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			​Introduction

			Welcome to Show Up and Lead. I’m here to guide you on a journey of self-discovery, to assist you in understanding how you can best ‘show up’ at work. You see, the way we perceive ourselves and how we appear can sometimes be quite different. We all like to think of ourselves as kind individuals who support those around us, but the reality might not always align with our self-perception.

			In my workshops, I begin with two questions: How do you show up? and How do others see you show up? Initially, participants often focus on the physical aspects of their presence, such as being well-dressed, clean and prepared for the day. But when I invite them to delve deeper, they start to reveal more about their emotional state – whether they’re feeling distracted, rushed, stressed, or positive and energetic. Recognising these aspects is crucial to understanding how we show up, not just for ourselves but for others as well.

			Let me share a story from a recent workshop. I met Janice, a career-focused accountant with three school-aged children and a partner who regularly travels for work. When asked How do you show up? Janice initially focused on her appearance – her makeup, hair, attire. But when prodded, she shared a detailed account of her morning routine. She starts her day super-early, gets herself ready, packs her bag, then embarks on the journey of getting her children out of bed, feeding them breakfast, making lunches, and getting them to two different schools by half-past eight. This is on a good day when all the children are healthy and there are no major challenges. When things go wrong, they really go wrong.

			Janice realised that she shows up at work as two different people depending on how her morning goes. On good days, she’s able to handle challenges that come her way. However, on stressful days, her lack of clarity and frustration not only affect her work but also how she connects with people.

			This situation isn’t unusual. We all face challenges getting to work in the morning – whether it’s taking care of our beloved pets, ensuring our loved ones are okay or navigating traffic.

			What matters here is our awareness of self. What do we need to do more of, or less of, to be the best version of ourselves with integrity, skill1 and with courage?

			This book is divided into three parts. The first explores how we show up for work. The second examines how others see us show up for work. The third part invites a call to action.

			How do we show up for work? invites us to explore self-awareness. We often talk about being self-aware, but are we really? We’ll look at relevant research and examine how we can apply this learning to our situations. And we also explore the power of our unconscious biases, our growth mindsets and our resilience capacity

			How others see us show up for work challenges us to consider the provocations that impact how we show up for others. We’ll explore concepts such as empathy, engagement verses motivation, accountability, decision-making and being of service to others.

			Part three, the call to action, invites us to consider several strategies that help us to show up more effectively for ourselves and others. This is the practical element of the book so take the time to examine specific strategies that will assist you to show up at work in a way that aligns with your ideal self-perception and that enables you to be your best self.

			So let’s embark on this journey of self-discovery together.

			I have written this book as a follow-up to the feedback received from my first book, It's All About IT! Evidence-based, practical guide to workplace communications. In that book, I encouraged readers to focus on the behaviour of a person and not them personally. In this book, I challenge you to think about what you can do to show up for yourself and others in a way that honours dignity at home and at work.

			In a constantly evolving world, we must show up as our best selves, even on challenging days. I invite you to consider the mantra of being ourselves with integrity, skill and courage. We become better versions of ourselves professionally and personally when we act with integrity, use our skills to the best of our ability, and have the courage to face challenges.

			Integrity unlocks the benefits of self-awareness and transparency. It's the foundation of emotional intelligence and resilience, empowering us to form deep connections with others. We can build stronger relationships and cultivate a supportive work environment when we truly understand ourselves.

			Skill is the engine that drives team success. It empowers us to engage and motivate our colleagues, make informed decisions, and communicate effectively. By honing our skills, we ensure our contributions are valuable and impactful, propelling the team towards success.

			Courage is the catalyst for fostering a safe and open work environment. It allows us to be vulnerable, empathetic, and authentic. It means embracing our true selves and encouraging others to do the same. Courage in the workplace is the cornerstone of an environment where everyone feels safe to express their ideas and take risks.

			By integrating these three principles, we practice leadership in its truest form. Leadership is not about holding a title but about guiding and inspiring others. We engage in leadership when we show up with integrity, skill and courage. And that is why I encourage you to consider the concept of Show Up and Lead like this:

			
					Be you with integrity

					Be you with skill

					Be you with courage

			

		


			PART 1
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			​How do I Turn Up?
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			Chapter One

			​Self-Awareness

			. . .

