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Global Contributions
• Research
• Consulting
• Startup’s
• Accelerator’s 
• Sandbox’s
• Conferences 
• Teaching



Introduce Yourself

• Name
• Company Name
• Primary Product / Service
• # of Employees



Purpose of Workshop
• Understanding

• Yourself as an owner and manager

• Personal growth

• Employee growth

• Strategy
• Tools and tactics for personal growth

• Develop strategies to empower employees

• Implementation
• Change through development



Understanding



Owner’s Basic Functions

Planning

Organising

StaffingDirecting

Controlling



Your Role

• Wear multiple hats, have never-ending responsibilities
• Dealing with multiple situations and challenges
• Know what’s going on

• Vision for the organisation, develop strategy
• Communicate effectively
• Create an appropriate business culture
• Manage and monitor performance



Attributes of a Leader

• Strategic learner
• Strategic thinker
• Reflective
• Emotionally intelligent

• Self and socially aware
• Socially skilled (adaptive)
• Self-managing



Authentic Leaders

• Truth and honesty
• Integrity and alignment of words and actions
• Keeping of promises
• Loyalty to the organization and people in it
• Fairness between staff
• Concern and respect for others
• Law abiding
• Pursuit of excellence
• Personal accountability, taking responsibility, 

admitting mistakes and sharing success



Authentic Leaders

Laissez-faire

• Allows a high 
degree of 
freedom 

• A leader 
adopting this 
style is often 
perceived as 
weak’

Democratic

• Favours group 
decision-
making and 
consensus-
building

• More 
appropriate in 
circumstances 
other than 
crisis

Authoritarian

• Decision-
making powers 
focused in the 
leader

• Most appro-
priate in times 
of crisis

• Usually fails to 
win ‘hearts-
and-minds’

Increasing Control >>> Decreasing Freedom

Burns, P., 2018. New venture creation: a framework for entrepreneurial start-ups. Bloomsbury Publishing.



Leadership Style

Leader

TaskGroup

Context // Situation

Burns, P., 2018. New venture creation: a framework for entrepreneurial start-ups. Bloomsbury Publishing.



Leader and Task

Low

Country Club Team Leadership

Poor Leadership Task Leadership

Firm but fair 
leadership

Low

High

High

Concern for task
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Burns, P., 2018. New venture creation: a framework for entrepreneurial start-ups. Bloomsbury Publishing.



Leader and Group

Low

Participative Consultative

Paternalistic Autocratic
Low

High

High

Leader’s Authority
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Burns, P., 2018. New venture creation: a framework for entrepreneurial start-ups. Bloomsbury Publishing.



The Entrepreneurial Leader

Burns, P., 2018. New venture creation: a framework for entrepreneurial start-ups. Bloomsbury Publishing.

LEADERS’ CHARACTERISTICS
Strategic leaders
• Strategic thinkers
• Reflectors
• Strategic learners
Authentic leaders
• Emotional intelligence
• Self-awareness
• Self-management

LEADERSHIP PARADIGMS
• Leadership in a learning 

organization
• Transformational leadership
• Visionary leadership
• Dispersed leadership

ENTREPRENEURIAL LEADERSHIP

ACTION

Contingency/Situational Theory



Authentic Leaders

• What kind of leader are you now? 
• Is this the leader you want to be in the future?

(We will highlight 10 types of leaders. Which are you?) 



1. Visionary

• Bedrock of leadership
• Vision should be aspirational but grounded in reality –

creating tension
• Vision should give a clear direction and be underpinned 

with values



1. Visionary



2. Good Communicator / Motivator

• Able to communicate vision and values through many 
mechanisms – particularly informal influence

• Able to instil loyalty both to themselves and the 
organization



2. Good Communicator / Motivator

“Remember, you’re always on.”
Robin Williams

(Actor)

“Connected creativity is as 
fundamental to us as sleep.”

