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			Leadership That Lifts Others

			Leadership isn’t something we do alone. It’s something we do with and for others. It’s not about titles or authority. It’s about how we show up in the spaces we share with our teams – every day. In this third book of the Show Up and Lead series, which is dedicated to exploring the essence of leadership and communication, we turn our attention outward. We explore what it means to lead in a way that builds trust, strengthens relationships, and creates the kind of workplace where people are seen, supported, and inspired to do their best work.

			Our journey begins with trust, the bedrock of leadership. Trust is not a happy accident, but a deliberate construction. It’s the cornerstone of our leadership, providing a secure and confident environment for our teams. This trust is built through our presence, consistency, and the courage to be authentic. When we show up emotionally – not just physically – we send a powerful message: “I’m here and I care”. 

			We also examine the distinction between enabling and empowering. Enabling often involves doing things for others that they can do for themselves which keeps them dependent on us. Empowering, on the other hand, consists of providing the necessary resources, support, and guidance to enable others to grow and succeed. As leaders, we have the power to empower, to enable others to reach their full potential and feel capable in their roles. 

			Reality testing helps us stay grounded, especially when emotions run high. Social responsibility, which is a key aspect of effective leadership, reminds us that leadership is about more than individual success. It’s about contributing to something bigger. It’s about understanding the impact of our decisions and actions on the broader community and making choices that benefit not only our team but also the organisation and society as a whole.

			Respecting the balance between knowledge and experience is an additional consideration to lifting others as we lead. We examine the mindset and skill set that enable us to lead others effectively. It’s not only about what we know. It’s about how we value what others bring. Knowledge and experience both matter, and great leaders know how to draw from both.

			Communication matters too – not only what we say but also how we listen, how we clarify, and how we respond when things get tough. It's a cornerstone of effective leadership. And yes, social responsibility and healthy conflict are part of the deal. When conflict is healthy, it’s not a threat – it’s a sign that people care enough to speak up.

			Learning about healthy conflict and team dynamics helps us create spaces where people thrive by collaborating and contributing in a community. As part of the leadership journey that lifts others, we talk about recognition and reward. Because people need to be seen; they need to know their work matters. Recognition isn’t a nice-to-have. It’s a powerful leadership tool. When we acknowledge effort, celebrate progress, and reward contribution, we build engagement, motivation, and momentum as well as show our team members that we value and appreciate their efforts. When we do these things with intention, we create a culture where people want to show up for the work and for one another. 

			My valued colleague, Dr Shaun Ridley, reminds me that two questions are essential for leaders to ask – and have answered – when working with their teams: How do you experience me as a leader? How do you experience yourself differently when you are in my presence? When we lead with presence and purpose, we don’t only get results. We make something that lasts. Our leadership has the power to inspire, to motivate, and to create a lasting positive impact in the workplace. 

			My hope for you as you read this book, Leadership That Lifts Others, is that you recognise the true power of your presence as a leader. Visibility is no longer about being in the same room. It is about how consistently and intentionally you choose to engage. Your team needs to see you showing up in ways that matter: through frequent check-ins, purposeful face-to-face and online moments, and genuine signals that you are paying attention. 

			If you want to earn trust and elevate the people you lead, you must commit to being present – whether in person or on screen. Your visibility is a choice, and it is your responsibility to make it count. So, let’s consider three mantras:

			Be present, not passive

			Be generous, not jealous

			Be intentional, not incidental

			Why have I chosen these mantras for this third book in the Show Up and Lead series?

			The central message of this book is that leadership must lift others. Leadership is about responsibility, presence, and purpose. The three mantras reinforce this philosophy. Allow me to explain further.

			Be Present, Not Passive

			Leadership that lifts others emphasises the leadership quality of showing up emotionally and intellectually, not just physically. This mantra:

			

			
					Encourages active engagement in which leaders listen, support, and respond to their teams.

					Rejects avoidance or detachment, reminding leaders that growth in others begins with presence in oneself.