			The Journey of the Horse and the Rider
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			The story of the Horse and the Rider illustrates the human experience through the metaphor of two companions: the Horse, representing our emotional, instinctive brain, and the Rider, symbolising our logical, cognitive perspective. The Horse, driven by deep feelings and ancient instincts, often veers onto its own path, while the Rider, despite holding the reins and planning the course, struggles to steer when emotions surge. This dynamic creates a constant tug-of-war between reason and raw emotion, highlighting the challenges of balancing our emotional impulses with rational thought.

			The message of the story emphasises the importance of harmony between our emotional and rational selves. The Horse’s passionate nature reminds us of the beauty of feeling deeply, while the Rider’s intellect keeps us on track. To navigate life’s complexities, we must be aware of how we balance these forces, honouring both the wild, emotional Horse and the strategic, thoughtful Rider. This balance fosters self-awareness and helps us understand others, as we all seek equilibrium on our unique journeys.

			. . .

			​What is the self?

			We often discuss self-awareness, but what does it mean to be self-aware? There are numerous theories that define self. Social researchers and anthropologists argue that the self is a product of our social experiences and relationships.

			Research suggests that there are many diverse perspectives on what constitutes self-awareness. One perspective divides the research on the self into two parts. The first part focuses on self-linked social processes and communication that draw inspiration from observing others. The second part explores the self as a complex entity that consists of conscious and subconscious layers. Julia Carden and colleagues (who are experts in management and organisational behaviour) reviewed published studies and articles about self-awareness and concluded that self is defined as ‘multidimensional, made up of both conscious and unconscious layers, and heavily influenced by observations of others’.2

			​What is self-awareness?

			Self awareness is the ability to recognise who you are; your values; beliefs and the boundaries that define you as a person. Being clear about these factors means that you are aware of how independent you are from others.3

			Our own sense of self-awareness is influenced by context and developed over time by the experiences we have as well as any motivation we have to want to do and be better. In the review I mentioned earlier, Carden and her colleagues confirmed that understanding self is a process of first, self-awareness, then self-consciousness, and the final aspect of understanding self is self-knowledge. They identified three meta-themes of self-awareness in management and education that are summarised in the following three figures that I have modified a little. The three themes identified in the figures below are: how self-awareness is classified, how to be self-aware, and the purpose of self-awareness.

			The classification of self-awareness as intrapersonal refers to an internal mindset. Interpersonal self-awareness involves understanding our influence on others. Obviously, a person can have a combination of both.

			[image: ]

			How can a person be self-aware? The first aspect, which is self-evaluation and self-reflection, involves being mindful of how others perceive you. The second aspect is called process because the discovery of self is a dynamic and ongoing experience. Attention, the final aspect of being self-aware, emphasises the importance of the focus and effort that are needed to create self-awareness.
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			By blending our understanding of self and awareness as separate concepts, we learn about self. One purpose of self-awareness is to develop the way we perceive ourselves. Another purpose of self-awareness is to understand our behaviour and how we interact with others. Paying attention to how we turn up and treat others helps us improve our thoughts and actions.
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			When we see ourselves clearly, we become more aware of who we are and how we interact with our surroundings. Such clarity generates increased confidence and creativity, which allows us to connect better with others, to make well-informed decisions, and to foster better relationships.

			The developmental psychologist, Philippe Rochat, identified five levels of self-awareness between birth and five years of age.4 The first, differentiation, is the phase when an infant can recognise their reflection. It’s a crucial milestone for further development. The second level is referred to as the situation, which refers to a child’s awareness about their action in a particular situation when the child can connect their actions to their environment. Often, this is referred to as foundational to their capacity to engage with the world. In the third stage, identification, children can identify self, or me. It forms the platform for the formation of the concept of self. The fourth level occurs when children can recognise themselves in images despite changes in growth. The final stage is self-consciousness. In this stage, children are cognisant of how they are perceived by others, which is why they focus on being accepted by others. This is crucial because it forms

			
			
			
			
			
			
			
					Internal self-awareness is all about understanding our values, actions, strengths and weaknesses, and how they affect those around us. These people tend to experience greater satisfaction in the workplace and relationships; they tend to be happier because they feel more in control of their lives.

					External self-awareness is about understanding how others view or perceive us. People with this knowledge tend to be better at showing empathy and comprehending others' perspectives.

			

			
			
					Introspectors had high internal self-awareness because they knew who they were, and low external self-awareness because they didn’t seek feedback about their impact on others.

					Aware individuals were strong in both internal and external self-awareness because they were self-confident and open to learning more about themselves from others.