Wendy Clark
Dentsu, CEO

(Digital Marketing)

“You fail, and then what? Life 
goes on. Only when you risk 

failure that you discover.”
Lupita Ngyong’o

(Actor)



3. Strategic Thinker & Learner

• Able to see the bigger picture –
scanning environment

• Strategic learner – finding 
patterns and interactions over 
time, so as to understand 
underlying causes that give clues 
about opportunities and threats

• Continually strategizing and 
developing strategic options



3. Strategic Thinker & Learner

Anne Boden
(Starling Bank, Founder)

Jensen Huang
Chris Malachowsky

(Nvidia, Co-founders)

Jack Ma
(Alibaba, Co-founder)



4. Strong Interpersonal Skills

• Self-aware, reflective
• Able to listen
• Able to influence others rather than 

to direct – light touch management
• Able to resolve conflict and deal 

with ambiguity
• Able to model the behaviour 

expected from others – ‘walk-the-
talk’

Oprah Winfrey
(Oprah Winfrey Network, Founder)



5. Relationship Builder

• Able to build a cohesive, open and 
trusting management team

• Able to build trust
• Consistently firm but fair 
• With a dominant set of values 
• Demonstrating care and respect for 

staff
Richard Branson

(Virgin Empire, Founder)



6. Team Player

• Able to build a cohesive, open, trusting top team – that is 
replicated throughout the organization

• Willing to share information and delegate



6. Team Player

Sarina Wiegman
(Euro 2020 Champion, Manager)

Warren Buffett
(Berkshire Hathaway, Chairman)



7. Confidence Builder

• Able to inspire others to share their visions and 
dreams

• Able to encourage organizational self-confidence and 
self-efficacy in the face of uncertainty and risk-taking



7. Confidence Builder

Jameela Jamil
(I Weigh, Founder)

Ingvar Kamprad
(IKEA, Founder)

Carol Anne Hilton
(Indigenomics Institute, Founder)



8. Builder of an Open Organisation

• Able to foster the sharing of ideas, knowledge and 
information

• Able to encourage questioning of the status quo
• Able to encourage experimentation and the taking of 

measured risks



8. Builder of an Open Organisation

Sundar Pichai
(Alphabet, CEO)

Sergey Brin
Larry Page

(Google, Co-founders)



9. Clarifier of Ambiguity and Uncertainty

• Able to give a clear focus on 
the key issues and concerns 
facing the organization in 
the face of rapid change

• Strategic thinker and good 
communicator

Angela Merkel
(Retired German Politician)



10. Builder of Empowering Opportunities

• Empowering staff to do ‘the 
right thing’ for the organization 
without being asked

• Empowering staff with the 
knowledge, skills and 
motivation to do ‘the right 
thing’, without fear of failure Jessica Alba

(The Honest Company, Founder)



What Leader Are You? 

1. Visionary
2. Good communicator and motivator
3. Strategic thinker and learner
4. Strong interpersonal skills
5. Relationship builder
6. Team player
7. Confidence builder
8. Builder of an open organisation
9. Clarifier of ambiguity and uncertainty
10.Builder of empowering opportunities



Why do you need to know? 



Break



Bad Management



Bad Managers

• Have you had a bad manager? 
• What made you dislike them? 
• Did you respect them? 
• How was your work output? 



Post-hoc Management

• Judge and jury
• Management is always right and 

never to blame

• This approach ensures security 
in the leader’s job

• Very common in small 
companies where there are few 
formal systems and a general 
autocratic leadership style



Micro-management

• Assumes that the subordinate 
is incapable of doing the job
• Close instruction is provided
• Everything is checked

• Subordinates are often 
criticised and seldom praised 

• Nothing is ever good enough
• Really the opposite of leadership



Seagull Management

• Manager flies in, poops on you, 
and then flies away

• Everyone is actively 
discouraged from saying 
anything, and eye contact is 
avoided



Mushroom Management

• Plants you knee-deep (or worse) in 
the smelly stuff and keeps you in the 
dark

• More concerned about their own 
careers and images

• Anyone seen as a threat may be 
deliberately held back

• Have their favourites on whom they 
lavish attention and give the best 
jobs



Kipper Management

• Like a fish, is two-faced because 
employees can see only one face at 
a time
• To senior managers, this person is 

typically a model employee who puts 
business first and themselves last. 

• To subordinates, however, the reverse 
is often the case. The subordinates 
will work hard to get things done in 
time, but they are blamed when things 
go wrong—even if it is not their fault.



