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ful book. His honesty, transparency, and use of real life stories will touch 
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"is book is dedicated to my clients.  
You have graciously invited me into your work life and, sometimes,  

into your personal life, and mine has been the better for it.  
I will always be grateful for you.





CONTENTS
Acknowledgments, xi

Introduction, 1

CHAPTER 1
Learning to Lead—the Hard Way, 5

CHAPTER 2
The Way Out Is In!, 19

CHAPTER 3
The Gift of Being Open to Others:  

“I want to know you!”, 33

CHAPTER 4
The Gift of Investing Time in Others:  

“I want to see you grow!”, 53

CHAPTER 5
The Gift of Listening to Others:  
“I want to hear your ideas!”, 71

CHAPTER 6
The Gift of Offering Encouragement to Others:  

“I want to help you!”, 91

CHAPTER 7
The Gift of Expressing Appreciation for Others’ Abilities:  

“I want to talk about your strengths!”, 107

CHAPTER 8
A Sure Investment, 131

CHAPTER 9
Seeing What No One Else Sees, 143

CHAPTER 10
Leaving a Legacy, 153

APPENDIX
These Gifts Work at Home  

as Well as at Work, 165

Notes, 169
About the Author, 173





ACKNOWLEDGMENTS

"is book is the result of decades of encouragement, support, and patience 
from dozens of people. Without their help my work would have failed  
long ago. 

"e !rst ones to thank are my family. Janice and I have been married for 
almost four decades, have raised two sons, and o$en have worked together 
in organizations. "roughout the good times and the di'cult ones, she has 
always believed in me as a leader, and she urged me to complete this book. It 
would not have happened without her. I will always be thankful for her.

As I was !nishing this manuscript, my oldest son, David, was in the mid-
dle of running in his !rst election—for city commissioner—and also man-
aging our consulting !rm, but he and his wife, Ruth, constantly found time 
to encourage me. My youngest son, John, and his !ancée, Zenas, were on 
an extended concert tour, yet every few days I would get an email asking 
me how it was going. And David and Ruth’s three-year-old daughter, Miss 
Olivia, knows exactly how to reach her granddaddy’s heart and inspire him. 
My family is a blessing to me. 

My extended family also know how each of them has helped me both 
personally and professionally: Bobby and Bev Banther, Bob and Leah, Tara 
and Pepe, Ashley, Brian, LaWanda, Donna and Brett, Ryan, Sophia, Wanda, 
Keith, Shelley, and Ginger Morell. All of you have helped me when I needed 
it most. I am blessed to have a family that loves me unconditionally.

Along with my family there are friends who have encouraged me in ways I 
am sure they don’t realize. Some I have not seen in a long time, but that does 



xiv A LEADER’S GIFT

not lessen the impact their friendship has had on my life and my growth 
as a leader. Dave and Becky Madasz, Mark and Susan Merrill, Mark and 
Sue Jones, Monde and Judy Flores, Lou and Anita Piniella, Ray and Nancy 
Murray, Dave and Vonna Furnish, Mike and Betsy Herd, Tom and Beth 
Goodgame, Howard and Judy Balm, Danny and Debby Miller, Mike and 
Carol Smith, Victor and Bev Costa, Jerry Foute, Frank Kennedy, Dr. Jim 
and Heather Gills, Dr. Wayne Freeburg, C. Alex Roane (my !rst leadership 
coach), and one of my oldest friends, since we were classmates in elementary 
school, an exceptional teacher and encourager, Joyce Green.

I cannot thank my sta% at Banther Consulting Corporation enough for 
their help. David and Ruth Banther, my business partners, along with Jackie 
Becker, Irene Wright, and David Difranco, are the rock our work is built on. 
I wouldn’t be in business without them.

"e most pleasant surprise in this project has been working with my devel-
opment editor, Chris Benguhe, a highly accomplished journalist, writer, and 
editor. When Chris and I !rst discussed this work, I recognized his talent. 
What I grew to appreciate, however, is his ability to bring out the genuine life 
story that is in each of us. "is book would never have happened without his 
coaching, both challenging and encouraging me at just the right moments.

Another person who was there at the right moment for me was a long-
time colleague and friend, Fawn Germer. Fawn is an award-winning journal-
ist and best-selling author who, over lunch one summer a$ernoon, simply 
said, “You have to write this now.” "ose words haunted me until I got  
started writing.

My journey has been a spiritual one as much as it has been a business 
venture. I could not possibly thank all of the men and women who have 
impacted me. One I have to mention, however, is Dr. Don Ralston, whom I 
was learning from when my life experience was at a crossroads. He remains 
an example to me. While I was !nishing this manuscript, Dr. Willy Rice and 
Danny Bennett were likewise very helpful. 

Like many young men, I was blessed to have teachers who did more 
than teach me; they powerfully a%ected my thinking and my decisions. I 
write about several of them in this book, but one in particular deserves a 



xvAcknowledgments

special thank-you. Dr. James “Chester” Gibson, retired dean of the Univer-
sity of West Georgia and one of the most esteemed coaches in the history 
of intercollegiate debate, taught me life lessons that I still follow decades 
later. Outside my family, no one has in#uenced my life for good more than  
Dr. Gibson has.

I have dedicated this book to my clients, and I am also grateful to all 
of them for inviting me to share in their work. One client especially, Gene 
McNichols, and his family—Scott, Steven, and Jennifer—have been unwav-
ering in their support of my professional growth. I am indebted to them.

Finally, I want to thank the team at Greenleaf Book Group: Kris Pauls, 
Justin Branch, Alan Grimes, Sheila Parr, and all of the sta% who have made 
this book a reality. Special thanks to Linda O’Doughda, who helped cra$ 
my experience into a clearer and more helpful story than I could ever  
have imagined.

"ere are so many more that I should mention. I hope, however, that I have 
already told you personally what you have meant to me. Life is a journey, and 
the people with whom we travel are our most valuable assets. "ey are also 
a gi$. "e best way we can acknowledge that is to become a gi$ in someone 
else’s life. And that has been my goal in writing this book.





INTRODUCTION

Recently I was sitting with a colleague of mine, and he asked me a very 
pointed question: “Barry, most advisors write their book early in their career 
and then build their business around it. Why did you wait so long?” It wasn’t 
a hard question to answer. “Because I had to live what this book teaches 
before I could write about it,” I said. “And I almost missed it!” I had set out to 
prove myself a leader, but I hadn’t learned that the whole point of leading is 
having people who willingly follow you!

