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Manage Your Self-Talk  

 

 

 

 
 
 
 

Characteristics of a 
Followable Leader 
 

 

Accepted Leaders Are: 
• Far-sighted 
• Passionate 
• Courageous 
• Wise 
• Generous 
• Trustworthy 

 

 

  

• Recognize 
• Record 
• Revise 
• Repeat 
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Accepted Leader Assessment 
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SOCIAL STYLE 

Dimensions 

Assertiveness 
The extent to which a person is 
perceived as attempting to persuade, 
direct, or control others. 

 

 
 
Responsiveness 
The extent to which a person is 
perceived as keeping his or her 
emotions private or letting them show. 

 

 
 
Versatility 
The extent to which a person is 
perceived as adjusting his or her 
preferred behaviors to make others 
more comfortable interacting with him 
or her. 

 

  

SOCIAL STYLE, The Creator of SOCIAL STYLE, and TRACOM are registered trademarks of the TRACOM Corporation. SOCIAL STYLE Model is a 
trademark of the TRACOM Corporation. 
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Four Styles 

  

It’s true that assigning a “Style” to someone is a form of stereotyping. But it can be positive 
stereotyping; it can help you predict people’s actual preferences and therefore create more 
supportive and productive interactions with them. 
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Style-Based Strengths 

Analytical Style 
Analytical Style people are thoughtful and cautious. They like to make sure all the 
details are in place before moving ahead. Their favored approach to getting good 
results is to minimize risk by looking at all the options before making a decision. They 
specialize in accuracy and prudence. Others tend to perceive them as cool, rational, 
and somewhat detached. 

What Analytical Style people contribute to the team: 
• Objectivity 
• Precision 
• Thoroughness, attention to detail 
• Systematic thinking 
• Professional approach 
• Emotional consistency 
• Willingness to explore alternatives 
• Encourage the team to think carefully, be rational 

 

 
 
Driving Style 
Driving Style people are fast-paced and goal-oriented, and they can be impatient with 
those who don’t keep up with them. Their favored approach is to act quickly, based on 
the information they consider relevant—and to make any necessary course corrections 
later, if needed. They specialize in being straightforward, staying cool under pressure,  
and completing tasks quickly. Others tend to perceive them as work-oriented, clear, 
and demanding. 

What Driving Style people contribute to the team:  
• Decisiveness 
• Toughness 
• Efficiency 
• Candor 
• Results orientation 
• Pragmatism 
• Willingness to take risks 
• Encourage the team to decide quickly and take action 
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Amiable Style 
Amiable Style people are considerate and supportive. They like to take time to build 
rapport and to focus on team success. Their favored approach to getting good results  
is to find common ground and to gain consensus. They believe the best solution is 
generally one where everyone involved is “on board.” They specialize in compassion, 
mediation, and building trust. Others tend to perceive them as kind, skilled with people 
and teams, and somewhat self-effacing. 

What Amiable Style people contribute to the team: 
• Supportiveness 
• Empathy 
• Trustworthiness 
• Loyalty 
• Team orientation 
• Concern with others’ development 
• Willingness to share recognition 
• Encourage the team to look for win-win solutions 

 

 
 
Expressive Style 
Expressive Style people are fast-moving and adventuresome. They like to come up 
with new ideas. Their favored approach to getting good results is to create a picture  
of the future and then get others’ support by selling the benefits of it. They specialize  
in energy, humor, and risk taking. Others tend to perceive them as persuasive, 
innovative, and impulsive. 

What Expressive Style people contribute to the team: 
• Stimulate creativity 
• A sense of fun 
• Enthusiasm 
• Energy 
• Focus on vision 
• Promote team spirit 
• Willingness to try new things, break new ground 
• Encourage the team to be the best 

 

 

  

Self-Talk for Teambuilding: “Most people like their own way of doing things. 
Instead of trying to make them be like me, I want to find out how we can work 
together, each of us contributing strengths and insights the others may lack.” 



Rising Leaders 10 
Copyright ©  Proteus, Inc.  All Rights Reserved. 

Versatility 

Presentation is a 
relatively minor aspect of 
Versatility—accounting  
for 16% of the total 
Versatility rating. 

Presentation is about how you communicate in a public 
setting— whether others see you as “coming across” well. This 
aspect of Versatility focuses on whether others see you as 
moderating your preferred Style to be effective in sharing your 
point of view with others. 

