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Closing the Gap between Success
and Significance

of his job is to develop an organization where people v
Think of the person you most admire. This might bet@work and want to do their best.

teacher, a business associate, an inspirational leader, lake the person you admire the most, today’s effec
mentor or friend who made a significant impact on your lifleusiness leaders develop significance with their associ
You remember them for what they did for you at a timighey enjoy continued long-term professional and pers
success. They leave an indelible impact on their employ,
customers and suppliers because of what they do
tinue to do for them.

such as we have never seen before. New technology, nﬂmeommg a Significant Leader

By Tom Northup

when you needed their direction.

The Changing World
Today’s business leaders face a world undergoing chafg

national competition, lightning informa-
tion availability, and new legal account
ability challenge leaders to make not jus
directional but transformational changegs
to remain competitive. In this environ
ment, it is often difficult for a CEO, presi
dent, or leader to drive an organization '

realize its vision and to dellversustalnab ‘-4 =
results.

Many leaders forget a basic adage
leadership. Their success depends on
success of their employees and co-wor
ers. High-level leaders understand thig
they contribute to this success by makirg
it easier for their employees to do the -
jobs, by making them feel that their jobs
have significant value and by treating them as individualer people.
with valid opinions and suggestions.

world-class leader understands that the most important part

This requires you to shift your focus. You develog
In today’s world-class organization, people at every lewsgrvant’s heart by dedicating yourself to the success of t
must have a personal stake in the vision of the business.whe help you achieve your success.
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Turn this around and ask yourself who
sees you as their mentor, as their inspira-
tion, as memorable in their life. This may

be difficult at first since people seldo
see themselves as making a signific
impact on others.

Ask yourself how many people in yol
life want to help you? How many peop
have you dedicated your time and ene
to help this year? If the answer to bg
guestions is “a handful,” you may lead
comfortable life, but you will not develo
significance in your relationships.

To create significance, you mu
develop the attitude of the “servant

heart”. You must ask how you can help

— continued on page 2 —
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— continued from page 1 -

People walk around with the letters MMFA - Make Mthe other skills you need to become significant in othefs’
Feel Appreciated — as a figurative imprint on their forves, you must track your new skills. You must holo
heads. You, as a leader with a servant’s heart, must ask y)yowself accountable so you stay on target and make
you can help these people become more effective and feegress toward your goals.
more important. You must make your customers, employeeginally, use a coach or mentor. At the times when ypu
and suppliers understand that you have their best interesetaicranky, a trusted friend, colleague or coach can di
heart and that your commitment is unconditional. you an unbiased perspective. By helping you through

All of us aspire to reach our dreams and goals. The leag&igh times, they help you stay focused on your goal.
with a “servant's heart” inspires others to succeed alyap . eat.

personal level. When people realize that they can reach the ffective leaders understand the importance of building

Sg:g nt?: eglor?llzktehri?nupgrre]sg?\lglrr]gsmss %rg;r;ézlgtlon reaCha'tculture that expects accountability. They hold individuals

] and the organization accountable every step of the way to

Important Attitudes that Lead to reaching the future they envision.

Significance Effective leaders work with individuals without com
Empathy, defined as the understanding of others, is ginemising performance. Under such leaders, employees

fundamental trait that leads to significance. The three levatglerstand and accept the importance of meeting objec-

of empathy are: tives they have helped establish. Th

+ Being able to read another’'s emotions . . ‘ , . understand that when they help the

« Sensing and responding to a person's With @ ‘servant's heart,  ganization meet its goals they meet the
unspoken concerns or feelings. significant leaders have own goals. This dynamic has a substap-

