and not to work? Because on the way to work youbtaih is engaged,
you are thinking vertically, calculating your estimated time of arrival (ETA).

On the way home, witbut a time line, your right brain can come into play and you can think
| aterally (practicing “thinking on the run”).

Then tomorrow when you are at work, see if you can apply what you practiced on your way
home. Piclasituation (the more familiar the bé&tr —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 @amplish the same thing in a different (often better) way?

That'’' s possibility thinking.
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Stress

w2aad [ SFRSNBKALI LyauAddziS Cc2dzyRSNJ FYyR I SFR a$
Jay Martin, is preparing his players for their upcoming seastie think his messages are also

great leadership lessonsupstitute leadership for socgdeaders 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.
Manyofyouwi | I not “get to the next | evel” because
stress on your self!

Players are always thinking and worrying about things before the game; during the game and
after the game.-t hil hks ngtoarneaBcé raanetthart apyeothdr factor.

Rafi Srebro, in his bodkinning With Your Headwrites about stress as being the resultyafur
own thoughts. “In spors, most threatening situations are a result of thoughts and they exist
2yt e Ay 2dzNJ YAYRHE

How carnyou 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 high level of fitness will help you with

confidence. Tind, you should practice your skills in different presslike 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. Youmustw&k on maki ng deci sions quickly
opportunity” passes.

Thenyou must evaluate the decision to ascertain if it was the correct one! You must work on
this ment al side of soccer. Don’ t ygicalsidhr ough
andthe mental side.Mental toughness is a choice.

Causes of stress > your thoughts > your feelings >

The things you say to yourself >
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The explanation and definitions you give to situations!!

Stress is under your control

You must believe andinderstand this concept
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Lucky

OQur recent Leadership Minutes on careers have
from one of our contributing author§ed Light, Associate Professor & Chair Department of
Business Technology, Miami University.

Your comments really hithomewithme. aLJSy 4 G¢Sydeé &a2YS &Hel NaE Ay
money was very good but that was really about the only thing good | could say about the job.

¢SFOKAY3 KFa 0SSy | &OF NB S Niles €a2hNdayre8edy day2 KSy L
earning half of what | had been earning, but felt | was lucky to have the positi@ve loved
my time in academial am proud of what ldoL R2y Qi {y26 L S@SNJ alFAR

Thanks Ted.
What about you? e you“l ucky” ? Ar e vy youaredpooudrofganddoggme t hi ng

I f 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 thBetroit area, now and in the past. Many noted that it was
obvious | still have a strong emotional attachment to Detroit.

It made me think a time around 1980 when | was recruited for a position that would have
placed me in a role of watching over a K&gtroit institution as the VP for Finance. At lunch |
watched as the person who | 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 positid meant | would have an opportunity to

make a difference for a cause | believed in, with people and a city that | really cared about.
Everyone assumed | would take it and by the
VP."” | aseekeaditothinkr t he w

Over the weekend | 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, bkpt thinking | could never have

approved it (and yet it was possible, if | accepted the position, | would be expected to when his
expense report was turned in).

Monday came and | declined. Hadn’t tdédought
resulting Leadership Minute.

Do you have your own two cigars story?
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LESSONS! LEADERSHIProm a Janitor

From an article b olone(Retired)JJames E. MoschgdtSAF in Wharton Leadership Digest,
December 2001

Mr. Crawford, as most of us referréd him back in the late 1970s, wasr squadron janitorat
U.S. Air Force Academldewas shy, almost painfulo. He seldom spoke unless a cadet
addressed him first, and that didn’t happen v

We all knew Mr. Crawford was a WWII Army vet, twie day we found out he had received the
Medal of Honor (our Nat itongswerehevegdarthea mi | it ary
same. Word spread like wildfire that we had a hero in our midst.

Hetaught me many valuable, unforgettable leadership lessdfare areten:

1. Be Cautious of Labelkabels you place on people define your relationgind bound their
potential. We labeled Bill as just a janitor, but he was so much more.

2. Everyone Deserves Respdsécause we hung a janitdabel on Mr.Crawford, we often
wrongly treated him with Iss respect than otherdde deserved much more.

3. Courtesy Makes a DifferencBe courteous to all, regardlessmdsition.

4.Take Time to Know Your Peoplei f e i n the milit aeuseforrt hecti c,
knowing people.Who are the heroes that walk in your midst?

5.Anyone CanBeaHerDbon’t sell your peopl e shilerot, for e
who rises to the occhae itoonmor rToowd asy ’ssu preoroskti aer .c o

6. Leaders Stuld Be HumbleSomeleaders are anything but. Mr. Crawford was too btgsy

celebrate his pagheroics. Leaders would be wsbrved to do the same.

7] AFS 22yQiG 'fgle&a | yR . Yodjusthleio perewae Gwed vy | 2
whenaccola@ s don’t ¢ eodmoen ytouretwatyhat stop you.

852y Qi LJzNA dzS8 3t 2 NG§ob is bédesth atSades Hf @ Bédal & Aah&
recipientcould clean latrines and smile, is tikeea job beneath your dignity?

9. Pursue kcellence.No matter what task life hads you, do it wellMr. Crawford modeled
that philosophy and helped make our dormitory area a home.

10.Life is a Leadership Laboratorjhose you meet everyday will teach you enduring lessons if
you just takehe time. Do n’ t  nopmorunity to kearn.

Bill Cravford was a janitor.He was also a teacher, friend, role model and one great American
hero. Thanks, Mr. Crawford, for savaluable leadership lessons.
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Running

If you are a frequent reader of our Leadership Minutes yoomkmwe 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 n
run for the office. A | eader was asked. At

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 currentep&tment of
Labor, State Director for Veterans Employment and Train{#gmy First Sergeants aodéten
NEFTSNNBR (2 a G¢2L¥VO®

As a leader, you set the attitude and tone for all things within the scope of your responsibility
whether it is a section, department, regiomr as t he CEO for the organi
attitude and tone creates the enanment foreveryone

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 inénced youin 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:

1 Assign a sponsor who is positive and knowledidges Someone who can show the new
employeearound and introduce thento the employees who will assist thewith their
new responsibilities.

1 Familiarizghemwi t h t he organi zation’s hisdaory, mi
contribute to the success of thanission. 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
encouragehem to ask questions.

1 Gettoknowy our new employee. Good | eaders know
weaknesses. Spend some time with them. It will make a difference for you both.

1 Follow up! Make time to visit them a week or so after they start and seek feedback on
how they are, or are ngintegrating 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 azimutisisted on
it as a First Sergeantyou will be glad if you do too
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Rent, Lease, or Own

Gb2 2yS gl aKSa | NByOalt OF Nwé

The above quote has been attributed to a variety ebple, but when we researched (aka
googled) it we foundlit was said by an aircraft maintenance crew chief in reply to a General
(from A Passion for Excellendxy, Tom Peters and Nancy Austin).

GThe general asked him what the differerlce was between thespkcialist organization
FYR GKS yS¢g 2NBIFYAT IGA2YY Ay HKADENIKSH KB NI
the supervisorR SA A 3y I G SR ONBX g OKASTFUL daz2gyaé GKS LI

¢KS b/theQB AYZH NBLIX &Y GDSYSNIfIX gKSyRa GKS f

Of course the crew chief didn’t actwually own
and accountability that came from being assigned to a plane on a ldegarbasis.

When people feel a sense of ownership they are more likelytondtoy “ wash t he pl al
also to do every thing they can (discretionaryeffeée ngagement ) t o make it |
kind of ownership we talk about in our journe

Where are you on your journey? Are you doing everything you can to miakeewver you do
better?

Or to put it another way, are you renting, leasing, or owning your current position?

Lhttp://quoteinvestigator.com/2010/06/21/washkrental/
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B Players By Structure

If you read our Leadership Minute New Ide&; B is for Bureacracyyou know B players are
those who can’t make things happen, but can s
can find it on our web site rossleadership.com (under Leadership Mintt&d,3).

Here another new idea. Many are B players bseathey 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 leadershim government. Depending, on the level (city, county, state, or federal) the
“structure,” (often by design) |l eaves few, if
things happer-be an A pl ayer). That may cceme from ol
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 individualake 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 playershose who can neither make things happen, nor stop things
from happening. And nbing 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

& ¢ KvBrage 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
M E: DE - Andrew Carnegie (1835919)

Was Andrew Carnegie, the induslist 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.

life and most (except for four yearstime Marines) of my early formative years. My values
came from Detroit (and the Marines). | 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, | mayskan things

ot hers wouldn’t. A |l ot has been said about t
2 million to today’'s slightly over 700,000 re
remained about the same (4.2 million) since th& Q9.