 

Competence and 
Feedback together make 
up 84% of the overall 
Versatility rating. This 
means that you can most 
easily improve your 
Versatility by focusing on 
these areas. 

Competence is about how others see you as approaching work 
(in the broadest sense of “doing things”). Competent people of 
every Style focus on getting things done; they just place different 
value on how things get done.  
When someone scores high on competence, others see that 
person as being willing and able to shift how they approach 
doing things in order to support others achieving their work-
related goals and accommodate their Style-based preferences. 

Feedback is about how you take in and respond to signals you 
get from others about how they like to communicate and interact. 
If competence is about task, feedback is about relationship. 
Someone who scores high on feedback moderates their 
behavior toward others when they seem uncomfortable with their 
approach, or when they clearly want to use a different approach. 
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Think about it:  
 

If your overall Versatility assessment was “W”:  
You’re seen as consistently over-relying on the preferred behaviors of your Style, primarily using the 
same approaches regardless of the requirements of the situation or others’ preferences. For example, 
you may operate at your preferred pace most of the time—not speeding up or slowing down in 
response to circumstances or others’ pace.  

You may view this consistency as a positive attribute; people who are seen as lower Versatility often 
describe themselves as being “who they are” and “honest.” Understand that increasing your Versatility 
doesn’t mean being inauthentic or changing your point of view. It just means putting more tools in your 
behavioral toolkit. 

 

 

 

 

If your overall Versatility assessment was “X”: 

You’re seen as often over-relying on the preferred behaviors of your Style, tending to use the same 
approaches even when the situation or others’ preferences might require a different kind of approach. 
For example, you may not change your pace as much as others would like; you may often operate at 
the same pace unless people make direct requests for you to change or circumstances require that you 
move more quickly or slowly than usual. 

Getting an assessment of “X” overall means you have a lot of room to increase your Versatility, but it 
also means you’re already exercising your Versatility in some situations. Think about times when 
you’ve flexed—behaved in ways that were new or less comfortable for you in order to improve 
relationships and outcomes. That’s Versatility in action.  
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If your overall Versatility assessment was “Y”: 

You’re seen as being fairly well-balanced between relying on the preferred behaviors of your Style and 
incorporating other behaviors when the situation or others’ preferences might require a different 
approach. For example, you probably change your pace often—operating more quickly or more slowly 
than usual if the person you’re dealing with seems to prefer that, or if the situation would be better 
served by faster or slower thought and action. 

Getting an assessment of “Y” overall means people see you as generally being sensitive to the 
behavioral preferences of those around you, and having a good toolkit of behaviors to draw from in 
dealing with a variety of situations. There’s still room for improvement, though —especially in stressful 
situations and relationships. 

 

 

 

 

 

If your overall Versatility assessment was “Z”: 

You’re seen as having a very good balance between relying on the preferred behaviors of your Style 
and incorporating other behaviors when the situation or others’ preferences might require it. This is a 
real strength—it allows you to make full use of your Style-based strengths without over-applying or 
misapplying them. For example, you probably change your pace easily in response to people and 
situations, operating more quickly or more slowly than usual if the person you’re dealing with appears to 
prefer that, or if the situation would be better served by a faster or slower approach. 

For someone who’s seen as having “Z” Versatility, the growth opportunity is to make your Versatility 
more conscious—to learn to be more Versatile even in difficult situations and relationships. 
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Back-Up Behaviors 

 

 

 

 

  ? 
How might the perception of you, as a leader, 
evolve if you were better at managing your 
behaviors under stress? 

Dictate 
 

Give In 

Withdraw 

Fight 
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Style-Based Weaknesses 

 

A weakness can result from under-use or over-use: 
• Under-use: You can be weak in skills and behaviors that aren’t 

consistent with your Style. 
• Over-use: A Style strength used too often or to an extreme degree 

can become a weakness. 
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Weaknesses and Growth Areas 

Analytical 

Possible 
weaknesses 

Risk-averse; aloof/impersonal; poor at selling self or 
ideas; perceived as negative or oppositional; seen as 
indecisive or rigid. 

Growth area Share your thinking. 

 

 

Driving 

Possible 
weaknesses 

Not listening; too tough/insensitive; not inclusive; 
decides too quickly; not open to alternatives. 

Growth area Look for others’ perspectives. 

 

 

Amiable 

Possible 
weaknesses 

Not tough enough; seen as unwilling to confront 
difficult issues and people; unwilling to try new things; 
too accommodating. 