I got that sudden wake-up call from my associates, but I didn’t even real-
ize I was asleep! I wasn’t quite twenty-seven years old and I found myself 
managing a nationwide company. Until that moment, I had been leaping up 
the ladder of success. Or so I thought. I had the title of “leader” but knew 
little about what it takes to earn the right to be followed. I had the wrong idea 
about what leadership was.

If I had ignored the warning of my associates, I could have missed ever 
learning how to become a lasting leader. "ankfully, I didn’t ignore them. 
Starting that day, and during the decades therea$er, I discovered what you 
are going to read about in this book. Fortunately, you don’t have to wait that 
long; you can learn from my experience now and begin to develop enthusias-
tic and engaged followers immediately.

In 30-plus years as a leader in both the public and the private sector, I have 
learned that leadership isn’t just something you do, it’s someone you become. 
"is book is about what it takes to become the kind of person others will 
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follow. It’s about how to !nd the wisdom that can produce great results over 
and over again. And it’s about the secret that lies in helping others discover 
their greatness. "is is not a “how-to book,” however. It’s more of a “who are 
you becoming?” book. It’s the book I wished I had read when I was just start-
ing out as a manager and a leader of people. 

You might be like a lot of leaders today. You’re halfway through your 
career, and what has been working suddenly won’t. You are trying to succeed 
by meeting your numbers like you always have, but it’s more di'cult to get 
your team to perform. "e old motivational tricks are no longer enough to 
inspire loyalty. You are just entering your prime years, but the rules of lead-
ing have changed. You know you have to change, but you don’t know how. 

I know that feeling because I was once right there. You have been making 
progress but you feel something is missing. You can’t quite seem to succeed 
for more than a few years at a time before you have to switch jobs or maybe 
even companies. Your back might even be against the wall right now, and you 
feel that time is running out for you to make a di%erence as a leader. Don’t 
give up yet, and don’t settle for being just an average manager. "ere is a bet-
ter way if you are willing to discover it.

Leadership isn’t just something you 
do; it’s someone you become.

First, acknowledge that you are motivated to lead and that you have 
worked hard. "en, realize that hard work alone isn’t enough anymore. Last-
ing leaders have to be able to take a diverse team and win quickly. Finally, 
embrace the principles you will learn from this book and do just that—win 
followers. "e life lessons you will read about will show you how to !nally 
become the kind of leader you have been striving to be. "ere is a leadership 
strategy with staying power that rescued my career, and I wrote this book to 
share it with you. 

I am going to tell you about my own awakening and what I discovered. I’m 
also going to tell you about some of the leaders I have advised and coached 
over the years and how they stopped, took stock of themselves, and found 
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a new way of leading that really works. And if you follow what this book 
teaches then, like them, you will !nd your success as a lasting leader too.

Remember, though, that success is not about more money or even more 
authority. It’s really about in#uence: the in#uence that results in associates 
and employees wanting to follow your lead because of the person you have 
become. "is is not just about my journey; it can become your journey as well.

You will quickly see that this is not just another business exercise. It’s a 
lifelong process and experience. You will become not only a better leader but 
also a better partner, better parent, and better friend. I know because it hap-
pened to me. And I am con!dent that I can help you discover your gi$s as a 
leader who earns the right to be followed.





CHAPTER 1

LEARNING TO LEAD— 
THE HARD WAY

Sometimes it takes getting what you have always wanted to discover what 
you really need. I always wanted to be a manager. My earliest jobs as a kid 
convinced me that I wanted to be the one making the decisions and not just 
doing the work. And with one phone call to my house in Atlanta on a very 
bright June a$ernoon in 1975 it happened. 

On the other end of the phone was the owner of a chain of radio sta-
tions who was calling me back a$er an interview I had had with him a few 
weeks earlier. I was only twenty-three years old, but I had been working in 
broadcasting since my early teens. I knew what it took to produce the kind 
of programming that would draw an audience. "e owner o%ered me the job 
as general manager of his broadcasting company in Baltimore. I had barely 
hung up the phone when I began to dance around my living room. My dream 
had come true! I was being given what I thought I wanted and needed—the 
reins of leadership. But what I really needed was to know how to be a leader, 
and my painful lessons on leadership were about to begin. 
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I TRIED THE TRADITIONAL TOOLS.
Every new manager thinks he’s ready to be a leader. I certainly did. I had 
my folders all labeled: 90-day plan, employee review forms, short-term goals, 
!nancial goals, company policies and procedures. I was ready. "ere was 
nothing wrong with those !le folders I had prepared for my new role as the 
radio station’s general manager. Planning, evaluations, and !nancial goals 
are important! But those items are not the most important topic a leader 
needs to consider in order to start out on the right foot. And that would be a 
folder labeled in all caps—people!

Had I picked up on a mentor’s hint she gave me before I le$ Atlanta, I 
might not have made the mistakes that I did in that !rst management role.

“You mean that you are going to be the general manager of the sta-
tion?” I had stopped by to tell my !rst boss in broadcasting my great news 
before I le$ for Baltimore. At the time, I thought she was just surprised and 
happy for me. But I realize now that she was really suggesting I wasn’t up for 
the job. "at even with all of my experience I was lacking something. Had 
I asked why she was shocked at my being named to the top spot, she would 
probably have politely told me what I needed to hear: “You’re smart enough 
for the job, Barry, but if you want to lead people then you have a lot to learn 
about people.”

And she would know. Grace and her husband Carol Lee hired me when I 
was fourteen. "e Lees ran their small community station like stewards of a 
great community trust. "ey carried the only local news available to listeners 
in the area. Even though most of the local population would have preferred 
around-the-clock country music, Grace and Carol insisted on carrying a 
variety, from rock to easy listening and even some gospel now and again.

Music wasn’t the only thing they broadcast. Each year there would be a 
“Rotary Day” when local Rotary Club members took turns as DJs for the day 
to raise money. "e Lees were not just owners of this little radio station; they 
had become the heartbeat of the community.

I realized how valuable they were to our town, but somehow I didn’t make 
the connection between the way they interacted with the townspeople and 
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the way they led the two or three of us who worked for them. Each of us was 
more than an employee to them. "ey cared about my family and showed 
genuine interest in all the things I was involved in at the only high school 
in our county. I wish now that I had paid more attention to their example as 
leaders whose remarkable concern for others was more than just a strategy; 
it was who they were.

Two days a$er saying good-bye to everyone, I was on !nal approach to 
Baltimore/Washington International Airport. I still remember how proud I 
felt taking a plane to my new job. Most of my buddies back in Georgia trav-
eled to work in their pickup truck. I gathered my luggage and went out to 
meet my new employee who had come to welcome me and give me a ride.

I’ve wished a thousand times to have that ride from the airport to take 
over again. I would have used the opportunity to get to know this fellow and 
open up to him. I would have made every e%ort to send the message that not 
only was I willing to listen but also that I needed to listen to him and the 
other employees if we were all to succeed together.

