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The Power of Attitude: A Servant Leader’s BE-Attitudes By: Michael J. Stabile

(adapted from Myles Munore’s writings)

There is nothing as powerful as
attitude. Attitude dictates your response to the
present and determines the quality of your future.
You are your attitude, and your attitude is you. If
you do not control your attitude, it will control you.

Attitude creates your world and designs your
destiny. It determines your success or failure in any
venture in life. More opportunities have been lost,
withheld, and forfeited because of attitude than
from any other cause. Attitude is a more powerful
distinction in life than beauty, power, title, or social
status. It is more important than wealth and it can
keep one poor. It is the servant that can open the
doors of life or close the gates of possibility. It can
make beauty ugly and homeliness attractive. The
distinguishing factor between a leader and a
follower is attitude.

Attitude Creates Your World And Designs Your
Destiny.

What is attitude? Let me simply define attitude as
“"the mind-set or mental conditioning that determines
our interpretation of and response to our
environments." It's our way of thinking. It is also
important to understand that attitude is a natural
product of the integration of our self-worth, self-
concepts, self-esteem, and sense of value or
significance. In essence, your attitude is the
manifestation of who you think you are. Leaders
think differently about themselves, and this
distinguishes them from followers.

We live our lives based on who we think we are.

According to the illustration, if you believe in your
heart that you are a sheep, then you will stay in the
confines that others have placed you in or that you
have made for yourself. If you think that you are a lion,
then you will venture beyond manmade limitations and
embark on the life of leadership that you were born to
live. You will develop into someone who inspires and
influences others within your inherent domain.

No amount of training in leadership skills, courses in
management methods, power titles, promotions, or
associations can substitute for the right attitudes. | am
convinced that all the money in the world may make
you rich, but it can never make you a leader. Your
leadership development is determined by your
perceptions of who you are and why you exist in other
words, your sense of significance to life.

The key to Servant Leadership is attitude not aptitude.
"It is 20% technical knowledge and skills and 80%
attitude.” Ralph Waldo Emerson said, "What lies behind
us and what lies before us are tiny matters compared to
what lies within us.” How you define yourself is the
single most important statement you can make about
yourself, and it is the heart of attitude of the spirit of a
Servant Leader. The following BE-Attitudes are
habitual, intentional, and purposeful attitude
dimensions to renew and transform the mind and
journey of a Servant Leader.

BE OF HIGH SELF-VALUE — A belief in one's
importance and destiny in the world.

BE SELF-CONFIDENT — A trust in one’s God given
inherent abilities.
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BE SELF-CONTROLLED

The practice of
managing one’s self from the inside out.

BE PATIENT — A belief in the potential of change
and the ability to wait for it in self and others.

BE COMPANSIONATE — A sensitivity to the worth
and value of others.

BE RESILIENT — The ability to see failure as
temporary and a necessary step to success.

BE PERSEVERING — The ability never to give up or
surrender to the context of a situation.

BE COURAGEOUS - The ability to transform one’s
fear into a motivation for action and change.

BE FOUSED ON PRIORITIES — The conscious
application of time to priorities and what matters
most.

BE SELF-COMPETITIVE — The practice of never
comparing ones self to others but only what one has
been or done before. Strive for personal growth and
development.

BE OPEN TO DIVERSITY — A belief in the beauty
and strength of variety and differences.

As you examine the above list of BE-Attitudes which of
these are already strength areas for you? Which of the
above BE-Attitudes are areas that need to be
developed? If you were to focus your attention on one
or two of these areas for the next 6o days, which
attitude dimensions would you focus?

Remember the development of a Servant Leader
happens over a lifetime, but your future begins
today!
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Dr. Henry Cloud: How to Manage Boundaries
In The Workplace

Forbes Magazine: May 10, 2013

An interview with Dr. Henry Cloud, author of Boundaries for Leaders, he talks about
examples of leaders who don’t set boundaries and some of the issues they have,
seven types of boundaries leaders can create, what happens when co-workers
overstep boundaries and more.