					Aligns with the book’s call for mindful leadership, to be present as the first step towards lifting others.

			

			Leaders must be visible and engaged to inspire trust and stimulate personal and professional growth in their team members

			Be Generous, Not Jealous

			This mantra speaks directly to the heart of leadership that lifts others. Leadership is about not elevating oneself but working with the collective.

			
					It promotes collaboration over competition, encouraging leaders to share credit and celebrate team wins.

					It challenges ego-driven leadership, replacing it with a culture of abundance and empowerment.

					It reflects that generosity is a catalyst for collective success. Leaders must create space for others to shine, knowing that authentic leadership is measured by the success of the people they lead.

			

			Be Intentional, Not Incidental

			Intentionality is a cornerstone of leadership that lifts others. This mantra:

			

			
					Urges leaders to make deliberate choices, aligning actions with values and vision.

					Rejects reactive or accidental leadership, advocating for strategic and thoughtful decision-making.

					Reinforces that growth is not accidental but is cultivated through purpose.

			

			Leaders must lead with clarity and purpose to ensure their influence is meaningful and transformative.

			As you step into the pages ahead, I invite you to pause and reflect on what you do as a leader, but also on how you show up as one. This is your moment to:

			
					Review your presence: Are you truly engaged in the spaces you occupy?

					Renew your mindset: Are you lifting others with generosity and intention?

					Regenerate your impact: Are your actions aligned with the legacy you wish to leave?

			

			I always say that leadership is not about a title. It’s a daily commitment to lift, to lead, and to leave something greater behind. Being the best version of yourself isn’t a luxury; it’s a necessity for those people you influence and inspire. 

			Let this book be your companion in reimagining leadership as a regenerative force – one that begins with you.
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			Chapter One

			​Built on Trust

			Trust is like a mirror. You can fix it if it is broken, but you can still see the cracks. ~ Richard Branson
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			At a mid-sized tech firm facing leadership turnover and mass layoffs, the absence of transparency triggered a rapid breakdown in trust. The result? A vacuum filled with fear, gossip, and disengagement. Productivity dropped. Innovation stalled. People stopped speaking up. The company’s profitability took a hit – and so did its soul.

			This isn’t anecdotal. Research confirms that, when trust erodes, micromanagement emerges, autonomy shrinks, and morale suffers. The culture becomes toxic, and the damage compounds. New hires leave. Long-term staff disengage. The organisation loses its edge.

			

			Now contrast this scenario with a global consulting firm where trust was intentionally built. Leaders practised transparency, accountability, and care. Employees felt safe to take risks, share ideas, and stretch beyond their roles. The result? High engagement, low turnover, and sustained performance. Trust was not treated as a soft skill – it was a strategic asset.
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			Trust is a strategic imperative. It’s the invisible architecture that holds teams, cultures, and organisations together. Yet, it’s one of the most misunderstood concepts in leadership. Researchers and practitioners alike define it in various ways, but the essence remains: trust is the foundation of human connection and collective performance.

			Francis Fukuyama1 describes trust as the expectation that emerges within communities where honesty and cooperation are the norm. Amy Edmondson2 (2003) frames it as the belief that others’ future actions will align with your best interests. Brené Brown3 reminds us that trust is built in small moments: through listening, keeping confidences, and showing up authentically.

			In my experience working with clients, I find that trust is not one thing; it’s made up of five components. 

			
					Reliability – Doing what you say you’ll do.

					Integrity – Acting ethically and honestly.

					Competence – Being capable and effective.

					Benevolence – Showing care and concern for others.

					Vulnerability – Willingness to take interpersonal risks.

			

			Every high-performing team I’ve worked with is connected by trust. Trust is the thread that weaves individuals into a resilient, courageous collective. Without it, leadership becomes control and culture becomes collateral damage. Trust breaks down silos. It invites collaboration over competition. It reduces friction, speeds up decisions, and turns meetings into spaces for innovation rather than conflict. This isn’t about being nice. It’s about being real, honest, reliable and respectful. 

