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- Introduction - 

Leadership! 

Since time immemorial people of all races, creeds and social 

standing have followed the call of great leaders. 

Nations have risen from nothing or have been conquered; seas have 

been sailed in voyages of discovery into the unknown, or for trade; 

people have given their lives or been given life; ideas have been 

acted on and history made—all at the behest of a great leader. 

King Richard I, Queen Victoria, George Washington, Abraham 

Lincoln, Winston Churchill, “Weary” Dunlop, Sir Arvi Parbo all 

names synonymous with strong, positive leadership. 

Conversely, acts of cruelty, deception, war, death, destruction, 

atrocity, famine and murder have been carried out by people 

following a leader who has led them on the wrong path. One only 

needs to recall the names of Hitler, Pol Pot, Stalin, and Jim Jones of 

the Jonestown mass suicide infamy to see that the charismatic 

qualities of a great leader can be used for ignoble purposes. 

In today’s world, corporations have been born and destroyed by the 

implementation of qualities and ethics endorsed by the leaders of 

those companies. Names like those of Richard Branson, Lee Iacocca 

and Bob Ansett stand out against their ethical opposites such as 

Bernard Ebbers, Kenneth Lay and Christopher Skase. 

Many books, thousands of words, have been written in order to 

describe the illusive characteristics that make a leader great. 

Anyone wanting to know how to be a great leader can borrow them 

from any local library. Libraries are filled with biographies of great 
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leaders – biographies that expose their actions, their achievements 

and their skill at making the impossible possible. 

Yet somehow, when it comes to leadership in the workplace we 

seem to have missed the point of what makes a great leader great. 

So often the qualities that make a leader even mediocre seem 

lacking in business and the community in general. 

Why, with all this information available to us, is that so? 

I believe that in the corporate world we have simply confused the 

principles of managing people with the principles and the qualities 

of great leadership! 

For years we have been conned into believing that good 

management skills equaled good leadership. The truth is that good 

management skills makes you a good manager! 

For over 16 years I have been asked to conduct “leadership” 

training for national and international companies both in Australia 

and overseas. And, like every other trainer or executive 

development specialist that I know, I conducted “leadership” 

development programmes on such topics as effective 

communication, effective feedback and appraisal systems, personal 

effectiveness, staff recognition and development programmes, 

change management, project management, staff selection and 

interviewing, quality customer service management, image and 

presentation skills and so on. 

And, until recently, I like so many others, including the executives 

and training managers who hired me, believed that what we were 
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doing was developing the leadership skills of their management 

team. 

But now I know I was wrong. 

What I have learned is that you can have excellent time 

management skills and not be a leader.  

You can have great communication, feedback and interpersonal 

skills and still not be a great leader.  

You can have fantastic change management, goal setting, reward 

and recognition and delegation skills and still only be a great 

manager and not a great leader. 

True, a great leader displays all of those capabilities in varying 

degrees. But leadership, truly great leadership, is more about the 

heart, the character of a person and not just the dry, but important, 

skills that are defined in nearly every text book or course that 

claims to be about leadership. 

Don’t confuse being a manager with being a leader. There is a 

difference. You can be one and not necessarily be the other. 

Now some managers will disagree with that statement. I have often 

had some interesting comments made to me when I dared declare 

that a manager does not a leader make.  

But ask any worker in the workplace and they will surely tell you 

that they know of a manager who is definitely not a good leader. 

(You may even find that they will define someone as a great leader 

who does not necessarily display great management skills). 
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So, in the age old question, are leaders born or developed? Well the 

answer is – both. There are some truly gifted individuals who are 

born leaders. The rest of us, including myself, are left with the 

struggle to grow beyond being just good managers into leaders.  

These Ten Lessons in Being a Billion Dollar Leader will take you to 

the heart of strong, ethical leadership. 

The Ten Lessons defined in this book are lessons learned from over 

26 years of being in management and leadership roles. They are the 

lessons learned from observing great leaders in both my military 

and civilian life. The lessons come from researching the qualities 

people say they look for in a great leader. They are lessons I have 

learned from leading high performing, high achieving, billion dollar 

teams. They are even lessons learned from being a father of four 

magnificent children. 

Amazingly The Ten Lessons are not that complicated. In clear, plain 

language, these lessons are so simple that even a manager could 

follow them. 

You, like me, may not be one of the gifted, born-leaders in this 

world. But we can all take heart from the fact that these lessons are 

based more on attitude than on academic qualities. You can take 

heart that attitudes are something we each, individually control.  

This means that we can all become great leaders if we want to. 

Colin Emerson 
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– Lesson 1 – 

There are two types of respect. 
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– Lesson 1 – 

There are two types of respect. 

I first learned about leadership at the very beginning of my time in 

the Royal Australian Air Force (RAAF). Indeed, that first lesson in 

leadership has since been reinforced many times over in both my 

professional and personal lives.  

I learned that there are two types of respect given to leaders: the 

respect of their rank (or position) and the respect of the person. 

Respect of rank is a given. Rank describes the position of an 

individual in the hierarchy of an organisation. You salute the rank 

even if you don’t know or respect the individual.  

Respect of the person is something that is earned. This respect takes 

time to develop and comes from really getting to know the person 

behind the rank. It is gained through the example set by that 

individual’s actions and behaviour. This is the type of respect that 

may see others following that person to the death – no matter what 

rank they hold. 

Respect of the person is much deeper than any respect of rank. 

Case Study - The Pilot Officer. 

I learned the difference between the two on my RAAF rookies’ 

course. My flight would line up outside of our barracks every morning 

in preparation for the daily inspection by our Drill Sergeant; and 

nearly every morning a young Pilot Officer would ride his pushbike 

past us on his way to the Flight Line.  



 

4 
 

Now, for those who don’t know, a pilot officer is the most junior 

RAAF officer rank and usually applies to someone so fresh out of the 

Australian Defence Force Academy that they still have pimples.  

Our course orderly, Doug, had been in the armed services previously 

and, right on cue, would bring the flight to attention, “about turn” 

and give his very best salute to this inexperienced officer. Then, to 

our great amusement, the Pilot Officer would attempt to salute us in 

return while trying to maintain control of his bike—without fail! 

What the pilot officer didn’t recognise was that we did this just to see 

his antics while trying to salute and simultaneously ride his bike! He 

was so responsive to our display of respect for his rank that he was 

insistent on putting his own personal safety at risk. We were actually 

making use of his rank to mock him and, in so doing, we were 

showing absolutely no respect to him as an individual.  

We only stopped when our sergeant, whom we did respect both in 

rank and as a person, threatened some form of grievous physical 

retribution on our whole flight for, “trying to kill by stupidity an 

individual who knows no better and is carried away with his new-

found rank!” 

Don’t confuse respect of the rank or position as being respect for the 

person themselves 

A Word on real respect 

Why is it that when new managers are promoted to a leadership role, 

so many of them beat their chest and demand that their staff respect 

them personally? Why should they be respected as individuals by 

their team? After all what have they done personally to earn their 

team’s respect—other than getting promoted? 
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A Billion Dollar Leader is someone who understands that real respect 

from the people they lead, respect that goes beyond that for their 

position and which is for the individual themselves, is a respect that 

must be earned. 

The Billion Dollar Leader knows it is what they do and how they do it 

that will earn them the real respect of the team.  

They know they have to work to gain this respect and that it is not 

automatically given. They know it is what they do and not the work of 

others that generates this respect. They understand that reputation 

counts for little and that what they have done in the past is nowhere 

near as important as what they do now and in the future. 

They know that true respect for them as an individual can only be 

given voluntarily and not forced from their team. 

They know they must take on board all the lessons set out in this 

book in order to earn that respect. 

Case Study – Julie: a leader to respect 

One of the best leaders I have had the privilege to work with was 

Julie T. I met Julie while working with a major Australian insurance 

company. It would be true to say that Julie was tough in some ways, 

but extremely fair. She expected much but also gave much. She 

encouraged her team and rewarded excellence. She showed her 

willingness to develop her staff and that she would stand and fight 

for them. On more than one occasion she “took-on” individuals in the 

national management team and stood up for what she knew was 

right. 
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However, Julie didn’t display her great leadership skills only in the 

workplace. She also took them into the ‘real’ world and would stand 

up against poor management practices anywhere she found them.  

One story that gained the team’s respect (and which earned her 

“legend” status) occurred when she was shopping at her local 

supermarket. She heard the Store Manager carrying on to one of his 

senior staff, in front of the customers and the other staff, about how 

some of his team were so pathetic. Apparently this was because one 

of his staff had asked if they could have their scheduled morning tea 

break—even though it was busy and their break had already been 

delayed because of this. 

As Julie progressed to the check-out, she (and everyone else!) 

continued to hear about this manager’s problems with his poorly 

skilled staff and how hard they made his life. So, when she arrived at 

the check-out, she quietly asked the manager if she could have a 

word with him. She began by confirming that he did indeed have staff 

who performed poorly and who displayed behaviours that weren’t up 

to the standards he desired.  