Can you name some leaders who don’t set boundaries in their organizations
and the issues they have as a result?

| do not name leaders that | work with, but | could give you many examples of
leaders who do not set boundaries and the kinds of issues they have as result. The
kinds of issues they run into fall into a few categories: lack of clarity and direction
so that talent can be properly engaged and focused; confusion in the ranks; toxic
cultures that demotivate people and stifle their performance because the culture
causes their brains to shut down; lack of strong company identity and cohesive
culture that leads to high performance; disconnection and fragmentation among
the departments or business units; lots of activity but poor results; organizational
pessimism and powerlessness; lack of accountability; lack of high performance
teams; trust breakdowns; and loss of respect and trust in leadership.

What types of boundaries should leaders create and how do you communicate
them to co-workers?

There are several important types of boundaries that leaders must set:

1. Boundaries that focus attention on what is crucial and inhibit distractions from
everything non-crucial, while keeping the crucial ongoing and current.

2. Boundaries that build a positive emotional climate that leads to high
performance brain functioning.

3. Boundaries that keep people connected to each other and inhibit fragmentation,
compartmentalization and isolation of people, teams, departments, or business
units.

4. Boundaries that steward the dominate thinking paradigms that rule the
organization, keeping the dominate thinking optimistic and proactive as opposed
to pessimistic and powerless. No negative or victim thinking patterns allowed to
take root.

5. Boundaries that align people with the behaviors that they can actually control
and that specifically lead to results, empowering them to do the activities that
actually “move the needle” of measureable results, as opposed to focusing on
what they cannot control and/or is not directly related to real results. Aligning
them with the true drivers of measureable results.

6. Boundaries that structure teams around well-defined purposes with values and
behaviors which lead to high performance through defined roles, activities, and
mutual accountability, along with the ability to diagnose, correct and fix what is
not working quickly.

7. Boundaries on themselves that keep them from being a closed system, missing
and repeating patterns, not getting honest feedback, falling into problematic
thinking patterns, leading out of fear, avoiding necessary organizational change,
not quarantining weaknesses, and losing control of their time and energy.

What happens when a co-worker oversteps your boundaries and does
something that upsets you? How should you respond to them?

This is a great example of when a team has a vacuum of leadership boundaries.
The best thing to do would be to use the “symptom” as an opportunity to talk
about some values and behaviors that the entire team could covenant together
to implement in situations like this one, and then they would know what to do.
For example, the value might be “Honest Conflict Resolution” with some
agreed upon behaviors that would bring that to fruition, such as “when we have
an issue to resolve with someone, we go to them directly and seek resolution.
We receive and listen when someone brings an issue to us. We always seek an
answer that is good for both.” That kind of value before hand, with these
specific behaviors, would lead someone to know what to do, not only in that
situation but others as well.

If you're managing a team that is completely dysfunctional how do you go
about setting things straight?

Most teams that are “completely dysfunctional” have not ever set down and
really defined for themselves what their agreed upon shared purpose is, what
their specific shared goals are, what their shared team values, norms and
behaviors will be that will make those happen, what their agreed upon roles will
be to accomplish those goals, and what their mutual accountability practices will
be to correct and fix things. So, the answer is not to argue about it in each
specific instance, but to come together and agree on what they are trying to
build together, establish some norms that will get them there, and then live
those out.

What are your top three tips for business leaders?

1. Be an “open system.” Open yourself to outside feedback, input, coaching,
information, and energy. Closed systems run down and get more chaotic over
time. Always get better by being “open” to outside energy and templates of
better ways to function.

2. Lead in ways that people’s brains can follow. Do not confuse them with
creating an ADD organization or team. Attend to what is relevant, inhibit
everything else from becoming a distraction, and keep it in their “working
memory,” i.e. keep it current and in front of them at all times.

