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Manager to Leader … 
 • Taking on the role of manager/leader 

 • Styles of management and leadership 

 • Communication and listening 

 • Relationship building 

 • Power and influence 

 • Culture and values 

 • Motivation and engagement 

 • Performance management 

 • Coaching, delegating, and development 



BlessingWhite Employment 

Engagement Report 2011 

 International Survey of nearly 11,000 people 

 North America, India, Europe, Southeast 

Asia, Australia/New Zealand and China 

 Fewer than1 in 3 employees (31%) 

worldwide are engaged 

 In Australia/New Zealand 36% are engaged 

 

 

 

 

 

 

 



7actions/behaviours linked to 

engagement reflect: 

 involvement,  

 recognition,  

 feedback,  

 delegation,  

 talent utilization,  

 coaching, and  

 community building. 



Findings:  Two Top Drivers of Job 

Satisfaction 

 

 Career development opportunities and 

training 

 More opportunities to apply their talents (ie 

to do what they do best) 

 

 

 



Findings:  Engagement starts with 

leaders 

 Most stay for the work (ie they like the work 

they do here), but 

 leave for their career (ie don‘t have 

opportunities to learn and grow here) 

 

 



Findings:  Engagement starts with 

leaders 

 The engaged stay for what they give (ie 

they like their work and that they can 

contribute),  

 the disengaged stay for what they get (ie a 

secure job, good salary and conditions etc) 



Findings:  Engagement starts with 

leaders 

 

 Particularly in Australia & NZ, employees 

who trust their managers and executives 

are more likely to be engaged 

 

 



Findings:  Engagement starts with 

leaders 

 

 Particularly in Australia & NZ, employees 

who know their manager well “as a person” 

are more likely to be engaged. 

 

 



Findings:  Engagement starts with 

leaders 

 

 

Studies, including this one, continue to show 

that employees flee bad managers 

 



Why Leaders Struggle or Fail 

 Unconscious incompetence? 

 

 Discussion 

 What you have learnt? 

 What I have learnt 

 

 



Passage 1 

Passage 2 

Passage 3 

Passage 4 

Passage 5                    

Passage 6 

Career Transitions  

 

Source: The Leadership Pipeline. Ram Charan, Stephen Drotter and James Noel.  



So … can anyone learn leadership? 



A Challenge with Learning 



About development 

 ―… it is clear to me now that the process 

of becoming a leader and the process of 

becoming a fully integrated human being 

are one and the same— both grounded 

in self-discovery.‖ 

 
Warren Bennis – Leadership Excellence 2011 

www.LeaderExcel.com 



Development 

 How far can we go? 

 How deep can we teach? 



Leaders knowing themselves 

―In working with leaders, I must help them to be clear 
about who they are and what they stand for . Their 
values should be easily recognized in what they do and 
in what they say .  

 As a leader, what are your values? Are you living 
them out so that others can see them in you? As an 
individual, are you clear about your values and, more 
importantly, are you standing behind them and making 
decisions based on them?  

 If you haven‘t thought about what you value, 
now would be good time to reflect on it.‖ 

 
 

From ―Lead Yourself and Develop all Others‖ 2011 - Tom Peters 

 

 



A view on Excellent Leadership  

 ―85 – 95% of the difference between a 

‗good leader‘ and an ‗excellent leader‘ is 

due to emotional intelligence‖ 

 
Daniel Goleman 



Research over the last 20 years in Emotional Intelligence  

(EQ) reveals that these emotions and their associated 

behaviours can be defined, measured and learned.  

 
Emotional Intelligence  serves as a platform for identifying 

specific development needs for leadership and human 

resource planning. 

 

The BarOn model remains the most thoroughly 
researched and developed for measuring Emotional 

Intelligence. 

Measuring EQ



The BarOn Model - 5 Key Areas of Emotional Intelligence  

Intra-Personal Inter-Personal 

Stress 

Management 
Adaptability 

Effective Performance  

GENERAL MOOD 

• Empathy 

• Social 

Responsibility 

• Interpersonal 

Relationships 

 

• Reality Testing 

• Flexibility 

• Problem 

Solving 

1 2 

3 4 
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• Self-Regard 

• Self-Awareness 

• Assertiveness 

• Independence 

• Self-

Actualisation 

• Stress 

Tolerance 

• Impulse Control • Optimism  

• Happiness 



―Emotional intelligence is the basis for 
personal qualities such as realistic self-
confidence, personal integrity, knowledge 
of personal strengths and weaknesses, 
resilience in times of change or adversity, 
self-motivation, perseverance, and the 
knack of getting along well with others‖ 

 

 
Cherniss, C, Adler, M, 2000 Promoting EI in Organisations; Making Training in EI Effective  ASTD 



Getting along with others 

―The biggest block between two people is their 

inability to listen to each other intelligently, 
understandingly and skilfullyó 

Carl Rogers 1952 

 

 

 

Rogers was considered radical  

to regard listening as important,  

or that people‘s feelings mattered. 

 



Communication Barrier 
͊The greatest barrier to effective communication is 
the tendency to evaluate  what another person is 
saying and therefore misunderstand or to not 
really͆hear’. 
Checking the natural tendency to judge  yields a 
better understanding of the person with whom you 
are communicating. 
We all have a natural urge to judge, evaluate and 
approve (or disapprove) another’s statement … this 
reaction is heightened in situations when feelings 
and emotions are deeply involved.  The stronger the 
feelings the less likely  it is that there will be a mutual 
element in the communication.͋ 

 
 

͊Barriers and Gateways͋ Rogers & Roethlisbergers 



Behaviour 

Values & Beliefs 

Thoughts & Feelings 

Needs and Fears 

} 

} 

Observable  

Persona  

Influences & 

Drivers of  

behaviour  

Humans and Complexity 



Leadership in Organisations  

• Where does ultimate responsibility lie?? 

• Can leaders make people engaged?  



Leaders Developing Others 
 In New Delhi recently Tom Peters met an Indian Army 

General. The topic of evaluating senior officers for 
promotion came up.  

 The issue that stood out to Peters led to a question: What 
is this candidate’s track record in developing people? 

 Tom Peters: ―This past year, name the three people 
whose growth you‘ve contributed to. Explain in some 
detail where each was at the start of the year, where he 
or she is today, and where each is heading in the next 
year. Please explain your development strategy in each 
case. Tell me your biggest development disappointment 
this past year—looking back, would you have done 
anything differently? Tell me about your greatest 
development triumph—and disaster—in the last 
decade. What are the three big things you‘ve learned 
about people development along the way?‖r 

 
 
 

From ―Lead Yourself and Develop all Others‖ 2011 - Tom Peters 
 
 
 