Controlling

• The process of evaluating and 
regulating ongoing activities to 
ensure that the goals are achieved. 

• Keeping an eye on things.



Management Hierarchy



Management Decision-making



Ethical Decision-making



Ethics Dilemma Grid

https://www.phibetaiota.net/wp-content/uploads/2012/10/ethics-grid-.gif

https://www.phibetaiota.net/wp-content/uploads/2012/10/ethics-grid-.gif


Break



Your Vision

• What is your vision for the 
business?
• Why?



Communicate Your Vision

• Keep it simple
• Use metaphors, analogies and examples
• Use different forums
• Repeat the message
• Lead by example
• Address small inconsistencies
• Listen and be listened to



Expectation vs Reality

www.Ciol.com

http://www.ciol.com/


Success Reality

www.anthrophysique.com

http://www.anthrophysique.com/


Rut

• A habit or pattern of behaviour 
that has become dull and 
unproductive but is hard to 
change.
• Repetitive 
• Predictive
• Fixed job, activity, method…
• Being or feeling “stuck”

(Oxford Dictionary, 2022)



Rut Types

• Short
• Daily actions, familiarities, routines
• *Most common

• Medium
• Weeks, months

• Long
• Month+, influenced by life



Identify 5 Barriers to Your
Personal and Business Growth



Motivations

• Amotivation
• Lack of value in activity
• Feeling incompetent
• Disbelief task will cause outcome

• Intrinsic
• Satisfaction of the task

• Enjoyment, purpose, growth

• Extrinsic
• Resulting outcome

• Promotion, salary, benefits



What Motivates You? 

• Identify 
• 5 Intrinsic (internal)
• 5 Extrinsic (external)

• Rank 1 to 10 
• 1 - most important
• 10 - least important



Top 5 Motivations

• More intrinsic or extrinsic? 



Motivations Spectrum

• Deci, E.L. and Ryan, R.M., 2013. Intrinsic motivation and self-determination in human behavior. Springer Science & Business Media.

• Cited approximately 57,000 times



Intrinsic Motivations

• Greater potential for growth
• Persistence, engagement, learning
• Employees (rewards), likely to stay

• Abel, A.L., Mitchell, C., Phillips, P., Ray, R.L., Hancock, B., Lawson, E., Watson, A. and Weddle, B., 2013. The State of Human Capital 2012: Why the human capital function still has far to 
go. People and Strategy, 36(1), p.22.

• Baranek, L.K., 1996. The effect of rewards and motivation on student achievement (Doctoral dissertation, Grand Valley State University).

• Cho, Y.J. and Perry, J.L., 2012. Intrinsic motivation and employee attitudes: Role of managerial trustworthiness, goal directedness, and extrinsic reward expectancy. Review of Public 
Personnel Administration, 32(4), pp.382-406.

• Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs and the self-determination of behavior. Psychological Inquiry, 11, 227-268.

• Edirisooriya, W.A., 2014, February. Impact of rewards on employee performance: With special reference to ElectriCo. In Proceedings of the 3rd International Conference on Management 
and Economics (Vol. 26, No. 1, pp. 311-318).

• Grant, A.M., 2008. Does intrinsic motivation fuel the prosocial fire? Motivational synergy in predicting persistence, performance, and productivity. Journal of applied psychology, 93(1), p.48.



Identify 5 Intrinsic 
and Extrinsic Goals



Break



Your Team



Team Roster
• How many people work for you? 

• How many are effective at their job? 

• How many would you be willing to replace?
• Early career?

• Mid career?

• Late career?



Costs of Turnover
• Recruitment agency costs

• Size of the internal recruitment team

• Time to hire

• Level of revenue of your business

• The seniority of the role

• Salary of the employee

• Reason for leaving (dismissal/voluntary)

• and more…
Wisniewski (2022) https://tinyurl.com/28ku59dt

https://tinyurl.com/28ku59dt


Cost of Turnover (Averages)
• Early Career Employees

• Costs $16,000 to replace at 40% of their annual salary 
• i.e. $22,400 x 40% = $16,000 (£13,112)

• Mid-level Employees
• Costs $120,000 to replace at 150% of their annual salary

• i.e. $80,000 x 150% = $120,000 (£98,342)

• Senior-level Employees
• Costs $480,000 to replace at 400% of their annual salary

• i.e. $120,000 x 400% = $480,000 (£393,369)

Borysenko (2015) https://tinyurl.com/ycvu9w4e

https://tinyurl.com/ycvu9w4e


Cost of Turnover (Averages)
Early Career Employees (£13,112)

Mid-level Employees (£98,342)

Senior-level Employees (£393,369)

• Calculate what it is going to cost you 
to replace your identified employees

£ _______________

• Is it worth it? 



