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INTRODUCTION 
 

 
 

 
 
 

TEAMS 
 

A company is like a huge power-generating station. Press your ear to the door 
and you will hear individuals talking, and underneath, you will make out the hum 
of the organisation. Or the sputter and cough! 

In this module we will look at new ways to have courageous conversations 
that effectively garners participation and insights from everyone. 

 
Objectives 
  

1. Actively seek out the perspectives of colleagues, teammates, and 
fellow leaders. 

 

• Does your workforce operate in silos? Does your entire team contribute to 
meetings? Or is it just the loudest members? 

 

• When you pose a question and ask for insights, what ensues? In too many 
workplaces, some people compete to be heard while others shrink into 
corners. 

 

• Are one-sided meetings and workplace silos stalling your and the 
organisations success? 
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2. Use the team conversation approach whenever you need to:  

Turn your meetings into dynamic think tanks. Use the team conversation 

approach whenever you need to:  

 

• Turn a team into a dynamic think tank. 
 

• Solicit multiple—and sometimes competing—perspectives 
 

• Create psychological safety on a team. 
 

• Make a high-stakes decision. 
 

• Design a strategy. 
 

• Evaluate an opportunity 
 

• Implement or execute an initiative 
 

 
 

3. Using the three core elements for leading in a complex world 
 

The Five Critical 
Components 

 

The Three 
Primary 

Conditions 

The Four Objectives 

1. Team 1. Heat Experiences 
 

1. Interrogate Reality 

2. Feedback 2. Colliding 
Perspectives 
 

2. Provoke Learning 

3. Coaching 3. Sense Making 3. Tackle Tough 
Challenges 
 

4. Confrontation  4. Enrich 
Relationship 
 

5. Delegation 
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The State of Engagement 
 

inclusion + engagement = execution muscle 
 

 
Employee inclusion suggests that people of every stripe, gender, age, sexual 
orientation, ethnicity, religion, aspiration, disability, position or title, and whatever 
other differences are possible in the human race- feel that they have a place at 
the table, that they are seen, heard, and valued and given their excellent 
performance they have an opportunity to advance.  
 
That they do not feel marginalised, “less than”, left out, overlooked, invisible, 
made wrong, taken advantage of, disrespected, ignored, or mistreated.  
 
Employee engagement is generally viewed as the degree to which employees 
view the goals of the company in line with their own lives, so that when they have 
choices, they will act in a way that furthers their organisations interests and vice 
versa.  
 
Author of Workplace Loyalty, Tim Rutledge, explains that truly engaged 
employees are attracted and committed to, inspired and fascinated by, the work 
that they do.  
 
So if companies are so committed to including and engaging their employees, 
why are we not all, inspired and fascinated by the work we do? 
 
Because inclusion and engagement cannot be feigned, trained, or forced. They 
cannot be mandated or taught in some dry management seminars. Because like 
the further practices you will encounter on this programme, inclusion and 
engagement start with you.  
 

:  READ: Gallup: Building a High Development Culture through Learning Action
Employee Engagement. (Private Webpage) 
 
Deliberate Practice 1:  The 4 P Model. (Private Webpage) 
 
 

Applying Engagement:  

• ATTRACT: Are we leading with communications about our mission to attract 
talent who will find our purpose motivating?  

• HIRE: Are we hiring for fit to role, so that people do what do they do best 
every day?  
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• ONBOARD: Do we engage new hires from day one and make on-boarding a 
long-term process that establishes clear expectations and a positive 
leadership relationship?  

• ENGAGE: Do our leaders and their teams have regular discussions about the 
engagement of their team members and how to create an engaging culture?  

• PERFORM: Are discussions about engagement needs integrated with 
performance conversations?  

• DEVELOP: Do leaders infuse engagement topics into development 
discussions with their teams?  

  • DEPART: Does the organisation recognise and celebrate the    
accomplishments of people when they leave? 
 
 

 Develop a 4 P plan 
 Based on the 4P model: What are your next steps? 

 
 

 
Where Do You Live? 