Some (me included) say the problems began in
more on itself (what it could take, not give)
value to what they had ileader saidtya dould leavef Manp u di d
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
coul dn’ t Hatdhe hextleaderhvoufu enake things right again. Now driving the

streets, | 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 surpise me? Not really. There were already signs when | left the area in th@0®id

Since then there has been continuing poor leadership, growing disengagement, and even more
“actively disengaged” (moving out prewupWth.ny who
They found them in the surrounding suburbs that grew while Detroit was shrinking.

Hopefully, you are still reading because | believe there is a leadership lesson in all of this. When
leaders think more about themselves than the people tkeye, 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, Detroitisn anot her st ate. Her e
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.

S S o0ome
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For me (Paul Otte) Dettdnas become a visual symbol for the letegm 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), ad those wholeaves ee ki ng t heir wvalues. Maybe
mind) isn’t as far away as you think. Look o
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2 Kl G Qa 2 2NAESK

How many have been frustrated when after stru
recogniion 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 eftpreparing your selévaluation and entering it into

a performance evalwuation system, you finally
little, knowledge of what you did during the period? Relying instead on the information you
provided to peform your evaluation.

What good is a | eader who doesn’t know what t
good is the system if it isn’t connected to t

What' s wor se?



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

D2G F 3INBFG G§SI YK |l 2AR GKA& LISNRE X

Written by Marsha Ryan, formé&dministrator 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 | eader shi ptoowriters
But be aware of this atbo-frequent peril.

We have seen situations whéturning it ovef seems more like abandonment (or

disengagement). Absent leadership from above, which constantly coaches towards the mission

and createsasense ofsharee sponsi bi lity, the situhamaron can
hersel f .~

One leader can make decisiathgt the others do not agree with, will not support, or feel any
sharedresponsibility for- in other words, silos are created by the very ofleaders) who are
supposed to eliminate themThe 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 . Ther aomatterhovo r oom f
great the team.

Are your leaders living in silos?
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Ethics by ExampleConnect With Your Message

Written by Bil Lhota, former CEO of COTA &f&tP senior executivend now Ross Leadership
Institute Founder.

In a recent Harvard Business Review article by Amy J.C. Cuddy, Matthew Kohut and John
Neffinger; tittedConnect, ien Leadhe authors stated:

“Before people decide what they think of your

This is especially true when it comes to ethics. Your personal actions, both verbal and non
verbal, can drown out your words. Make surour actions are sending the proper message.
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The Problem with Success

Written by Major Brad Flurry, USMC

G{ dz00S&aa OFry Oft2aS I3 YAYR FFLadSN GKIFy LINB2dzRA
As a Marinel am wsed to moving in and out @fssignments every 2 to 3 years. This was

another me of thosetransitionyears.

As | checked into my new duty station | began moving through my decision making process
(based | argely on Col“andbégankadsauss Bipthodghts on@f@® A L o
areas in need of change. As experiencepravious duty stations, | ran directly into what | call
the* ButPrSovedai, { ANE GKIGQa (GKS gtre ¢S KIFI@S Ifgl

Over the last 17 years | have noticed that although a great tlsungzessan actually obstruct
an organizations growth Asnoteb y P e t e r NoDmeulnas klifiaulty getting rid of total
FlLAf dZNBa® ,SaiSNRIFreQa 4dz00Saa K2%BSOSNE fAy3aAS
ThemajordangerwitH i ngeri ng success is that ifletdoesn’t

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 | eader, are you allowing
failures?

3 Max Dupreeleadership Jagew York: Dell Publishing, 1992)

“A quick Google search wil/l identify many sour
5 Peter DruckerThe Effective Executii@The Executive in ActigNew York: Harper Business,

1996).
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Institutional Memory

Written by Ted Light, Associate Professor & Chairaieent of Business Technolodyiami
University.

GLT &2dz 62dAZ R dzy RSNRBUIF YR | yeéiKAYAist@lé a SNBSS A |
What is institutional memory? El Sawy, Gorapd Gonzalez (1986) defined institutional

memory as “insights and perspectives derived
and called it “an undervalued and underapprec

Institutional memory is valuable becausar 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 foud 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 happenedbut it is episodic memy 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 | came to Miami as a department chaings fortunate that my one of my predecessors

was still a faculty member. | sought him out frequently for advice and understanding. | did not
always agree with past actions, but always understood the issue or situation better, becoming a
better leader as 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 currenteader may have a desig@ mandate for change, and feel their predecessor has
little to offer, or would argue against change. XYetnot engaging the former leader valuable
insight is lost and the organization fails to take advantage of this poteeSalrce.

What about you? Do you want to understand your organization? Havegught out other
leaders who possess the most insight into the why?



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

Thought Provoking

GLF GKS ONIXYAY oSNB a2 aAyYLiI S S O2dzZ R dzyRS

S 62dzf R 0SS &2 alvalwat®on 6S O2dzZ Ry Qi ®¢
Any interesting and thought provoking quote.

Here’ s a thought we had:

IfleeBRSNE KAL) 6SNB a2 aAYLXES 6S RARYyQl KI @S (2
GKS NBgIFNRa 2F tSIFIRAYy3a STFSOUAGSt e g2dZ Ry Q

What are your thoughts?
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Fix Yourself First

It s always interesting to see osasexansplesoh!| k ab
what needs to be fixedThink of how much more credible they would be if they started with
themselves.

Think of the “leader” that tells t NWhilethol | ower
follower knows the same appliestohe “ | eader . ”

Think of the “leader” that bl ames someone, or
within his, or her own organization.

Sometimes it’'s | ess direct, the Dblame for som

otherprobe ms contri buting to the same result that

Do you need an example@nfortunately, any example would sound like a raAtnd we do our
best to avoid rants.

So here’s an idea, you tel!]l usewlhedl youdut eader”
“source ofChaspes aadarenwé aren’t thinking of 1t

In the meantimeremember while one finger is pointing outward, three are usually pointing
backward-to you.

Fix yourself first.

Fix Yourself First Saurce of inspiration (Gee).

But without an example, it might sound confusing. So here goes:

Consider the “leader” who says something must
afford the cost of their product. What has t
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Hastheé' | eader” done everything they can to assur
justify the cost? People find ways to afford what they believe is worth the investment.

Has the “leader “ done everyt hi nppssiblhreducingan t o
unnecessary expenditures where and when ever possible?

Has the “leader” done everything they can to
problem have been corrected in their organization?
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Pope Francis |

Marchelle Moore Vice President of Leg&lGovernmentalAffairs and General Counsel of COTA
and a loyal reader of our Leadership Minutgsares with us her thoughts on the leadership of
Pope Francis I.

On the night Pope Francis | was elected Pope; he took the bus raiher 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 | chose to live in a simple-twom apartment rather than the luxurious Vatican
penthouse. Pope Francis | 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 e washed the feet of 12 inmates, two of them women.

There are 5 ethical cultural lessdrisr 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. Synbolism matters; and

5. Be consistent, and be mindful of being watched.

Pope Francis | is relmeodeling exceptional ethical leadership...are you?"

1 Adopted fromDonna Boehme article 5 Ethical Culture Lessons for CEQ's from Pope Francis
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Present orPresence

Il n our Leadership Institutes we start with ea
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 resultgsion, mission, change, and higher goals are often
mentioned in some way. Most definitions contain elements @f finst two, but some lack any
mention of results.

It s the results that may be the difference b

We have all seen leaders whose presence seems to move everyone towards even greater
results. Without them, lessould 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
right resuts. They are present, but it is often those below them who are achieving the greatest

results.

Wait-you mightbesayingi sn’t it the | eaders jJjob to create

and let them create the results?

To which we would answerthat depends on your definition of leadership.

What about you-are your leaders just present, or is their presence making a difference?

What about you?
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Remove Barriers

Michael Fiorile, President and CEO of the Dispatch, thought our Leadership Mimrgeoving
barriers was “a great message.”’ And he added
‘“What can | do to help you achieve your missi

We thought it was a great question, one that more leaders should ask. So we asked Michael
whatpeogd e said in response? Hi s reply, “1t wvari
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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Railroad Crossings

As you know, we believe you can find leadership s sages i n a wide variet:
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
everyday, 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:

G5dzNAY 3 | YSSGAYy3I gA0K vl ws @Vighiaghis Rad&ship T (G KS
strategy for his line of business) he emphasized the importance of communications. | really liked
his definition of GREAT communicatibng R I &8 { SR KAY A Fachkdll: g2 dzZ R &aKI

When communicating (by phone, leynail 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 communicationthis can come from either party, but obvisly, 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 mé&eople are only disappointed when
expectatins are not met.This means that we need to do thdlawing

1 Participate in setting the expectation (if you let someone else set it for you, it will
often be unfavorable or unrealistic)

1 Set reasonable expectations (too aggressive puts us at oishkaxwill not be
acceptable tahe other person)

Ensure that expectations are clear and understood by both sides

Do not assume that they know what you meamt that anything is obvious.
Ask i f there’ s anytbénsuregothing theeeistiseirgt t hey need
Thank them For ther business, for their time, eteof t en, a si mpl.e “Thanks”

GREAT Thankgo Zach and Dwight
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Remove Barriers

Michael Fiorile, President and CEO of the Dispatch, thought our Leadership Minute on removing
barrersvas “a great message.’ And he added, “1 o
‘“What can | do to help you achieve your missi

We thought it was a great question, one that more leaders should ask. So we asked Michael
what people said inresponseél?i s reply, “It wvaries. Someti me:
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 gretaquestion (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 questids it time to let go, to leave your
position?