					Seekers were unclear about who they were (low internal self-awareness) and because of this, were challenged by their relationship with others (low external awareness).

					Pleasers were eager to support others (high external self-awareness) at the cost of self (low self-awareness).

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Biases in self-perception – Healthy self-awareness can be hindered by our own biases in self-perception. We may hold ourselves back by self-sabotaging, avoiding risks and having too much confidence. Programs for growth in both personal and professional aspects, along with quality coaching and guidance, can aid in gaining a better sense of self-awareness.

					Openness to learning – We’re willing to learn and adapt to different stages of life. When going through transitional periods, consistent and ongoing reflection is a great opportunity to actively participate in a strengthening process.

					Adopt a growth mindset – Knowing how to manage yourself is crucial to understanding who you are. A strong sense of who you are (identity) and what you can do (efficacy) can help you deal with unpleasant situations more effectively. Mitigating emotions through coaching and mentoring goes a long way in handling difficult-to-hear feedback.

					Engage in regular self-reflection – Take the time to reflect daily, journal, take long walks, or find whatever works for you to centre yourself.

			

			
			
			
			
					Alex, a junior software developer, recently completed a challenging project.

					The project involved complex coding, tight deadlines and collaboration with a cross-functional team.

			

			
			
					Positive Start	Manager (M): ‘Alex, I appreciate your hard work on the project. You demonstrated resilience and creativity.’
	Alex (A): ‘Thank you. I learned a lot during this process.’



					Constructive Feedback	M: ‘However, there were areas for improvement.’
	A: ‘Go ahead.’



					Specific Feedback	M: ‘Your code quality was strong overall, but there were instances where comments were missing or unclear.’
	A: ‘I see. I'll work on that.’



					Challenging Aspect	M: ‘The presentation, though, was a challenge.’
	A: ‘How so?’



					Honest Assessment	M: ‘Your nerves affected your delivery. You stumbled over key points.’
	A: ‘I appreciate the honesty.’



					Growth Mindset Response	A: ‘I'll practice more and seek feedback. I want to improve my presentation skills.’



			

			
			
					Alex embraces the feedback, recognising it as an opportunity for growth.

					The growth mindset allows for continuous learning and development.

			

			
			
			
			
			
			
			
					Definition of self – self is a complex concept influenced by social interactions and personal connections.

					Consider the dynamic between three aspects of self-awareness – self-evaluation, the process of learning about self, and intentionally and actively seeking moments of awareness.

					Intrapersonal and interpersonal awareness – understanding our thoughts and how they impact others is key for both personal and professional development.

					Internal and external self-awareness – internal self-awareness is achieved by understanding our values, beliefs, strengths and areas for improvement. External self-awareness means being aware of how others perceive us.

					Introspection and self-awareness – engaging in the reflection process is important for us to understand the why of our actions.

					Impact of self-awareness – the way we see ourselves and how we turn up for ourselves and others can greatly influence our ability to connect with others, manage our emotions and engage in a process of continuous self-improvement.

					Self-awareness – understanding self – is essential to showing up in a way that honours dignity, exemplifies integrity, and values relationships. To be self-aware is to …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
			
				
					
					
					
					
				
				
					
							
							
						
							
							
						
							
							
						
							
							
						
					

					
							
							
						
							
							
						
							
							
						
							
							
						
					

					
							
							
						
							
							
						
							
							
						
							
							
						
					

					
							
							
						
							
							
						
							
							
						
							
							
						
					

				
			

			
			
			
			
			
			
			
			
			
					If you could select a career without concern for money, what would it be? Why?

					What stories inspire you or annoy you when watching the evening news? Why?

					Can you recall key times in your life when you were happiest? Why? What was happening to you at those times?

					Think about a time when you faced an ethical dilemma either personally or professionally. How did you handle it?

					How do you work with people who challenge you?

			

			
			
			
			
			
					Be you with integrity

					Be you with skill

					Be you with courage

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Definition and importance of values – values are moral frames that guide our words and actions. They play a critical role in goal setting and in making appropriate decisions.

					Values are motivational drivers that underpin goal setting.

					Aligned personal and organisational values increase productivity and meet mutually reciprocal goals.

					Values differ in various contexts.

					Values impact motivation. Goals driven by internal motivation are of greater value than those externally driven.

					Core values drive influential leaders. Their values guide their decisions and actions.

					Your core values empower you to …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Self-perception – understanding and appreciating one’s own emotions.

					Self-expression – effectively expressing emotions and communicating feelings.