 
Imagine you are the CEO of a company who org chart looks something like the 
one below.  
 
You send a question out to your senior execs. Something like, “Given the 
resources available where should we focus them?” 
 
Depending on where they live within the organisation, you wouldn’t expect to get 
the same answer from everyone. 
 
The CEO would understandably have different priorities, than the head of HR. As 
well they should. And what matters to each of them is important. 
 

“What matters anywhere in a company matters everywhere in a 
company.” 

 
Madelaine Albright 
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To simplify, think of your organisation as a beach ball. Picture the beach ball as 
having red, green, yellow, blue and orange stripes. Everyone in your organisation 
is standing on a different stripe on the corporate beach ball and is experiencing 
reality from their perspectives. 
 
Deliberate Practice 2:  
 

 
 Map out your directorate and team beach ball 

 
 Where do you live? 

 
 Look at your organisation; consider how each area affects 

others. 
 

 Consider whom you talk with, who talks to you, who else they 
talk to. 
 

 Who is left out? 
 

 Whose voices and perspectives are missing? 
 

 Who is not on this chart? 
 

 What individuals and groups should be included and 
engaged, depending on the topic?  
 

 Now assess the beach ball position based on The Three 
Core Elements 
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The Corporate Nod 
 
Picture a leader holding forth from one end of the boardroom table. She is 
espousing the cleverness of the current strategy. Like all good leaders, at some 
point she offers and opportunity for others to respond. Something like, “So what 
do you think?” 
 

• The stakes are high if no one is willing to tell you you're wrong 
• When you ask for feedback, be prepared to hear the truth -- and make 

changes 
• It's important to trust and depend on the expertise of others 

 
As a leader, can you remember the last time someone who's not your 
superior challenged you at work? 
 
If you can't, your reputation and company may be at stake. 
 
Why? Because intentionally or accidentally, you might be surrounded by "yes-
people" -- people who are reluctant or afraid to speak up, even when they could 
contribute to a better decision. Or, in some cases, help avoid a catastrophic one. 
 
If you're surrounded by people who support your opinions and proposals without 
criticism, you're subject to confirmation bias and unable to make the tougher, but 
more informed, decisions. 
 
Most likely, you haven't put yourself in this situation on purpose. Yes-people 
often become yes-people by adapting to the company culture and what's been 
expected of them in the past. 
 
The solution lies in a decision to create an environment where people can 
speak truth to power. 
 
Culture change isn't easy, and if you start down the path toward transparency 
and candour, in some cases you might be asking people to unlearn years of 
habits. 
 
 
How do you begin? Take these three steps,  
 

1. Demonstrate that you're all on the same team. 
Do your best to make everyone who reports to you, directly or indirectly, feel 
heard. Specifically ask, "Is there something I could have done better in that 
situation?" or, "What do you need from me?" Depending on your role, schedule 
team feedback sessions or company town halls with time dedicated to open 
Q&A. 
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You might think the people you lead only want answers from you, but they 

want a true partner who's open to growth and improvement. 
 
Also, it's okay not to have all the answers. 
 
You might think the people you lead only want answers from you, but they want a 
true partner who's open to growth and improvement. 
 
If you share the stories of your failures along with the lessons gleaned from them 
that led to success, you'll not only be more relatable, you'll help create a culture 
of trust. 
 
Finally, acknowledge people who are willing to productively and respectfully 
disagree, and open a discussion that leads to a better solution. 
 
As a result, rather than everyone else uniting to keep you happy, you and the 
team will unite to do what's best for the company and customer. 
 
Acknowledge people who are willing to productively and respectfully disagree, 
and open a discussion that leads to a better solution. 
 

2. Make sure you can handle the truth. 
Be prepared that when you ask for feedback, people might give it to you straight. 
Hearing the true state of things can be jarring, especially if the culture at your 
company is for leaders to be cheerleaders for an initiative or change. You need 
to know how those changes affect people down the line. 
 
So, get in the trenches. Take the time to sit down and ask questions to better 
understand your teams' job responsibilities and pain points so you can better 
lead. 
Then act on the feedback. Make the tough calls required to solve the problems 
that come up. 
 