The decision is closely linked-tas 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 responsyb(to the people they lead) would be more likely to
let go, if and wherthey 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 promptedtodg ' s Leader ship Minute? We read in tfF
millions” by saying he was stepping down.

How? Hi s company’s stock value increased 1in
holdings it meant he was hundreds of millions ofldrs richert

Few leaders will ever have such a significant validation of their decision to let go. For most
| eader s i t-asleabtdosttemobvi ous

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.

1http://www.usatoday.com/story/tech/2013/08/23/ballmemmicrosoftstockworth/2692721
Mi crosoft’'s Ball mer $560 richer on resignatio
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Exit, Voice, and Loyalty

a1 A NB OK Y Ithe stmykstiokg8nizations foster exit as well as vélce.

Exit, Voice, and Loyaltyas 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 exiwithdrawing from the relationship quit.

Another choice is voiceattempting to influene 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 umg 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 strohgdoyalty, the less likely exit
will be chosen.

How do the concepts iIimpact | eadership (update
now often “quit,” but stay to collect a paych
say, people choosgnvoice over exit (even if they are disengaged, or even actively disengaged)

may still be loyal.

A |l eader should Il earn to |isten to the “voice
(dissenters who should exit) and those who are attempting to @rfae changethey could
provide needed information to stop the deterioration.

How can | eaders | earn the differences ? Some
conduct “stay” interviews. Both can be valua
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1The Choice: To SquawkoiGo?Roger Lowenstein)all Street JournaMarch 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 suggestedrgding 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 brmonthly dinner and our topic of discussion will be Leadership and Detroit.

Here's a preview of whdtplan 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 readinBetroit: An American Autopslgy Charlie LeDuff (I didt's interesting anl

has pictures).

But | want to make sure we don't miss the messatie 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@troit'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 astbne 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 mwved 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 arsonistshe ones who are burning down the city.

And those who w&nt 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.



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

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 iti@it 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 oty 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?



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

Your Personal Leadship Brand

Written by Ann @llagher, President of Gallagher Consulting Group and a Ross Leadership
Institute Founder.

What ' s a brand? It s collectively, what peop
or organization.

Your personal brashis—who you are- what you stand forwhat 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
CEC.

What percent of your reptation is linked to your personal brand?

You can begin your search for your personal brand by asking youls#iat brand (i.e.,
product or service) are you most like and why?

More to follow . . . .

1 Source: BursorMartsteller
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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 detemrmimg.whemoikt 'ag adbtuadlelage

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 resourcesdccomplish their own agenda, or to support the agendas
(needs) of those who follow them.

Of course i f the |l eader’s agenda is d
[ t

, riven b
| eader shi p. What’' s on the agenda of he | ead

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.

Wh at connect i otoflbetweeh thesleadehaad the avarnoe ¢

But the connection seemed even clearer when we received an email from retired Army First
Sergeant Darrin Adams (our readers know hiri@g. He was sharing something he had
written years ago that was publishedtinh e  U. SNCO Zourmaly 't s s-The Wartioe
Spirit.

As we read it, our mind substituted | eader
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 ithe face of obstacles and opposition.

Welcomes responsibility and accountability. They make and take no excuses.

Believes in and practices a disciplined life.

= == =/ =/ =2 A a4 a4 -

Knows there are no short cuts and accepts daily discipline as a way of life, both the
means andhe end.

1 Knows thatevery 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?

0]
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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.

I f you woul d |Wakier Sgiritn its oeigandl folbngand entimety)k 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,
(and the source of “Be an A Player?”).

You can take greater risks at work, or “reach
t wofers.” fdmwoAler smeans something that has t w

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 degreeetch others as an adjunct professor.

Or, accept that board position on a nonprofit
organization, you can make valuable leadership contributions to a nonprofit you believe in.

Or take your childrenwity ou t o watch your favorite sports
you will have shared an experience with those you love.

Some might say-uipt’"’ 9| kav i rgppantisehalgok da wherayouk
plan fails.

A twofer is plannindor two positive results. And both can happeh hat ' s why it s ¢
twofer.
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A New Read

Those who know us, know we believe it’s easy
belief in Grayisms, lessons about leadership from General, Grayp3" Commandant of the

Marine Corps. An example is “if you want a n

So you might not be surprised that we have combined our two beledading an old
childremkKS DYIWEKNE NIby HansSOhristiah Andeis HHet a new
leadership idea.

Most will remember it as a story where a child crieséut dzi KS Aay Qi ¢St NAy3 |
The most common messagédhe child has the courage to cry out what others were also
seeing, but afraid to say.

Anewred f ocusing on why the Emperor wasn’'t wear
Two swindlers had duped the Emperor by promising him the finest suit from a fabric that would
be invisible to anyone who was wunfit for his

The Emperor is then “dressed” by t-indesreof who r e
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 beagstupid 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 feelasensef comf ort when seeing thossuteWho sur
are not speaking out.

“see, or

Our new leadershipideal et ' s r esqnwainmtee tdhe tCh e S e €

people would get another message.
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Sticks & Stones: ThePowar¥f | [ SF RSNDa 2 2NRa
Written by Major Brad Flurry, USMC.

Kind words can be short and easy to speak, but their echoes are truly eneldsdltier Teresa

As children we al/l heard the rhetoric, “Stick
never hurtme . * Real |l y? Let’s not kid ourselves. Wor
destroy. | once read that a word is like a living organism, capable of growing, changing,

spreading, and influencing your organization in many ways, directly andctiglire

Many years ago as a young platoon commander, | 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 conversatiomsiibis childhood in India, he
shared with mBS¥aHrinsldtad- never trett, othérs in a way to make

them feel small.

OQur discussion reminded me that the importanc
cultures and organizato n s . Coming from one’s | eader, a p
builds confidence, initiative, and trust. Most importantly it buitdsirage.Courage to do

what'’' s right. Courage to try new ideas. Cour

As aleader, how are you leveraging the power of your words? | offer the following thaie
challenges to you (thinRublic, Private, Protegt

(1) Public Publicly speak a work of encouragement / praise to one of your people in front
of others.

(2) Private Rivately 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 youratedaguer whiemeangy gy’ If|

Thanks Major Flurry, for yopowerfulwords.
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Cucumbers, Grapes and the Need for Equity

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

PastLeadership Minutehave 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 comparedhe ratios of (comparablg 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 tAdamarlgy63P60 " BEquity exists when
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 relationsip 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 ither increasing the outputs (rewards), decreasing the inputs (effort)
or both. Only decreasing inputdfort 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 effofinput) they expend. Individuals restog 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 tal fieeevior:
http://www.upworthy.com/2-monkeyswere-paid-unequallyseewhat-happensnext?g=3

Do some workers receive grapes while others receive cucumbeasiiroyganization? If so,
you can expect those receiving the cucumbers to restore the equity in their work relationship.

¢CKFYy1a ¢SRo® tKS OARS2 A& ¢Sttt g2NIK gl G§OKAyY3


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 whemve are thinking about the leaders who protect and defend us, there is another
group of leaders you may not be thinking abeunilitary spouses. Take a minute toimk
about t hi Bacepookpod: from a

It is no surprise to me that The Sempdflid was started by a military spouse. Just as we
needed it most, Amerié& Fund (an off shoot of Semper Fi Fund, for the other rnjilitaanches)
came to our side.

We had not been at Walter Reed a week when a representative from A@d¥iaad stopped by
Matt's room and introduced themselves and left a packet for us to look dwerisTa 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 aadked 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 frorivithat

came was a check within a week to help with the incidentals of such a major life transition. No
strings dtached, no questionasked of what we needed it for.

Amazed at the generosity we thanked them and assumed their part in our recovery was
complete. Not at al©D@When we transitioned to outpatienthe apartment was not set up for
children, especially small childrewe had to put Charlie in a packplay.