			I am reminded of Amy Edmondson’s observation that growth doesn’t happen in fear – it happens in safety.2 When people are psychologically secure, they take risks, ask questions, and welcome feedback. They don’t act to avoid failure but to chase possibility. And in times of change, whether it’s digital transformation or organisational restructuring, trust is what keeps people grounded. It’s not the absence of challenge that defines a strong culture; it’s the presence of trust during challenge. As Fukuyama puts it, trust is the social capital that makes organisations work.1

			As well, trust drives performance. Teams built on trust are more productive, more engaged, and more loyal. People care about the work as well as about one another. They are seen, heard, and valued. That energy is contagious. It fuels retention, innovation, and growth.4

			As leaders, we must model trust. That means showing up with transparency, following through on commitments, and creating space for honest dialogue. Trust isn’t built in a day. It’s built in every interaction. Every decision. Every conversation.

			When we lead with trust, we unlock the full potential of our people and our organisations.
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			PAUSE AND REFLECT

			I invite you to think about the organisations where you have worked or are working now. 

			
					What did trust look, feel and sound like for you at the time? 

					How did the leaders exemplify trust?

					How did the employees build trust with one another? 

			

			[image: ]

			One powerful framework for understanding trust is the Trust Triangle  (Fig. 1.1). It was designed by Frances Frei and Anne Morriss  at the Harvard Business School and provides a dynamic interplay of authenticity, logic, and empathy. When leaders show up with these three qualities in balance, trust isn’t just possible – it is inevitable.

			

			
					Authenticity is the foundation. People trust leaders who are real, who speak with their own voice, own their mistakes, and lead with their values. Authenticity is not about being perfect – it’s about being present.

					Logic builds credibility. It’s not enough to care; we must also be competent. When our decisions are grounded in reason and clarity, people feel confident in our leadership.

					Empathy is the heartbeat of all that we do. It’s what turns leadership into connection. When people are seen, heard, and valued, they lean in. Empathy doesn’t dilute authority. In fact, it deepens it.

			

			[image: ]

			Figure 1.1: Source: Francis Frei and Anne Morriss (2020), Begin with Trust.5

			​Trust at Work

			Trust also plays a critical role in customer relationships. In a marketplace full of choices, trust is the differentiator. Businesses that lead with integrity and care earn three things: loyalty, repeat business, and a reputation that speaks louder than any marketing campaign. Let me share some research with you to support this assertion. Paul Zak, the founding director of the Centre for Neuroeconomics Studies, engaged in two decades of research that explored the correlation between trust and reciprocation, the interplay and synergy of both being what he described as trustworthiness.6 His foundational studies used experimental trust games to measure the level of trust between individuals and how perceived trustworthiness influenced financial decisions. His later research focused on trust in the workplace environment, and he found that building a culture of trust is critical to successful workplaces. Zak notes that employees in organisations that foster trust tend to be more productive because they are more energised in their work. These organisations actively promote and facilitate great consultation and collaboration and do not suffer the high attrition rates of other companies.

			Let’s consider an example.

			A standout example of an Australian company that actively builds trust in the workplace is Mantel Group, a technology consultancy specialising in digital, cloud, data, and cybersecurity.

			

			From its inception in 2017, the Mantel Group has placed trust and people at the heart of its strategy. The founders envisioned a company culture rooted in ownership, belonging, and purpose. These three values have guided the company’s rapid growth and shaped its identity. Rather than relying on traditional hierarchies, the Mantel Group operates with a flat structure by empowering employees through decentralised decision-making and peer-to-peer accountability. 

			The Mantel Group’s commitment to trust is evident in how they engage with their team. The company conducts regular Trust Index™ surveys through Great Place To Work®, followed by in-person visits to offices across Australia and New Zealand to invite open dialogue. Leaders ask employees directly: “Is there anything you want to talk about that you didn’t want to put in the survey?” It’s a practice that reinforces psychological safety and transparency. The Mantel Group also embraces self-management and wholeness that is inspired by Frederic Laloux’s book, Reinventing Organisations.7 Every new employee receives a copy of the book, reinforcing the company’s belief that trust is built when people can bring their whole selves to work.