3. Let people do the jobs you hired them for. 
The third element in Gallup's 12 elements needed for team success is: "At work, 

 It's near the top of the I have the opportunity to do what I do best every day."
list because it's one of the most foundational.(ref: Building a High Development 
Culture through Employee Engagement: Private webpage) 
 
People want to do what you hired them to do. They also want to know that you 
depend on their expertise -- that their role is important, and you trust them. 
 
It's hard to let go. You're invested in the success of the organisation, and you 
frequently see areas where you would have done things differently. 
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But the better strategy is to invest in your own leadership strengths, and let other 
people shine with theirs. 
 
 

 SQUID EYE
 
What might you notice if you were practicing squid eye that would 
suggest your organisations initiatives around employee 
engagement and inclusiveness are ineffective? 
 
 

So what’s the real problem in most organisations? The problem isn’t out there. 
. We want employees to be engaged, collaborate and feel included, It’s in here

while we ourselves are detached, distracted, disengaged, focused on our priority 
to-do-lists. We are just too busy.  
 
Yet we want others to bring that elusive, coveted ”discretionary effort” in the door 
with them every day, but we don’t have the time to engage in conversation that 
would enrich our relationships with them. We are busy, not to be found. And even 
when we are willing to spend more time with people, we don’t want to get too 
close to them. After all there is a professional distance to maintain.  
 
Conversations and meetings that create actual intimacy make us nervous and 
uncomfortable. Besides intimacy requires too much upkeep on an emotional 
level, and conversations and meetings that really engage and include take too 
much time. We are after all VERY busy. 
 
The fact is not having these conversations will cost more in the long term. When 
you disengage from the world, fail to include it, the world disengages too, in 
equal measure. It’s a two-step, you and the world, you and your organisation.  
 
Your colleagues, associates, employees lose interest in you because you’ve lost 
interest in them. Calling them colleagues or associates is not enough. If you want 
to engage and include the people who surround you at work, then gain the 
capacity to connect with them at a deep level – or lower your aim. 

 
What Are You Winning? 

 
Our efforts at inclusion and engagement won’t be sustainable unless we shift 
beliefs that have kept us stuck. The beliefs on the left below are commonly held.  
 
Opposite each one is a contrasting belief that creates and entirely different set of 
outcome. 
 
 
Which beliefs do you hold? 
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I believe that: I believe that: 
My plate is full, and my focus is on my 
department. If what we do causes 
problems for other depts., that their 
problem to solve 

What matters anywhere in this 
organisation matters everywhere in this 
organisation, so I will include and 
engage other parts of the company 
before I make decisions. 

Only people in Snr leadership and 
management roles should be invited to 
meetings about strategy, problem 
solving, and decision making.  

I will invite to  meetings people whose 
perspectives I need to understand and  
will involve them in the problems and 
strategies affecting them, regardless of 
title, role, or “rank” 

People who have not been here as 
long as I have are not welcome. This is 
a job for the experts 

A new or young employee’s point of 
view is as valid as anyone else’s and 
critical to designing strategies that will 
be effective in the future. 

I don’t appreciate it when people 
question my view on reality and my 
suggestions about what we should do.  

Since my goal is to get it right, rather 
than be right, I want others to express 
differing, even competing realities.  

As the leader, I need to share 
information and assign tasks. I don’t 
have time to listen to the opinions of 
people who just don’t listen. 

I encourage candid dialogue during 
meetings, especially when others don’t 
see things my way, since we all might 
learn something and execute more 
effectively. 

To be effective, I must maintain a 
professional distance from those who 
report to me. 

I have genuine affection for and an 
emotional connection with the people 
who report to me. 

My pedigree, title, income, experience, 
and achievement mar me as superior 
and more valuable than others 

My education and experience allows 
me to bring value to my company, and 
at my core, I believe that we are all 
equals.  