In steps Amerid@ Fund offering to buy him a bed. | 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 thirgbé more comfortable

for Charlie they slipped a check under our door with a note that just said "for a toddleed."

(50 as | said in the beginning, | am nafpsised thisvas started by a military spouse. It's what
we do as a community. Weme togetter, we see a need, weeet it. Whether we've known
you for yearsor just met you. I'm so glad | met Ame@&&und

Here isan article abouthe founder (leader and military spouse) of Semper Fi Fund.
http://lwww.stripes.com/blogs/spousecalls/spousecalls1.9571/karenguenthers-semperfi-
fund-1.239490#.UikGFdY72HQ.twitter

IAndher e’ s t he .Htpsd/vewvdaoekookconygages/MattRoadto-
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. Theycstispg 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 pe
isn’t their 1ideas, oferentemay justieritbatcreatioefpeopldlisten. Th
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 needsy¢hey
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 respéé¥isdom and Aginggparked a lot of interest and
discussin along with another leadership lessemutual 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 accomplishmenifsthey 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 gigely.

The greatest respect is earned and unexpected.

A |l eader’s greatest respect is mutual and

on
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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 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 thehigtfor 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 deethion
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, al ways.
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
office. A leader was asked. Atttes er vant” | eader .

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 f
to “take the positchked. but keep their bags pa

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 po
would be served better) if they spent more of their tineading 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 ReporPutting the work Ethic to Worlyritten with John Immerwahr in 1981, he first
introducedtheer m di scretionary effort which has becc
discussion on engagement.

Here’' s what he said in a 1992 interview:

GhyS 2F GKS NBrazya ! { 62NJSNA tA1S GKSANI 0624
raise time, everbody 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
FNBE y28 32Ay3 G2 0S NBgFNRSR 0SOI dzasS Theg Se | NB
y2g 2F0Sy GlF1S GKS Slae ¢gle 2dzio ¢KFGQa 2yS
powerfuldeY 2 (0 A @ (G 2 NP €

What do you think? Was he ahead of his time?

12 KI 1 Q& ¢? WR yAK | { With UvBAVEbKidree Performanaa Interviev with
Daniel Yankelovici;he Public Perspectivday/June 1992 (pg. 12)
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Everyone Needs . . ..

Agood friend a member of the Ohio Governor Rhodes administration, and a former Marine,
Dean Jauchiususedtosay ever yone needs as prie*f*eirnrg npgo stto. "a

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 leadanshilpe
city of Detroit. We have written several Leadership Minutes about Detroit as a visual symbol of
the problems resulting from lonrterm entitlement and disengagement.

Here’ s a |l eadership | esson H$wha couldaeadertaves cussi o
done that could have prevented it from happening? The answeadership takes more than

one leader. It requires many leaders, at all levels, to fix the problems of a city, or any

organi zation. —Leddars.s today’'s title

A great lessomnd one to which we can relate. We are having a problem with our daily
Leadership Minutes we have found subscribers, even letggm subscribers, who suddenly
stop receiving them.

As much as we have tried, we can’yti nfgi ¢ uwrdea yod ust
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 i - Attitude TrumpsAptitude

You mightremembes I AR / NBYS FNBY LQY b2 5dzvYeé t NRRdzOI
O0SKAYR 2AfYSNRA [SIFIRSNAKALI t KAf2az2LKed 51 OAR
contributing author (based on his Work Should B& Blogs).

Which is more important to success, attitude or aptitude?

My experience suggests that attitude trumps everything else.

When | was a hiring manager, | often said that | hire for attitude and aptitude, then train for
everything elseMy logicwas 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 yoursdito 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 tol d,0 “dYou’'hlalt .mevierh abvee acholmee t o be
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 FunAttitude Adjustment

Written by David Crone based bis Work Should Be Fun! blog (with his permission)

Can attitude be taught?

't remi nds meHowmang psyclwlogists doekitdake.to change a light bulb?
Only one, but the light bulb has to want to change.

All of the motivational speakertgpes (remember tapes?), CDs, podcasts anditdfretreats
in the world will not change an attitude that does not want to be changed.

But, if 1t is ready..

What is your attitude?Is it healthy? Or is it holding you back?

At absolutely every point in mgareer where | felt stuck, stalled, unable to move forwasm@hd
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 asia Post
note stuck tomy 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?

Thanls David, we look forward to more ways to make work fun!
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Work Should Be FunaThatstinks!

Written by David Crone based on his Work Should Be Fun! blog (with his permission)

One of the most i mportant thingsstai mlkeader can

This morning, amidst the hubbub of our typical gettihg-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 fui¥erything.

There is a management theorgdt states you should never allow those you lead to know that
you disagree with a decision made at a higher level. | disagree with this wholeheartedly.

Have you ever worked for someone who refused to acknowledge that the current situation
stinks? That soething was just plain stupidPhave.l t °' s annoyi ng.

Admitting that you disagree does not mean you openly dissent or refuse to abide by that
deci sion. It simply says, “1 disagree.” Nothi

When a leader admits they are not happy about a decisiosituation, 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
changein 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 inbam writing a book The Journey to We
that explains how organizations can move from me and they thinkiogWe.

Several of our Leadership Minutes have been written on the topic, some have provided ideas
for the book and others have come from wnigj the book (it works both ways).

Some have askedwvhat's the difference between writing Leadership Minutes and a bddie
answer- segues the transitions from one thought, idea, or concept, to another.

Segues, to me, are the hardest part of wigfi Short, simple, transitions between ideas can
sometimes take hours to write. Making connections isn't easy.

That makes me think of another connectioa segue between writing and leadership.

The most difficult part of leadership, but the one tlen 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 organi

V Connectiy t he organization’s goals with each i

V Making connections between people, their abilities, their wants, and desires

There we are again, back to alourney to We.
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Who Buys?

Written by Ross Leadership Institute Founder Paul Otte.

My daughte Deanna has a simple and practical ruf&Vhoever has the most money buys." It
works for us.

But what about with others? | have a simple rule when it comes to meeting someone for lunch,
breakfast, coffee, or dinner "Whoever benefits the most buys.

That means | always buy (unless someone else beats me #nit) it means | make sure |
benefit the most. And that means | set out to learn the most. And | almost always believe | do.

What about you? Who buys? Who benefits the most?
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Don't Sy It

Many remember Yoda's quote fro8tar 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 miidpn't say it, unless you do it.

Good advice foorganizations thahave (or say they have) a missigminciples, 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 theipants 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
instrdzOG A 2y @ | SNBEQa ¢KIFG KS F2dzyR a KS gl a LINSI

Leader s d o everfdahey ase alongNpdht

Leaders embrace the unknow@brahan)

Leaders endure in spite of circumstanc@eseph

Leaders stick up for their peapl(Mose9

Leaders rule by example rather than commaidshua

Leaders are not afraid of giant®avid

Leaders rise to the occasioftsaial)

Leaders maintain their resolve without regard for consequen(2anie)

Leaders aren’ t phdniesa(dodn thte Baptesth | | out the

> > > > > > > > D> D

Leaders recover from failure. (Peter)
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A Leaders are passionate for what they believe(faul)

A 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 ersadlur Ross Leadership Institute
also offers leadership development opportunities. Not surprising, they can be a source of
Leadership Minutes.

LiaWolford, Customer ServiGupervisor at COTAasbd with us her leadership philosophy
during one of our Leadership InstituteShe 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 tavant to do the task ahand rather tharmakethem 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 willingo adapt to any changdsr 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 trustedm will not follow.

H-Humor. A leader must be willing to not only laugh with the team but alseviling to laugh
at themselves.Humor breaks dowmbarriers within the team

E- Engage A leader must actively engage all team members to participatee 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 timmst the bad. Being reliable
shows the team you are dependatand 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 characer 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 inthemditr y may have | earned “to respect
“above” you. These early “guidelines” serve

Ultimately, you reach a point where you realize most of the people you respect are younger
thanyou. Thatyouw! I  find (i f you haven’'t already) is

Anot her point in |ife is when you realize man
will find is a sign of advancing.

We believe the earlier you learn to respect those who are younger yoanas well as those
who are at a “lower rank” than you is a sighn

And the deeper your respect for others goet those even younger and even lower in your
organization-is a sign of your leadership.

The more you respect others, the masdlling they are to follow.
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Disney Values

Shannon Rine, a former Disney aasimber and trainer and now Administrative Quality
Assurance Manager for MTM, In@cluded the values he learned from Disney in his leadership
philosophy.