She then asked him if he had ever explained his expectations to his 

staff. When he stated that he hadn’t and that he shouldn’t have to 

anyway, Julie responded with a magnificent line, “Could I suggest 

that you don’t have a staff problem? What you have is a 

management problem!” 

As she left the store she was approached by staff members who 

thanked her for saying what she had—they had wanted to say such 

things for some time but felt they couldn’t. She had not only earned 

her team’s respect as a leader in the workplace, but she had also 
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earned the respect of the staff at her supermarket. The more our 

team learned about Julie, the more highly we regarded her. 

The Billion Dollar Leader knows that they have a position to fill and a 

role to perform. They understand that the traits and behaviours they 

display as a person, their own characteristics, personality and 

integrity are what will lead their team to respect them.  

Importantly though, they understand the difference between 
being liked and being respected. To the Billion Dollar Leader, 
respect is more important than being liked. They are willing to 
be disliked for what they do. 

Far too often managers will attempt to do only the things that 
they think will be popular with their staff and hope to gain 
respect that way. Their teams certainly like the easy life that 
such a leader brings to the workplace, but in the end this 
management style does not earn respect—often the exact 
opposite. Their team members will often pick this up as a sign 
of weakness in their leader and lose respect for them as a 
result.   

A Billion Dollar Leader doesn’t expect respect. They understand 
that it is an honour they must earn and that it can never be 
forced from their team. They are often humbled when they do 
receive it—but are pleased to have earned it. 

That’s what makes the Billion Dollar Leader so special and so 
successful! 
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Questions for Billion Dollar Leaders: 

 
1. Do I expect my team to respect me just because 

of the position I hold or because of what I do? 

2. What have I done or what do I do to earn the 

respect of my team? 

3. What do I need to do to earn the respect of my 

team? 
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– Lesson 2 –  

To earn respect, I must first 

give respect. 
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– Lesson 2 – 

To earn respect, I must first give 
respect.  

Have you ever noticed how a new manager will very often attempt 

to make their mark with a new team by changing everything?  

It’s what I call the “We’ll do it my way” syndrome.  

Forget the fact that what has worked until now has actually 

worked. The desire to change everything is more to do with the fact 

that what was working is the result of the previous leadership—so it 

must be removed. 

It’s almost like the Pharaohs of ancient Egypt removing all record of 

their predecessors in an attempt to have themselves recognised as 

the sole deity of the country. Or, as I was once told, it’s like the dog 

that has to leave their own very special mark on every lamp post. 

They have to do it simply to replace the scent left by any other dog. 

It takes the strength of character of a Billion Dollar Leader to 

recognise the good things that a previous leader has done. They 

recognise that they don’t have to destroy what came before them 

in order to achieve great results into the future. They recognise that 

what has worked until now gives them a foundation to build on—no 

matter who was responsible for laying it in the first place. They 

recognise it is not about point-scoring, but about building on good 

things that work and going on from there to achieve even greater 

results. 
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I learned this lesson from the Bible, where it states, “Don’t make 

straight what God has made crooked” (Ecc. 7:13). In other words, 

let the things that work … work! After all, if it’s good enough to 

work for God then who’s to argue?  

Yet so many new leaders try to change what works simply in order 

to make their mark on the team—to say “I have arrived. I am in 

charge!” 

Consider how demoralising it must be to a team to have all their 

past efforts down-played and their way of doing things 

automatically discarded by a new “leader”. Think how disrespectful 

it is for their team to be told, not in words but in actions, that what 

they’ve been doing up to that point just isn’t good enough 

anymore! 

Remember Lesson 1—respect is earned? 

How can any new leader expect to earn the respect of their team 

when their very first action is to show no respect to that team?  

A Word on it works, so why change it? 

I recently spent three and a half years leading a magnificent team 

for an Australian bank. When I first moved into the role my team 

had three Mobile Lenders to service a city of only 330,000 people. 

(When I left three and a half years later that number had increased 

to a total of ten sales staff.) 

My new manager had been managing the team from an interstate 

office. When I started the job, he told me that I should seriously 
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adjust the way in which one of my team was selling. My boss didn’t 

like his style. 

When I left the job my boss was still telling me the same thing. You 

see, I hadn’t done anything in that time to change my lender’s style. 

I considered that to do so would have been an act of lunacy on my 

part.  

Why? Well, when I joined the team Andrew, a Mobile Lender, was 

the number one sales person in Australia. In fact he would remain 

in that position for the next three years, when another team 

member would claim that mantle. 

Let me put Andrew’s efforts into perspective. He was one of a 

national sales team of about 80 and he was operating in one of the 

smallest lending markets in Australia. Compare our 330,000 

population with that of the major cities of Sydney and Melbourne 

which weigh in with over 4,000,000 people each.  

Now, for a lender in the mortgage industry to be recognised as 

pretty good they would probably average about $45m to $50m a 

year in sales. Andrew achieved sales in excess of $109m in a single 

year—more than double the industry average. His average annual 

sales for the three and a half years were well over $70m. 

So what was it that my boss didn’t like about Andrew’s style? It 

turned out to be the length of time Andrew took in the face-to-face 

sales interview with the client. A lender usually takes an hour to an 

hour and a half for an interview, but Andrew took only 30 minutes.  

However, instead of jumping in and immediately changing things, I 

sat back and watched how he managed his sales process. I 
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discovered that Andrew actually conducted much of his interview 

by questioning clients over the phone while travelling between 

appointments.  

This meant that when he saw the customer face-to-face, he already 

knew exactly what the customer wanted and usually only needed to 

tidy up any last minute details and complete the paperwork. What 

for most sales people is dead time was, for Andrew, productive 

time. 

Now, was that the style I would have used? No, but I’m not that 

organised! I would have preferred the same style as my boss; the 

one where you sit in front of the customer, ask all the questions 

and complete the selling interview in one appointment. But 

Andrew’s style worked. It’s what had made him number one. I 

would have been a fool to force him to change. 

Ironically, Andrew was recently pipped to the post by a team-mate 

and the former national number two lender—Rhonda—and she 

uses the sales style that both my boss and I preferred.  

Which only goes to prove that both styles work. 

A Word on the right time to make a change 

Sometimes the best thing a new leader can do is to step back, bite 

their tongue and do nothing—except watch and learn.  

Only after you know what is really happening in the team; after you 

have gathered the facts for yourself, assessed the strengths and 

weaknesses of each individual, and worked out how those strengths 

and weaknesses add or detract from the team’s results should any 

leader dare to make a change. Don’t rely on second opinions. 
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“My way or the highway” is not necessarily the only way that a task 

or outcome can be achieved. Often there are several ways to 

succeed and achieve a fantastic result. If the process being followed 

is legal, not detrimental to the needs of the business, or destructive 

in any way, then does it really matter exactly how that result is 

achieved? What is more important—the result or the process? 

I do not know everything. I wish I knew more. However, what I have 

learned is through experience and my training—both in the 

classroom and on-the-job. It is through this knowledge that I have 

gained the ability to perform the roles in which I find myself. These 

roles are a reflection of those abilities. 

This is true for everyone. Each of us has skills, attributes, talents, 

mannerisms and characteristics that make us good at what we do. 

The roles anyone is given are rewards for how well they have 

learned to use their level of knowledge and their abilities. 

Nevertheless, the experiences and talents of one person are not 

those of another. The characteristics, attributes, skills and 

mannerisms of one person are bound to be different from anyone 

else—even between those performing the same roles. With this in 

mind then, why would a Billion Dollar Leader expect their team 

members to all be the same and perform identically to one 

another? They don’t!  

The Billion Dollar Leader acknowledges the differences.  

The Billion Dollar Leader embraces and encourages those 

differences.  
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The Billion Dollar Leader acknowledges that there is more than one 

way to achieve an outstanding result.  

The Billion Dollar Leader uses the combined skills of the team and 

their results to date in order to go on to even greater achievements.  

The Billion Dollar Leader acknowledges that respect is a two-way 

street. 

They know that before any team can show real respect to a leader, 

and not just to the position they hold, then that leader must first 

show respect to the individual team members.  

They must show respect to what those individuals have achieved. 

They must show respect for their skills and their knowledge. They 

must show respect to them as human beings. 

They must show respect in such a way that it says, “I trust you.” 
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Questions for Billion Dollar Leaders: 

 

4 What is it about each of my individual team 
members that I respect? 

5 How do I show my respect to the team? 
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– Lesson 3 –  

I have to trust my people. 
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– Lesson 3 – 

I have to trust my people. 

When most people start a new job, they get the standard induction 

speech about their role, what is expected of them and so on. 

However, when I give my new staff the usual “Welcome to your 

new job” speech, I first let them know what I think of them.  