» Understanding the issues or concerngpai ’ in. tial positive effect on performance b
that lie behind another’s feelings. their employees’ best In both the organization and the individual.
People with this ability notice emo- tereStS_ at he"’_‘rt and will Successful leaders insist on invol

tional cues, listen well, show sensitivity, COMMIt to their personal ing their employees in the planning

and understand others’ perspectives.  development.” process as a way to build personal
You, as an empathetic leader, sense commitment. With a “servant’s heart,
others’ needs and bolster their abilities by significant leaders have their emplo

looking past the obvious. You see the next step and hoveds’ best interests at heart and will commit to their
get there. You want to help people build their personmrsonal development.

identity and their self-image so they can become moreSuccessful leaders insist on a continuous process
successful and you want them to realize that you too afeplanning and development, of accountability and
doing the same thing. You must give advice that servesrgsults, and build the culture of the organization around
person’s best interests. When people understand that th@se cornerstones.

have a since_re desire that they sqcceed, they respondﬁ' ificance Is a Timeless Concept.
great enthusiasm. In an organization where people wan o
n a healthy organization, people have a personal

be and do their best, you can obtain great results. stake in the vision of the business. The effective leader

Making Personal Changes Is Not Easy. develops an organization where people want to work and
You can use several proven steps to assist you to becoset to do their best. At the same time, the leaders doeg not
an empathetic leader. sacrifice performance. Everyone understands the perfor-

First, you must acknowledge your current attitudes beance imperative and this mutual understanding brings
fore you can change them. People with strong self-awageeat results.
ness understand emotions, strengths, limitations, value§aining personal success through helping otherg is
and motives at a deep level. They are honest with thdémeless. William Shakespeare said, “The more | give|to
selves and about themselves. They know the direction ttiese, the more | have.”
want their life to take and why. And to quote Ralph Waldo Emerson, “A man cannpt

Second, to make personal changes you must practiceglp another without helping himself even more.”
new actions and thoughts you want to develop. To be mordo become an extraordinary leader and develop sustgin-
successful, you must practice skills and attitudes that aitlle success, become significant. Make an indelible im-
further your success. As you practice building empathy gratt on the lives of others.
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Build Strong Work
Relationships

Here are a few characteristics
of strong working relationships:
* The leader and team mem-

bers are mutually committed

toworking together to achieve
the goals of the organization.

* The leader and all the team
members care about one
another’s needs and goals.

» The leader is an attentive lis-
tener and uses both formal
and informal channels to hear
messages coming from all di-
rections.

* The leader and all of the
team members communicate
openly and constructively
about job-related questions
and issues.

* The leader is consistent in
words and actions, and when
policies and strategies change,
works to build consensus and
understanding.

* The leader has a thorough
knowledge of each team
member’s talents and abili-

ties and respects each one’s

motivational needs.
* The leader is respected by
team members.

FROM THE PRESIDENT

Developing a Positive and
Creative Work Environment

Effective leaders at every level of the organization fos

and sustainable results, and maintain the ethical integrit
the workplace.
Positive and creative work environments usually desct

but almost never hear it defined. My definition of organiz

David Byrd
President, LMI

quality of interpersonal support, communications, valu
ideologies, behaviors, and relationships that exist within the organization.

On a scale of one to ten, with one being the lowest and ten being the highest,
observed organizations with almost a ten in culture. | have also observed
organizations with barely a one. Of course this is only a subjective measure; ho
you need only to experience it to actually feel the tension and pressure witl
organization with a low culture rating versus the high expectancy and passion

ter

positive and creative work environments, deliver measurable

y of
ibe

a productive, corporate culture. | often hear the term culture

a-

tional culture is this: A measure of the positive or negative
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organization with a high culture rating. Those organizations with a high quality o

culture are usually led by effective leaders.

Another measure of a positive work environment is the measure of climate

Organizational climate is a measure of the degree of positive or negative e

ner

attitudes, spirit, synergy, and team work that exists within an organization. Whil
culture is a measure of the quality of interpersonal organizational support, climate

a measure of the degree of energy and spirit. They are not the same, but th
interrelated; one fosters the other. When | observe an organization with a high-g
culture and a high-energy climate, | always find effective leaders at the helm.