Growth area Take a strong stand. 

 

 

Expressive 

Possible 
weaknesses 

Overstating the pluses; impulsive; lack of  
detail/follow-through; indiscreet; self-involved. 

Growth area Do reality checks. 
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Style Reading 
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Increasing You 
What Versatility Looks Like 

 Low Versatility 
(My tension) 

High Versatility 
(Others’ tension) 

Analytical 
Get things done  
accurately 

• Slow to act 
• Remains silent; doesn’t contribute 
• Isolates themselves from group 
• Withholds information 
• Emphasizes details without 

referencing the “big picture” 

• Displays open-mindedness 
• Displays willingness to change 
• Expresses opinions readily 
• Makes decisions quickly 
• Shows emotion 

Driving 
Get things done fast 

• Rushed and impatient 
• Not actively listening 
• Act first; ask questions later 
• Discount other approaches 
• Dominates conversations 

• Gets direct reports’ input and buy-
in before making decisions 

• Listens to direct reports’ point of 
view 

• Shares knowledge and opinions 
• Keeps things moving without 

rushing others 

Amiable  
Get things done 
through relationships 

• Avoids confrontation or giving 
feedback to employees 

• Gives in even when they disagree  
• Withholds opinions, but shares 

them later indirectly  
• Alters opinions based on how 

others feel 
• Resists change  

• Get things done through and with 
their direct reports 

• Actively listens 
• Displays optimism 
• Communicates well with  

direct reports 
• Encourages win-win solutions 

Expressive  
Get things done  
further 

• Unprepared and too casual 
• Talks too much or offers too much 

information 
• Undisciplined approach  

to time 
• Unreliable follow through 
• Constant seeking of approval 

• Prepares and follows through on 
commitments 

• Uses appropriate humor to relieve 
group tension 

• Builds group cohesion  
• Listens without interrupting 
• Shows respect for more logical 

approaches 
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Versatility 
Practical Ways to Inspire and Motivate Others 

Style Summit 

Analytical Style  
Helpful 
• Don’t overstate the advantages 
• Provide thinking time; help get the “right  

answer in the right way” 
• Offer documentation 
• Ask: “What information do you need in 

order to make this decision?”  
• Provide structure, process, and guidelines 
• Focus on relevant detail 
• Focus on facts 

Unhelpful 
• Rush things; press for immediate action 
• Overstate advantages, understate risks 
• Jump into a topic without context or  

hard data 
• Be vague or inconsistent 
• Focus on feelings or “irrelevant” details 

  

Driving Style 
Helpful 
• Respect time-lines and deadlines 
• Be accountable—do what you say  

you’ll do 
• Be straightforward—tell them about 

issues/changes as early as possible 
• Be succinct, direct, and confident 
• Speak in “concrete” terms, facts,  

and logic 
• Focus on outcomes 

Unhelpful 
• Communicate issues after key milestone 

is missed 
• Give too much detail 
• Be ambiguous or vague 
• Focus on process 
• Offer no guidance, opinion 
• Expect “blind” acceptance of your 

proposal (e.g., “just trust me”) 
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Amiable Style 

Helpful 
• Emphasize a team approach 
• Provide context and process 
• Take time to build rapport 
• Stay connected 
• Demonstrate loyalty and trustworthiness 
• Show patience and flexibility 
• Allow time to get comfortable with 

proposal/change 

Unhelpful 
• Be cool and formal 
• Praise or criticize “unfairly” 
• Hurry him/her 
• Push for immediate commitment  

or action 
• Act like the boss (over-rely on giving 

direction, even threats) 

  

Expressive Style 
Helpful 
• Be open to ideas that may not initially 

seem feasible 
• Be willing to “think out loud” 
• Acknowledge their contributions 
• Be empathetic 
• Provide flexibility to achieve results in new 

or unconventional ways 
• Focus on the big picture and/or  

the future 
• Help them “reality check” without judging 

Unhelpful 
• Force Expressive to follow others’ path or 

same steps every time 
• Be cool or impersonal 
• Be impatient with thinking out loud or 

“detours” in a conversation 
• Attempt to influence by pointing out 

“holes” in his/her proposal or idea 
• Give direction without listening 
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SOCIAL STYLE—Working with Style 
Working with Analytical Style LOW Working with Driving Style 