It’s a simple message—“You’re here because I believe you can do 

the job, otherwise I wouldn’t have hired you. I trust you to make 

this role successful.” 

In all the companies which I have helped to develop across different 

countries, I have discovered one undeniable truth. In most cases, 

the people employed by those companies knew what they had to 

do in their roles to make those roles successful.  

They knew that—if everyone worked at making their part of the 

business a success—then the entire company would be successful. 

A Word on trusting the team: they know what they 
need to do to be successful 

A few years ago I was asked to work with an overseas company in 

order to raise the service delivery levels of their teams. I had 

worked with the same company in Australia, but the last thing the 

staff in the overseas offices needed was for some Smart Alec 

“expert” to tell them, “This is how we did it in Australia”. 
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So, instead of telling them, I asked them how they could make the 

service they delivered a “Wow” experience for their customers. 

Then, over several weeks and many workshops, the staff developed 

the service delivery standards that were to change the way they 

were perceived in the market. By following these standards, they 

then managed to raise their customer contact centre from being 

unrated in national surveys, to being the number two rated 

company in the country.  

Ironically, these service standards were almost identical to those 

introduced by the parent company in Australia. However, the 

overseas team hadn’t been told what those standards were. They 

had come up with their own benchmarks all by themselves. 

Simply asking the people who actually did the job for their ideas on 

improving the way the company did business, resulted in major 

changes to customer service delivery standards and great business 

success.  

It was a matter of trusting the staff to have the answers. After all, 

they wanted to be successful personally and took pride in working 

in their jobs for the company. These staff members were just like 

the majority of people the Billion Dollar Leader will encounter. 

Case Study - The ultimate in trust: Ricardo Semler 

Ricardo Semler must be the ultimate example of a Billion Dollar 

Leader who trusted his people. 

At the time Semler took over his father’s Brazilian shipbuilding 

supplies business, SEMCO S.A., in 1980, it had started to struggle 
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and looked like it was in real trouble. What Semler did then was 

absolutely revolutionary in the field of management. He handed 

over the running of the company to his people. Totally and 

completely. He trusted them to do what was needed in order to 

turn the company around.  

Not only did the company become extremely profitable and 

successful, but Semler’s leadership techniques became a case study 

for blue chip companies such as IBM
*
.  

SEMCO grew from a $US4m company with 90 employees in 1982, 

into a $US212m company with over 3,000 employees in 2003 with a 

growth rate of up to 40% per annum, making it one of Brazil’s 

leading businesses. 

Semler was so successful in his leadership style that one day he 

arrived at work to find he no longer had an office! His team had 

decided he didn’t need one and they needed the space for some 

more important function in the process of making the business 

more successful. 

How many managers would trust their people enough to hand over 

complete control of their area of operations to those very same 

people? 

Not that you have to do so in order to be a Billion Dollar Leader, but 

isn’t that what trust should be about? That the people you place in 

your team have what it takes to make success an everyday word? 

                                                
* You can read his story in the book “Maverick” by Ricardo Semler, published by Random 
House Business Books. 
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So why is it that so many managers feel it necessary to 

micro-manage the people they have employed and then try to do 

the job those very people were hired to do? 

It’s like the manager I knew who employed extremely experienced 

staff and then had each of them pass their work to himself for final 

approval. Instead of trusting his team to do the right thing (and 

possibly allowing them to make a mistake), this manager created a 

situation where some of the team wouldn’t make a decision unless 

he approved it first.  

Not only were the team hamstrung in decision-making, but the 

manager then found himself under great pressure as work began to 

backlog to an almost intolerable level. Only when he changed; let 

go and trusted in his team’s abilities did his workload diminish. That 

team soon became the number one team nationally, setting 

productivity records in the process. 

Trust! 

A Billion Dollar Leader trusts their people while a manager manages 

their staff.  

If you can’t trust the people in your team to do the job they were 

employed to do, then you shouldn’t have hired them in the first 

place! 
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Questions for Billion Dollar Leaders 

 

6 How do I show I trust my team members? 
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– Lesson 4 –  

I will be promoted to my own 

level of incompetence—so I 

should employ people who make 

me look good! 
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– Lesson 4 – 

I will be promoted to my own level of 

incompetence—so I should employ 

people who make me look good! 

In the RAAF we had a saying, “You will be promoted to your level of 

incompetence.” Another way to look at it is that, the higher you go 

in an organisation, the greater the likelihood that you don’t know 

what you are doing! 

Of course, all that is said with tongue firmly in cheek; although it 

does contain a grain of truth. We can all probably recall a manager 

we have worked with who couldn’t have done our job in a pink fit.  

Well I have been one of those leaders, and guess what? I discovered 

I wasn’t employed as a leader because I could do my staffs’ jobs as 

well as they could do them. I was hired because: I was capable of 

finding the right people to do the jobs that needed doing; I was 

capable of looking after the strategic aspects of achieving our 

individual and team targets, and I was able to support and lead the 

team while they did their jobs. 

In other words, for me to be successful as a leader I had to find 

people who were far more qualified than me at those roles and get 

them to work for me. 

Someone who is brilliant at their job is not necessarily going to 

perform well as a leader, and vice-versa. How often have you seen 
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someone who is technically great at their job go on to fail in a 

leadership role? 

Does that mean that leaders don’t have to understand their 

industry or what their people do? No!  

To be truly effective as a leader they must have a high level of 

understanding for their industry and they must understand the 

roles of their people. A leader also needs to be able to see and 

understand the issues and challenges that each of their team face 

as they perform their roles day-to-day.  

However, that doesn’t mean they have to show themselves to be as 

good as, or better than, their own people in order to lead them. A 

Billion Dollar Leader just has to show their team that their leader 

understands what it is that they face when they go out to conquer 

the world for the business; and that their leader trusts them to do 

just that.  

This book is dedicated to an absolutely brilliant sales team; one I 

had the privilege to lead. In every aspect of their roles they 

achieved the highest level of sales and service. They set the 

standard for every other team in that company. One of the best 

compliments to their abilities was given to me by the person who 

took over my responsibility for this wonderful team. He believed 

that this was the best team he had seen in over 20 years in the 

banking industry.  

I have often been asked how we achieved the results we did as a 

team; how I became a Billion Dollar Leader. The answer is simple. I 

employed people who could do their jobs better than I could do 

them. 
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Prior to taking on the task of establishing a new team in a relatively 

untapped market, I had had only 18 months experience with the 

company—and that was as their National Training & Development 

Manager. My experience in mortgage lending was limited, to say 

the least! I had written product training manuals and had worked in 

a related industry for many years, but I had never had the day-to-

day experiences that my team had. In some ways I was a novice. 

But each of my team had 15 to 20 years experience in their field. 

They were good at what they did. In fact, they were better than 

good. They were brilliant.  

It was nothing for all the team members to be ranked in the top 10 

of over 80 salespeople nationally, and that was with most holding 

all but one of the top 5 positions. (They were supported by an 

equally experienced support team who constantly set new national 

records themselves). 

By hiring people who were better than me at the jobs they were 

employed to do I was, unashamedly, made to look good—and we 

achieved great results and outstanding business growth. 

A Billion Dollar Leader understands and accepts this principle of 

taking on board the best people possible—even if those people are 

far better than the leader is at doing the job the team members are 

employed to do.  

A Billion Dollar Leader is not scared by the success of their team—

they rejoice in it. A Billion Dollar Leader is not afraid to share the 

success of the team where the success should be shared—with the 

team. A Billion Dollar Leader is one who is secure in the knowledge 
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that their own role in the success of the team is that of being the 

team leader, not the team ‘doer’.  

A Billion Dollar Leader is secure in their own position and is not 

undermined by the success of the team or any individual member 

of it. 

On the other hand, a manager who does not understand or accept 

these principles will often be scared of doing this. After all, how can 

you control people who are better than you? How can you show 

them how to do their job when they can do it better than you can? 

For many there is the inherent fear that they will not be 

promoted—not get to climb the corporate ladder—if they aren’t 

seen as being better than the people they have working for them. 

They want to present a picture which says that their people are 

inferior and it is their own, the manager’s own, superiority that 

makes it all work. 

Invariably, a manager like this will employ a weak team and not 

even realise it; simply because they will feel comfortable with being 

in charge. In effect what they are doing is limiting the team’s 

success to their own leader’s level of incompetence. 

What managers like this fail to see, is that it is only through 

employing the very best team possible that they can avoid being 

promoted only to their own level of incompetence. This holds true 

even if that means hiring people with better knowledge or skills in 

those team roles, or by developing their people and enabling them 

to be the very best that they can be. 

I learned years ago that a Billion Dollar Leader knows that they 

must become dispensable in their role in order to move onwards 
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and upwards. In other words, they need to have people capable of 

taking over from them in order to be promoted themselves.  