Creativity is a vital resource to any organization and is a byproduct of a po
work environment. However, creativity is not always recognized by leaders
resource; in fact | have worked within some organizations that actually discourg
Creativity is stimulated through a process of higher level thinking which | call
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thinking.” Best thinking comes from the individual thought processes of the pq
who make up the organization. This process of best thinking drives the total cr
thought of the organization. Those organizations whose leaders consider creati
a process exclusive to top leadership unknowingly deprive themselves of a
resource. Effective leaders foster creative work environments because they d
opportunities to involve everyone in the thinking process of the organization.
leaders gain access to the individual thoughts and ideas of those who make
organization, a higher level of best thinking is reached from which creativit
spawned. An effective leader is aware of organizational creativity as a vital res
and will encourage it in their organization to enhance a positive and creative
environment for their employees.

With Positive Expectancy,
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Recognizing Behavioral Styles

Knowledge about basic behavioral styles helps youupon understanding and mutual respect rather than authol
understand employees better and to implement the iap-force, or threats to gain cooperation.
proach that most effectively motivates each one. PersonaliManaging relationship-oriented individuals can be plegs-
ties can be categorized according to four basic styéag even when it's unproductive. Be aware of the neeg to
observable in the behavior of most individuals. When ysbow concern for the opinions and needs of workers ith
understand these styles, they serve as a basis for chodkisgtyle. Give instructions and seek cooperation by appeal
your approach to motivating your team members. Considwey to their current personal concerns. When you take|the
these four basic styles as you interact with people:  time to be caring and tactful, you can count on the commit-
* Action-Oriented ment and loyalty of these team members.

People who are action oriented know what they wantntuition-Oriented
and the approach seems to imply an attitude of “let’s get itintuition-oriented individuals are sometimes called un-
done right now — and get it done my way.” Action-orientgutedictable; they appear communicative, approachgble
individuals concentrate prima- _ warm, and competitive. They want
rily on the task at hand, rathe - others as friends, but they lik
than on people. As a resul them best as followers and sup-
they're often perceived as u porters. Placing value on power
communicative, detached, in and politics, intuition-oriente
dependent, and competitive individuals are motivated to gai
They initiate clear-cut actions personal recognition and to rall
but the reasons for their actio support for their own causes. How-
may not be obvious to other ever, intuition-oriented peopl
because they seldom share pg change course of action easily and
sonal motives or feelings. Ac | often fail to bother with the spet
tion-oriented people are so bus cifics of who, why, what, and how
“getting things done” that the They sometimes are undisciplingd
tend to neglect building close relationships. Action-oiin their use of time.
ented individuals appear to work with others only when it's The most difficult part of leading intuition-oriented
necessary to do so to achieve their objectives. people is knowing what to expect from them. They have

When you have a team member who is action orientgtkat energy, initiative, and desire to be productive. When
communication needs to be directed to the task at hangoli communicate with them, ask their opinions and then
there’s a problem and you need information, ask questitesd them to relate those opinions to facts before they take
that are pointed toward the task itself, how it can bestdmion. You can coach them to be a little more practical gnd
done, and what actions can be taken to gain the deslogical without losing the advantage of their creativity.
result. Listen carefully to the answers you receive from on€hinking-Oriented
who is action oriented. You will get the bare facts, but thoseThinking-oriented individuals live life according to facts
facts will go to the heart of the problem. Be willing to accepid principles. They show minimum concern for relatign-
the information offered even though it seems to lack tattips and focus on organizing and to getting things done
and concern for the feelings of others. Those who use this style are often regarded as cold] de
* Relationship-Oriented tached, and indifferent. Theyre cautious about showming