Not Helpful 
• Rush things;  

press for 
immediate 
action 

• Overstate 
advantages 

• Jump into topics 
without context 

• Be vague or 
inconsistent 

• Focus on 
feelings or 
“irrelevant” 
details 

Helpful 
• Provide thinking time 

to get the “right” 
answer 

• Be specific, logical, 
and accurate 

• Provide structure, 
process, and 
documentation 

• Focus on relevant 
details and facts 

Not Helpful 
• Give a lot of 

detail 
• Be ambiguous, 

vague, or indirect 
• Focus on 

process 
• Push for control 
• Expect Driver to 

accept proposal 
blindly (e.g., “just 
trust/support 
me”)  

Helpful 
• Be brief, direct, 

confident 
• Speak in 

“concrete” terms 
• Focus on 

outcomes 
• Give him or her 

options 
• Relate your 

proposals to 
Driver’s goal 

LOW    HIGH 
Not Helpful 

• Be cool and 
formal 

• Praise or 
criticize 
“unfairly” 

• Hurry him or her 
• Push for 

immediate 
commitment or 
action 

• Act like the boss 
(rely on giving 
direction, even 
threats) 

Helpful 
• Be easy and informal 
• Emphasize a team 

approach  
• Show patience and 

flexibility 
• Allow time to get 

comfortable with 
proposal/change 

• Act like a partner 
(seek support, 
permission) 

HIGH 

Not Helpful 
• Restrict 

Expressive to 
one way to 
approach a 
project or task 

• Be cool or 
impersonal 

• Be impatient with 
tangents or 
thinking out loud 

• Talk him or her 
down 

• Attempt to 
influence by 
showing “holes” 
in his/her 
proposal 

Helpful 
• Let Expressive 

achieve results 
his or her own 
way 

• Don’t stay neutral 
• Focus on the big 

picture and/or the 
future 

• Seek his or her 
ideas and input 

• Help him or her 
“reality check” 
without judging 

Working with Amiable Style Working with Expressive Style 
 

  

R 
E 
S 
P 
O 
N 
S 
I 
V 
E 
N 
E 
S 
S 

A  S  S  E  R  T V  E  N  E  S  S 
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Politics, Power, and Influence 

 

Politics: The invisible web of power and influence in 
any group, which we must navigate well in order to 
reach our destination 
Power: The capacity to produce change 
Influence: Establishing and using personal credibility 

 

 

 

Politics: The Political Web 
  

Based on Peter Block’s The Empowered Manager 
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Decision Maker 
The person who can say “yes” when everyone else has said “no”, and can make it happen. 
 
 

Three Types of Influencers 
Partners:   Colleagues who will be impacted by a goal or project. 

Technical Experts:  Weigh in on a specific area.. 

Trusted Advisers/ 
Close Friends: Informal input and influence. 

 
 

Moving People on the Web: Strategies 

 

• Strengthen your Allies. 
• Convert Fence Sitters to Allies. 
• Convert Adversaries to Fence Sitters 

or minimize their impact. 

 

 
 

Strategies for Gaining Support 
Allies:  Treat them as “insiders” and be their ally 

Fence Sitters:  Pursue agreement or build trust through clear 
communication and negotiation 

Adversaries:  Help them feel understood or walk away 
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Power: Producing Change 

 

To increase your power base in an organization: 
• Deliver results; 
• Develop skills and knowledge; and 
• Demonstrate excellence  

 

 

 

Build capacity by: 
1. Building high-performance teams—Getting things done better/faster/more creatively than 

individuals operating alone. 

2. Setting clear strategic direction—If your team knows where they’re going and has a roadmap of 
how to get there, you don’t have to spend time clarifying and redirecting. 

3. Delegating—Actually transferring a responsibility of yours to another person. 
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Influence: Your Personal Legend 

 

Three steps: 
1. Determine your unique strengths and experiences. 
2. Describe them as your strongest supporters would. 
3. Refine this into a succinct explanation of your unique value.  

 

 
 
 
Example 1   

Standard response to “What do you do?” 
 
I work as a project manager for Company X, 
managing a team of five.   

Personal legend (the unique value I provide: 
my superpower) 
I’m able to understand complex projects and 
convey both the big picture and the details to 
everyone involved, so they understand the 
benefits and work together to create a  
successful outcome. 

 
 
 
Example 2 

Standard response to “What do you do?” 
 
I’m in charge of marketing for Company Y.  
I manage direct-to-consumer marketing on all 
platforms and also work with sales to create  
all their marketing materials. We’ve recently 
finished a very innovative re-brand of the 
company’s key product line, which has really 
worked well. Customer response has been very 
positive, and we received a Promax Award for 
that work last year. 