Understand YouRole

Exceed Customer Expectations
Find Creative Solutions

Strive for Continuous Improvement
Follow Up & Follow Through

Set Direction with Clear Expectations

= =2 =4 4 A A -

Respect, Appreciate and Value Everyone

Good values for Disney and for leaders. Thanks Shannon.
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Bhics 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 badkeadnoughtwvrote that in 1884 Otto von Bisarck, 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 Chancgeulelsotri oBniss.nia r“cTkh esna
veterinarian,” Schweninger replied. “He doesn

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
recogniziig and preventing ethical lapses.

Good leaders communicate amthicourage communicationThey share as much information as
possible, given regulatory requirements, and welcome and encourage questions from all levels.

Do people feel completely free to ppach you with any questions or issues they have? Are
you encouraging communications? Are you sharing as much information as possible?

If youranswer is NO to any of these questions you might wantdckvon your communicating
skills, or become a veterarian.
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Fear of Failing

Listening to Scott Laidig, former Marine Captain and auth@d @ray. Marine, Volume $peak
to the Midshipmen during an Ohio State University NROTC class, he is asked a probing question.
"What was your driving force when yoleve a new Lieutenant during the Vietham War?"

After a short pause, his honest answéAt first it was a fear of failing myself. | didn't want to
be known as the Marine platoon commander that failed." Then, he continued, "it changed to
my fear of failng 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 goalon Fridayss to provide yowith a Leadersh 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 heBringingYour Principles to Woderies)willbef eat ur ed ©BShit oni ght’
reality seriesUndercoverBosst 8: 00 pm ( ET) . Here’ s what Jar
and going undercover in Donatos restaurants:

GL o yiGSR (2 LI NIGAOALNI GS Angnd the/ithé& Nabidg@@ our . 2aa
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, | wanted to have the chance to discovsung heroes within our organization
YR RA&AOSNYy OKIFy3aSa ¢S OlFy YIS G2 06S GKS

(@)
w»
Qx

GL ol a a2 LINRPdzR YR 2@8SNB2&8SR (2 RA&AO02OSNI adz
promoting goawill and serving the best pizzaexpeted to gain business insights so that

Donatos could better serve pizza lovers; never in my wildest dreams did | think this opportunity

would lead me to find real heroes whose commitment to serving our customers would truly
AYALIANBE YS a4 YdzOK a A0 RAR®E

We hope you will watch it. It will be a leadership hour.

For more information on Donatos Pizza and upd
www.donatos.comFacebook.em/DonatosPizzar Twitter.com/Donatos For more

information on Undercover Boss, vibitp://www.cbspressexpress.comis
entertainment/shows/undercoveboss/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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OQur | ong time readers might remember our Lead

have written a few.

CAT pl ayers can make things hpperinng, Bangl a@'e
can do neither. We believe | eaders should be
Her e’ an update. CAY pl ayers, who make thin
ri sk of * B’ pl ayers gaining enouwghhthgpmemser t o s
both * A’ and * B’ pl ayers become * C’ pl ayers a

That' s the ABC’' s of power .

Another updatewe bel i eve | eaders should be A" playe
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 | eader today. Don’t exceed the
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When Not To

No surprise that our recent Minute dWhen Do Yo&upport a Poor Leadars lead to the
guestion—When should you not support a leader? The most obvious answeavten the
leader is doing the wrong thing.

But what’s wrong might not always be as obvio
asumptions. I s the | eader following your org:
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 timelgresa
upon, or is the leader focused more on his or her own goals? Said in anothedoeythe
leader expect respect, or earn it?

The most important question we believe is the simplest eaee you becoming better by
supporting the leader? Notbete f i nanci ally (that’'s self servi
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 familiatigtterm say on
pay. | t shareholderstheei ghtvi hg vote on executive col
an advisory vote.

Thanks t olLeddership Minugelon thesneed fogaeity we have been thinking more

and more abouthe impact of equity on engagementVe have already written abothe

inequitythat occurssvhen t hose who aren’t working (diseng
levels as those who are (engaged).

Inequity canalsostart at the top. Equity can explain why those with a strong work ethic may
become disengaged when they sedrerely 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 disengageldh at d o e s rwould wanitre disclosares to
stop (wewould want the excessive compensation to stop).

The rank and file may be “voting” by withhol d
notadvisory-i t °' s di sengagement .

What about you? What are you saying on pay?
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Seen the Light?

Beyond the fun i n wat c hCuaurgbers, Gmapesnand theeNeed for n T e d
EquityLeadership Minute on October®) Ted’' s comments made a | ot
it added a whole new dimension to our understanding oédgagement.

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) drieguity.

Equity can explain why those who do not feel entitled, those who have agtruonk ethic,

may become disengaged. When they see others
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 alskatt (perhaps in protest) is by

decreasing their effort.

Thanks Ted for giving us another reason to be
bad people. They may just be in a bad (inequitable) situation.

Monkeys may not be the only onkrowing 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. Bded a,great leadesshiph examgle.tSo i gn o
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 dis
working, but stays taollect a paycheck (feeling entitled).

Here’s the exampl e. Our federal government h
non-essential. It has created a (entitlement) controversy.

Some say the workers should be paid for the time they were fuHedgvhen they are called
back to work. Others say it would never happen in a business.

Some note that the House has already passed a
Others point out that if a business were closed due to no fault of thpleyees, 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 péllound people split on the u e s Showdfurléughed
federal government employees be paid if they are not workirgd2% saicho and 486 yes.

As a leader, what do you think (ignoring politics, if you can)? Your amsigkt provide you
with an example of your own feelings on entitlement.

1 http://money.cnn.com/2013/10/09/news/economy/federatmployees
pay/index.html?iiccEL



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 peopl e
“mat hematical” one.

Every internal promotion can create an opportunity for at least two people to be recognized
and rewarded. Number 1 is the person beprgmoted 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 “mat hemat i goaprdmotp foomevithin? Bhe reagdnynosivo u | d
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?lét co
resultin 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 advantagesbemome disadvantages. For
example when compensation is seen as excessive, people in lower levels may become
disengaged.

Here’ s an advantage you might not have though
opportunities you have to choose wheyeu 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 | ower | evels may wonder
best example we can think of is MerYou might remember him as the leader who fiddled
while Rome burned.

Do you hear any “fiddles” in your organizatio
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Maple Syrup

Written by Dave Reist, BGeneral (retired) USMC, and now VP at the Potstitatelfor Policy
Studies

As one of eleven children, we loved having pancakes for breakfast, and everyone LOVED maple

syrup. Maple syrupwvas bought in large containergjood,but not that high qualitymaple
syrup.

Every fall, our great Aunt Riteowld come by after visiting the foliage in Vermamtd she
would bring a iquart Mason jar of that REAL good maple syrés.she pulled in the driveway,
my Mom would greet her and the ceremony Rita handing over thgr and Mom placing it in
the kitchenwould be almost spiritual, as we knew we were in for a real tfeabur next
pancake breakfast.

ThenextSunday, our family went to church and
out of your church cl ot hes @nAlscampered awdy,desse
me.

As the others wre changing, | looked atthatdMs on |j ar and t hought,
deser ve a 9doiatampted tonopen thgr{one of those with a wire on top that you
have to move one way anthén back another to force down the lid) and the jar tipped.

Half the syrup ended up on the tablén a panic, looked to see who mightave witnessed the
event, and no one didl 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 natiedalf empty
Mason jar and the inquiry begat played dumb until dripping syrup from my sweater gave me
away.

Have you ever thoughtou rated something specialFlave you ever been standing in a room

with maple syrup dripping from your sweater

anything abmtudking about(mapledsyrdp)? m

a
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CKIFIyla 51 0So L G Q feople wivaBthink they ar@ $pecialé Yo 2t F2 NJ

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

Shared by Debbie Johnspone of our Ross Leadership Institute Founders and a member of the
Upper Arlington, Ohio City Council

FEA-R has two meanings:

1. Forget Everything And Run
2. Face Everything And Rise

What is your meaning of FEAR?

! From a FaceBook post
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Alternative Views

Written byHarlan Schottenstein a loyal reader of our Leadershiputds 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. Nobetter 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 quiEsssuc
against a surprised Hessiaantingent at Trentopbut he quickly retreatedback across the
river. He immediately recrossed the river to face an even larger British Army under a
determined General Cornwallis

Badly outnumbered by a bettexxperienced and highly disciplined British Army that been
brought up against himNVashingtorbecame pinned against the rive€ornwallis, ira highly
stratified Council of \&r, directed his commanders to attacnd wipe out the Continental
Army despite being warned against it by some of his subordinates.