At the opposite extreme from those who are actipersonal warmth. They sometimes seem more concefne:
oriented are relationship-oriented people. Setting a higith getting things done rather than with personal involye-
priority on cooperative behavior, close relationships, amént or regard for feelings.
friendships, they lend freshness and warmth to any situaWhen you're responsible for providing leadership |to
tion. They interpret the world on a personal basis; they tehihking-oriented people, give them time to think through
to become involved in the feelings of others and in relatidhe task at hand. Give them good reasons for the order$ ar
ships between people. Although power over others doesmstructions you give. Be especially careful to provide them
motivate the relationship oriented, being accepted by otith a personal tracking system so they can know af all
ers is vitally important to them. People who are relationstimes how their performance measures against organiza
oriented like to get things done through others; they depdiodal goals or standards.
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[1 They have what it takes to be a team player. They
succeSSful Leaders demonstrate the ability to listen, to accept responsibility,
Are Made, Not Born

and to cooperate and communicate with others to acc
_ ~ plish the goals of the work group. Their attitude displays
Although work environments, products, and servicesa genuine respect for others and the recognition of| the
differ widely among organizations and work groups, the importance of following as well as leading. They can
responsibilities of any manager at any level generally fallfollow instructions; this ability is a starting point far
into four areas: planning, organizing, leading, and monitor-learning how to instruct and guide others.
ing organizational resources. So the overall goals of afYrneyre organized and can help others organize their

leader are basically similar. Effective leaders impart vision, 4eivities. They demonstrate a high degree of job kngwi-

set direction, and clarify expectations with their team Mem-gqge, competence, and practical judgment, or “comior
bers. Effective leaders manage the work environment rathegq e » They're able to set priorities and discipline thém-

than the dally routine. They make deci selves to put first things first. They demoh-
sions, delegate authority, and encoura strate their ability to encourage others|to

others by creating a sense of shared participate constructively in getting the
sponsibility. work done.

When effective leaders help formulat [ They succeed even if needed instryc-

D

the goals of their department or wor

: i tions or materials are not readily available.
opporiUtes fo thei toam members, D They figure out how to get the work dore
pending on their own position of autho even when the procedure isn't obvious ?r
ity, effective leaders also serve as spoke Clear. Tr;eé' S%Ivte ﬁ)roblems eTvrc]a n ,Wh e
persons or liaisons among various ind Hnexpectea obstacies arse. 'heyre re-
viduals and groups in the organization sourceful and creative. They're ﬂeX|bI_

and can make changes when the situation

first-line workers, middle managers, ex
ecutives, shareholders, and, in the case
not-for-profit organizations, the volun-

requires them.
[l They’re motivated and enthusiast

C
about their work. They're optimistic ang
exercise initiative. They like what they do
and enjoy the challenge of responsibility

teers and contributors.

Leaders and managers empower tea
by teaching about self-responsibility anc . G
processes for creating, improving, and distributing prod- G€ting the work done well and on time is important to
ucts and services. Team members are encouraged to thirfkéM and provides a great deal of satisfaction.
about how work in the organization gets done and the bésThey achieve results. They focus their energy on |the
way to do it. goals and priorities that produce the highest payoff|for

As practitioners of the principles of human relationships, their organization. Their commitment to achieving tan-
effective leaders also build strategic alliances with peopledible results creates persistence. They set a positive
outside the organization. With good communication skills, €xample of consistently pursuing the results necesgary
they form relationships with clients, the general public, for their organization to survive, grow, and succeed
suppliers, vendors, and many others who influence theThey're a leader. In every assignment they're given, they
success of the organization. To bring out the best in othersset a positive tone and pace for the work climate. By their
leaders treat all people with dignity and respect. example, they instill in others the desire to do their best.