Some managers work so hard at creating an empire around 

themselves, at becoming indispensable, that they fail to see that 

this empire then becomes a factor which limits their future 

leadership aspirations. They fail to develop—both themselves and 

the members of their team. Then, by default, they find that they 

have indeed been promoted to their level of (in)competence and 

that this is where they will stay. They have succeeded at being seen 

as OK at their job, but not as a future star. 

This lack of a structure for ensuring staff development is one of the 

major issues I have encountered when coaching companies—they 

simply don’t have any succession plans! They don’t think of 

developing their people to take on future roles, or of the value 

there is in having someone ready to step into an opening within the 

company should one become available. 

A Word on succession planning 

Whether it be through fear, insecurity, incompetence, negligence or 

a simple lack of understanding, very few managers spend the time 

necessary to develop their people. Very few companies have an 

active succession plan in place; one that allows anyone from any 

level of the company to develop the skills and attributes necessary 

to rise to the next level in the company and their career.  

Yes, many companies champion on-going career development; they 

even measure this as a key element in any 360 degree staff 

feedback questionnaire. However, when it comes to investing time, 
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money and effort into that development there seems to be a 

shortfall of real commitment. 

The long term investment benefits that come from a company 

having a clearly defined career development programme are huge, 

even though the initial cost of developing people may be high. 

When you develop people from within your organisation, you then 

engrain the culture and vision of that organisation into every aspect 

and level of its operations as those prospective leaders take on 

more challenging roles within your business.  

Many an organisation has failed in its long term objectives by not 

having developed their own people and then finding they need to 

employ someone external to the company. Then too late they 

realise that this new, external influence doesn’t fit the culture of 

the organisation, or that the new recruit acts in a way that 

contradicts the vision and mission of the company.  

One organisation I worked with replaced their Executive Marketing 

Manager more often than some people change their underwear. It 

was a young, growing organisation and had, in most cases, 

promoted people into the role—people who had what appeared to 

be the right marketing or sales qualifications.  

While these people knew their business and understood the 

company intimately, having grown with it from the early years, they 

were usually placed into the role with little—if any—training, 

mentoring or executive coaching. When I worked with them, I often 

felt sadly that these good people were being put into a ‘sink or 

swim’ position.  
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The company’s one experience of employing someone from outside 

had ended quicker than an ice-cream on a summer’s day—and with 

a fair few burnt relationships on the way. That person simply hadn’t 

understood the special relationship this company had with their 

sector of the market; a relationship that made this company so 

special.  

Companies let themselves down by not developing great people 

just on the off-chance that those great people may be the ones who 

will step up into a leadership role once it becomes vacant, or if a 

new role is created. They fail by not providing a continuous 

leadership or executive development programme that takes an 

already talented person and develops their skills even further.  

They also let themselves down by promoting talented individuals 

into leadership roles and then not providing them with a mentor or 

coach in order to guide them in that role. (What? Are they 

supposed to be great leaders automatically just because they’ve 

been promoted?) 

Billion Dollar Leadership, at an individual level and as a corporate 

citizen within the broader community, starts with employing great 

people and then developing them even further. Companies like 

McDonalds grow dramatically because of one major difference—

they develop their leadership from within. They concentrate on 

always making their people better at what they do.  

Billion Dollar Leadership means never being afraid to employ 

people better than you. Billion Dollar Leaders recognise their own 

limitations and are willing to plug the gaps caused by those 

limitations with other people who are great at what they do.  
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Billion Dollar Leadership means never being afraid of developing 

people to the point where they can be promoted—even if that 

means that they could be promoted over the head of their own 

Billion Dollar Leader! 

Billion Dollar Leadership means not being fearful that the person 

being developed may end up being better than the person they 

answer to. In fact, a Billion Dollar Leader will rejoice when someone 

they have helped develop is the one being promoted. They will 

celebrate the success of their people. 

That’s just one more thing that makes a Billion Dollar Leader so 

special. 
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Questions for Billion Dollar Leaders 

 

7 What am I good at? 

8 What are my team members good at? 

9 Does my team have all the skills and abilities I 
need it to have in order to achieve my business 
goals? 

10 What additional skills and abilities do I need in 
order to achieve my business goals? 

11 How am I developing my people? 

12 Who am I developing to take over from me? 

13 How do I need to develop them in order to 
better prepare them to take over from me? 
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– Lesson 5 –  

 

I work to make it work 
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– Lesson 5 – 

I work to make it work  

Having the right people in your team is one thing, but it takes more 

than just having the right people to ensure success. The Billion 

Dollar Leader understands that success over the long term is built 

on flexibility and the desire to always strive to be better. They 

understand that outstanding success comes from everyone in an 

organisation constantly working at getting it right – and then some. 

A Word on being flexible 

A Billion Dollar Leader is flexible. No, I’m not talking about the being 

able to bend-over-and-touch-your-toes type flexible … a position 

often considered important for managers to learn for some reason! 

Although, fitness is important to a Billion Dollar Leader’s ability to 

cope with the stresses of their role.  

I’m talking about the flexibility to change tack at a moment’s notice 

to be able to take advantage of an opportunity. It’s the flexibility to 

define what works and what doesn’t and to get rid of what doesn’t 

—even if it dents one’s pride.  

It is the flexibility to change day-to-day operations in order to meet 

the requirements of the day. It’s being flexible enough to place 

more emphasis on the important strategies that will drive success 

rather than the mundane, less important but still required-at-some-

stage tactics that take away from that immediate success. 
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For instance: meetings! Some managers insist that meetings must 

take place at a certain time every week. Yes, meetings can be 

important. And yes, you can convey important messages or gather 

important information at meetings. And yes, it is important for the 

team to get together on a regular basis. But how many of us know 

of meetings that have been an absolute waste of time? How many 

managers use meetings more as a control mechanism rather than 

as a dialogue session? 

So why, when times are tough and the team is expected to work 

harder at achieving their targets, would anyone but an incompetent 

manager call a meeting that wasn’t really required? Yet that is 

exactly what some managers insist on! “It’s Monday (or Wednesday 

or Friday), therefore we have to have a meeting because we always 

have a meeting on Monday!”  

Makes sense to a manager. 

A Billion Dollar Leader knows that there are other ways to keep in 

touch with, and convey messages to, their team if necessary. A 

Billion Dollar Leader is flexible enough to gather the information 

they require without calling a meeting. A Billion Dollar Leader only 

calls meetings when meetings are really needed. 

But that’s just meetings. A Billion Dollar Leader is flexible in all other 

areas when needed, but is not so flexible as to just give into the 

team because the team want change. They are flexible for a success 

principle—one that ensures that the right people are doing the 

right thing, the right way. 
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A Word on right people, right process, right number 

A Billion Dollar Leader recognises that success comes from aiming 

high and that having stretch targets is nothing to be feared. Yet 

many managers work hard to set the lowest possible measure of 

success that they can for their team—a target they know the team 

can achieve—just so they can say they made their targets. They 

actually aim for mediocrity! 

A Billion Dollar Leader understands that in order to achieve 

outstanding, stretch targets they require: 

� The right people; 

� doing the right “thing”; 

� the right way; and, 

� the right number of times. 

An example of this process in action (or not, as the case may be) 

can be seen when observing the staff manning displays at home 

shows or similar such events.  

Now, the one aim of the companies which set up these stands is to 

create enough customer interest in order to generate a 

considerable number of leads, appointments and/or sales. Yet far 

too often the people manning these stands seem to operate at 

odds to this aim. 

Companies will normally outfit these stands with qualified sales 

staff; people who know their stuff when it comes to selling the 

products or services on offer. In this way they meet the first 

criterion of having the right people. 
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The role of the salesperson is to entice the passer-by into seeking 

more information or to book a sales appointment. Some stand 

operators just let the customer wander into the stand, with no call 

to action—which just encourages window shopping and not action 

taking.  

However, really proactive stand operators will have something to 

draw people into the stand. In this example, let’s suppose that the 

way to attract future customers is this: when passers-by enter the 

stand, they are then given a pen and a card with some questions for 

them to answer about the materials displayed. When they get to 

the other end of the stand, they will then hand the filled-out card to 

a salesperson who gives the customer a free gift. So the second 

criterion is met. The salespeople are doing the right “thing” and the 

right process for success is put in place.  

But what if the staff gets the potential customer into the stand and 

then fails to take the steps necessary to close the appointment or 

give further information? In this case the lack of success can be 

attributed to the right people doing the right thing—getting people 

into the stand and answering the questions—but in one step of the 

process they’re not doing it in the right way. It only takes skipping 

one step of a known success process for it to fail.  

Just look at the fast food chain, McDonalds. They have perfected 

the art of following a seamless sameness to success. They have a 

process which must be followed by every operator, in every store, 

everywhere in the world for the same product. A cheeseburger in 

Australia has the sameness of a cheeseburger in America or Britain 

or New Zealand or Russia. McDonalds teach their people to do the 

exact same steps time and time again. Consistency is the one 
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ensured outcome from this. And that consistency is why McDonalds 

makes the profits it does.  