I really wasn’t rude; I was just disinterested in him personally. I wanted 
to know about our competition. I wanted to know about our equipment and 
how well we were set up to expand. I wanted to know all the things that 
would be important to growing the station but had little to do with growing 
the team or my relationship with them.

It’s been an ongoing fear of mine in subsequent decades that he would 
show up in a seminar I was leading or a conference where I was speaking on 
“lasting leadership.” In my nightmare, he jumps up in the middle of my pre-
sentation and starts shouting “hypocrite!” And just when I start to explain 
to him that I changed and became a di%erent kind of person, I wake up—
usually in a cold sweat!

"roughout our drive north past the city, I told him about my strategic 
plan and how I wanted to motivate the employees by using clear performance 
measures. I had ideas about how to improve our programming lineup and sell 
more airtime. Never once did I ask him a question about his job, his ideas, his 
aspirations. "inking back on it, I recall that he didn’t respond directly to me 
but his body language was saying, “Who does this guy think he is?”
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He dropped me at my hotel, and I got ready for day 1 of my new life. "e 
owner of the station was in town, and he had spent the prior few days dis-
missing the current general manager to make way for me—his new young 
protégé. He especially liked it that I could read the P&L statements and that 
I readily accepted his !nancial goals. For my part, I viewed authority as the 
key requirement to leading others, and he had given me the very title that 
would mean I had all the authority necessary.

It takes more than the ability to read a P&L statement or the authority 
embedded in a title to be a leader who can last for more than a few years, 
however. Nevertheless, I honestly thought that if my sta% would just do what 
I said, we all would succeed !nancially as well as have wonderful careers— 
together. In other words, if you couldn’t buy in to my plan and my way 
of running the business, then there must be something inherently wrong  
with you.

"e sta% didn’t openly resist my ideas, but they did voice their own opin-
ions, some of which were based on years in the market. For example, we 
carried a half-hour program on Sunday morning that was produced in the 
“Little Italy” section of Baltimore. It was a mixture of music and talk, but my 
problem with the show was that it was done entirely in Italian. "is meant 
that I had to pay a translator to listen to the broadcast and verify that no FCC 
regulations had been violated.

Over the objection of my sta% I made the decision that all programming 
had to be in English and this program was canceled. "ey tried to impress 
upon me that it had been on the air for more than twenty years and to con-
vince me that the sponsor of the show was one of the leading Italian business-
men in town. I didn’t listen.

I wish I had. Ten days a$er I took the program o% the air we had a visitor 
in our lobby who identi!ed himself as an attorney for the sponsor. "e sec-
retary brought him to my o'ce, and before he could sit down I repeated my 
decision and reminded him that I was the new general manager of the station 
and had the authority to do what I had done. 

"irty minutes later, I began to get his message. "is Italian sponsor wasn’t 
going anywhere. If anybody was going somewhere it was going to be the 
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station’s “general manager,” who had just arrived in town. I put the program 
back on the schedule immediately, and it remained on the air for decades!

Learning to listen to my employees and value their opinions was some-
thing I would have to learn the hard way. I wasn’t growing the sta%. In fact, 
I was alienating them. But my !rst year of !nancial success kept me from 
experiencing that problem as soon as I might have. It was only later that I 
realized this truth: if you are not building relationships that will last with 
your associates, your !nancial success will be short-lived.

I GREW THE BOTTOM LINE BUT 
SABOTAGED MY RELATIONSHIPS 
WITH MY TEAM AND DIDN’T 
EVEN REALIZE IT.
My !rst year in Baltimore was, as I said, a !nancial success but not so suc-
cessful by any other measure. We had new programs and new advertisers. 
We expanded our reach into the community, and despite a tough economic 
environment, we grew the pro!t margin. But I pushed my employees (who 
were loyal and wanted to do what I asked) hard and required them to fol-
low my direction, and I could change my mind quickly. As a result, the sta% 
were constantly having to make last-minute adjustments. "is uncertainty 
consumed resources and sapped their emotional energy. Regardless of my 
intentions, it was a poor way to build a cohesive team.

If you’re not building relationships  
that will last with your associates, your 

financial success will be short-lived.

My direction could o$en come on a whim. I would be out to lunch with a 
client, for example, and be asked if we could do a remote broadcast for them 
or help them with a community project. My answer was always YES. I didn’t 
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bother to ask my team if we could do it. I didn’t get their input about how we 
would sta% the event. I just overcommitted them and expected them to !x it.

Because I was making such commitments of time and resources, my 
employees were constantly scrambling. If they gave me any resistance I 
wouldn’t hesitate to start looking at applications from prospective new 
employees. Eventually I drove them to do things we couldn’t do or, worse yet, 
forgot that I had committed us to something in the !rst place.

Obviously (but not to me then), as a result of this approach, I was not 
building loyalty. And I was not creating an atmosphere of excellence. To the 
contrary, I was developing a team that was hesitant to act independently with 
con!dence, because they couldn’t trust me to communicate the direction we 
were going. In other words, if you worked for me you were better o% just 
waiting for me to tell you exactly what to do. "inking on your own was 
probably not going to be rewarded.

"is would have been the perfect time to slow down and face my dilemma, 
to learn how to build mutually respectful and ultimately pro!table relation-
ships with my employees. But I didn’t see it as a problem. As long as the 
numbers added up at the end of the month, we must be on the right track. 

At the pace I was going there was bound to be a lot of turnover. Yet I didn’t 
know how to build a team or even how to identify the best players. From my 
perspective, money was always the biggest motivator; with the right amount 
of it, you could get anyone to do whatever you asked. I didn’t understand how 
important it was to build a relationship with your employees !rst before you 
expected them to do your bidding. 

It was about this time my owner o%ered me the position of executive vice 
president and general manager of not only our Baltimore operation but also 
his Cincinnati station and our new acquisitions in Toledo and shortly thereaf-
ter Los Angeles and Tampa. In just two years since receiving that life-changing 
phone call in Atlanta, I was responsible for all of the stations in our network!

Have you ever gotten a promotion or maybe a job o%er just in the “nick 
of time”? My sudden promotion removed any possibility that I would take a 
candid look in the mirror and start behaving like a leader and not just a busi-
ness-savvy manager. I set my sights on the horizon. "ere were new stations 
to open and new goals to meet. A$er all, I had been promoted for a reason.
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With my promotion came relocation to our largest station, a 50,000-watt 
powerhouse in Tampa. "is would mean a lot of travel to each market, from 
Baltimore to Los Angeles. But my energy was concentrated in Tampa at our 
newest acquisition and soon-to-be #agship property. "is was in the days 
before email, so our messages from other associates came in the mail.

