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PREFACE

Outstanding leadership is complex in nature and definition.
The Mini-Me Development Guide simplifies the definition and
shapes the three broad capabilities required to be a role model
leader.

* Leadership Capability.
* Management Capability.
e Commercial Capability.

Twenty critical disciplines and ninety-six behavioural
descriptors profile the capabilities and offer a greater insight
into what it takes to be an outstanding leader. Although the
guide was designed as an assessment and development tool,
feedback suggests it has a broader application, improving:

* Leadership role and recruitment specifications.

* Induction and orientation assignments.

* Performance expectations, measures and feedback.
* Coaching and mentoring.

The Mini-Me Development Guide also outlines four extensive
levels of leadership:

* Field Leadership.

* Team Leadership.

* Group Leadership.

* Business Leadership.

Outstanding leaders enable themselves and others to optimise
potential, out-perform and continuously improve, a necessary
condition for organisations to grow and profit. The guide
provides the structure for leaders to develop the mind-set
and capabilities required to lead themselves and influence the
direction and success of those willing to follow.



HOW TO USE THE MINI-ME
DEVELOPMENT GUIDE

The Mini-Me Development Guide provides the means to
self-assess against critical disciplines and behaviours that
define out-performance. Designed to kick-start leadership
development, it provides you with simple frameworks that
assess ability, identify individual strengths, determine areas
for improvement and develop leadership capability.

Leadership capabilities are interdependent. The execution
of one discipline or behaviour often relies on another being
consistently demonstrated in parallel or in a specific order.
Outstanding leaders know where, when and how to apply
them. The challenge is to comprehend fully the positive or
negative impact of one critical discipline and behaviour on
another and manage the opportunities or risks it creates.

The following steps create a deeper understanding of the
critical disciplines and behaviours that epitomise outstanding
leadership and detail how you can use them to review and
develop your own performance.

Step One: Read the critical discipline definitions and the
behaviours that describe them.

Step Two: Identify situations in which you are expected to
demonstrate them.

Step Three: Select your leadership level as defined by the
Mini-Me Development Guide - see pages 55 to 57.

Step Four: Complete the “The Leadership Capability Profiler’
- see page 58.

Step Five: Periodically assess your leadership capabilities to
establish a cycle for continuous professional development
(CPD).
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Defining Leadership Capability

The dictionary definitions below indicate at a basic level, the
essence of leadership. They provide guidancein categorising the
disciplines and behaviours outstanding leaders demonstrate.

Lead: Be first.

Lead: Be in front.

Lead: Demonstrate by example.
Lead: Have followers.

Outstanding leadership is often judged after its execution.
What contributes to and shapes it continues to be topical. Most
organisations seek the successful combination of leadership
capabilities that consistently create value for customers,
shareholders, employees and other strategic partners.
Adapting leadership capabilities to optimise performance
in environments that constantly change is at the core of
what I deem to be outstanding leadership in a commercial
setting. However, outlining individual behaviours that create
outstanding leaders is the focus of this development guide.
Several models will help crystalise the critical disciplines and
behaviours associated with leadership capability and provide
you with an opportunity to consider your performance against
them.



DEMONSTRATING LEADERSHIP

ENVISION ENGAGE

ENLIST EXEMPLIFY

ENVISION: Set the direction, destination and success measures
for all key business activities within the span of your control.

ENLIST: Give the right people the right roles at the right time
to optimise performance.

ENGAGE: Tailor the communication, coaching and mentoring
needed for others to take control of their own high performance
and achievement.

EXEMPLIFY ETHICS & VALUES: Embrace diversity and
demonstrate integrity, honesty and equity in all business
transactions.

ATTUNE: Adapt leadership style to positively influence
individuals, teams and the business context.

DEMONSTRATING LEADERSHIP - ENVISION

The ability to articulate what must be done and when, who
it involves, and measures that determine its completion
is arguably the most critical of all leadership capabilities.
Developing foresight to determine the direction and vision
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for all key business activities builds the foundation from
which this is achieved. Vision creates a realistic target for
the imagination. It influences the best direction for business
activities and describes what success looks like if achieved. It
illuminates what is possible for organisations and provides a
reference point for high performance and achievement.

Outstanding leaders develop foresight by regularly engaging
internal and external networks to achieve a heightened
awareness of the strengths, weaknesses, opportunities and
threats (S.W.O.T.) that exist in their industries and markets.
The information fuels debate, assists with reaching agreement
on the best way forward, and determines the action required
to achieve success.

Mobilising employees to work towards achieving a vision and
the performance measures that outline its success relies on your
ability to communicate exactly what input, effort and results
are expected from individuals and teams. Outstanding leaders
ensure that the direction, destination and success measures
of business activities are linked to organisation, department,
team and individual performance measures through business
scorecards and annual appraisals.

Like a trusted GPS (global positioning system), you lead people
from where they are now to where they have not yet been. You
provide a map and give clear directions to a desired outcome.
Like the GPS, your success as a leader relies on having already
programmed the maps, directions and destinations that define
the road to an organisation’s growth and profit.

CRITICAL DISCIPLINE 1: DO YOU?

ENVISION: Set the direction, destination and success measures
for all key business activities within the span of your control.