Washington called his Council of War étiger and asked a quiltvork of soldiers and local
citizens for their inputdespite 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 conmtced by the daring proposal of Genal 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 wa 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 leadeishi f S& a2y FTNRBY 2dz2NJ yI GA2y Qa

KA



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

An Exclamation Point!
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Ouir first response caenfromDarrin Adams, a retired U.S. Army First Sergeant and currently

U.S Department of Labor, State Director for Veterans Employment and Traidng readers

will recognize Darrin as the author of our From the Top series of Leadership MiAutes.

CANBRGO {SNBSIyida N’ 2FGSy NBFSNNBR G2 Fa dac¢2lLl

5FNNAY Qa8 NBLX & 6la Y2NB 2F Ly SEOfIlYFiAZ2Y LRA
sharing.

| do not believe that Yankleovich was ahead of his time. He is an anomaly because he holds a
mirror infront of us.

What do | think?

I don’t think that employees “like” Dbosse
They do not respect them.
They see them as weak.

0w PF

It is a demotivator that spreads like the plague.

Leaders must have &hintestinal fortitude to implement procedures to reduce poor
performance and weld them tightPoor performance should never be acceptable, as it quickly
can become the organizational anchor.

As unpopular as it may be, leaders must have the guts tpeelble who are weighing down
the organization that they are anchors.

The alternative is that you the leader become the anchor.

What do you think?
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Work Should Be Fur Mediocrity begins witiMe

Written by David Crone based on his Work Should Belteg (with his permission)

Weve al |l “Theeared'ii st theoa m.
But, guéeMdeasdiwdime @i pnemewi t h

We may not accept mediocrity from ourselves.
may work hard to bewhhtebesti wei sawebara doi n:

But, if we accept mediocrity from those aroun
medi ocrity to spread. NoReagadisMuwraildlrowigng ti.t, b
| f we “gaococde petfioammht hnods eusa,r oouur combined effort

becoming any more than mediocre.

| dorknow about you, but | refuse to be medioc
we WwWonaccept mediocrity from ourselves, we mus
per formance of those around us.

Stop accepting mediocr ReyusRBRi ¢ d-tr @aonc @ tuH ssletl fi, t
from others.
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Agree or Disagree?

When people email us, or tell us in personthatthedydon’ t agree with every
Minutewe wr it e, ” ®“ugr eats.p’onskeries’" s our sec+et (P
we are responsible for selecting and editingthemye don’t agree with ever
Minute we send.

But, we do our best to provide balance to every issutheeiby 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 | eaders do. I f | eaders
Minutes)thatagr ee wi th everything they believe, the\

surely aren’t getting better by practicing th

We have said it before, if two people always agree, one of them is redundant.

Agree or disagree? Great. And ewstter, let us know and we may turn it into a Leadership
Minute.
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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 capéad (something like}5 2 y Q (i
020KSNJ YSo® [y Qi figedz aC8 S/ Al KOFSP S 20 KoSINISIRE S el 21y

Ooff to the side of the King is the “sal esman”
help thinking of the cartoon wheneveve see people so focused on the present they are willing
to ignore the future.

That’' s today’ saliseabreimendes ¢f thgpimgdorasce af istening to others,
even when you are too busy.

2 S O2dzZ RYyQil TFAYR U KdindaddralidthgrivdrsioaslaNIi 2 2y > odzi 6 S
http://funnysalescartoons.com/photo/albums/thé&ing-andthe-machinegun. 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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Tipsfor Communicating Your Personal Leadership Brand

Written by Ann @llagher, 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 Re: In the first seven second$ contact, a pesonforms 11 impressions
about you and our organizatiof.

Smile, be friendly, and polish your speaking skills.

Smile today. You only have 7 seconds to make an impression.

More to follow . . . . in oURoss Leadership institutes.

I LyQl gl AGE O2y Gl OG dza G2 € SIFNY Y2NB | 0 2dz
leadership debbie@rossleadership.com

1 Source:Youare the messagby Roger Ailes

LIS
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A PracticalLeader

Steve Hunckler, VP and Gtidaims Officer at State Auto Insurance Companies created
Wl dzy O1 f SNN& wdzf SAZQ | O2YLIAftIlIGA2Y 2F KA& oo @&

He shares them with his people and with us. We thinkyay¥ A Y R G KSY G LINI OG0 A OF f

Hu n c k1 e (withexplgnatiomrs sas need):

Thou shalt notdrinkth n e i g h b o rAlways leaaessomethiageon the table. Put more in
than you take out.

Thou shall not t rPiggwipacktomgpod deas dradwaysshase tree credit.

Be where you need to bdt requiresknowingwhere you need to be at all times.

Never ask your neighbor to take outyourtrash2 y Qi P2 NNy #F¥S®MIAQ (2 20KS
When the rest of the world is wrong . maybe it is time to reconsidgyour position).

If you are kind to the cruelyou are crueltothe kind5 2 y Qi 3IA GBS | y 2y LISNF 2 NY
others who are performing.

Don’t mistake the r i hookbéyondbneé St Nl yizyo SNE® BayiQ
compare year over year.

Alwaysanswer the questionfirst.
| t ’ aboutardsults . . . 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 }
W| dzy O] faSND 8 wifYSIAE F GA2y 2F KAAa oo @SFNR 27F SE
YR 6AGK dza o 2S (GKAY]l @&2dz gAff FAYR GKSY & LN

Hu n c k | e (withexplanatioms sas needed):

Thou shalt not dr i nlAlwaydleaye somethggphtbedable. sPutimareat b e e
in than you take out.

Thou shall not trump thy partner’s ace. Pigg

Be where you need to bdt requiresknowingwhere you need to be at all times.

Never ask your neighbor to takeoyour trash.5 2 y Q0 Wi NG-SyaZaTs N2  &22(d&NI NE ©

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 i& r 0 nrgaybe it § time to reconsidefyour position).

Minus1=30.L ¥ &2dz R2y Qi GF1S GKS GAYS G2 R2 Ad G2RI
oFO1 G2 AGXgAff AG 0S I Y2yGK 0ST2NB @2dz R2K

If you are kind to the cruetyou are cruel to the kind5 2 y Qi 3 kriddnei® woyk 20y LJ
others who are performing.

Never use the word never "’ , never put the wor

money, or | will try(do).
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Don’t mistake the r i hookbéyondbneé St i yozyosBpi @ B &y Q
compare year over year.

It s all about results . answerteguestionhfiest.t qual i t vy
Simple messages relentlessly repeatégadership is . . .

Areyou“ Al | I n?” Leaders are watched
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Whenwe think we understand entitlement better (and should reduce the number of Leadership
aAydziSa 2y GKS G2LAOCU0UIEI 6S NBOSAGS |y SYIFAE TN
Schleppi, who makes us think some more.

Been thinking about the whole earned. tnearned entitlements.There is a lot morégray’ i n
it than | wanted to initiallyadmit. | wanted to say that entitlements are either earned or not.

H e r anexanple | have some trouble withmost employers, public or private, allow
employeedo earnand accumulatesick timeto be used if and when they are sick

In my mind, think of sick time thiswaylfl dowétt hause anygreatflt i t, t he
means Wwas healthy all yearl think of it as insurance that | earned.

Ifldogetsickk have this earned entitlement to cover
expectedloss ofmonetary compensationBut whatelsehappen®

Some and sometimes lot of, people will use their sick time when everybody knows the time
off is rot alegitimateuse of sickleavel t ° s per c ei v e dotaketimaofffoent i t | em
whatever reasonand treated like any other kind of time off.

The entitlement culture turns an earned entitliement into more of araamned entitlement
particulaty if mechanisms are not in place to prevent it.

LGQ&a RSFAYyAGSte | INIX& | NBFo CKFYyl1a . NAFYy®
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Our 20/70/10 Rule

We keep thinking about the quote we heard from Ralph Sanese of Sanese Services. A
consultanttold himi n a “ cash” b u splerweuldsteal frbi You, nofmatteh e p e o
what you do. Another 17% won’t steal, no mat
see what you do.

We have created a simwéatroondedtffdoraedgadglime
- 20% of peofe 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).

He r e’ we cane wp with our Rule. We believe the great majority of people have an

underlying “work ethic.?” That’' s why we “rou
that “there’s always 10% who don’t gprthose t, or
who may have a “work ethic,” but have become
approach.

Comparing our 20/70/10 Rule with the average levels of engagement reported in national
surveys 30% engaged, 50% disengaged, and 20% activelygiiged we think our rule seems
reasonable.

But that means on the average”, the i mpact o
increase in engagement . We coul d pu+tfrom posit
20to 30%, butthdts i gnoring the potenti al

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 indivi dfual |l eader ?
ent it |-emchwilbé the subject of a future Leadership Minute.



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

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 Leadémshitpte.