Promotions don’t cure leadership flaws.
Those in-the-nick-of-time promotions just cover up our weak-

nesses. The house was making money, but it was a house of 

cards. I now know that I should have invested more time in my 

employees. But rather than take a deep breath and reflect on 

how I was beginning to fail in my previous assignment, I—like 

many other businesspeople do—took the new opportunity as 

proof that I was really as good as I thought I was!

But what if we are not as good as we think we are? What if our 

employees are only telling us what they think we want to hear? If 

that’s the case, then we will miss the critical information we need 

to make good decisions. 

Remember the debacle Toyota had with their “accidental 

acceleration” problem? As it turns out, the top management had 

been shielded from negative data. Consequently, they repeat-

edly denied there was an accelerator issue. That delay before 

they finally admitted the obvious was costly. That data would 

have helped them avert a disaster. 

If managers are to succeed at leading, they have to work with 

teams that can speak candidly with them, without fear that the 

leader will lose his or her self-confidence, self-control, or self-

esteem. Any communication short of that will not be enough. 

I was lucky to receive that kind of candid talk—from the most 

unlikely place. Despite the fact that I hadn’t encouraged it and, 

quite frankly, hadn’t asked for it.
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"e front o'ce secretary would go through everything and then distrib-
ute it. One day she dropped a letter on my desk and headed back up front. She 
had no idea that that particular letter would be the catalyst for my awaken-
ing. Neither did I.

Promotions don’t cure leadership flaws.

Glancing at the return address on the envelope, I saw that the letter was 
from our Baltimore station. And as I unfolded it, I recognized the names 
listed at the bottom. What kind of letter would those guys write together 
and send to me? As I read the !rst lines, I saw that they got to the point 
quickly. "ey politely told me they had no interest in working with me in the 
future! "ey believed that it was only a matter of time until I failed big-time 
as a leader because of the way I had interacted with them, other sta%, and  
even customers.

Speci!cally, they said I had failed them as their leader on several counts: 
You don’t listen to us. You make promises to us and then don’t deliver on them. 
You change priorities so o!en we can’t trust your decisions. You don’t value us! 
You see us as means to an end . . . and so on. Pretty tough words from people 
you thought were your friends. With the bene!t of time, I now recognize they 
were, indeed, acting like true friends by confronting me.

If the letter had been mean-spirited I would have just dismissed it out of 
hand. But this was di%erent. "ese men were all Christians who gave more 
than lip service to their faith. And that’s the attitude they conveyed in the 
words of that letter. "ey showed appreciation for what I had accomplished 
but thought the way I had done it was unacceptable.

It really doesn’t matter how any of us comes to realize that we need to work 
on our leadership skills. "e point each of us must ask is, what am I going to 
do about it? A lot of leaders simply blame their followers and move on. Others 
blame their circumstances and just live to repeat the same behavior.

But there are a few, and I am blessed to be among them, who neither blame 
their circumstances nor continue to repeat the same behavior for a lifetime. 
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Instead, they get serious about examining what it takes to lead e%ectively and 
repeatedly over a long period of time. But I didn’t do that right away.

At !rst I replayed in my head all of my actions during the previous two 
years, and I could counter each of their criticisms with a corresponding man-
agement strategy that proved successful. But that was shallow. "ese men 
weren’t disputing my ability to produce results; they were distancing them-
selves from me because they didn’t want to work in the kind of environment 
I had fostered.

And, a$er thinking about the content of their letter for several weeks, I 
realized I didn’t want to work in that kind of environment either. If you pro-
duce results but lose the support of your team then you will forever be build-
ing a new team. Hardly a formula for genuine success.

"ere was enough truth in what they said, and enough of my original goal 
to be an e%ective leader still in me, that I decided to try to change. But substi-
tuting one set of motivational gimmicks for another would be a lateral move. 
I would have to think hard about what real change in my leadership would 
look like.

I had begun teaching a night class at a local private Christian college in 
addition to my day job among the broadcast group. "e subject was “commu-
nication,” so it was a perfect !t for me to do more research on what separates 
lasting leaders from those who can stay in the game for only a season.

Have you had trouble lasting for more than a season? Is that why you are 
reading this book? Like me, have you gotten just enough feedback to realize 
that you can’t reach the next level in your company, your community, or your 
life if you don’t make the transition from one who acts like a leader to one 
who lives like a leader? Perhaps knowing what I did at my own crossroads 
will help you make your next move.
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I MADE A DECISION TO RESIGN.
My boss agreed to meet with me at the Tampa Airport. We took a booth in 
the hotel restaurant near the terminal. It was a quick conversation. 

I explained to him that I wanted to step aside and work full-time at the 
college where I was teaching so I could learn alongside the students about 
how to lead with purpose and passion. "e college needed my help and I knew 
it would be a chance for me to grow. He thought I was !ne as a manager and 
didn’t see a problem. But I felt that I was not a competent leader. Although I 
was very good at making change happen, to lead at the most successful level 
would take more than just knowing the numbers.

"e company owner wasn’t impressed with my decision. And as he began 
to explain what it would cost me !nancially to walk away from my employ-
ment agreement, I will admit that I had second thoughts. But the words from 
that letter still haunted my mind, and I knew what I had to do. I had come to 
realize that a leader’s true power comes from in#uence, not authority. 

You can’t fake in#uence. In Texas they have the disparaging remark, “He’s 
all hat, no cattle.” In other words, he’s acting like something he’s not. If I 
knew anything a$er resigning from the radio stations I managed it was this: 
I would not fake it anymore!

My decision to resign was less than a day old when the aging president 
of the college, a man of great faith and vision, asked me to join his team to 
help him in the transition to a new president, who would not be able to serve 
full-time. Since it was a private Christian college my compensation would be 
minimal, but the opportunity to grow would prove to be invaluable. He had 
asked me before but now was the right time, the right move for my awaken-
ing. I would be in a supportive learning environment while taking the best of 
what I knew and sharing it with students not that much younger than me. It 
was a quick exit strategy with a so$ landing.

It was more di'cult to take that job than I thought it would be, however. 
I was immediately cast into a leadership role that stirred my “old” expedient 
leadership style because I had not yet fully grasped what the “right” leader-
ship style was. But I was more open and ready to learn a replacement style. 
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And I was able to help the school make signi!cant advancements in their 
physical plant, their accreditation, and their approach to students.

In fact, within a few years I was asked to move from being in the adminis-
tration of the new president to becoming the president of the college. At that 
point the school needed someone who could get results in fundraising, stu-
dent development, and greater community awareness. And although I was 
focused on understanding how lasting leaders make the transition to living 
like a leader, there was still a lot of “let’s go reach the goal” in me. "at’s 
exactly what the college needed.