* Source accurate information, data and analysis to
finalise decisions on the best direction, vision and
success measures attached to completing key business
activities.
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* Consistently communicate to those being led what
must be done, when it is to be executed, who it involves
and the measures that define success.

» Utilise balanced scorecards and the annual appraisal
process to align success measures with the vision and
strategic emphasis of the organisation.

Mini-Me Says:

‘Without vision we are blind to what we can truly achieve.”

DEMONSTRATING LEADERSHIP - ENLIST

Leaders inherit or recruit individuals. How they identify and
develop their talent impacts how competently they get them
into the right roles at the right time to optimise performance.

Outstanding leaders embrace accountability for broadening
capabilities beyond the role of individuals. They achieve this
by developing expertise in allocated roles before rotating the
positions of team members, organising secondments, cross-
training and increasing the authority, responsibility and
accountability of others. Stretching capability boundaries is
a calculated risk that takes people out of their comfort zones.
Preparing individuals for the challenges and opportunities
created by constant change in an industry, market and
organisation make it worthwhile. Leaders driving this agenda
are able to make rapid and accurate decisions on enlisting the
right people at the right time to achieve the best results.

Knowing when to enlist external rather than internal resources
is important. Organisations do not always have the internal
capabilities to out-perform. Outstanding leaders recognise the
risks this creates and build external professional networks to
provide the expertise needed to mitigate them.

It is rarely expected that you, as leader, have all the answers. It
is expected you know who to enlist, however, to get them.



CRITICAL DISCIPLINE 2: DO YOU?

ENLIST: Give the right people the right roles at the right time
to optimise performance.

* Enlist individuals with the right knowledge, skills and
competence at the right time for the best results.

* Build internal and external networks capable of
providing relevant expertise quickly and effectively.

* Develop the capabilities of strong performers to match
future workforce capability requirements.

* Assist poor performers to improve or transition into
more appropriate roles.

Mini-Me Says:

‘Outstanding leaders position people for purpose and out-
performance.”

DEMONSTRATING LEADERSHIP - ENGAGE

Enlisting the right people at the right time and giving them
the most appropriate roles establishes a foundation for out-
performance. Engaging them in the right way makes sure it is
achieved.

Engaging  individuals  successfully involves  being
emotionally connected to those being led. It helps tailor the
communication, coaching and mentoring needed for others
to work autonomously and drive their own high performance
and achievement. Trusted relationships and mutual respect are
the heart of engagement and as such, rely on leaders showing
equal interest in the welfare, development and success of
others. Different personalities and competing priorities make
this a real challenge, but one worth the investment.

Encouraging two-way communication on a regular basis is a
great place to start, it gives individuals a voice and you as the



leader, the opportunity to show you are genuinely interested
in the thoughts, feelings and opinions of others. It also offers
clues as to how you must tailor or change communication for
different people.

Coaching and mentoring indicates you are willing to invest
time in assisting others to be the best that they can be. It is
the most effective method of building relationships and trust.
It allows you to work in partnership to identify coaching and
mentoring solutions that develop personal growth, expertise
and solid business results.

CRITICAL DISCIPLINE 3: DO YOU?

ENGAGE: Tailor the communication, coaching and mentoring
needed for others to take control of their own high performance
and achievement.

* Emotionally connect with others.

* Encourage others to express themselves and actively
listen to their views.

*  Welcome debate and constructively present opposing
views.

* Graciously receive constructive feedback from all areas
of the business.

* Adaptlanguage and communication style to suit every
audience and situation.

* Always wuse the most appropriate channel of
communication to deliver messages and present
information or data.

*  Work closely with others to help identify coaching and
mentoring needs.

* Regularly coach and mentor others to optimise
performance.



Mini-Me Says:

‘Coaching and mentoring is a gift. It helps others become
masters of their own destiny.”

DEMONSTRATING LEADERSHIP - EXEMPLIFY
ETHICS AND VALUES

Today, organisations must extend ethics far beyond requiring
leaders to be open, honest and equitable in all business
transactions. Leaders must ethically and in some instances by
law, embrace diversity in the workplace, afford everyone equal
opportunities and overcome negative biases. Overcoming
personal biases can be the biggest challenge and relies on
leaders being completely aware of the behaviours that fail to
exemplify ethics and uphold values.

Values are deeply rooted beliefs, thoughts and feelings that
influence how we behave. Anchored in our life experience, they
are a very personal and powerful influence. A company’s core
values are the deeply rooted beliefs, thoughts and feelings it
wants mirrored in its culture. In sync, individual and company
values power out-performance. If polarised, they create the
potential for discord, conflict and poor results.

Values normally reflect integrity and ethics but can
increasingly include a focus on general business practices,
e.g.,, demonstrating customer centricity, teamwork and
collaboration, a commitment to excellence, continuous
improvement, etc. Embedding values in an organisation
creates the basis for a positive and successful culture.

CRITICAL DISCIPLINE 4: DO YOU?
EXEMPLIFY ETHICS AND VALUES: Embrace diversity and
demonstrate integrity, honesty and equity in all business

transactions.

* View personal gain as second to doing the right thing.



* Value diversity in business and the different views and
approaches it brings.

* Value equity, afford everybody equal opportunities.
» Take responsibility for your own actions.
Mini-Me Says:

‘The ethics and values of outstanding leaders are reflected in
how they positively interact with and lead others.”
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