A recent Leadership Minute discussed the-adgeconflict about how to distinguish between

“l eadership” and “management . ” Il n my opinion
controversy into which one leadership or managemenrti s t“tkee ” or “mor e | mpo
My background, especially in the area of leadership, has been primarily shaped by the U. S.

Marine Corps. As a very young Marine Officer
manage things.” Af lkeamntodabothjl &ti# believe¢hatstherighty i ng t o
formulation. There clearly is a difference between leading and managing, but the operative

word in the | ead versus manage dichotomy is *

Authentic leaders-those with character, knowledge, skill and destiaspire 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 theuress
needed for success. “Providing resources”™ wi
gathering and husbanding the available resources, and arranging for a wise distribution of those
resources according to a set of weHbught 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 siguanders resources or
fails to gather, prioritize and distribute wi
leader.

Authentic leaders are in service to the people they are privileged to lead. Discharging that

service responsibility means agj everything possible to ensure that those people have the

resources necessary to succeed. While the authority to manage resources may be shared with

a |l eader’s subordinates, the respons-ibility f
delegable dutyof 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 authbipahe Organizationyritten in 1970,
had a “ Rul e HeflsedbitGvhep proamotengnpeople 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

j ob. “1 n Isihxavmeo ngtrhoswnh et’hle ot her 50 percent an
“How to do it wrong: go outside and get some
what you want and a year later, after raising salaries all around him, you will still be teaching

him t he business. The people around him will I
The key, according to Townsend i sdeseovedpi ck som
reputation as a winner."” He said theenorgani z
when “temporarily over his head, because in t

What about your organization? Are you following a rule of 50, or 110 percent?

1 Up the Organizatiory Robert Townsend (1970), p.155.
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Ethics by Example Honesty Is Stithe Best Policy

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

Woodrow Wilson was the Z8president of the United States. Prior to his presidency he was
President of Princeton Universitsom 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 highifé there

were no dishonest corporations oreedy trusts, only dishonest and greedy individuals within
those organizations, who must be held account
“Morality is never aggregate. The onft(Andway yo
today women.)

Wil son’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.

HerbertHoover was the Flpresident of the United States as well as a mining engineer. |
recently came across a quote of his:

“The great | iability of the engineer compa
works are out in the open where all can see théiis 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. Hmgot, 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. I f his works do not

While this quote references engineers, | am one; it wailll be applicable if the word
“engineer” were replace by the word “l eader .’

Leader ' s

f l ures are there for al | to see. D
and obey a

[
| the | aws, rules and regul ations.
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A Culture of Btitlement

NEKAL) aAydziS 2y GKS HnankT~h

Ly fFaid 68814Q [ SRS
Ay | & Odavdpdeni®d sh@heSy G A Gt SYSy

depends on ijou andi KS& | NB
Leadership Minute to describe it.
Based on our observations, theaee several factors we believe can lead to, or result from a
“culture of entitlement.” Some organizations
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 theselaracteristicghat (we believexan lead toa culture of entitlement:

0 Revenues (sources of fumdj) are not tied to the level, or quality, of the goods, or
services provided.

o Budgets are based on the organization’s pe

the resourcesequired (entitl ed), not from what ®“cust
pay.
o The customer has limited choices. Often the organization is the only one providing for a
needed service, or product (resulting in a
o The “status quo” is often maintained throu

is viewed as riskfwill alienate one, or more of the numerous constituencies).

And the factors thatanresult froma culture of entitlement:

o Internally driven (often lower) expectations of quality for employees and customers.
The system, or customer, is often blamed floe lack of results.

o Accountability is tied to meeting “system,
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).

0 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 lesmihe of these characteristics. Most
likely you can see how the factors can contribute to an attitude of entittement 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 leademwho have been able to engage individuals, units, departments,
and entire organizations despite some, or many, of these characteristics.

G¢lr 1S YS G2 Yé fSIRSNI® & o 46

OQur continuing discussion of Townsemreésis “50%
filling a position, or a need, leads us to askiwgho should be involved in the selection
process?

Hiring from the outside, especially for higHewel positions, can lead to excluding key people

from the process, especially if they are internahdidates. And the higher up you go, often the

out sider seeks (and g-evhesethey aceseen andliaarviewea bnly t r e a
by a select group of people (who will not disclose their names).

While we can respect the need for confidenitigl we have to askwhat impact does it have on

those internally, whether, or not, they are a
they have with the result? What if they know the person (and within an industry they

frequently do) and havetong 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, hoursponutes before they arrive on scene to be
announced to the general public.

It s |Ili ke electing a team captain, without 1in
result, when people leave whether, or not, they were an internal candidateif tBgy 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
GGl 1S YS (2Théfstink yobrmheBtSdidahéo ul dn’'t be when she.
announced as your leader.

What do you think?
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Outside In, or Inside Out?

OQur recent Leadership Minute on Robert Townse
than we expected along with insights for additional Minutes, thie and several future ones

that we havetited-CA f £ | t 2aA0A2Yy X 2 NJ landbHe BdetkPersosfbri S Y S
the Position . . .
Townsend’s “Rule” suggests promoting people w

organization (ifthepesn has 50% of what’'s needed) over at
110% of what you want).

That’' s what ing®de @uappltoach-toaklfirst ingside your organization before
considering an outsider. Whether your rule is based on 50%, or soree timber, insiders
have the advantage. This seems to happen more often in organizations that emphasize careers.

TheOutside Irapproach is when an organization consistently looks outside when a position is

open, often overlooking internal candidates w{ai least at some level) may be qualified.
Turning Townsend’ s Rtflien aoruou nod,g asno meadn eo ns aind |
110% of what’'s needed to be considered.”

What approach is the most common? We remember research that suggested ifaamzatipn
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 researethat approach doegour organization follow-
Outside in, or Inside out?
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Rusty Ideas

G!'y Ayo@rairotsS tAyS RAOGARSa ¢ YIEyF3ISNB (2RI @
executives.

One group assumes continuity; the other recognizes the growing imporbdigicscontinuity.
One group tends to formulate straighbe strategies; the other thinks in ndinear terms.

hyS A& 3J22R i WiKA ycaleadershi stydeavhiczinaye adeqiiage inLINE 0 f
periods of environmental stability. The oth&ri 2 LISy (2 Wdzy cWiickihaybe SQ a2 €
ySOSaalNE Ay LISNA2RA 2F SY@GANRYYSyGlt GdzNDdzZ S

Pretty radical thinking, but even more radical when you realize the words were written by the
futurist, Alvin Toffler in 1985.And if you think things we more turbulent in 1985 than today,
consider what he also said:

Gaz2ai {Z}SNJ’\Zdzé daidzRSyida 2F (GKS FdzidzNBE | ANBS
GKS ySEG (62 RSOFRSa ( Kdokihg bagk, vie Kelevd fle &as rights 2
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:

Gwdzatd e ARSFa NB S@Sy Y2NB RIyaSNRdza

1 FromThe Adaptive Corporatioby Alvi Toffler (1985)
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Ownership and Brevity

Yesterday markedthe 1%G&a nni ver sary of Lincoln’s Gettysbur
moment to pause and think aboutLincoinsvassulygni f i ca
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 wrotehie owned it.

It today’' s wor | @ogrdsthat atlyers haweanditeem fer thenp &Véile there is
nothing wrong withthat-i t * s eiftf icarendhe wrong i f the | eader
accuracy of what was written, or accept responsibility for what was said.

Second, and although surely méemted as part of any celebration, was its brevity. With all the
“hel pful tools” available today it’'s easy to
point, or in Lincoln’"s case multiple points.

Think of how many words it takes today to write lanegulations, 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 tidnr e ad t h e m.

We too are guilty of Il engthy writing, that’s
page-s o you won't have an excuse to not be a bet

And to be a better |
brevity. How brief22 6 9 wor ds (
Minute —right now).

eader , rememberndLi ncol n’ s
i f t-iatt’’ss thhaer d etnog tihmaogfi nteh
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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
G{2YSOAYSa ,2dz 2Ay3> {2YSUAYS&a _ 2dz [ SINY¢o®
The premise t hlaatn, ybuia€tually wini sl onsoet, ay entew t opi c.

actually be “victories” when | essons are | ear
How about you? When things don’t go exactly a
through knowing that there isindeed a silverting i n al |l of | i fe’ s exper.i
Leaders are Learners. Wi th | earning comes 1ins

that we take every opportunity to learn to become more effective leaders and contributors to
society.

In closing, | challenge yomot 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 discussi on t haQutsidetinaar ihssddOuw®i t h T
T o dsalgddership Minute addressesvhat are you filling-a position, or a need?

Il n many organizations, when someone | eaves, t
of f” the job description to begin dedcrptiorear ch
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 opportunty to apply those resources to the greatest need (of the department, or the
organization). A “need” based approach doesn
job description.