Little by little I was inching forward. When some of the weeds of my for-
mer management style popped up, I would mow them down—only to see new 
ones sprout. I had planned to be at the college for just a few short years, but the 
tasks to accomplish were daunting, and we were making progress. So I stayed 
for more than a decade, which was a year or two longer than I should have.

Luckily when my years as an administrator and professor came to an 
end, three speci!c events put the !nal shape to my growth as a leader. First, 
the governor of Florida, who had observed my work in turning the college 
around, asked me to serve in his administration as a member of the State 
Board of Independent Colleges and Universities. Second, I continued to vol-
unteer by teaching a community Bible class. "ird, I joined the leadership 
team of a highly successful training company in Tampa.

As the governor’s appointee, I had to work with people both within his 
political party and across the aisle. Real negotiation on issues a%ecting 
the lives of hundreds of thousands of college students required the leaders 
involved to be collaborative. 

"is was my do-over. Instead of trying to be the smartest person in the 
room, I began to build professional relationships based on mutually bene!-
cial goals. "at meant really getting to know every member of the team. I 
vividly remember one a$ernoon when I was meeting with our state board 
sta% and asked them their opinion about a pending matter. I didn’t interrupt 
them, and I didn’t even spout o% my own idea. Rather, I caught myself listen-
ing. I was no longer in the small world of the radio stations or the friendly 
halls of academia. But I was also not the same leader I had been. 
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While I was still at the college, I had read constantly about the lives of lead-
ers who had lasted. Searching for clues in each person was my constant vigil. 
And slowly but subtly I began to notice that their followers o$en responded 
similarly to their leadership. "ey would make comments like, “I always felt 
like he listened to me.” Or “I was more than just an employee. He really cared 
about me.” Or “He was quick to recognize when I had done a good job.”

I tried to build those values into my life as I went on to serve governors 
Bob Martinez, Lawton Chiles, and Jeb Bush. One was not from my political 
party and I tried to resign upon his election, only to be asked by the local 
leader of his party to stay on for another term because, as he put it, I knew 
“how to get diverse people to take common action.” 

My fellow board members likewise recognized my work and elected me 
to back-to-back terms as chairman of the State Board of Independent Col-
leges and Universities. We had regulatory oversight of a 100-plus colleges 
and universities, with better than half a million students, and our leadership 
was scrutinized constantly by our constituents, the legislature, and the press.

I not only survived that scrutiny; I thrived through it. Leadership that 
begins by putting others’ interests !rst has the strength to forge lasting rela-
tionships. For the !rst time in my business career, I saw that reality coming 
to life in and for me as a leader.

While I was leading state board initiatives across the state I was also teach-
ing a Bible class to businesspeople and other individuals who were seeking to 
better understand life and faith. "is forced me to study ancient truths about 
how ethical relationships are formed in humility, compassion, and even love. 
Our group would study on Monday night, and I would try to apply what we 
learned throughout the rest of the week.

Sometimes it would be three steps forward and two steps back, but the 
momentum was steady. "e words of the letter that challenged my very right 
to lead kept motivating me to !nd a better way to lead. "ey also motivated 
me to become a better person. I wasn’t focused any longer on just “tech-
niques” or “tactics.” I began to see leadership as an expression of who I was 
and not just what I did in my career. 
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Bring out the best in others.
Serving others as their leader is not about lip service or a title 

on a door. It’s a way of life. A transparent and giving life that is 

dedicated to bringing out the best in others—especially those 

who look to you as their leader.

A giving life inspires followers to embrace both you and your 

goals. Perhaps no one has evidenced that more than Frances 

Hesselbein. Between 1965 and 1976 she went from being a volun-

teer Girl Scout leader to becoming the nonprofit’s CEO—the first 

to come from within the ranks in 67 years. She held that job for 

more than fourteen years, during which time she is widely cred-

ited with turning the organization around while growing mem-

bership to 2.25 million and a workforce in excess of 700,000.

Years ago Peter Drucker, the father of modern management, 

was asked who he thought was the greatest leader in America. 

Since he had consulted with the likes of Jack Welch and most of 

the Fortune 100 leaders, his answer came as a surprise. Without 

hesitancy Drucker replied, “Francis Hesselbein, the CEO of the 

American Girl Scout movement. She could manage any com-

pany in America.”1

And now the real question, how did she do it? Hesselbein 

has been quoted repeatedly saying that one of her secrets is, 

“The first item in your budget should be learning, education, and 

development of your people.”2 And she developed the now leg-

endary approach of “circular management,” where the leader 

sat in the middle of the organization chart, not at the top. From 

that perspective, the leader can better plan, guide, and inspire 

performance. Our current economic realities now require that 

kind of leadership.
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Leadership that begins by putting  
others’ interests first has the strength 

to forge lasting relationships.

My work life was correspondingly supporting my personal growth. Scott 
and Terry Hitchcock, who owned a prosperous training franchise in Tampa, 
helped me immensely to become a better person. "ey actually reminded 
me of Grace and Carol Lee, who had hired me as a teenager to work for their 
rural radio station. Scott and Terry put me in a leadership position over their 
sales team while at the same time allowing me to learn timeless principles 
about the very kind of leader I wanted to become by teaching leadership 
training classes. 

What I was learning as I prepared to lead training sessions could be 
applied in my public role as well. All of this growth could have occurred back 
in Baltimore, but it didn’t because of one signi!cant fact: at that time I didn’t 
see the need to grow as a leader; my focus was solely on the bottom line.

I started out as a manager thinking my job was to sit at the top, but over time 
I began to move toward the middle, where I could lead with in#uence. "ese 
experiences continued to shape me. What’s shaping your growth as a leader 
right now? Are you leading from the middle, or are you stuck trying to com-
mand from the top? Which are you relying on, authority or in#uence?

With the advantage of years I can look back and see just how important 
those self-focused years in broadcasting and the self-sacri!cing years in pri-
vate education were in my development. Both served me well to prune and 
strengthen me. And during those years I began to see what it was about some 
leaders that made them last. "ey had in common an approach to working 
with people that earned them the right to be followed. "at’s not just another 
strategy, however; it’s more of a lifelong journey. I hope the experience of 
reading this book and going online (www.aleadersgi$.com) and taking the 
leader’s gi$ assessments will inspire you to become a fellow traveler!



CHAPTER 2

THE WAY OUT IS IN!