 
 
 
SQUID EYE 
 

 Start noticing other beliefs playing out within your 
organisation? Add them to the table 
 

 What beliefs are you holding onto? Be truthful, add to the 
table.  How can you shift them from the left to the right column?  

 
As your beliefs shift from the right side of the chart, and you are ready and eager 
to include and engage, chances are, your questions is HOW! 
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The Gravitational Pull of Business as Usual is Strong. 
 
To break the pattern of flawed intentions, motivations, and behaviours one would 
hope that most people would be eager to abandon old patterns, yet the 
gravitational pull of business as usual is strong.  
 
To break the pattern, we must show up in our conversations and meetings with 
the intention of getting it right for all of us, for the greater good.  
 
And to think of these conversations not as top down or bottom up, but side by 
side. 
 
Listening to each other, not to correct and instruct, but to truly understand. A 
genuine intention to understand cannot be faked. If people pick up even a hint of 
hidden agenda, condescension, patronising attitudes in any way, your toast! 
 
The powerful tool you will use is the ‘Beach Ball Meeting’, which is essential 
when you have….. 
 

• Decisions to make; 

• Strategies to design; 

• Opportunities to evaluate; or 

• Problems to solve 
 
….which for most of us is every day! And you want to get it right for the 
organisation and for the ultimate “call” to be implemented impeccably, and 
willingly.  
 
 
STEP 1: PREPARE YOURSELF.  
 
Beach Ball Conversations 

 
There are a number of models for engaging in a courageous conversation. One 
particular model we will explore is the “beach ball conversation” – so-called 
because, just as a beach ball consists of multiple competing colours, the beach 
ball conversation is a team process that interrogates multiple, often competing, 
realities in order to make the best decisions. 
 
A beach ball conversation is a great model to use when you have: 
 

• A high stakes decision to make 

• A strategy to design 

• An opportunity to evaluate 
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• A problem to solve 

The basis of any beach ball conversation is the beach ball preparation form 
which outlines the following points: 
 

1. The issue is 

Be concise. In 1 or 2 sentences, get to the heart of the issue. Is it a 

concern, challenge, opportunity or a recurring problem that is becoming 

more troublesome? 

2. It’s significant because 

What’s at stake? For example, how does this affect profitability, people, 

products, services, customers, timing, the future or other relevant factors? 

What is the future impact if the issue is not resolved? 

3. My ideal outcome is 

What specific results do I want? 

4. Relevant background information 

Summarise with bullet points; What, why, where, when, how, who, etc.; 

Which forces are at work; what is the current status? 

5. What I have done up to this point 

What have I done so far? 

6. Options I am considering 

What options am I considering? What am I leaning toward doing? 

7. The help I want from the group is 

What do I want from the group? For example: alternative solutions 

With the beach ball preparation form in hand, a good preparation will: 
 

1. Fill out the beach ball preparation form. Make sure you write a clear 

statement of the decision to be made, the strategy to be outlined, the 

opportunity to be evaluated or the problem to be solved. 

2. Invite the people who will be affected and/or who have perspectives you 

need to hear (including decision makers, customers and outside experts). 

In the invitation, let everyone know the issue, its significance and your 

desire to learn their perspectives. 

3. Send out any material that should be reviewed beforehand. 
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Without this level of collaboration, you run the risk of the following problems 
occurring: 
 

• Non-inclusion 

You make top-down decisions with little or no collaboration that reflect 

only your perspective on the “colour” of the organisation. 

• Illusion of inclusion 

You pay lip-service to the concept of collaboration. You hold the meeting, 

but essentially do what you want because your mind is already made up. 

• Loudest get heard 

The more “outward thinking” participants drown out the perspectives held 

by those who need the room to formulate their opinions or an explicit 

invitation to put their ideas forward. 

The best way to avoid these common pitfalls is to ensure you can answer “yes” 
to the following: 
 

• Does each team member feel free to express his/her thoughts and 

emotions? 

• Does each team member feel free to interrogate another team members 

view of reality? 

• Does each team member engage other team members openly without 

being defensive when his/her view of reality is being interrogated? 

• Does each team member strive to describe reality without laying blame? 