One “opportunity” coul d-choesingirstead totreassignl | t he op
responsibilities to others, creating one, or more, promotions (and careers).

Another opportunity would be eliminate unnecessary tas&iowing for the resources to be
used in another (more needed) way. And of course, therénays 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. Inead of looking for someone with the skills, experience, and education that are
seenas beingrequiredka “needs based” approach provides
show how they would best meet what’'s needed.

What are you filling positions, o needs?

t
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Preparation and Practice

Written by Charlie Saunders, Accounting Faculty, Franklin University

| am often asked how | overcome the "butterflies” and nervousness that comes with teaching in
class and speaking in publiBoth of these reactions cabe 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 | am asked, | tell people that | overcame stage fright many years ago, byngethlst
preparation and practice are essential to one's best public speaking performaAttesugh |
can speak impromptu, | much prefer to have at least the opportunity to "think it through"
before | open my mouth!

| also tell people that a little bf nervousness before class or before going on stage is a good
thing for me, because it heightens my awareness and my perceptloissactually the final
phase in being truly ready to speak.

Bottom line- | define fear as a tool that helps me to tkjristen, prepare, move forwdy and
effectively acin the circumstanced.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 sensesffectively,there is another fear that we can and should definitely expect to
be present-fear of failure!

Thanks CharliePreparation and practice essential for overcoming stage fright and for
becoming a better leader.
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‘Tis the Season

Asweapproah t he coming holiday season, we are ren
performance appraisal season (as the year com
appraisals past” is any indication, dke coul d
your own “Black Friday,” or any other day the

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, andrsimpl
approach to share with you.

In the meantime, we found something that might help explain why they are so ineffective (and
dreaded).

G¢KS Y2NB aSyA2N) 6KS SESOdziA@Ss GKS 3INBFGSNI
less rigorous the evaluatn process. In many companies, frine supervisors are subjected to
@SIENIe LIAyaidl]1Ay3d NBGASsA Ay sKAOK (KS@QNB a
performance goals. As you go up the ladder, the reviews become more conversational,

informal,alR a2 YSGAYS&! LISNF dzy Ol 2 NB d¢

We said you might find it interesting, we did
however, add to the answerleaders are not setting the example.

1 Rivero, J. C. & Nadler, M. B. 2006. CEO performance evaldatiddADLER, D. A., BEHAN, B.
A. & NADLER, M. B. (edduilding Better Boards: A Blueprint for Effective Governgdae
Francisco: Jossaé3ass, p. 151Cited in Effective Governance, CEO performance reviews that
work, found athttp://www.effectivegovemance.com.au/cegperformancereviewsthat-work/



ROSS

LEADERSHIP
INSTITUTE 2013 Minutes Archive

The Best Person for the Position . . .

OQur continuing discussion of Townsend’s “50%
filling a position, or a need, along with who should be involved irstlection process, leads us
to one more Leadership Minute.

Think about it-you have selected the person you believe is best for the positisrthat the
person you should hire? Most, i f not ?2all, wo

We aren’t so sure. Why ? Because, we believe
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 whonks bé&dspefser the position w
organization, if their valwues and principles
their ®“vision” for the organizati oooneyerr e di f
later, they would either be unsuccessful, or in the worst case, could be damaging to the
organization.

f

Another reason would be if they were best for the position, but were using it only as a
“stepping stone” for anot h§vait yownsghttbe saying out si de
that' s ok, everyone has ambitionster ®urgoale,
wanting to add to their resume solely for another position, could do damage to your

organization in the meantime.

And a person wh is best for the position may be wrong for the organization if they are there to
build only their future, not the organizati on
the people they have devel oped aarthe | eave behi
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 byChristine 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 instad starts acting like a coach.

Having trained countless leaders to be coachésyve seen firshand how the shift in
perspective changdsaders and their teams, by creatiagmore collaborative and engaged
environment.

Eventhe most skeptical of leaders can change tipsrspective on how to motivate and
maximize their team members by learning and practicing a few key coaching skills.

1. Build a Trusting RelationshipThis is where iall starts. If trust and mutuakspect are
established right from théeginning—the possibilities are endlessionesty, sincerityand
integrity are the keys to creating a safe and supportive enviramme

2. Be Fully EngagedActivel st e ni n g Inous fastpacedetacknplogylriven 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 oach, one of the greatest compients you can receive is
whensomeons ay s, “®Ohgr edtat gusest haverbeeh calefully s hows
listening, observing, angetting them to think and go deeper.

4. Provide Castructive 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 AccountabilityThe job of a coadleaderis to take an indidual from
where they are to where they want to be. This is best accomplishexoyeating an
action plan that includes specific measurable activities and a realistic timeline.
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Throughout theprocess, the coadleaderis responsible for helping theam member
create the plan, monitoring its progresand for holdng the individual accountable for
doing what they said they wanted to do.

Thanks Christine. More coaching tips to follow.
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Fromthe TopcFi ndi ng Leadership in the Doctor’s Of fi

Written by Darrin Adams, a retired U.S. Army First Sergeant and currentydpsgtment of
Labor, State Director for Veterans Employment and Train{#gmy First Sergeants are often
NEFTSNNBR (2 a G¢2L¥VO®

Recently | had to visit a Doctor for a minor atftn. While waiting for the doctor to enter the

room, | was interviewed by a nurse and she asked me why | was there, how long the iliness had
been a problem for me; family history and other like questions designed to create a base for

t he Doctamalysiss f i nal

The Doctor and | haashort and focused meeting-e 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 | exited the office, it occurred to me that | had jparticipated in a lesson of effective
teamwork and leadership.

The staff was presented with a problem (my iliness):
The staff had been properly trained.
There were effective tiered diagnostic processes in place.
There wereeffective 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 follow upcall to me two days later to check omy progress (always
a key step).

This is a texbook example of effective leadership and tedmilding. Effective leadership calls
upon us to evaluate our processes, involve your team and communicate effectively.

Thanks Top for your Leadership Minute &mdreminding us how we can see (and practice)
leadership in so many different settings.
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More Grayisms

Longtime readers of our daily leadership lessons will remember we published a series (over 20)
of Grayismsrecurring statements made by Generdl@ray, Jr. USMC (retired) who served as

the 29" Commandant bthe Marine CorpsMany believe General Gray transformed the Marine
Corps during his 41 years of service with his unique form of leader&rgyismsre the

embodiment of simplicity (capturgnthe essence; making concepts easy to understand).

We received a great number of positive responses to@Gnayismsand many suggested a book
be written on them. We recently did and in the process noted sevénayismghat were not
previously pulikhed by us. So we begin a new rgaries of (six)More GrayismsWe believe
you will like them as much as the firdlf you would like a complete set, let us know and we
can send you information on the bogk.
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Know Yourself, Know Your People, KnowlYBrofession

ThisisGenexl Gr ay’s fundamental tenet of | eader shi

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 peoplegoes beyond their name, rank, serial number. It means knowing them
as people, starting with each individual.

Gener al Gray was known for conducting inspect
standing in formation, he along with their Commanding Officer would stand behind tidren

General Gray would ask the CO to tell him about a person he pointeddame, 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 of t eHd otcdkek "a fufldotof books t
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).

G! £SIFRSNI gAGK2dz SAGKSNI Ay SN thdintellgttua2 NJ 1 Y 2 6
content of his professioqis a leader in appearance ol

- FMFM 1 WarfightindJSMC Publicatio
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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 (andl sblve 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 challagg

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 expecteddlve 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 Presidg¢antington Bank and Ross Leagt@p Institute
Founder (from a presentation atrecent Nonprofit Forum hosted by The Columbus Foundation
on Leadership

Leadership . : . We knotwdefine. when we see it,

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 éelers 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 seveeses 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 | e a-dud pratdetiom exachtigensolationeshasingstiraith,
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 &one of our Leadership Instituteswas what does a | eader do w
more ambition than ability?” We hope you fin
guestion to be.

Our answerit depends.What does it depend on, you might ask?

Ift he i ndividual s ambition exceeds their abild]i
have a critical conversation with the person.
when it is, it is often is driven by an inflated ego.

Ift he individual's ability can catch up with hi
education, and support then the leader can provide the resources and opportunities to make it
happen. Of course, the rewards should exceed the investifieay generally do).

Unfortunately, we see too many people whose ambition has been limited by the actions of
ot her s. They have been told they can’t do so
opportunities are limited (for a variety of other reas)n

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 someonesaysmy | eader saw things 1in
know were there, helping me to achieve what |

Hopefully, you have already experienced this, or at least have been coaching people who are on
their way. Il f not, you can start today. |t

We believe tle 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 y&edn The rewards can exceed the
investment.