It’s not a new debate. Are leaders made or are they born? You’ve probably 
heard during such discussions expressions like “She’s just got a gi$ for it” 
or “He’s a natural.” "ere’s no denying that our DNA does impact a lot of 
our traits and characteristics, and some of those are more conducive to our 
becoming a leader. 

But I maintain that every single one of us has the seeds of great lead-
ership within us. Only a few will do the work to discover them, however, 
and even fewer will invest the time and e%ort necessary to reap a harvest  
of in#uence. 

What are these traits that successful leaders are made of? Where do  
you !nd them? How do you begin to develop them in a way that will work 
for you? 

If we want to understand what really de!nes leaders, I suggest that we start 
by looking at their followers. What causes some people to willingly follow 
one person while strongly resisting the lead of someone else? Is it really just 
a matter of preference?

Look to your own life. Ask yourself what drew you to certain people and 
turned you away from others. What was it about some people that made them 
exceptional leaders? It was when I started asking these questions of myself 
that I began to see patterns emerging that work—and they make sense.
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If we want to understand what really 
defines leaders, I suggest we start 

by looking at their followers.

Two men in particular demonstrated for me the traits of a leader who 
draws people to him by being open to others and encouraging them. My 
experience with each man was decades apart, but their approach to leading 
was the same.

Beecher Duvall grew up in Atlanta in a family that a%orded him the best 
education and a lot of incentive to !nish college and launch his career in the 
city. But he had other plans.

Beecher chose to locate a couple of hours north of Atlanta in a rural moun-
tain community. And that’s when I met him. He was our high school guid-
ance counselor and my scout leader. We were used to people from Atlanta 
coming up to the mountains for the summer to cool o%, and they usually 
were a bit “cool” toward us native mountain people as well.

But Beecher wasn’t that way. From the very beginning he opened up to us 
and our way of life and gave us a chance. I have no memory of him—whether 
as teacher or scoutmaster—being anything but ready to listen to and encour-
age me. He was always looking for a way to help us grow.

One spring he called me into his o'ce and told me about a program being 
o%ered for a term at Phillips Andover Academy just north of Boston. He said 
they might even give special consideration to applicants from more deprived 
parts of the country. 

Beecher urged me to apply. I remember taking the literature home and 
thinking that there was no way someone like me from the foothills of Appa-
lachia could do this. Even my parents thought the notion was farfetched. 
A$er all, Andover is one of the most acclaimed prep schools in American 
history. Among the eminent alumni are a number of presidents, governors, 
and senators. Yet if I applied and was accepted, it could be the most pivotal 
experience of my education and maybe even my life.

My family would have never dreamed of trying to achieve that kind of 
opportunity, but Beecher dreamed it for us, and it came true. "at summer I 
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kissed my mother good-bye, shook my dad’s hand, and boarded a bus bound 
for Boston. Indeed it was the single most important educational experience 
of my life, thanks to a leader who saw something in me I couldn’t see. 

When leaders take the risk to place their con!dence in us, even before we 
have earned it, it gives us the strength to face adversity without excuse. It 
gives us the courage to live beyond our self-imposed limits! 

How about you? Was your earliest memory of a genuine leader a teacher? A 
coach? An advisor? Take a moment to think back on your relationship. What 
is it now, as an adult, that you appreciate about how that person in#uenced 
you? I bet you won’t have to look hard to !nd some of the same behaviors in 
your early in#uencers that I did. And you will see the connection between 
those leaders’ behaviors and your own achievements.

"e second leader who drew me in by how he listened to and encouraged 
me is successful businessman and philanthropist Joe White. He became a cli-
ent a$er I began my consulting practice and then a valued friend. 

Joe came home from the Vietnam War expecting to join his father’s busi-
ness, Castle Supply. But when, while touring the company’s Sarasota, Florida, 
branch, Joe’s dad announced that Joe was the new branch manager, le$ him 
there, and wished him luck, Joe was #abbergasted. In his twenties, newly mar-
ried, and just home from the army, this de!nitely wasn’t what he expected.

I don’t think Joe understands to this day why he didn’t run, but he didn’t! 
He stuck it out and learned the business on the #y—one customer at a time. 
Joe faced the normal tension of every young business leader: do I pay atten-
tion to customers !rst or employees? But Joe didn’t give in to the temptation 
to choose one over the other. He decided to invest in both. And by leading 
like this for more than three decades, he grew this small family business into 
a national leader in their industry.

Since he sold his company (see the box titled “Lasting leaders end well.”) 
I have worked with Joe in several endeavors where he has been a volunteer 
leader with a signi!cant responsibility. And I have watched him help some 
of his protégés start a new business. Joe treats them all just like he treated his 
family’s enterprise: he puts the people !rst! 

Joe could go into any business, for pro!t or not, and lead it to thrive because 
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Lasting leaders end well.
I actually met Joe White through one of those men he chose to 

invest in—Bob Cardwell. Bob began working for Joe at the entry 

level. He grew to the role of a branch manager and by the time 

we met he was the president of Castle Supply, with Joe as CEO. 

As I looked around this very profitable company with multiple 

locations, I saw a pattern. There were men and women in every 

branch and most departments who had a story to tell about how 

Joe White had taken a chance on them and then stood back and 

let them grow. In return Joe had a team of loyal employees who 

put customers first—every time.

I began to work with Joe and Bob, helping develop their lead-

ership team and document strategic planning for his company, 

which kept growing year after year. In fact, that unprecedented 

growth created what most people would see as a windfall but 

actually was a dilemma for Joe. An international company that 

also was a major force in the same industry across the U.S. 

put an o!er on the table to buy his company that Joe couldn’t 

ignore. But the family’s first concern was the people who worked  

for them. 

They worried about their employees. How would those asso-

ciates be impacted by a sale? How would the new owner treat 

them? I hurried to his o"ce when I got the call that he wanted to 

talk to me immediately. I shut the door behind me and sat down 

uncertain about what I was about to hear.

But what I heard didn’t surprise me. What I heard from Joe 

White was first, his concern about how his family would react 

to selling the business, and second, what this would do to his 

employees. The advice he was looking to me for was how to 

protect both. He never mentioned himself.
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Over the next several months Joe would negotiate the sale 

of his company. And at every step he was calculating how to 

keep his family’s interest foremost and how could he protect his 

employees. In fact, during one meeting in his o"ce a competitor, 

another national company with a brand name known in every 

household, called and made Joe an o!er. Whatever amount the 

buyer had agreed to the caller was willing to beat. Joe never 

gave it a thought because he knew this suitor would not be fair 

with his associates and he wasn’t willing to compromise that for 

any amount!