Personal legend (the unique value I  
provide: my superpower) 
I can go straight to the heart of what will be most 
compelling to customers about a  
given product or brand, and then work with  
a team to tell that story in fresh, simple, powerful 
ways. 
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Listening:  
The Foundation of Success 

 

Using Listening Skills Can Help You 
• Understand others’ needs, goals, and expectations; 
• Defuse strong emotions; 
• Ensure that you and others are agreeing to the same things; 
• Help you influence and persuade; and 
• Equip you to consistently build trust and respect. 

 

 

How Does Listening Work 
In any conversation, two things happen: You gather information, and you respond. Too often as 
managers, we move to responding immediately. Listening helps balance the scale. 

 
 Listening Model 
 Information-Gathering Responding 
 • Attending 

• Inviting 
• Restating 
• Questioning 

• Problem-solving 
• Making agreements 
• Giving feedback 
• Coaching 
• Delegating 
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Listening Skills 

• Attending 
• Inviting 
• Restating 
• Questioning 

Attending 
How to Attend 
• Physical focus: making eye contact, turning toward the other 

person, not trying to do other tasks  
• Verbal focus: not trying to carry on other conversations (even 

via email) 
• Mental focus: creating a mental attitude that supports your 

body language and your single focus 
 

Inviting 
How to Invite 
• Physical tracking: nodding, matching gestures and 

expressions  
• Verbal tracking: non-word sounds (e.g., “uh-huh”), 

encouraging phrases; brief questions that specifically 
encourage the speaker to begin or continue speaking 
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 Restate 

• Short 
• In your own words 
• The essence 
• Not too often 
 
 
 
 
 

The Art of Empathy 

 

Notice changes in the speaker’s: 
• Use of words 
• Speech patterns 
• Facial expressions/body language 
• “Asides” 

 
 
 

Questioning 

 

Two Kinds of Questions 

Listening 
• Information-gathering 
• Curious 
• Asking for speaker’s 

point of view 

Non-Listening 
• Information-sharing 
• Directive 
• Asserting your own 

point of view 
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“Peel the Onion” 
 

Restating helps you remove the  
surface layers of concerns... 
 

 ...to get to the heart of the problem. 

 

 

The way you respond to what others share tells them a lot about you.  
Are you here to just take orders?  
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Feedback 
Corrective Feedback  

 

Five Feedback Possibilities 
• No feedback 
• Delayed feedback 
• General feedback 
• Feedback given with no urgency 
• Specific, timely feedback that includes the impact 

 

 

 

Camera Check 

 

• Take a “video” of the behavior. 
• Replay the video. 
• Give your feedback based on what 

you see and hear. 
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When to Give Corrective Feedback 

Changes in Me 
• Your self-talk about the employee 

changes. 
• What you say about the employee 

changes. 
• Your relationship with the  

employee changes. 

Changes in the Employee 
• Getting behind schedule. 
• Decreased motivation or energy. 
• Vagueness about results. 
• Unrealistic optimism. 
• Excuses, blaming others for problems. 

 

 

 

 

How to Give Corrective Feedback 

• Introduce the topic. 
• Get the other person’s point of view. 
• Build on what you’ve heard, making 

your feedback specific and timely; 
include the impact. 

• Agree on next steps. 

 
 
 

Positive Feedback  

 

• Makes corrective feedback feel fair. 
• Stamps in learning; helps people keep doing the right thing. 
• Has an extraordinary motivational effect. 
• Proves to people that you’re paying attention and that you 

care about their success. 
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Executive Presence 

 

 

 
 
 
 
 

Status 
• Something you do—not just something you have 
• Cues are physical and verbal behaviors 
• Effective status depends on your goal 

– Low and high status isn’t simply “good” or “bad” 

  

From the Inside Out 
• Mindset 
• Status behaviors 
• Interacting with others 



Rising Leaders 32 
Copyright ©  Proteus, Inc.  All Rights Reserved. 