This consistency in product and service delivery has led to 

economists using the price of a Big Mac as a measure of the state of 

the economy of individual countries worldwide. Officially it is called 

The Big Mac Index. I wonder if Ray Croc ever envisaged that his 

hamburgers could determine the next great economic policy of a 

nation; and to think we joke about parliament being full of clowns! 

So, for this example of getting appointments at the home show 

stand, the team members must do the right thing, the right way 

according to the third criterion.  

But what if the staff are doing the right thing the right way—getting 

the appointments—but just aren’t getting enough people into the 

stand? Think about how often you have seen people manning these 

stands looking bored, paying no attention to the passers-by, and 

doing nothing to encourage people to move beyond their 

reluctance and into the stand. 

We can pretty much assume that the results for the stand holder 

wouldn’t be as good as they should. In this case the right people 

would be doing the right thing the right way, but just not often 

enough to get the required result. 

And so it is for any business that wants to succeed. If the market is 

tight, or the situation you face is difficult, then you may have to 

work harder than you would in an easier market or situation to 

achieve the required result. The team may need to work harder at 

generating more leads, or at contacting more people, or both, to 

make enough appointments to meet targets. In any business, if you 
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don’t see enough people then you won’t get enough business to get 

the results you want. 

In this, each stage of the process is just as important as the other 

stages if you are to succeed. 

A Billion Dollar Leader understands the importance of this whole 

process. They also understand the importance of never accepting 

that the process that works now is the one that will work in the 

future. They are always looking for ways to improve—to be better. 

A Word on the Continuous Improvement Process 

The Continuous Improvement Process (CIP) is a necessary evil for 

team and business success. Without it you could never grow, 

improve, or change to meet market demands. 

Without a CIP, the leader must accept that at some stage their team 

or their business will start to go backwards in comparison with 

market trends and with other companies who do use a CIP. It is folly 

to simply accept that what is done now will always be the best that 

can be done.  

Once your opposition work out what you are doing to generate 

dynamic business and market growth, you can be assured that they 

will seek a way to regain their market share from yours—either 

through better products, services or gimmicks.  

A dynamic company is one that always seeks to stay ahead of their 

opposition. The companies that use a CIP to maximum effect are 

those that are always evaluating their performance and that of 

every member of their teams.  
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“Everyone” includes the Billion Dollar Leader and any other member 

of the executive. 

No matter how good they think they are, no leader is above 

improvement. I think I can play a perfect round of golf, but those 

who have seen me play—and I use that term very, very loosely in 

this instance—know the truth of the matter. Some managers think 

that they are playing a 63 round when they are effectively shooting 

112. 

A Billion Dollar Leader is open to feedback on their own 

performance; from those above them and their team members. 

They will evaluate the validity of that feedback and take action to 

improve where appropriate.  

The loneliness of leadership demands that leaders display certain 

characteristics or take positions at odds to popular perceptions—if 

these positions are the right stance to take.  

This means they don’t implement all of the changes their team 

wants them to make. What a Billion Dollar Leader tries to do is to 

attempt to find a way by which they can improve their own 

performance. This may be through better displaying one of their 

characteristics, or reviewing how a decision or position they have 

taken could have been better communicated to the team. 

The more a Leader is open to feedback, the more their team is open 

to a CIP themselves. Feedback within the team environment  must 

be handled properly.  

A simple, yet valuable method I have learned for managing this is: 

PIP/RIP. 
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Praise In Public 

Reproach In Private 

   

Share the successes of your people in the open—but let any 

reproach, any recommendation for improvement, be done in 

private. It’s all part of showing respect to your people.  

One mistake companies make in applying a CIP is to use it as a tool 

of punishment, instead of as a development opportunity. Same 

tool. Two totally different approaches. 

Used as a punishment, it destroys trust and openness instead of 

building it. However, use it as a development opportunity, and with 

all the right support for the improvement to take place, and a CIP 

will make your people and your business better and stronger. 

Having said that, let me point out that without the support of 

everyone in the company and a commitment to really make change 

happen, CIP will become merely a tool of disappointment.  

Some companies mouth the words of CIP. They put feedback 

strategies into place and dutifully vocalise their commitment to the 

change program they have established. Then, in the cold, hard light 

of day, that commitment gives way to the perceived realities of 

both a commercial world and the perceived “cost” of implementing 

change.  

That’s why the results of 360 degree staff feedback surveys often 

flag the same issues for development opportunities year-in and 

year-out. And managers wonder why? They wonder why their staff 

feel that the surveys are a joke; why their staff think they are just 
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management’s way of paying lip-service to the issues of concern 

their team feel are important to them!  

If more managers looked at the cost of change as an investment in 

growth and a means of retaining staff (which actually results in 

lower cost with a high return on investment) instead, they could 

become Billion Dollar Leaders! 

While a Billion Dollar Leader may not be able to change a 

company’s development policy, they can take steps to implement 

what changes they can in their team environment. These leaders 

also take steps to seek out their own means of personal 

development—they don’t hang around waiting for someone to do it 

for them. 

A Continuous Improvement Process is a valuable tool for ensuring 

that everything that can be done is in place for success. It enables a 

Leader to evaluate what works and what doesn’t, and enables a 

team to provide any ideas they may have for improvements.  

But be warned. Having this level of open, frank and trusting 

discussions can often raise issues that will put a Leader in a position 

where they will have to fight for change or take a stand on an issue. 

This is where a Billion Dollar Leader really earns their stripes.  

A Word on openness and trust 

As a leader you will be dealing with people; and people come with 

emotions, issues, problems and, hopefully, solutions. The old adage 

of “There is the door, leave your personal problems outside” is no 

more valid than putting people in jail simply because they disagree 

with someone. 
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Yet that is exactly how some people are expected to operate at 

work. 

A Billion Dollar Leader recognises that what happens on the home 

front, can and does affect what happens in the workplace. Equally, 

they acknowledge that what happens at work or in the team can 

also be reflected on the home front. 

A Billion Dollar Leader works at creating an environment where 

team members feel they can discuss any issue whatsoever, be it 

work-related or personal, without fear of reprisal, reproach or 

derision. The Leader becomes a confidant virtually by default. They 

become a coach, a mentor or just an ear to bend—but not 

necessarily a friend. 

Their team members must feel secure that whatever is said in this 

context will remain confidential and that, where action is required, 

it will be taken in the most appropriate and supportive manner. The 

team must know that, no matter what happens, their dignity and 

trust will be maintained. It is a trust that once breached is almost 

impossible to rebuild. It is something that a Billion Dollar Leader 

treats with total respect. 

This level of trust directly translates directly into the Continuous 

Improvement Process and continuous improvement ensures the 

Billion Dollar Leader has the best people doing the best job in ways 

that achieve the best results. They are always striving to get it right 

and doing it better for the team. 
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Questions for Billion Dollar Leaders 

 

14 How am I flexible? 

15 Does my team trust me, and can they talk 
openly with me? 

16 Do I hold grudges or seek to get even with 
people when I am criticised or told the truth? 

17 What is my Continuous Improvement Process? 

18 Do I ensure I Praise in Public and Reproach in 
Private (PIP RIP)? 
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– Lesson 6 –  

I am there to serve my team, 

not to be its servant. 
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– Lesson 6 – 

I am there to serve my team, not to 

be its servant. 

This is probably the hardest lesson to put into practice.  

It is hard to apply because it contradicts the popular delusion 

regarding the near-divinity of managers. You know the old canard: 

“Rule 1: The manager is always right. 

 Rule 2: In case the manager is wrong, refer to Rule 1.” 

As a result, many managers think and act in a way that is contrary 

to what leadership is all about. In my experience, many managers 

make the mistake of believing that the team is there to support 

them in the pursuit of the manager’s own goals. While that may be 

true to some extent, to believe it as an absolute would be wrong. 

Yes, the team does support the leader in pursuit of their targets; 

but for that to happen effectively a leader must first support their 

team, totally and unreservedly. 

This total support comes through ensuring that:-  

1. Everything is in place for the team to be successful and 

achieve outstanding results; 

2. Team members have someone they can talk to and feel free 

to openly discuss issues with—without the risk of 

recrimination; and 
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3. The team have a champion who will fight the battles that 

need to be fought on their behalf. 

In effect, the leader places themself in a position to serve the team. 

1. Ensuring everything is in place for success. 
No team can achieve outstanding results if they don’t have the right 

support available to achieve those results. The Billion Dollar 

Leader’s role is to create an environment that generates success. 