			The results speak volumes: 89 percent of Mantel Group’s employees attest to the organisation being a great workplace. Notably, the company has consistently ranked highly on Australia’s Best Workplaces™ list. Their trust-driven culture has resulted in increased project value, longer client engagements, and a reputation for ethical, people-first leadership.8

			​What happens when trust is absent?

			Trust is the bedrock of personal relationships. Its absence can lead to significant strain because individuals may feel insecure and hesitant to share their true sentiments. A lack of genuine connection results in misunderstandings, conflicts, and a breakdown in communication.

			In professional environments, the absence of trust can lead to a toxic workplace culture. Employees may feel unsupported and undervalued which decrease morale and motivation. Collaboration and teamwork can be severely impacted, as individuals may be reluctant to share ideas or take risks for fear of being judged or undermined. A lack of trust can stifle innovation and productivity, ultimately affecting the organisation’s overall performance and success.

			Trust is a key factor in leadership effectiveness. When employees trust their leaders, they are more likely to be engaged, committed, and productive. In the absence of trust, leadership effectiveness is compromised with employees being disengaged and less committed to the organisation’s goals. Disengagement has serious consequences, including  higher turnover rates and poor communication, further hindering the organisation’s ability to adapt and grow.9

			In every context – organisational, relational, societal – trust is foundational. It’s not built in a vacuum. It’s earned moment by moment through how we show up, how we decide, and how we care.10 Beyond the workplace, trust is the glue that holds communities together. It underpins social cohesion, civic engagement, and the effective functioning of institutions. When trust is present, people cooperate. When it’s absent, systems falter.11

			

			Leaders, you have the power to lift others through trust. 

			Trust is a cultural value as well as a biological catalyst for performance. A biological response occurs when the oxytocin hormone is released in the brain during moments of trust and connection. These are the moments when people are more likely to be collaborative, empathetic, and motivated. Zak6 has rather cleverly used the word “oxytocin” as a mnemonic for eight behaviours that leaders can implement to capitalise on this response. 

			
					Ovation – Recognise achievements meaningfully.

					eXpectation – Set clear goals and expectations.

					Yield – Empower employees with autonomy.

					Transfer – Delegate decision-making authority.

					Openness – Share information transparently.

					Caring – Show compassion and empathy.

					Invest – Support personal and professional growth.

					Natural – Be authentic and vulnerable.

			

			Paul Zak expanded on his early research about oxytocin’s role in trust and social connection by conducting new studies that examine how oxytocin influences trust and performance when both emotional and cognitive pathways are engaged.12 Figure 1.2 summarises his findings. When oxytocin is triggered through reciprocal interactions, it fosters trust, which then drives engagement, joy and, ultimately, high performance. Purpose acts as a reinforcing agent, deepening both trust and engagement.
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			Figure 1.2:  Source: Paul Zak (2023), Trust Factor.12

			Zak’s findings are echoed by Gallup’s 2025 State of the Global Workplace Report,13 which confirms that trust in leadership is a foundational driver of engagement. When employees do not trust their leaders, they are significantly less likely to be engaged, enthusiastic, or committed to their work. Gallup further reports that manager engagement drives 70 percent of team engagement and makes the observation that declines in leadership trust in the past decade or so have contributed to a 10-year low in global employee engagement. Together, these insights underscore a powerful truth: trust is the linchpin of effective leadership. Leaders who cultivate trust through transparency, empathy, and purpose elevate individual well-being and unlock the full potential of their teams and organisations.

			Trust is the currency of connection and leadership. It’s not earned through titles or tenure. It’s built through consistency, integrity, and presence. Leaders who embody trust and believability become anchors in their organisations. Their decisions are guided by values, not convenience, and their teams

			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Trust is earned moment by moment in the way we turn up.

					When trust is absent, systems falter.

					Trust is a biological catalyst for performance.