					Interpersonal skills – building and maintaining healthy relationships through quality social communication skills.

					Decision-making – using emotional intelligence to make quality decisions.

					Stress management – adaptively managing stress.

			

			
			
			
			
					Become aware of negative thought patterns. For some of us, the burden of past experiences makes us feel unworthy or conditions us to believe that perfection is necessary for validation.

					The power of pause. Taking a moment to pause and reflect on a situation can be incredibly powerful.

					An emotional intelligence partner. A trusted person can be a valuable support and give perspective when we share our feelings. However, we should establish very clear boundaries and expectations to ensure there’s a mutual understanding. Having the ability to express emotions is important for building healthy relationships in a workplace.

					Professional learning. Engaging in professional learning provides valuable insights and techniques to enhance our EI. According to the World Economic Forum, emotional intelligence is among the 10 most in-demand skills and is anticipated to be so for a long time to come. In fact, McKinsey research predicts the demand for emotional intelligence will grow by 26 percent by 2030.22 Interestingly, although emotional intelligence is regarded as a significant factor in the workplace, only 42 percent of companies provide training to grow employees in emotional intelligence, according to the Niagara Institute.23

			

			
			
			
			
			
			
			
					Jason arrives at work a bit flustered and late. His morning had been a whirlwind, with little Molly adamantly refusing to wear her school uniform. He loves his daughter, but mornings are often a battleground, leaving him feeling drained before the day even begins. As he finally sits down at his desk, the weight of the morning chaos still lingers.

					Winona, the compassionate manager of a pastoral care team, leads a diverse group of 12 individuals, each with unique skills and strengths. She’s deeply attuned to her team’s heavy workloads and the overwhelming stress they face. Among her staff, two have particularly short tempers, requiring her to carefully navigate their moods. Three others seem disengaged, two work tirelessly, and the remaining members are just coasting along.

					John, the dedicated Head of Marketing at Jorge Enterprises, genuinely loves his job. His passion for his work is evident in every campaign he oversees and every strategy he develops. However, John struggles with having courageous conversations. The last time he attempted one, his hands trembled so much that some of his coffee spilled, and his voice became shaky, leaving him feeling terrible. His vulnerability is noticed by those he needs to speak with; they’re often aware of his discomfort and lack of confidence during these interactions.

			

			
			
			
			
			
					Emotional intelligence is essential for effective communication, relationship building, decision-making and stress  management.

					Recognise emotional triggers – the amygdala is responsible for triggering our emotions related to the flight, fright and freeze responses. Being able to manage our triggers helps us to better connect with others.

					Emotional intelligence can be developed by self-regulation, self-management, interpersonal skills, stress management and learning opportunities.

					Understanding emotional intelligence is essential for everyone, particularly those seeking a leadership position.

					To effectively use emotional intelligence is to ...	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
					Malala Yousafzai (1997–present)

					Nelson Mandela (1918–2013)

					Helen Keller (1880–1968)

					Richard Branson (1950–present)

					Jacinda Ardern (1980–present)

			

			
			
			
			
			
			
			
			
					Mindset

					Lack of confidence in self and seeking support

					A disconnect between personal values and those of the organisation.

			

			
			
					Self-efficacy, including the capacity to engage in regular reflection

					Confidence and competence

					Enhanced problem-solving skills.

			

			
			
					Personal resources – self-efficacy, social competence and confidence.

					Motivation – sense of purpose and meaning, commitment, and professional goals.

					Emotions – positive, bounce forward, not personalising decisions.

					Profession-related – knowledge, leadership styles and social support.

			

			
			
					Embrace failure – how we deal with failure determines our degree of resilience. Learning from the errors we have made and focusing on them objectively rather than taking them personally helps to build resilience.

					Be persistent – this involves being committed to the task despite the challenges that arise. The researchers believe that time and focus underpin persistence. The more time we have, the more we can mitigate challenges. Unfortunately, this is not always the way.

					Grow passion – developing a passion to do and be better also supports concepts aligned with resilience.

					A growth mindset – being open to possibilities, rethinking how things are done, and reviewing the lens through which we see things supports key growth in resilience.

			

			
			
			
			
			
			
			
			
			
			
					The team’s attitude to the team’s vision, mission, values, and goals.

					The interpersonal processes may not foster open, transparent communication.

					The structural aspects of the team roles that may get in the way of the collective work being achieved.

			

			
			
					High-level flexibility and quality problem-solving and decision-making.