Because they're concerned with productivity, efficiency, They fill a position of leadership by empowering othg¢rs
and profitability, effective leaders focus on achieving re- to assume responsibility on the work team.
sults. They make decisions and judgments that affect the,
lives and destinies of other people. In their pursuit of gog
that are greater than one individual, or even a small grou%gg

individuals, effective leaders build genuine relationshi%d changes that can accelerate your career developfner

with people. i \
: . sychologists say that few people ever use more thar
In general, leaders earn their position because t%g% g y Peop

d d f the following | 25 percent of their potential. In fact, the biggest room in
Sﬁir;]%nbs”tirt?;:to some degree some of he following fea y organization is the “room for improvement.”

ow far you advance in your career is limited only
our commitment and enthusiasm, your desire to learn
improve, and your willingness to make the adjustments
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Leadership by Example

By Bill Moyer “By constantly filling your mind with

There have been literally hundreds of books written orpositive thoughts, you're energized to lead

leadership inthe past 10 years, yet it s still a mystery to mo i "
people. There are many myths surrounding leadership —f(ﬁthers by your positive example.

example, “Leadership is a rare skill,” “Leaders have a — Bill Moyer
dynamic personality”, or “Leaders control people or situa-
tions by manipulation.”

The reality is that leadership is an art and
not a science. It is learned behavior th _ [1 Stand behind your people.

when mastered, causes others to follow y [1 Network with others outside your field.
People are motivated by your passion f [ Follow the Golden Rule- “Do untg
your mission in life and by your exampl others as you would have them do
that you set in living out your mission unto you.”
They're moved to action by your exampl Leaders always work on themselvks
and oLty our s, Bvering you
even when you don't intend to with positive thoughts, you're energizgd
: : ' to lead others by your positive example.
Some ||mportant tips to help you lead Listening o aﬁj/io bgoks i your Cp
by exampe are- reading success books or articles, gnd
-l Admit when you are wrong. focusing on achieving your full potential
[1 Share the credit and take the blame. will place you in the top three perceft
[] Praise others in public but criticize if of all successful people in your chosen
private. field. That leaves 97 percent looking for
- Always be on time. W. Cleme g?orrr]}?gtealtigg y‘?l? tooleagrrfglleoméd st

. : : “If you y udy
- Trust your people or f'“‘?' people you do trust. time, thinking time, and planning time daily, you could
1 Do what you say you will do. develop and use the power that can change the cqurs
[J Try new things and encourage others to stretch.  of your destiny.”
[ Return your calls promptly and don't make excusesBy your example, you can lead others to change|the
when you don't. course of their destiny.

D

The Benefits of a Positive Self-image

When you set and achieve goals to improve your self-The magnetic force of a positive self-image is a leager-
image, to commit yourself to their attainment, and to tagkip tool that will help you become all that you can|be
action to bring those goals into reality, you begin #nd also bring out the best in your team members. Ypur
develop a more positive self-image than you ever dreanieijue quality of self-confidence will generate many ben-
possible. A positive self-image, in turn, reinforces yoefits, including the following: ¢ A contagious enthusia
courage and confidence. You're then capable of undertik-life « Genuine concern for others ¢ A positive person

I
;!

ing even more lofty and challenging goals. ity that people enjoy being around ¢ Enhanced people $
Developing a positive self-image is based on the prinClarity of purpose ¢ Firm commitment to worthwh
ciple that each of us is the product of what we think agdals « Increased productivity « An aura of power
what we believe about our abilities. The only practicalithority which enables you to inspire and lead othets.
world is the one within ourselves — the world in which we Developing your self-image can be the most rewardgling
develop courage and self-confidence and a more positideenture of your life. It's the first step toward the achigve-
self-image. It's here that we motivate ourselves to tramsent of goals that will benefit yourself, your team mgm-
form goals into tangible realities. bers, and your organization as well.
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Developing People

Developing people and developing dynamic work tea
are closely related skills. To ensure long-term producti
in the organization, plan ahead and anticipate the deve
ment needs of those who report to you. Developing ped
must go hand-in-hand with empowerment at all levels of
organization. It ensures future progress because it prev
leaders from becoming overworked or burned out.