The closing day came and those long-term employees, includ-

ing the president, Bob Cardwell, were rewarded for their loy-

alty. In fact, I have never seen any other business owner leave 

as much on the table for his associates. He also took part of the 

sale and formed The White Family Foundation so his wife and 

daughters could continue supporting those issues that mattered 

to them.

he believes that people build businesses and organizations. It’s his job to !nd 
the best people and lead them by giving himself to them until they can #y 
on their own. And that’s why people are drawn to him. I once asked Joe why 
he worked so hard and he quickly replied, “For me it’s all about my family.” 
At that moment I realized that his de!nition of family included not only the 
ones who bear his name but also everyone who comes under his in#uence. 

Like Beecher Duvall, Joe White was open, he listened without judging, he 
invested time in me, he encouraged me continuously, and he appreciated my 
strengths. And because of that I followed his lead. 

Putting others !rst is the secret to successful leadership. "e leader who is focused 
on himself starts with his plan and his goal. But the leader who is focused on 
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others starts with her team. What do they need to succeed? How can the leader 
equip them to win? What’s important to them?

Take a look at your own team. What kind of turnover have you had? How 
many “A” players do you have? Is your team nimble enough to change direc-
tions quickly and willingly? "e answers to these questions are like a leader-
ship CT scan and will be valid predictors of your success as a leader.

FOLLOWERS WILL BE DRAWN TO 
YOUR OPENNESS, INVESTMENT OF 
TIME, LISTENING, ENCOURAGEMENT, 
AND APPRECIATION.
I have studied hundreds of leaders and have researched hundreds more. A 
few months a$er I opened my management consulting practice (and while 
I was earning my certi!cation from the Institute of Management Consul-
tants), I was writing a leadership development program for a Fortune 100 
company. Suddenly, the pieces of the lasting leadership puzzle fell into place.

I had been asking myself for years: what were the traits that lasting lead-
ers had in common? What were the things I was missing as a young leader 
that led to my failure as a manager? And what had I observed that seemed to 
motivate employees to extraordinary performance?

In a moment I realized that great leaders don’t focus on getting. "ey’re 
all about giving something away, freely and frequently. "ey give something 
away that money can’t buy and that the receiver wouldn’t sell for any price. 
"ey give the gi$ of themselves. 

"ese 5 qualities are gi$s because it’s only when we give them away freely 
to everyone in our path that they create in us the life qualities of a lasting 
leader. "e 5 qualities you’ll learn to give away are

"e Gi$ of Being Open to other people. 

"e Gi$ of Investing Time in other people.
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"e Gi$ of Listening to other people.

"e Gi$ of O%ering Encouragement to other people.

"e Gi$ of Expressing Appreciation for other people. 

"ese gi$s appear to be simple, perhaps even obvious. Anything truly 
inspirational always does. But it is their simplicity that requires more than 

Beware the numbers leadership trap.
When I took my first business leader’s role as a broadcasting 

GM, it wasn’t that I was completely wrong. I wasn’t. But I was 

only half right. Of course you have to focus on the numbers, 

whether you’re responsible for the monthly bottom line or the 

production goals. Everything gets measured and you will ulti-

mately be evaluated on the numbers.

But that’s a leadership trap. It is so tempting just to keep your 

eye on the scoreboard and make your moves with an eye toward 

winning. Over time, however, this approach will result in exhaust-

ing the people you lead. And while you are running up the score, 

you are running down the very people who got you there.

Randy Gage, a leading writer and coach on personal perfor-

mance, puts it this way: “If you are asking the wrong question, 

then the answer is irrelevant!”1 If your only question is how much 

did we make, how many did we produce, and how many did 

we ship, then your answer will not be relevant to your lasting 

success.

That’s why the usual management question of how to get 

more out of people for less is foolish. You may get short-term 

results, but eventually you will burn those people out and the 

cost of recruiting, hiring, and training new personnel will eat 

away at whatever profit you thought you were producing.
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Be careful, though; it’s also true that in focusing only on peo-

ple you could limit profit. And remember that many good things 

follow profit: Profit allows pay raises, retirement contributions, 

investments in growth, and even charitable gifts. Profit is a noble 

goal! It just can’t be the only goal.

Because if you don’t focus on the people who produce the 

profit you will be on a constant rollercoaster of quick growth 

and painful setbacks. Put people first and then you will know 

how to deploy the right people with the right skills at just the 

right time to create loyal and repeat customers!

When you are balancing profit with people, you are also better 

equipped to know which people should stay on your team. Here 

is a little-known secret about what happens when you learn how 

to understand the people you lead. You recognize much sooner 

those people who shouldn’t be on your team. It doesn’t mean 

they are bad people; it simply means that they are not the right 

fit for your team.

Balance people along with a collaborative approach to lead-

ing and you will produce the results you are looking for. Get 

unbalanced on either the profit or the people side and you will 

be forever chasing the wind as a leader. It’s like standing in a 

rowboat and abruptly shifting your weight from one side to the 

other. The boat rocks. Everything in the boat is tossed about. 

You start creating waves. And before long you are out of the 

boat!

just a passing nod from us. It’s not enough to applaud them. To become a 
lasting leader means you have to embrace them while still focusing on the 
metrics that de!ne your progress. "e two are linked together. (See the box 
titled “Beware the numbers leadership trap” in this chapter.) You can’t choose 
which one to follow because without both of them your leadership experi-
ence will be just another story of “what might have been.”
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"ese qualities aren’t things you have; rather, they are things you give 
away. "ey require you to become someone who can give freely, without res-
ervation, to the people you lead. Lasting leaders, by de!nition, devote their 
energy toward the people they lead—#rst. (When you put others !rst, you 
won’t become second. On the contrary, you will become more valuable to 
your team, your company, than any authority could ever mandate!)

Leaders who are held in the highest esteem for their success on both the 
bottom line and with the people they lead epitomize these !ve qualities. And 
the really great news is that it’s never too late to embrace them as gi$s. Not 
gi$s you possess but, rather, gi$s you will freely give to others. You can rec-
ognize these lasting leaders by the way their followers describe them. You 
will hear phrases like these: “He was always there for me,” “I felt like she 
really listened,” “He valued my opinion,” and so forth. Let’s have a look at 
each of these !ve qualities in a little more detail.

The Gift of Being Open to Others.
What would it be like to work for someone who was open to who you are? 
Not who they want you to be or the role they want you to play but the real 
you. What if you sensed that it mattered to them where you came from, what 
motivated you, and what your innermost hopes and dreams were? And what 
if you believed that they could be trusted with those truths about you and 
would only use them to bring out the best in you and align you with their 
goals for joint success?

You would consider that a gi$ and you would consider yourself blessed! 
You would place much higher value on that relationship and be more prone to 
preserve it through your improved performance. "at’s the gi$ of openness.