3. Create a culture that has “heat,” with high performance standards and
accountability, along with positive relational glue that keeps everyone
supported and on the same team pushing and supporting each other towards
great results that they all own together.
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Becoming The Leader Whom Others Want to Follow

By: Dr. John Townsend

Are your directs following your guidance simply because that's
what they are supposed to do? Because that is what is expected?
Because they need the job? All of these reasons have some
legitimacy, but you will never see them perform at the levels
that will bring you great results until they go beyond “supposed
to” to “want to”, especially involving how they perceive you,
their leader. When people experience a leader whom they are
drawn to, they are catalyzed to work better, more missionally
and in a more dedicated fashion.

Think for a moment about those who have led you well in the
past. Most likely, something about them made you “want to”
follow their lead. In fact, they may have contributed significantly
to the achievements you have now reached at this part of your
career. When | conduct in-house consulting with companies that
are performing well, I almost always find a CEO or executive who
is @ magnet for talent. Here are a few of the keys | have found
will make a difference for you.

Clarity. To clarify is to make something so clear that it can‘t be
misunderstood, and so that people experience a structure to
work that makes sense. Leaders must clarify, every single day.
They must clarify what the mission of the company or the
division is. They must clarify the plan. And they must clarify
what is expected of the team and all the workers. Clarity draws
people because God designed us to respond to it. When things
are clear, we feel more secure and more focused. We don't
waste energy. When Jesus said, “'Simply let your 'Yes’ be 'Yes,’
and your 'No,” ‘No™ (Matt. 5:37), he was telling us to be clear
about what we want, choose and expect.| tell my clients to
review 3 clarity rules often with their directs: What is your role?
What is not your role? How does your role impact the mission
of the company? These get people thinking, and you will be
surprised at the fuzzy or even wrong thinking people have when
you ask these questions.

Warmth. Have you ever had a conversation with a good and
competent person, but you just couldn't feel connected to
them? That is, you probably appreciated what they said, but
there was just no warmth. This is the "people skill” part of
leadership. Warmth is the capacity to make people feel that they
belong, and that you are interested in them. When they
experience you as warm, you have triggered the "I belong here”
mechanisms in their brains, and they are more likely to put their
whole selves into the job. It is so easy to get into the “task”
mode of getting things done. After all, that is what work is
about. Good leaders are aware of this, and curb the task aspects
long enough to spend time being interested in their people.
Though it may seem like being off-mission, the time you spend

will pay off at higher levels for you and your organization.

Influence. People are also drawn to a leader who actually leads,
that is, they influence behavior, performance, events and
outcomes. We are all designed to be part of a mission that is
larger than ourselves. It excites and moves us. Your company
has a mission statement. But that is not enough. People need to
see you move things along, and create changes via your
influence. Influence comes in many ways: creating buy-in,
inspiring, messaging, and challenge, to name a few. However
you do this, make sure that by the end of each day, you can look
back on some change you have made that your people can see
and experience. They need to perceive that you are making
changes and improvements, and they will trust you more.

Identification. When you provide identification, you have
become a leader that people see as real and authentic. That is,
they can identify your personality and style as being like their
own. This is the opposite of the “bulletproof” leader style, in
which her or she can show no flaws or weaknesses. That tends
to result in either short-lived hero worship (which always
backfires) or alienation (“He is so perfect that | can't relate to
him”). One of the most powerful aspects of Jesus is He identified
with our struggles, so that we would know he understands us:
"For we do not have a high priest who is unable to sympathize
with our weaknesses, but we have one who has been tempted in
every way, just as we are—yet was without sin (Heb. 4:15)." We
know He “gets it” about us at the deepest level. The best way to
help people identify is to admit flaws and mistakes, and not hide
them. When you say, "/ didn't play my A game with the Smith
account, and that’s why we lost it”, you are creating in your
people a sense of “It's OK to be me.” And you will not only foster
loyalty, but also a culture of openness, so that performance
problems can be solved once and for all.

Conclusion. Don't ever lose your competency edge. But move
beyond that into these four skills, and add them to your toolbox.
You will reap the loyalty and dedication of others.
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Mike is available for individual
leadership coaching.

Call or email for
appointments.
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mstabile @futurenowed.com
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