• Do your team conversations always get to ground truths? 

 
Preparing an Issue for Discussion (Beach Ball Conversation) 

 

To help you get clear about the ‘issue’, create an issue preparation form like the 
one below as an essential part of your preparation for a meeting.  
 
It’s the form that CEO’s use in think tanks and is always filled out before they 
brought an issue to their peers, by anyone and everyone who asks for a meeting 
should do this. 
 
It prevents an incoherent or incomplete explanation of the topic on the table 
Additionally, those attending appreciate good use of their time and the accurate 
identification of the problem. 
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ISSUE PREPERATION FORM TEMPLATE 

The Issue Is: • Be concise. 

• In one or two sentences, get to 
the heart of the problem. 

• Is it a challenge, opportunity, 
decision, strategy, or recurring 
problem? 

It Is Significant Because: • What’s at stake? 

• How does this effect income, 
people, products, services, 
customers, or other relevant 
factors? 

• What is the future impact if the 
issue is not resolved? 

My Ideal Outcome Is: • What specific results do I/we 
want? 

• In other words, assuming we get 
this right, what good things will 
occur? 

• What, who will be affected? 
 

Relevant Background Information: • Summarise with bullet points 

• How, when, why, and where did 
the issue start? 

• Who are the key players? 

• Which forces are at work? 

• What is the issues current 
status? 

What I/We Have Done up to This 
Point: 

• What steps, success or 
unsuccessful, have been taken 
for far? 

The Option I am Considering: • What option am I considering? 

• What option would I choose if I 
had to decide right now, without 
input from the group? 

The Help from the Group Is: • What I want from the group: 

• Tell me what I’m missing. 

• What are you seeing that I may 
not be seeing? 

• Suggest alternative solutions, 
consequences I  may have 
missed, where to find more 
information, critique of current 
plan 
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Deliberate Practice 3:  
 
So why not give the beach ball conversation a go next time you have a big 
decision to make? You may find the process of letting go and genuinely inviting 
competing perspectives on your own reality to be a truly cathartic one – and one 
which brings incredible benefits to your organisation on a number of levels! 
 
An alternative approach is to withhold your ideas until others share shared theirs; 
however I find that conversations are best launched when there is a well-defined 
idea offered as a jumping-off place for everyone’s thinking and discussion. 
 
When we hear someone in a leadership role say “I want to hear what you have to 
say before I tell you what I am thinking,” everyone wonders, “What’s the right 
answer?” 
 
If you don’t have a proposal to fit the situation, then just say so. Simply identify 
the issue and proceed. 
 
 
STEP 2: PREPARE OTHERS 
 
 
Sending the Invitation and Expectations 

 

What gets talked about in an organisation, how it gets talked about, and who gets 
invited to the conversation determines that will happen. And what won’t happen. 
  
You get to decide what to talk about. The Beach Ball approach is the “how” part. 
Once you’ve filled out your issue preparation form, think about who should attend 
the meeting.  
 
No one person has all the answers in your organisation, and you can probably 
predict your team members views on the topic, so don’t’ just invite the usual 
suspects. Who else should attend? It isn’t always helpful to exclusively look to 
the person with the most experiences.  
 
Additionally look at the persons with the best vantage point. Who is standing at 
the place where things are happening? Who has the fifty-yard line seat on the 
action? That person isn’t always the designated leaders. Also who stands 
squarely downstream and, therefore, will be impacted by any decisions you 
make? Who is the customer, internal or external? 
 
So depending on the topic for the meeting, who has the perspective that you 
need to understand before making a decision? Err on the side of inclusion, rather 
than exclusion. 
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Send out the invitation 

• Let them know the topic 

• The decision to make 

• Strategy to design 

• Problem to solve, or 

• Opportunity to evaluate. 

• Why is it significant?(see 1st two items on issue preparation form) 

• And you want them to come prepared to share their perspectives on the 

topic(colliding perspectives included!) 

If you would like them to review material before the meeting, send it with the 
invitation. Make it clear that you want them to come to the meeting having 
already reviewed the material, prepared to share their perspectives.  
 