The Gift of Investing Time in Others.
What would it be like to have a boss who had time for you? Not just when they 
wanted something, but as a matter of routine they dropped by your work-
space? And what if they didn’t have any certain agenda; they just thought it 
would be valuable to spend more of their time with you? 

I am necessarily not talking about out-of-the-o'ce time. I am thinking of 
a boss who chooses to invest time in you as a priority in his or her workday. 



28 A LEADER’S GIFT

How would that a%ect the way you valued your role at work? You couldn’t 
help but feel as though you were important to them, right? And there is the 
high likelihood that over time you would return this gi$ by showing a return 
on the leader’s investment of time in you. 

We all have di%ering amounts of money and wealth. But we all possess 
exactly the same amount of time each day. When a leader chooses to spend 
moments with you, that’s the gi$ of time invested in you.

The Gift of Listening to Others.
What would it be like to work for someone who listened to you? I am not 
talking about whether or not they heard your words. I mean they genuinely 
listened. Listeners send the clear message that your thoughts are valuable and 
what you think is important to them. 

How would it feel to have a boss who solicited your opinion while sus-
pending judgment as to whether you were right or wrong? If you were able 
to have a candid conversation and were con!dent your thoughts would be 
given consideration before a decision was made, how would that impact your 
self-perception at work?

When we believe someone is really paying attention to us and hearing 
what we say, we automatically give that person credibility as a leader and are 
much more prone to listen the same way in return when they are speaking. 
It’s painfully obvious that most people don’t listen like this, and we’ve come 
not to expect it. When a leader does so we realize it is truly a gi$. It’s the gi$ 
of listening.

The Gift of Offering Encouragement to Others.
What would it be like to work for a leader who knew of your weaknesses and 
your daily challenges? Would it a%ect you positively for that same leader to 
encourage you that you can break through your barriers? What if that leader 
was able to articulate where you are in your performance and where you need 
to get to—all the while expressing total con!dence that you were going to be 
able to do it? Would it make a di%erence if you felt that the leader would be 
there to cheer you on or help remove unforeseen obstacles?
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Most of us work for someone who is more adept at catching us doing 
something wrong and pointing it out! Having a leader who encouraged us 
unconditionally would be a once-in-a-lifetime experience, a gi$. "e gi$ of 
encouragement.

The Gift of Expressing Appreciation for Others.
Would it make any di%erence to you if you worked for someone who was 
constantly pointing out what you had done well to contribute to your com-
pany’s success? What if that person frequently praised you in public for your 
individual e%ort that was positively impacting the entire team? How would it 
feel to work for someone whose communication with you routinely included 
“"ank you very much”?

Most of us go through our adult lives with no one paying enough attention 
to us to even recognize when we do something well. We typically only hear 
from people when we have messed something up and it’s impacting them. 
Working for someone who was constantly trying to catch us doing some-
thing right would be the gi$ of appreciation.

LASTING LEADERSHIP IS ALL 
ABOUT OTHERS—FIRST.
Have you ever given someone a gi$ that you couldn’t wait for her to open? 
You had thought very carefully about what to give her. And you were pretty 
positive she was going to really love this gi$. In fact, you were convinced she 
would treasure the gi$ for a long time. "at is exactly the kind of observa-
tion, preparation, and giving of yourself that is required of a lasting leader.

"e origin of these gi$s is rooted in teachings from every ancient reli-
gion. Eternal truths like “do unto others,” “put others’ interests on par with 
your own,” “pride will bring destruction,” and “what a person thinks deter-
mines what he or she will do” are almost commonplace. "ey were not for-
eign to me; I had simply never thought of their application at work. In fact, 
I was more of the school that teaches that you don’t have to develop these 
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relationships at work. "e way you live your personal life has nothing to do 
with your work life.

Most people, like I did, fail to embrace the !ve qualities because they 
require e%ort, sacri!ce, and discipline. We would much rather have a “quick-
!x trick” with which to wring out the last bit of productivity from the people 
who report to us.

But once you embrace them, and thus transition from who you are now to 
someone who is living and giving these qualities away, people will follow you 
with enthusiasm and loyalty. Not everyone, but far more followers than you 
ever dreamed possible.

"ink back over your career. Did you ever have a leader who seemed  
to take extra time for you? Maybe he invested time before or a$er work to 
show you a better way to do something. Or maybe he welcomed your venting 
about challenges you were facing. Regardless of the situation, chances are you 
have o$en said of that leader things like, “He was really there for me,” or “She 
was willing to take the time to teach me,” or “He never made me feel like I  
was intruding.”

Do you see now that the way admired leaders interacted with you was a 
gi$? "ey weren’t obligated to do it. "ere wasn’t an immediate payo% for 
them. In fact, you might say, “It was just the way they were with everyone.”

Chances are very good that those are the people who have in#uenced 
you the most in your professional development and maybe even personally. 
"ey didn’t treat you with favoritism or preference. "ey just showed you an 
uncommon respect for being human! 

"e most successful leadership begins inside of you. It takes thought, plan-
ning, discipline, and o$en self-sacri!ce. "at’s why quick management tricks 
don’t work. Manipulation is about getting something quickly at the lowest 
possible price. A leader’s gi$ that transforms his or her person, followers, and 
organization is about doing something over a lifetime at great personal cost 
of both time and vulnerability.

You may never have a boss who relates to you the way I just described. But 
here is wonderful news: you can become that kind of leader! And the people 
who report to you can say without hesitation that you are a gi$ to them. You 
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don’t need permission from anyone to become this kind of leader. It will not 
require a requisition form or a purchase order. All that’s needed is for you to 
be willing to say, “I am ready to do the work to become the kind of person 
others will willingly follow until our success is guaranteed!”

So what do you think? Are lasting leaders made or are they just born that 
way? You might be able to !nd someone who won the genetic lottery and was 
born to lead and lead well. But that is not the case with you and me. If we are 
to become the leaders who succeed and make a di%erence while doing it, we 
have to become the kind of people whose !rst inclination is not to ask, what’s 
in this for me? Instead we have to become the kind of people who instinc-
tively wonder, who are the people working for me? What matters to them? 
How can I really listen to what they are saying? How can I make sure that 
I am investing enough time with them and building our relationship? How 
can I encourage them so they don’t give up too soon? And what could I say to 
them that would help them value themselves and the contributions they are 
making to our e%ort?

It took me more than a decade to discover these truths and to struggle 
through my own transformation. Since then, my priority has been helping 
others see this much quicker and to achieve their personal growth much 
sooner and with far less di'culty. You can learn how to cultivate these !ve 
qualities and give them away. I am ready to show you how, and you have only 
to turn the page.