This covers all aspects of the team’s operations and includes, but 

isn’t limited to, such things as: 

• Having a consistent vision across all levels of the business; 

• Having a clear and consistent leadership approach across, and 

at every level of, the whole organisation;  

• Having the correct processes in place; 

• Using the right marketing approach for each individual 

market; 

• Having the right promotional material on hand; 

• Identifying and developing opportunities for growth; 

• Having the right reporting processes in place; 

• Initialising a reward and recognition programme; 

• Having an appropriate feedback mechanism; 

• Building the right relationships both internally and externally; 

• Having the right level of staff in the right places; 
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• Having a Plan B and C and Z; and 

• Only having meetings when required and not just for the sake 

of it. 

As a Billion Dollar Leader you will define exactly what each of these 

mean for your team in your market. A Billion Dollar Leader is always 

ready to be flexible in their approach and ready to move quickly in 

order to achieve success. They recognise that what works in one 

market or situation may not be what works in another – even with 

the same product or service being offered in each. 

My lending team successfully took our products to a wide range of 

market demographics and achieved a dramatic growth in our 

market share. However, for the team to achieve the results it did, 

we needed to employ different sales strategies for each market 

segment. For example, one major market sector consisted of “white 

collar” government employees who were office-bound and had a 

high level of computer skills, while another major market was in the 

construction industry where there wasn’t a computer in sight. 

When we were courting the office-bound customers we used: 

emails; the internet; seminars, and muffin/cookie days, amongst 

other things. We also dressed in slightly more formal attire.  

On the other hand, when we were wooing the construction industry 

we used site barbecues and short, sharp information sessions held 

during smoko breaks and lunch-room sit-downs and we dressed 

appropriately for the environment—right down to the safety boots 

and hard hats! 
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Same city, different markets, different strategies, different support 

requirements. 

As the team’s leader my role was simple. I had to ensure that we:  

� approached each market segment in such a way as to 

maximise our outcomes;  

� had the right relationships in place in order to get us onto 

sites and in front of potential customers;  

� had the right marketing material available and the right 

equipment available to use;  

� gave appropriate presentations, and that  

� we had the right people giving those presentations.  

Even seemingly insignificant issues had to be looked at in order for 

us to succeed. This included simple things like where we parked the 

company cars at any event the team attended. The locations were 

chosen in order to achieve maximum brand awareness among our 

prospective clients. 

The question is, as a leader what do you need to do to ensure your 

team has everything in place they require to achieve the success 

you envisage for them? 

2. Ensuring the team have someone to talk to 

For some managers, the statement, “My door is always open”, is 

just a platitude. Yes, the door may be open but does the manager 

really want to hear from their staff? Or are they the kind of 
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manager who says, “Tell me honestly…” and then woe betide any 

person who does! 

A Billion Dollar Leader is someone whose team members feel that 

they can talk to, and with whom they feel free to openly discuss 

issues without risking recrimination. This applies no matter what 

the issue—even if the subject matter is the leader themself.  

Ego driven dialogue is not of interest to a Billion Dollar Leader. 

Instead, they are genuinely interested in hearing both their team’s 

issues and suggested solutions.  

And that is the crunch word—solutions! A Billion Dollar Leader 

encourages the airing of issues that come complete with solutions. 

Not that they have to be the ‘right’ solutions, or the ‘only’ solution 

or the solution that ‘has’ to be used.  

The point is more that the Billion Dollar Leader encourages team 

input , and creates an environment where their staff can be a team 

of thinkers and action people and not just a team of complainers. 

It’s all about approaching a problem with the attitude of “how can 

we,” instead of “it’s their (name anyone else) fault”. 

Achievers not blamers. Billion Dollar People not whining wimps! 

This open dialogue is all part of building trust. 

3. Ensuring the team have a champion 

A Billion Dollar Leader recognises that at times there are things that 

they need to stand up and fight for on behalf of their team. This 

doesn’t mean they have to win the fights—but they do need to fight 

them. 
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They also understand that they don’t have to take on every issue, 

just those that need a champion. They realise that their team needs 

to know that their leader is willing to stand up for them if required. 

Often those in a leadership role will steer clear of taking on an issue 

with those above them, most probably due to a fear of being seen 

as someone who rocks the boat. A Billion Dollar Leader recognises 

that if something is important enough to rock the boat for, then 

that is what they have to do.  

They also recognise that it is no good just sounding off and making 

a noise about it. A Billion Dollar Leader will collect all the data they 

need to support their case and then provide a logical argument for 

the change they propose. They know they will need answers to the 

questions they will be asked. After all, they expect their team to 

present the solutions with the problems, so it is the least that can 

be expected of them personally! 

They will also look for those who can help champion their cause. 

However, a Billion Dollar Leader knows when to draw a line in the 

sand and acknowledge that some issues, no matter how cogent the 

arguments, will not lead to remedial action by those above them.  

When that happens, they will continue to demonstrate and 

encourage maximum performance for success. A team that knows 

their Leader has gone in to fight for them will accept that some 

battles can’t be won. They will be disappointed—but at least they 

will know that their Leader stood up for them. 

On the other hand, and importantly, a Billion Dollar Leader also 

knows that there will be times when they will need to have the 
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courage to disagree with their team and take a position contrary to 

that which is popular. 

Martin Luther King Jnr. said that, “The ultimate measure of a man is 

not where he stands in moments of comfort, but where he stands at 

times of challenge and controversy”. 

A Word on not being a servant of the team 

Making and delivering hard decisions is part and parcel of being a 

Billion Dollar Leader. It comes with the job. A leader knows that 

their decisions may not be popular with their team. They are fully 

aware that they are not participating in a popularity contest but 

acting in a leadership role. 

A team must know that a Billion Dollar Leader will fight for them—

yet they must also know that their Leader won’t just roll over and 

do what they want simply because their team wants it.  

They must know that their Leader will serve them, but not be a 

servant to them. 

This means that a Billion Dollar Leader must learn how to deliver 

difficult news. They must seek out the positive points and use those 

to sell whatever decision has been made. They have to understand 

that at times they will be required to protect those who are their 

seniors in the organisation.  

Often a leader will find themself in a position where they can’t 

divulge every reason behind why a decision was made. This is 

something that the team need to know. They need to know that 

their Leader understands their position and their arguments; and 

accept that this is the action that must be taken anyway.  
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How a Leader delivers that message will determine how well that 

decision is accepted.  

There is nothing more disrespectful than telling team members (as 

have some managers I know) that, “That’s the way it is and if you 

don’t like it, there’s the door”. Adults can bear bad news as long as 

they are treated as adults and not as ignorant nuisances. 

American President Calvin Coolidge stated that, “No man was ever 

honoured for what he has received. Honour has been the reward for 

what he gave.”  

 

Respect and honour, two of the key elements in recognising a 

Billion Dollar Leader, are earned not by what the team does for the 

leader but for what the leader does for the team. 

The example set by the Leader in both standing up for their team 

and in standing up to their team is what makes for a Billion Dollar 

Leader. The actions of a Leader speak louder than any words they 

could ever utter. As they say in the classics, ‘talk is cheap’. Actions 

are the currency on which a Leader’s greatness is built. 

A true Leader displays “True Leadership” by the way they act. 
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Questions for Billion Dollar Leaders 

 

19 How do I support my team fully and ensure 
that everything is in place for them to achieve 
what I want them to achieve? 

20 What do I need to do to improve the way I 
support my team? 

21 How do I show I am willing to stand up for my 
team? 

22 How do I prepare my arguments? 

23 How do I deliver difficult news and do I sell 
the positives? 

24 How do I stop myself from being a servant to 
my team? 
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– Lesson 7 –  

A true leader is one whose boots 

are the first to hit the ground 

and are the last ones to leave! 
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– Lesson 7 – 

A true leader is one whose boots are 

the first to hit the ground and are 

the last ones to leave! 

Some people show their leadership skills by staying in the 

background while letting their team do all the dirty work. Hitler is a 

good example of that style.  

Others stay hidden away only long enough for their team to do all 

the hard work before emerging to claim the victory as their own. 

We can all probably think of a boss or manager like that. 

A Billion Dollar Leader is one who understands the value of this 

lesson—that a true leader leads from the front and shares in the 

duty to be done. 

US Army Lieutenant-General Harold Moore is not a name with 

which most people would be familiar. During the Vietnam War, 

“Hal” Moore was the Battalion Commander of the US 1
st

 Battalion, 

7
th

 Cavalry. On 14 November, 1965 he led his troops into what is 

regarded as the first major battle of that war. One which took place 

between the Americans and North Vietnamese. Over several days 

his 450 troops battled against over 2,000 North Vietnamese 

regulars in the La Drang Valley.  
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As a leader he is one person who lived this Billion Dollar Leadership 

lesson. He lived by the adage that his boots would be the first of his 

troops’ to touch enemy territory and the last to leave it. 

Where his troops went, he went; leading from the front. What his 

troops experienced, he experienced too; and when his troops were 

tired, weary and suffering, he was there with them—being a 

Leader. Then when the battle was over, when the last of his troops, 

living or dead, were lifted from the battlefield, only then did he 

leave. 