					Trust is the currency for connection.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			

			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
					How did my presence influence the tone of today's interaction?

					Did my actions today align with my values and intentions?

					What emotional cues did I convey? How might they have been received?

					Where did I show up authentically? What do I need to do more or less of to show up authentically?

			

			
			

			
					How well did I listen and respond to the needs of the team I lead?

					Did I create space for others to be seen, heard, and valued?

					What feedback have I received? How can I use it to grow?

					Am I consistently reinforcing trust and psychological safety?

			

			
			
					What patterns are emerging in how I engage with others?

					How am I adapting my leadership presence to meet evolving team dynamics?

					What impact am I having on team morale, learning, and contribution?

					How can I better model the behaviours I want to see in others?

			

			
			
			
			

			
			
			
			
			
			
			
			

			
			
			
			
			
					Where would you place them on this quadrant? 

					What reasons would you give? 

					Where do you fit on the Presence versus Proximity Quadrant?

			

			
			
			
			
			

			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
					First impressions set the emotional tone.

					Sustained interaction builds trust and engagement.

					Reflection reinforces integrity and growth.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Are we cultivating self-efficacy?

					Are we encouraging participation?

					Are we enabling transformative change?

			

			
			
			
			
			
			
			
			
			
			
					Competence in performing tasks contributes to identity formation.

					Coherence and well-being are outcomes of realising an acceptable identity.

					Identity provides a framework for goal setting, motivation, and meaning-making.

			

			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					How can you as a leader lift people as you lead? 

					What is the impact you have on others as they walk away from you?

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
					Meaning: Alignment between work and personal values.

					Competence: Confidence in one’s ability to perform.

					Self-determination: Autonomy in decision-making.

					Impact: Belief in one’s ability to influence outcomes.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What gets in the way of a leader’s capacity to test reality? 

					How does reality testing apply to you? 

					How do you check your assumptions? 

			

			
			
			

			
			
			

			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			

			
					Where is the gap between effective reality testing and failed reality testing?

			

			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			

			
			
			
					Decisions need evidence, not assumptions.

					Seek diverse perspectives to avoid blind spots.

					Validate before acting.

					Ignoring reality signals has consequences.

					Challenge the perspectives of others.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What needs doing? (Consider the experience and the exploration)

					What needs to happen? (Consider sharing and reflecting)

					What is essential? (Consider processing and analysing)

					Why is it important? (Consider understanding the context and conditions)

					How can it work for me? (Consider the application)

			

			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
					Strengths: High confidence, efficiency, and mastery of traditional methods. 

					Risks: May resist innovation, overlook new trends, or rely on outdated assumptions that no longer apply.

			

			
			
			
					Strengths: They are adaptable, insightful, and capable of applying new ideas with seasoned judgement. This combination of strengths is ideal for leadership, mentoring, and driving change while maintaining stability.

					Risks: Sometimes decisions can be made based on misjudgements or errors, especially if the new knowledge challenges or contradicts established practices.

			

			
			
			
					Strengths: With the right development, they can grow into any of the other quadrants.

					Risks: Require close guidance, training, and support to build both competence and confidence. 

			

			
			
			

			
					Strengths: Fresh perspectives, enthusiasm, and openness to experimentation. 

					Risks: May misapply knowledge or struggle with real-world complexities without experiential grounding.

			

			
			
			
					Where do you fit into the knowledge and experience gap? 

					Consider the team you lead or of which you are a part. Where do you believe each of the team members belong in the knowledge and experience gap trap?

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
					What assumptions do I make about people who are book smart versus those who are street smart?

					Have I ever dismissed someone’s input because they lacked a qualification or title? What did I miss?

			

			
			
					How do I respond when someone with less experience challenges my viewpoint?

					Do I create space for both emerging knowledge and seasoned experience in team discussions?

					Are there voices in my team that go unheard because their experience isn’t formalised?

			

			
			

			
					Does our workplace culture favour innovation (knowledge) or tradition (experience)? How does that show up?

