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Are you a Leader? By: John B. Miller
QBQ

Are you a leader? Many people
wrestle with this question. "Am I a
leader or is my manager the leader?
Is the company president the
leader? The vice president of my
division?” Or they think, "Maybe
the leader is my peer who was
granted the title of ‘Team Leader”.”
I've not met many who had no
question about it at all. | had just
asked a group, "Are you a leader?”
when he jumped up in the back
and vyelled, "I'm a leader, John.”
You bet—I am a leader!”

| asked him, "What’s your name,
Sir?” and he said, "“Jim Leader.”
True story. Jim Leader, | checked
his license to be sure. James D.
Leader, 33 years old. You know
what that means? For at least 31
years now he's been able to say
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confidently not only, “I'm a leader”
but also, "I'm a born Leader!”

For most of us though, it's not that
simple. Too often, we think
leadership is about title, position,
the number of people or dollars we
manage or tenure. | find the tenure
thing especially funny. When | hear
someone say boastfully, "I've been
here over a dozen years!” | can just
imagine someone else in that
organization saying, “Yeah, and that
may be your problem!

Don't get me wrong loyalty is an
admirable quality. But the number of
years one has been around does not
automatically equate to merely
having a title of manager or vice
president. And certainly things
acquired—fine cars, nice homes—
are not measures of our leadership
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ability.

Leadership, more than anything
else, about the way think. It's a
moment-to-moment disciplining of
our thoughts. It's about practicing
personal accountability ~ and
choosing to make a positive
contribution, no matter what our
role or “level.” A receptionist, an
engineer, a salesperson, a temp
worker, a cashier: They all can be
leaders.  Parents?  Absolutely.
Parenting may be the most
important leadership role there is.
Are you a friend, little league
coach, volunteer, someone who
has influence with others at work?
The same principle holds true: If we
think like leaders, we are leaders.

So I'll ask you again. Are you a
leader? Think about it.
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Accountability & The Seven Pillars of

Accountability

By Greg Bustin

Accountability

As leaders, we get the behavior we tolerate. When it comes
to holding people accountable, we are often our own worst
enemy. We accept excuses that sound logical even when we
know better. We allow emotions to cloud our decision-
making. We delay having a conversation with an
underperformer because it's easier to avoid a difficult
conversation than have one. Instead of practicing
accountability, we practice avoidance.

Three valuable lessons about accountability are:

1. Clear expectations must be established. When
your purpose, expectations and rewards are
crystal clear, your employees will embrace
accountability as a way to become even more
successful.

2. Bad news does not improve with age. As soon as
you see a problem, it's best to address it
immediately. Failure to speak frankly with the
person about his or her performance means
nothing will change.

3. It's not personal. Leave emotions and opinions
behind. Stick to the facts, set a plan to get
performance back on track, and communicate
specific consequences for underperformance.

In organizations like The Container Store, Ernst & Young,
Herman Miller, Marriott, Nucor, Sony and Southwest
Airlines, accountability is more than a conversation. It's an
attitude and a set of expectations that show up in every
aspect of their firms’ operations: how they hire,
communicate, develop people and make decisions.

Organizations wrestle with accountability in similar ways,
and exceptional organizations succeed by following
principles and practices that are similar regardless of age of
the organization, geography, industry or size.

The Seven Pillars of Accountability
High-performing organizations share seven distinct
characteristics called the Seven Pillars of Accountability:

Character: An organization’s character is shaped by its
values, and these values are clearly defined and
communicated. The organization does what is right for its
customers, employees, suppliers and investors, even
when it's difficult to do so.

Unity: Every employee understands and supports the
organization’s mission, vision, values and strategy and
knows his or her role in helping to achieve them.

Learning: The organization is committed to continuous
learning and invests in ongoing training and development.

Tracking: The organization has reliable, established
systems to measure the things that are most important.

Urgency: The organization makes decisions and acts on
them with a sense of purpose, commitment and
immediacy.

Reputation: The organization rewards achievement and
addresses underperformance, earning the organization
and its leaders a reputation both internally and externally
as a place where behavior matches values.

Evolving: The organization continuously adapts and
changes the organization’s practices to grow its market-
place leadership position.

The acronym: C.U.L.T.U.R.E. will help you remember the
seven pillars and that your culture is a significant predictor
of your future performance.

Imagine a bridge spanning an abyss supported by seven
pillars, each representing one of the seven characteristics
that are essential in high-performing cultures. Crossing
the abyss — moving your organization from Point A to
Point B — requires the commitment of you and your team.
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The Four Disciplines

By: Stephen R. Covey

Peter Drucker wrote, "So much of what we call
management consists of making it difficult for people to
work.” The problem is a failure in these six drivers of
execution:

* Clarity. People don't know what the goals or
priorities of the team or organization are.

* Commitment. People don't buy into the
goals.

* Translation. People don’t know what they
need to do to help the team or organization
achieve its goals.

* Enabling. People dont have the proper
structure, systems or freedom to do their jobs
well.

* Synergy. People don't get along or work
together well.

* Accountability. People don’t regularly hold
each other accountable.

An organization with great leaders

and great people (who
have discovered their birth gifts) can govern and
discipline itself. It has hit the “sweet spot” where the
greatest expression of power and potential happens.

Four disciplines, practiced consistently, can vastly
improve your ability to focus on and execute your
top priorities. These disciplines are:

1. Focus on the Wildly Important. People are
naturally wired to focus on only one thing at a time
and still do an excellent job. The more goals, the
lower the chance of achieving them all. Focus
intensely on a few crucial goals.

2. Create a Compelling Scoreboard. People play
differently when they're keeping score. Without
crystal-clear measures of success, they are never sure
what the goal truly is. The same goal may be
understood by different people in different ways.
Your scoreboard should identify your key measures
and represent them visually. For each priority,
provide three elements: the current result, the
target result, and the deadline for hitting the
target.

3. Translate Goals Into Specific Actions. All the top
people may know what the goals are, but that doesn’t
mean that the front line knows what to do. Goals will
never be achieved until everyone knows exactly what
he or she is supposed to do about them.

Ultimately, the front line produces the bottom line.
Translate your organization’s goals into weekly and
daily tasks.

4. Hold Each Other Accountable, All the Time. A
self-empowering team focuses and refocuses in
frequent accountability sessions that move key
goals forward. There's “triage reporting” that quickly
covers the vital few issues, leaving the less important
ones for later, followed by finding third alternatives
for moving goals forward. Managers agree to do
things that only they can do, and to enable workers to

achieve.
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Coaching reminders:

Mike is available for individual
leadership coaching.

Call or email for
appointments.

www.futurenowed.com Tra nSfO m | ng

mstabile @futurenowed.com
b0 a0ne Cultures

...one person
at a time.
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