Fortunately most of us will never be called upon to lead troops into 

a live-fire war zone. But every leader will be called upon to do the 

job they are paid to do—and that is to lead. 

If a leader were meant to sit in the background and push their 

people then they wouldn’t be called Leaders; they would be called 

Pushers. And that doesn’t sound too good does it? 

Maybe you can remember working for a boss who expected you to 

be at work early or work back late, even though they came in late 

or left early themselves. Maybe you have been one of those people 

who have been asked to work late or longer hours in order to 

complete some task, only for your manager to arrive at the moment 

of glory, ready to take all the personal recognition for a job well 

done. Or maybe you have worked over a weekend without a leader 

in sight. Well, you are not that far removed from the experience 

many team members have of how supposed leaders behave. 

Once, when in a major leadership role, I attended a weekend 

function being held by another interstate office in order to see what 

I could learn about running a similar event for my own team. 
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Surprisingly, I found that not one of the managers from the 

interstate office were programmed to be at the function, not once, 

over the whole weekend. Obviously it was good enough for their 

team members to give up their weekend and attend the function, 

but it wasn’t good enough for any of the management team to give 

up theirs.  

How did their team feel about that? Probably the same way any 

team feels when their manager leads from behind or are absent-

from-duty—disappointed, let down, angry, bitter, belittled, not 

wanting to be where they were and disrespectful. They had no 

respect for a no-show leader. 

When it came time for my own state to run their function, I made 

certain that I was there in the days leading up to the event, putting 

in with the team whatever was needed to be done to ensure it all 

went off successfully. I was there throughout the weekend, giving 

up my time just as my team were giving up theirs. 

One thing I have learned is that teams may not want to do the job 

they are asked to do, but they will put in the effort and do it if their 

leader is there with them. They will feel they are part of a complete 

effort to succeed when the leader is willing to be there first and 

leave last. It’s not that the leader has to be there all the time—a 

team should be able to function totally autonomously if a leader is 

doing their job right—it’s just that the leader is there. 

I first learned that lesson from my children. I found it was far easier 

to get them to do the washing up, not by yelling at them, but by 

getting off my butt and taking a “come on, let’s do it” approach. Let 

us do it! Doing what we had to do … together. 
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My team learned through me putting my attitude into action, if I 

could attend functions like these, then I would attend. However, if I 

couldn’t be there for whatever reason, then they knew that my 

reason for not attending was genuine, and that I would want to be 

there supporting them. So, knowing this, they would still carry out 

the task at hand. 

I used that same principle when we were implementing a new 

marketing strategy—one which proved successful in helping my 

team capture major market share for our company.  

Our team were often required to attend various seminars and give 

short presentations during these events. The standard practice in 

other states was for the speaker to arrive 10 to 15 minutes before 

they were due to speak and to leave a few minutes after talking. 

These speakers would leave behind a handful of information flyers 

that potential customers were supposed to pick up, take with them 

and hopefully act upon. 

My team took a more aggressive approach. We would arrive 20 to 

30 minutes before the seminar actually started, welcome guests, 

and make certain that our brochures were handed to everyone who 

attended as they entered the seminar (something to read while 

they waited for the seminar to start). We were also there for the 

coffee break and for 10 to 20 minutes after the seminar finished, 

just in case there were any questions. It was a far bigger 

commitment to the old way of doing things in time, effort and 

manpower. But the results were worth it. We certainly gained a lot 

of appointments that way and came to dominate our marketplace, 

unlike the rest of the state offices. 
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In the beginning I attended every function, doing what I wanted my 

team to do. To me it was all about leading from the front; leading 

by example. Did I have to turn up to do this? No. My team were 

more than capable of doing it on their own—and they even 

improved on what I wanted. However, by being there I was able to 

take a hands on, team approach.  

I may have been their leader, but if it was good enough for them 

then it was good enough for me. 

I didn’t just demand that they do it the way I wanted it done. I went 

with them and did what they had to do alongside them until they 

saw for themselves how successful this new approach was. If 

required I would be there first and I would be there last.  

Case study - Bob Ansett and Niki Lauda 

The Ansett name is iconic in Australian business circles. Sir Reginald 

Ansett established Ansett Airways in 1935. His son, Bob, established 

and led Budget Rentals which became a highly successful car rental 

company in the 1980s. 

Bob wasn’t a man to sit in the background leading his business from 

the comfort and safety of the boardroom. He was a man who led by 

example and expected his leadership team to do the same.  

He expected his leaders to understand the issues their teams faced 

and had every manager, including himself, spend at least one day a 

month in a face-to-face customer contact role. This was his way of 

ensuring that his leaders stayed in touch with what was happening 

several layers removed from their everyday function in running a 
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major corporation. It was a day when the leaders could talk to their 

team and find out what was really happening at the coalface. 

Niki Lauda, the former Formula 1 racing car driver and founder of 

Lauda Air, took a similar approach. He would often buy a ticket on 

his own airline just to talk to his staff and customers, to experience 

what they did when flying with his company. It was an important 

way for him to keep in touch with the people who made his 

company successful. 

History is littered with so-called leaders who stayed away from the 

frontline and lost in the end. They lost because they relied on 

second, third and fourth-hand information and had no personal 

experience or understanding of what was really happening at the 

business end of the battles their people were fighting. The result of 

this method of leadership is usually rampant misinformation and 

acts of self-preservation by those who aren’t performing.  

Look at how effective this approach was for the old Communist 

state of the USSR. Here the Politburo was led to believe, year after 

year, that there was yet another record crop waiting to be 

harvested as in all previous years—when the crops were actually 

failing. This approach certainly worked for them didn’t it? 

How many managers deliberately place themselves in a similar 

position and wonder why things go wrong? How many managers 

don’t put themselves on the frontline with their team? How many 

managers rely on their team to do the things which they aren’t 

willing to do themselves? How many pretend leaders sit in the 

background being ‘pushers’ rather than real leaders? How many 

leaders of people are last to arrive and first to leave? 
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Far too many! And pity the people who work for them. 

Sure, a Billion Dollar Leader may not be able to do the tasks as well 

as those they lead, but that shouldn’t stop them from getting out 

and mixing it with their team. Not in some glorified “I feel good 

doing this for you” team building exercise whose relevance is lost 

over a few beers later that night; but in the real world in which the 

team works.  

They see what the team sees.  

They face what the team have to face.  

They are willing to work harder and longer than the team if 

required.  

They work with the team together as they all strive for success.  

They never take the position that they are superior to anyone in the 

team—they are just the Leader of the team. A Leader who is equal 

to each of the team members.  

They show a “let us” attitude. 

They lead, not push. 

Through it all, the Billion Dollar Leader never loses contact with the 

one quality that defines them as a Leader who cares—being human. 
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Questions for Billion Dollar Leaders 

 

25 Am I a Leader or a Pusher? 

26 Am I the first to arrive and the last to leave? 

27 Do I ask the team to do things I’m not willing 
to do myself, or do I lead by example? 

28 How can I better show this quality to my 
team? 
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– Lesson 8 –  

Be human. 
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– Lesson 8 – 

Be human. 

Some years ago I worked for a manager who would never say, 

“Good Morning” to his staff. Every day he would walk past us and 

ignore us. However, we were expected to greet him. Know any 

managers like that? 

What is it? Is there some law of management that says when you 

become a leader of people you are to give up your good manners 

and humanity? Is there something that states that managers are 

superior to everyone beneath them—or must they just view 

everyone as being beneath them? Is there a rule that says that the 

workplace can’t be fun and an enjoyable place to be? 

Because if there is, then I missed that lesson—and would certainly 

be guilty of breaking every one of those rules! It is sad to see that so 

many workplaces have less life in them than a morgue. How can 

people stand to work there? 

A Billion Dollar Leader recognises the importance of their team’s 

work environment. They recognise that an enjoyable place to work 

is just that, an enjoyable place to work. A place where people don’t 

mind being 8 hours a day, 5 days a week, 48 weeks a year, for 40 to 

50 years.  

They understand the importance of celebrating special occasions 

and the impact that rewarding excellence has on the team. They 

understand that having a bit of fun at work does not detract from 

the professionalism of the workplace, rather that it adds to it. 
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They also understand that human beings build relationships of trust 

with other human beings who demonstrate their “humanity.” A 

Billion Dollar Leader recognises that they can be human in their 

approach and be friendly, without necessarily having to be a friend 

to the team members. You don’t have to have a group love-in to 

show you care about your people. It is enough to just be friendly, 

open, honest, caring, trusting and down-to-earth. 

In one leadership role I held, one of the most important times of my 

work day was about 10 minutes after start time—just after I said 

“Good morning” to everyone. That was when I made each team 

member a cup of coffee, delivered it to their desk, and spent a few 

seconds catching up with them individually. 