					Positive team behaviours reflective of mutually respectful attitudes about colleagues and the organisation.

					Collective efficacy and drive to achieve the team’s targets despite challenges.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
					Resilience is a dynamic process that leverages strengths, passion and positive mindsets to overcome adversity.

					Individual risk and protective factors are critical to developing resilience. Individual risk factors include: lack of confidence and lack of support. Protective factors include: support systems, problem-solving skills and a positive mindset.

					There are four classifications of resilience: personal resources, motivation, emotion and profession-related factors.

					Examples of resilient public figures are Malala Yousafzai, Nelson Mandela, Helen Keller, Richard Branson and Jacinda Ardern.

					To practice resilience is to …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
		


			
			
					Engagement and motivation

					Accountability

					Quality decision-making

					Leadership.

			

			
			
			
			
			
			
			
			
			
			
		


			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Showcasing how the work contributes to the global community

					Embedding recognition tools in the work to give instant feedback

					Organising gift cards, raffles or email campaigns

					Creating point systems that lead to achievement or performance being recognised

					Providing meaningful recognition moments, e.g. monthly meetings

					Telling stories in the long-held human tradition of sharing insights gained (good or bad) from experiences, to learn valuable lessons and define frames of reference.

			

			
			
			
			
					Being given opportunities for training, and opportunities to work to their strengths and take on other responsibilities such as leadership

					Transparent communication in the workplace that is regular, transparent and delivered to meet the needs of all staff

					Effective policies, practices, procedures and frameworks that ensure all stakeholders have clear expectations and boundaries for doing their jobs well

					Creating a psychologically safe space for evidence-based feedback that motivates individuals to learn, contribute, take risks and challenge the status quo

					Personal and professional goals that form part of ongoing conversations to support inclusivity and growth.

			

			
			
			
			
			
			
			
			
					Open communication and positive influence create quality engagement in the workplace. 

					Engagement is impacted by working conditions. Feeling psychologically safe at work is essential for all stakeholders to work to their potential.

					Engagement starts with respect and dignity, self-awareness, clear values, boundaries and expectations.

					Intrinsic and extrinsic motivation support curiosity and performance.

					Empowerment underpinned by a sense of belonging, commitment and purpose are essential aspects of engagement at work.

					Quality relationships between leaders and the teams they lead fosters collegial and productive engagement.

					To engage well in the workplace is to …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Complete assigned tasks within the agreed timeline and take responsibility for our team’s success by offering support when needed

					Respect everyone’s time by showing up prepared and punctual for meetings

					Take ownership of the problems we identify by proposing solutions and flagging issues when they arise without assuming someone else is handling them.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Everyone is accountable.

					The two frames of accountability are the conditions that foster accountability and the ownership of accountability.

					Accountability and responsibility aren’t the same concept.

					Many accountability tools can be applied in the workplace. The DRI, RACI matrix and the personal accountability ladder are universally regarded as simple but powerful.

					To be accountable and responsible in your place of work or personal life is to …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					An investor uses the Stop Rule to manage their stock portfolio. They set a rule to sell any stock that drops 15 percent below its purchase price. One of their stocks, initially performing well, starts to decline due to market volatility. When the stock hits the 15 percent loss threshold, the investor sells it, avoiding further potential losses. The Stop Rule, a disciplined approach, has helped the investor protect their overall portfolio and maintain financial stability.

					A couple searching for their first home set a Stop Rule to avoid overextending their budget – if a house requires more than $50,000 in renovations, they won’t proceed with the purchase. During their search, they find a charming house that seems perfect. However, after a thorough inspection, they discover that the necessary repairs and updates would cost around $60,000. Despite their emotional attachment to the house, they invoke their Stop Rule and decide not to buy it, ensuring they stay within their financial limits and avoid potential debt.

					A single buyer sets a Stop Rule to prevent decision fatigue – if they haven’t found a suitable home within six months, they’ll pause their search and reassess their criteria. After five months of looking at numerous properties, they still haven’t found the right fit. As the six-month mark approaches, they decide to take a break, giving themselves time to reflect on their priorities and the market conditions. This Stop Rule helps them avoid burnout and make a more informed decision when they resume their search.

			

			
			
			
					Clarify and define the problem: what is it that needs to be addressed?

					Determine the relevant goals: what goals need to be established and why?

					Consider multiple solutions: what options are available to you?

					Evaluate and compare each of the solutions: what is the value of each of the solutions brainstormed?