Adequate training of new employees and those assig
new tasks or procedures reduces the need to spend W
blocks of time answering questions and telling people w
to do next. Nearly all people enjoy the personal satisfact
and success derived from being productive. When some =
performs poorly, the cause is usually either inadequ
knowledge or lack of motivation. Both indicate the need fBFetype of work. Careful

OV fAistruction and supervi- «
training and development. sion ensure that everyone No matter how

When inadequate job training is a problem, many maioied understands each capable your

agers and supervisors tend to say, “If | want something d i
right, | have to do it myself.” They fail to acknowledge t gﬂﬁ) and accepts appro- people, no matter

need for training and instead add to their own work lo ate responsibility for \yhat potential

another team member’s responsibility. If it's appropriate rltifjgrrllgotur(;gdeegs)gggléﬁo they have for

a person o do a certain job, then it's important to provigg, o estions; show that productivity, they
adequate training. Adding the job to your own work schegs re willing ’to repeat accomplish’little

ule is a poor substitute. -
; L L ourself until everyone .
When you realize training is needed, provide it as Soégarly understands?/ without the

as possible. The longer you wait, the harder it is to Chang%though skill and Motivation to
established habits. One of the most helpful tools in m%‘owledge are essentialto \Work

taining job training is a current job description for each teafj, 5,ccess of a work unit .,
member. Job descriptions clearly define expectations dgf 2 important is moti- successfully.
team members and those to whom they report. If yQUkin"No matter how ca-

organization doesn’t currently use job descriptions, cqisp|a your people, no matter what potential they havelfor

sider developing them with your people. Keep everybogy,,,ciivity, they accomplish little without the motivatioh

on track through periodic updating of job descriptions. 1 \york successfully. The most effective motivation is, [of
Train all new employees immediately upon hiring. AL ’

; her th hiv in iob _ 5 ‘Course, the inward desire to achieve and contribute. You
ways mstruclt them t orr]ou_g by n jo lzequwer_ne”nts. lumegn’t, in one sense, instill self-motivation within others; But
a new employee on the Job to “sink or swim™ results (i, can create an empowering, motivational climate. Slich
frustration, sloppy work habits, and omission of import

: . : : climate is one in which growth and initiative are re-
details. Reinforce the attitudes and behavior patterns yQu o recognition for achievement is given, and tak|ng
want. A new employee is usually highly receptive to sugg ’ ’

\ q | Bersonal responsibility is encouraged.
tions and eagerly An effective ongoing training and

assimilates and o _ development program includes nqt
readily accepts  “Putting a new employee on the job t0 only technical knowledge and infor}

the organizational  «; o - - : N ]
o - mation, but also motivation and goal
vision, mission. sink or swim’ results in frustration, sloppy gos

and goals. work habits, and omission of important Setting for all employees. The organ)-
: . . : . zationthat provides motivational trai
Another time  details. Reinforce the attitudes and behavior ng “and learning opportunities fo
o train people i natterns you want.” people at every level of the organiza-
tion is an organization that enjoy
long-term productivity and success

when introducing
a new procedure
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Bridging the Gap Between Potential
and Performance

Since 1966, Leadership Management Institute
has been bridging the gap between potential
and performance by helping organizations
and individuals evaluate their strengths

and opportunities through implemen-

tation of the unique and proven

LMI Process.

The LMI Process..

o Develops leaders who, in turn, g
empower their people to use their 2
untapped talents and abilities. =

L
A
o

o lIdentifies key areas the organiza-
tion should focus on in order
to reach the next level of success.

¢ Gives direction to an effective solu-
tion and delivers measurable results.

o Practices a 93 percent effective
leadership model.

RESULTS ”

The LMI Processis designed around a Strategic
Development model with four vital components:

o Awareness » Development P

. /1T
o Planning o Results Management. lll %
LMI” tools and processes have been making a difference in organizatic G
and individuals for 40 years in more than 60 countries. LEADERSHIP MANAGEMENT .NST.TUTETM
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