					Are we more likely to promote people based on credentials or demonstrated wisdom? What does that say about us?

			

			
			
					How do I balance data-driven decisions with gut instinct?

					What biases do I hold about age, tenure, or education when assessing someone’s capability to lead?

					Am I open to learning from those with less experience than me? What might they see that I don’t?

			

			
			
			
			
			
			
			
			
			
			
					Knowledge is dynamic, not static.

					Experience shapes perspective.

					Tacit knowledge is often undervalued.

					Knowledge sharing builds resilience.

					Experience doesn’t equal expertise.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			

			
			
			
			
			
			

			
			
					Clarity with Compassion – how leaders can communicate with precision while remaining empathetic.

					Authenticity and Vulnerability – the power of being honest and open to build trust.

					Affirmation and Recognition – the importance of acknowledging others to inspire and motivate.

					Visionary Storytelling – using narrative to connect people to purpose and possibility.

			

			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
					Do you communicate with  clarity with compassion? 

					Do you communicate with  authenticity and vulnerability?

					Do you communicate with affirmation and recognition?

					Do you communicate with visionary storytelling?

					How is it possible to foster communication through showing compassion, vulnerability, giving recognition and storytelling?

			

			
			
			
			
			
			
			
			
			
					Intentional communication builds trust.

					Emotional connection drives motivation.

					Relational leadership enhances engagement.

					Speaking to connect is a leadership imperative.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			

			
					Empathy – the capacity to understand and value the experiences of others.

					Integrity – the commitment to act with honesty and consistency.

					Sustainability – the prioritisation of long-term ecological and social health.

					Community Engagement – the active building of inclusive, participatory environments.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Social responsibility is a catalyst for lifting others.

					Inclusion requires intentional leadership.

					Cultural responsiveness builds trust.

					Community engagement extends leadership impact.

					Leadership education must embrace social responsibility.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			

			
					Self-awareness and self-regulation – Know your triggers. Manage your emotions. Lead yourself first.

					Social-conflict skills – Listen deeply. Communicate clearly. Build trust.

					Situational adaptivity – Read the room. Flex your approach. Stay agile.

					Systemic wisdom – Understand the bigger picture. Address root causes. Lead change, not just conversations.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Trust and vulnerability.

					Focus on issues, not personalities.

					Shared goals and values.

					Clear norms and boundaries.

					Leader facilitation.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Where would you rate the team dynamics of the team you currently lead or of which you are a part? This exercise involves an assessment of your team’s performance and ownership of your team's dynamics. 

					What do you need to do more of or less of, given your reflection? Your insights and actions are crucial in shaping your team's future.

			

			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Leadership shapes team culture. 

					Team archetypes evolve. 

					Integration of new members matters. 

					Clear norms drive productivity. 

					Continuous development is essential.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Personal Recognition – A handwritten note, a quiet thank you, a moment of connection.

					Peer-to-Peer Recognition – Encouraging team members to lift one another.

					Manager-Led Recognition – Structured, intentional, and tied to values.

					Organisational Recognition – Company-wide acknowledgements that reinforce culture.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What recognition practices exist in your organisation? 

					What work needs to be done to enable the organisation to align those recognition practices with company values and productivity in the workplace?

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What reward practices exist in your organisation? 

					Are those practices fostering greater connection with company values and productivity in the workplace? 

					Consider what work needs to be done to align these practices more closely with your company's values and goals.

			

			
			
			
			
			
			
			
			

			
			
			
			
			
			
			

			
			
			
					Make recognition and rewards personal.

					Be timely in the distribution of recognition and rewards.

					Be specific and transparent about the criteria of recognition and rewards.

					Empower peer recognition.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
				
						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

						

				

			
		




			
			
			
			
			
			
			
			
			
			
			
					Be present, not passive

					Be generous, not jealous

					Be intentional, not incidental

			

			

			
			
			
					Are you showing up with presence in the spaces that matter most?

					Are you leading with generosity, creating room for others to rise?

					Are you making intentional choices that align with your values and vision?
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