					Based on the previous four steps, is the decision appropriate? Ensure that the criteria you have established to make the decision are met.

					Implement the decision: once you’ve made the decision, what processes are required for its implementation?

					Review the decision: how did the decision go? Did it address the issue or situation?

			

			
			
			
			
			
			
			
			
			
			
					Blaming others when things don’t go the way you want

					Assuming that you know more than others

					Only noticing facts that confirm your way of thinking

					Assuming that everyone sees the world the same way you do.

			

			
			
			
			
			
			
					Searching for positive information: Alex primarily looks for articles and analysts’ reports that highlight TechNova’s potential for growth and innovation.

					Interpreting neutral information positively: when Alex comes across a report that mentions both the strengths and weaknesses of TechNova, he focuses on the strengths and downplays the weaknesses.

					Ignoring negative information: Alex dismisses or avoids reading reports that are critical of TechNova, such as those highlighting financial instability or market competition.

			

			
			
			
			
			
			
					Sarah’s immediate reaction: Sarah immediately thinks, ‘John is lazy and irresponsible’, attributing his missed deadline to his character.

					Ignoring situational factors: Sarah doesn’t consider that John might have faced unexpected challenges that prevented him from meeting the deadline, such as a family emergency or technical issues.

					Impact on decision-making: based on her attribution, Sarah decides to give John a poor performance review, overlooking his previous track record of meeting deadlines and delivering quality work.

			

			
			
			
			
			
					Impact on decision-making: the positive perception based on one outstanding trait can lead to Marie receiving more opportunities regardless of her actual performance in other aspects of her job.

					Increased opportunities: Marie may receive more opportunities, such as leading projects or being assigned to high-visibility tasks, based on her perceived competence.

					Potential for misalignment: if Marie lacks the necessary skills in project management or technical areas, these opportunities might not align with her actual strengths, potentially leading to suboptimal performance.

					Resource allocation: the manager might allocate resources and support to Marie, believing she can handle complex tasks, which could impact team dynamics and resource distribution.

					Employee development: Marie might feel pressured to meet these expectations, which could either motivate her to develop new skills or lead to stress and job dissatisfaction if she struggles to perform.

					Team perception: other team members might notice the bias and feel overlooked or undervalued, potentially affecting team morale and cohesion.

			

			
			
			
			
			
					Decision-making is a cognitive process.

					Coin toss, the Stop Rule, the 7-step decision-making process and the consequences model are examples of tools that aid decision-making.

					Cognitive biases can impact the decision-making process.

					Confirmation bias, attribution error and the halo effect are examples of cognitive biases.

					Objective decision-making includes evaluating our own beliefs, values and mindsets.

					More than simply arriving at a decision, objective decision-making demands that you …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Leadership is more than a position of authority.

					Anyone can exercise leadership with leadership as behaviour.

					Leadership as behaviour characterises the three-fold mantra repeated throughout this book: be you with integrity, be you with skill and be you with courage.

					Self-awareness empowers us to lead with integrity.

					An underpinning skill for leadership as behaviour is quality communication that fosters trust, accountability and psychological safety.

					The practice of leadership as behaviour takes courage because it calls us to be vulnerable, authentic and empathic; we’re forced out of our comfort zone.

					Behavioural leadership is when you …	Be you with integrity
	Be you with skill
	Be you with courage



			

		


			
			
			
		


			
			
					Be you with integrity

					Be you with skill

					Be you with courage

			

		


			
			
			
			
			
			
			
			
					What motivates you?

					What drives you?

			

			
			
			
					What did I do well today?

					What could I have improved today?

					What should I not do?

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					How often do I connect with people at home and work?

					How do I develop strong relationships?

					How do I react when faced with challenging situations?

					What are my emotional triggers? How do they affect my behaviour?

					What strategies do I use to regulate my behaviour?

					How attuned am I to the needs and emotions of others?

					How do I seek feedback from others about my responses to them?

					What steps do I take to ensure effective communication with others?

			

			
			
			
			
			
			
			
			
			
			
			
			
					What have you set out to achieve in the short-, mid- and long-term, both personally and professionally?

					What do your goals look, feel and sound like?

					What do you need to do more or less of?

			

			
			
			
			
			
					Take time to reflect upon what you like and don’t like.

					What’s important to you? Why?

					How do you create opportunities to experience what’s important to you?

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Be you with integrity

					Be you with skill

					Be you with courage
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