Raise or Lower Your Status  

 

 
• Avoid eye contact 
• Take up less space (fold arms,  

hunch shoulders) 
• Touch face or hair 
• Smile continuously 
• Seek permission 
• Respond vs. initiate 
• Qualify point of view: “I might be 

wrong, but…” 

• Make eye contact 
• Take up space (body and voice) 
• Make statements 
• Move with purpose 
• Listen actively 
• Take verbal pauses 
• Offer opinions 
• Initiate discussions 

Lower your status when you want to… Raise your status when you want to… 

• Allow space for others to contribute 
• Demonstrate willingness to learn and 

make mistakes 
• Connect with lower-status individuals 
• Show respect and empathy 

• Establish credibility 
• Convey confidence 
• Capture attention 
• Connect with other  

higher-status individuals 
 

  

Low-Status Behaviors High-Status Behaviors 
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Engage With Presence  
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Delegation 

 

Delegation Model 
• Prepare 
• Discuss/agree 
• Support 

 

 

The Prepare Step 

 
• Define the area of responsibility.  
• Define the level of autonomy for each element. 
• Define the support needed/offered for each element. 

 

 

Discuss/Agree: Having the Conversation 

 

• Provide context. 
• Discuss and agree on the responsibility. 
• Discuss and agree on the level of autonomy and the 

initial support needed/offered for each element. 
• Put it all together. 

 

 

Support: “Moving It to the Right” 
• Honor your commitments.  
• Provide timely, balanced feedback. 
• Work to increase autonomy (“move it to the right”). 
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Being Strategic  

 
Consistently making the core 
directional choices that best move 
you toward your hoped-for future. 

 

 

 

The Being Strategic Model 

 

Being Strategic 
Define the Challenge, then: 
• Clarify What Is 
• Envision What’s the Hope 
• Face What’s in the Way 
• Determine What’s the Path 
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Getting Started  

 

Defining the Challenge 
• Ask: “What isn’t working?” 
• Ask: “How can we/I…?” 
• Ask: “Would this feel like success?” 

 

 

 

 

Clarifying What Is 
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Strategic Skills 

 
  

Become a Fair Witness Pull Back the Camera Sort for Impact 
A “Fair Witness ” is an 
impartial, objective observer. 
This is from Robert Heinlein’s 
book, A Stranger in a Strange 
Land. In it, he creates a 
profession called “Fair 
Witness.” These people are 
trained and bound by law to 
report only what they can 
actually observe. The strategic 
skill is to look at your situation 
as neutrally and objectively as 
possible.  

Pulling back the camera is 
accepting the detail you can 
see, and then “zooming out 
for a bigger shot” to see more 
context. 
When you pull back the 
camera, you can see the 
connections between 
individual parts. Under- 
standing the bigger picture 
helps you focus on what 
matters as you interpret 
strategy. 

The strategic skill of sorting for 
impact is to look at the 
possible actions, tactics, and 
directions and to decide which 
would be most helpful (and 
least harmful) to the goal. 
Consider the big picture, as 
well as the details. What would 
make the most positive 
impact, with the least effort 
and negative consequences? 
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Envisioning What’s the Hope 

• Pick a time frame for success 
• Imagine yourself in that future 
• Describe what success looks and feels like 
• Select the key elements 

 

 

Facing What’s in the Way 

• Be a fair witness (again) 
• Pull back the camera (again) 
• Sort for impact (again) 
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Determining What’s the Path 

• Strategy: A core directional choice 
• Tactic: A specific action to 

implement the strategy 

 

 

Determine the Path  
• Be a fair witness (again) 
• Pull back the camera (again) 
• Sort for FIT: Feasibility, Impact, and Timeliness 

 

 

Determining What’s the Path: Tactics 

Excellent Tactics  
• Arise from strategy; 
• Are FIT; 
• Define what, who, and when. 

 

 

  

Factors Affecting Feasibility 
• Existing commitments of time and resources 
• Time and complexity of execution 
• Motivation and/or capability of those responsible for executing 
• Others' constraints or resistance 
• The need for communication and coordination 
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Staying Strategic 

You’ve used the Being Strategic model and skills to create your own plan. Here’s a chance to “wire” this 
new learning more deeply into how you operate. 

• Think about what you might need from those around you to implement your plan successfully.  
• The Being Strategic model (Define the Challenge, What Is, What’s the Hope, What’s In the 

Way, What’s the Path) and skills (Being a Fair Witness, Pulling Back the Camera, Sorting for 
Impact) are applicable in many situations.  

 

Keeper of the Flame  
It's important to have a “keeper of the flame” for the process, someone who's aware of the importance of the 
vision, and most motivated by the benefits of staying strategic in moving toward it. The keeper of the flame 
reminds everyone: This work is important and will become integral to how we operate. 