Hire Slow, Fire Fast



Building Your Team
• 25% of small business fail: wrong people in key positions
• 56% of corporate failures: lacking management skills
• “Brand” Vision and Values: must align with hiring

• Hungry vs Know-it-all
• Can you shape them? Willingness to learn and grow? 

• Assemble a hiring team to help / insight
• Probationary period: Hire Slow, Fire Fast
Wright (2021) https://tinyurl.com/z8mev3yy

https://tinyurl.com/z8mev3yy


Financial Motivations to Leave
• Employees who stay longer than two years get paid 50% less

• Keng (2014) https://tinyurl.com/yf782vbv

• Average employee wage rise 2.3%
• Miller (2021) https://tinyurl.com/38t8sz2w

• Pay growth stalled at 4% in May – half the rate of inflation
• Inman (2022) https://tinyurl.com/2p9azdz4

https://tinyurl.com/yf782vbv
https://tinyurl.com/38t8sz2w
https://tinyurl.com/2p9azdz4


Other Reasons to Leave
• Better

• Opportunities
• Title
• Salary
• More Benefits
• Work-life Balance
• Geographical Location
• Work Setting and “Newness”

• Meaningful Work
• Greater Challenge



What Do Workers Want? 
1. Change

• Re-evaluating the importance of job security and business ethics
2. Job Satisfaction and Outlook

• Employees have high expectations
3. Pay and Benefits

• Salary is important, but it is not everything
4. Mental Health

• Stress is increasing and work is suffering
5. Remote Work and Living Arrangements

• People poised to make a move

Richardson and Antonello (2022) https://tinyurl.com/3wzmscz2

https://tinyurl.com/3wzmscz2


What Do Workers Want? 

Richardson and Antonello (2022) https://tinyurl.com/3wzmscz2

https://tinyurl.com/3wzmscz2


What Do Workers Want? 

Richardson and Antonello (2022) https://tinyurl.com/3wzmscz2

https://tinyurl.com/3wzmscz2


What Do Workers Want? 

Richardson and Antonello (2022) https://tinyurl.com/3wzmscz2

https://tinyurl.com/3wzmscz2


The Career Perspective
• Can Staying With a Company Too Long Hurt Your Career?

• Good tenure is having no more than two jobs in five years unless 
progressive growth in the same company

• Must have five years tenure at each of the two prior companies
• When moving you gain best practice perspectives and new skill sets
• Always trying to highlight your improvements, accolades and growth
• Job hoppers have more intellectually rewarding careers
• Will have a more stable career
• Technology evolves quickly
• Grass is often “Greener” at a new company

Doyle (2022) https://tinyurl.com/4evnbrd6

https://tinyurl.com/4evnbrd6


The Career Perspective
• Too much tenure 

• Employers may assume
• You are not motivated or driven to achieve
• Less diverse and evolved skills
• Most comfortable with the familiar 
• Have difficulty adapting to a new job, leadership style, or corporate culture

• Job Hoppers
• 3% Pay Rise is the “norm”
• Not limited by internal renumeration structures/packages
• Not restricted by promotion caps
• May have a higher profile at a new company
• New opportunities are rare after +45

Doyle (2022) https://tinyurl.com/4evnbrd6
Luenendonk (2019) https://tinyurl.com/yr79cfnv

https://tinyurl.com/4evnbrd6
https://tinyurl.com/yr79cfnv


Your Team Roster
• Who is your ‘ideal’ employee? 

• Write an example job description/profile

• Do these qualities resonate with any of your 
staff now? 
• Why? Which ones? Why not? 

• What can you do now to create a more 
positive working environment? 
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