Do not begin meeting by asking people to read something. That’s the best way to 
kill the energy and flat line everyone thinking 
 
STEP 3: DO IT! 
 
Hold the meeting. Here is how it should go: 
 

1. During the Meeting 

Thank everyone for coming. After all, they are busy and you have asked then for 
their time and brain cells - 
 
Ask them to close any laptop/cell phones and to out down their pens. Please 
note also to ask then to stay on video. 
 
Tell then that you want this to be a conversation, during which everyone is 
looking at and listening to whoever is talking. No note taking. This will frustrate 
those who love to write everything down, but they’ll survive and will hear more 
than they would if they had been taking notes.  
 
Talk then through your issue preparation form, after which you ask them to refer 
to their own copy. You want them looking at you when you take them through it, 
not reading. 
 
Note: Do and awesome job on Item 2 “It’s significant because if nothing 
changes, this is what is likely to occur.” Bullet points the; what will happen and 
what won’t happen …the price we will pay… etc…. 
 
The last part – “the help I want from the group is” – is key.  
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Let them know you are inviting them to influence you and, therefore, the outcome 
of the meeting.  
 
Let them know that you want to know what they are seeing that you may not be 
seeing or is different from what you are seeing. 
 
Let them know that you want them the help prevent the future you described if 
nothing changes.  
 
Let them know that at the close of the meeting, you will ask each of them to 
make a recommendation based on what has been shared. This will get their 
attention, and anyone who had planned to daydream will abandon that plan. 
 
Once you have walked them through the issue preparation form, which shouldn’t 
take longer than five mins max, open it up for ‘clarifying’ questions. I suggest 
allowing fifteen mins for questions, then shift to facilitating their ideas and 
suggestions. More than fifteen mins of questions is hard to take for people 
brimming with ideas they want to share. Besides, endless questions can be a 
strategy to avoid making suggestions. Some people never feel they have all the 
information they need. You might say, “Let’s move from questions to answers. 
What’s your thoughts on the topic?” 
 
Your job at this point is to (a) shut up and listen and (b) make sure you hear from 
everyone in the room. No one gets a pass. Ask for pushback. For example: “I 
shared what I feel is the right way to go, the right course of action, and I suspect 
some of you may see differently. If you do, I’d like to hear it. I know that my 
enthusiasm may make it hard to challenge me, but my job is to make the best 
possible decisions for the organisation, not to persuade you of my viewpoint. So 
please speak up.” 
 

This is an unusual and highly appealing way to begin a meeting. 
 
Note: Most of us have been on the receiving end of an attitude of “lethal 
neutrality and immobility”, even hostile silence. No matter how sincerely and 
graciously you invite such people to share their views, they decline the invitation. 
 
Yet because of their position and power in the organisation, until they are on 
board, they stand squarely in the way of progress, like colliding into a tree, “It kills 
you just by standing there.” In Module 2 you will learn a model for confronting 
such behaviour with courage and skill. 
 
The point here is that the only wrong answers in a Beach Ball meeting are “I 
don’t know” to which you respond. “What would it be if you did know?” and “I 
don’t have anything to add,” to which you would respond, “What would you add if 
you did have something to add?” 
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Watch your tone of voice here. Be sincere, interested. This way it becomes clear 
to everyone that they don’t get to come to the Beach Ball meeting the hide out.  
 
They are there to listen, think, and contribute. Otherwise, why do you need 
them? 
 
A caution: When someone takes you up on your invitation to challenge your 
strongly held opinion, resist the temptation to immediately defend your idea.  
 
So often teams respond to what appeared to be a sincere invitation, only to be 
shot down by the leader’s knee-jerk attempt to build a stronger case. You’ve 
seen this happen and no doubt you have done it yourself.  
 
A leader asks for input and someone focuses upon a sticking point and say, 
“Well I’m concerned about….” To which the leaders, replies, I hear you, Heather, 
but…” Thus ensuring no one else bothers to share what they’re really thinking 
because to everyone in the room, it feels like the leader is saying, “Apparently 
you haven’t grasped the brilliance of my thinking. Let me explain it to you one 
more time,   Or “Fooled you! I’m not really asking. My mind is already made up. 
“Or simply, “You’re wrong!” 
 
Don’t be that person! Approach this conversation with genuine curiosity. 
 
STEP 4: WRAPPING UP THE CONVERSATION 

 
Once you have heard from everyone in the room, ask them to write down what 
they would do if they were in your shoes. Then ask everyone individually to read 
what they wrote. No more discussion. Just say thank you. 
 
I love this part. It puts everyone in the shoes of the leader, having to stand for an 
action, a decision, based on what was discussed and suggested, it’s a taste of 
leadership for everyone at the table.  
 
Close the meeting by saying, “This is what I’ve heard you say.” And then let them 
know what you have heard. You don’t need to quote them verbatim, but hey will 
appreciate it if you did, indeed, hear them. Ask, “Did I miss anything?” They’ll let 
you know if you did. 
 
Finally thank them again for their time and intelligence. Let them know that you 
value their input and feel better prepared to get it right for the or organisation (or 
department). 
 
Following the meeting, once you have made your decision, let them know what it 
is. 
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STEP 5: DO IT AGAIN, ONLY BETTER 
 
Get increasing creative about who is invited to meetings. Support staff, people 
from, other parts of the organisation.  
 
Recognise and correct any missteps on your apart. Did you talk too much? Did 
you catch yourself being defensive /argumentative? Did you use the word but? 
 
If someone took too much airtime or was disruptive- bring this to the person’s 
attention privately and say you hold him or her to be better next time. 
 
To sum up Beach Ball meetings should be well thought out. Reality and colliding 
perspective encouraged and listened to. Learning should be provoked, tough 
topics should be tackled, and relationships should be enriched. 
 
Note: The meeting should be fairly fast paced and should start and finish on 
time.  
 
 
TAKING IT TO THE ORGANISATION  
 
These meetings are inspiring, effective and productive. You will soon notice that 
this approach and the models you are using will begin to appear in other 
meetings you attend.  People will be curious. 
 
Share your experiences, provoke colliding perspectives, ask those tough 
questions and build enriching relationships 
 
 
PERSONAL ACTION PLAN 
 
 
Bring together the best thought leaders within your organisation/directorate. 
Make sure that all the different departments, teams, and perspectives are 
represented. Get them to think out loud about a problem that needs solving, 
decisions that needs making, a strategy that needs designing, and opportunity 
that needs evaluating. 
 
Focus on creating consistent, enduring connections everywhere you go – 
connections that highlight and focus the unique capabilities of individuals on your 
business model and client relationships. 
 
Have a Beach Ball meeting focused on resolving a problem or designing a 
strategy. Invite to the meting tow people who have absolutely nothing to do with 
your team or the topic- people whom no one would be expecting to sit at your 
table – and include them as equals. It could be someone who works in entirely 
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different are of the company, or someone from another company/organisation 
that you admire. Ask for their thoughts and listen hard.  
 
“Conversations I Need to Have” list- add names to your list and have those 
conversations. Who deserves your praise? Who deserves an apology? Who 
deserves your support? Who deserves the truth? Who might have a thing or two 
to teach you? 
 
Have these conversations in person. Technology is marvellous, but inclusion and 
engagement require you get up out of your chair and spend time with people face 
to face( yes even if we need to be 2 meters apart- or using zoom) Don’t send an 
email when you could talk to someone. When all a person has are words on a 
screen, he or she will likely attach a tone and meaning that are far cry from what 
you intended. 
 
Delegate more, but don’t run away from your responsibility. Support opposed to 
command. Coach as opposed to convince. This is not about your winning, 
looking good. It’s about developing others. So please come from a place of 
goodwill.  
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Further Reading 
 

 
 
 

 

Further Support 
 
 

 
 

1:2:1 Coaching - Heather Gordon 
 

Leadership & Management Training - Courageous Cultures 