In those few moments I could be made aware of any issues that 

might have arisen or about special events on that day. These were 

the most valuable 15 minutes of my day and beat any one hour long 

team meetings I could ever hold. Not only did I communicate with 

my people, I also showed how much I respected them and their 

work. 

Another important “meeting” time was morning tea; when most of 

the team, including those from the field who happened to be in the 

office at the time, would sit around the table and have a coffee 

together. I wasn’t a boss during these breaks, just another member 

of the team. In that time we discussed everything from politics to 

sport to fashion to personal issues – just as any group of friends 

would at any café.  
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Many a time I received an informal ‘heads-up,’ a warning, on 

potential issues that could then be dealt with quickly and quietly. 

The success of those coffee breaks can never be underestimated. 

Now, that is what worked for me with my teams. What would work 

for you in your environment as the Billion Dollar Leader of your 

team? What can you do each day in order to keep in touch with 

your team members and stay human?  

No … sending a daily email or weekly newsletter does not constitute 

keeping in touch! I am talking about face-to-face, human 

interaction. 

Case Study - A leader’s humanity on display 

For me, the best lesson about the importance of being human in 

our approach to those who serve us, comes from The Bible. There 

Christ, the leader of His disciples, often displayed His humanity and 

the understanding He had for His people, by performing some act 

of caring for them. 

A perfect example of this was when He washed the feet of His 

disciples. At that moment He placed himself as a servant to His 

followers. The Master became the servant. He showed by His 

humanity that He was one with them and not above them—despite 

the position He held amongst them. 

We don’t have to wash the feet of our team members. Billion Dollar 

Leaders just have to show that they are human and one with their 

people—not one above them. 

Humans talk to each other. 
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Humans show emotions. 

Humans form relationships. 

Humans turn to people they trust when in crisis. 

Humans want to feel they belong, that they are listened to and that 

someone does care. 

They also like to have fun. 

Case Study - A case for laughter and fun 

David E was one of the best people I have ever had under my 

leadership. At the time I was a National Training Manager and David 

was my assistant. 

Other than being involved in training, David and I had one thing in 

common; we believed in having fun. In fact those outside of our 

department often thought that that was all we did—have fun. I 

know that because I was often questioned about it by other 

managers! 

What they saw and heard were those few seconds every now and 

again when David and I would have a laugh, share a joke or make 

one-line comments to each other … and woe betide anyone who 

walked into our department!  

What they didn’t see were the long hours and the weekend 

workdays when he and I worked against tight deadlines to 

co-ordinate the gathering of information from other departments, 

to write the training manuals, and to plan the delivery of the 

training material for a company that had offices in every state of 

Australia. In one six week period I can recall us spending only 6 
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nights at our own homes. The rest of the time we were either 

travelling or in the office working. 

Having fun kept us sane. Having a laugh made the pressure 

bearable. Making the workplace enjoyable made us more 

productive. Having fun was frowned upon, but I wouldn’t have 

changed a thing. 

The Readers Digest have a section in their magazine called 

Laughter, The Best Medicine. And it is! Illnesses have reportedly 

been cured through laughter. The endorphins released by laughter 

make us feel good; they put us on a natural high for a short time. 

“Patch” Adams, the doctor made more famous by the movie of that 

name, even opened a hospital, called The Gesundheit Institute, 

which has a serious focus on laughter and fun in the treatment of 

illness. There are even “laughter clubs” starting all around the world 

that meet every morning so that people can start their day with a 

rollicking good laugh. 

Let’s face it, who said work has to be dull and boring? Can you 

imagine how depressing some workplaces must be—and for far too 

many people—simply because there is so little fun in the workplace 

or so little place for being nice; for being human. 

A Billion Dollar Leader shows their humanity by being willing to 

allow and have a bit of fun. They encourage the workplace to be an 

enjoyable place; after all people will spend up to a third of their 

adult life at work. 

A Billion Dollar Leader will celebrate special events, such as 

birthdays and successes. One team I worked with even cooked a 
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Christmas Dinner in the office and everyone came to that lunch—all 

during work hours. 

There are times where I even put on events that my team’s 

partners could also attend. As I saw it, they were a part of our 

success as well. Too often companies forget that partners share in 

the cost of each of their successes. So why shouldn’t companies 

recognise them also? Overall it didn’t cost that much. In fact, I saw 

it as an investment rather than a cost. It was my way of saying 

“thank you”. 

A Billion Dollar Leader can never afford to lose or stop displaying 

their humanity. A Billion Dollar Leader understands that displaying a 

“human” side to their actions in no way diminishes either their 

status as a leader or their capacity to lead. In fact, they know that it 

enhances them. 

A Billion Dollar Leader who is in touch with their humanity also 

recognises that they are not a god, hiding their emotions and 

feelings. They recognise that they do have emotions and issues that 

they have to deal with and that they do not have to carry the 

burden on their own. They realise that at times they need someone 

they can trust and talk to in confidence.  

A Billion Dollar Leader is never afraid to admit that on occasion they 

need help and guidance themselves. 

A Billion Dollar Leader is always willing to seek counsel in what they 

do, without ever conceding responsibility for their actions. 
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Questions for Billion Dollar Leaders 

 

29 How do I show myself as being “human”? 

30 How do I make the environment my team 
operates in, one they feel they want to work 
in? 
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– Lesson 9 –  

A leader seeks counsel, but 

accepts responsibility. 
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– Lesson 9 – 

A leader seeks counsel, but accepts 

responsibility. 

“The Buck stops here!” 

Never has there been a more apt definition of the responsibility of 

leadership. 

Made by American President Harry Truman, it is an oft quoted 

reference to the loneliness that comes with leadership. At the end 

of the day a leader—be they in business, politics or society—is 

responsible for whatever happens under their leadership. 

Sure, some people under the leader may stuff-up and perform in a 

way that diminishes the results of the team. Sure, the opposition 

may do something that affects outcomes, or head-office fails to 

deliver on its promises, or you are forced to take actions that go 

against your advice, or any one of a thousand other things may 

arise that prevent us from achieving the results we want.  

So, what? 

People can make all the excuses they want, but in the end the buck 

stops at the desk of the leader. 

A Billion Dollar Leader is willing to share the successes of their team 

with the team. Yet they are also willing to take sole responsibility 

for their team not succeeding or having done something wrong. It’s 
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not an easy thing to do. Then again, have I said anywhere that being 

a Billion Dollar Leader is easy? 

What makes a Billion Dollar Leader the outstanding leader they 

should be is this: taking responsibility for what doesn’t work out as 

it should and looking for solutions to the things that have gone 

wrong.  

They won’t waste time and energy looking for someone to blame. 

Billion Dollar Leaders prefer to spend their time looking for 

solutions and determining the corrective actions that they will need 

to take. They show they are willing to shield their team members 

from the repercussions of failing to gain the required result. 

Does that mean that the Billion Dollar Leader allows the team to get 

away from all responsibility? No! The Billion Dollar leader knows 

that they are accountable for the success or otherwise of both their 

team and the individual team members. 

If a manager… 

• seeks to blame everyone and everything for those matters 

that don’t work out; 

• lies to protect themselves;  

• fails to acknowledge their mastery over a situation; 

• fails to look for solutions because they are too concerned 

with denying their responsibility for a situation; 

… then so will the team.  
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In other words, the leader will end up with a team that is always 

blaming someone else and which never looks at how they can 

improve their own performance. They live in a world of denial. 

The Leader who is accountable and accepts responsibility for a 

situation, is one who develops within their team that same sense of 

accountability and responsibility. They develop a team that is willing 

to look at their own actions and take corrective action without 

seeking blame. 

The example of the leader determines the performance of a team. 

Importantly, by taking responsibility and being accountable for all 

that happens within their team, the Billion Dollar Leader is able to 

set aside their own ego and seek counsel where required. They are 

secure enough in who they are as a leader to not be afraid to share 

the problems they face with someone they trust. 

Case Studies - Harry Trumann, Walt Disney, Australia II 
Could you imagine being in a position where your every decision 

could directly affect the lives of millions of people who look to you 

for leadership? That is exactly what leaders of countries face every 

day they are in power. 

In the closing days of World War II, President Franklin D. Roosevelt 

had died and Truman, the Vice President, became the 33
rd

 

President of the United States of America. World War II was a 

conflict in which no country, no people were spared. It was to 

Truman that responsibility fell for approving the dropping of the 

two atomic bombs on Japan. 
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It was under that pressure that President Truman placed a plaque 

on his desk with the words, “The Buck Stops Here”. It was a 

constant reminder of the responsibility he carried as a leader. He 

knew he had to make tough decisions. He knew he had to make 

dramatic changes. He knew that history would judge him and he 

knew the lives of everyone who looked to him for leadership would 

be affected by his decisions. It was a terrible responsibility. 

But who of us believes that he acted alone without seeking counsel 

from those he trusted? In fact any President, past or present, 

probably seeks counsel from advisors who have advisors to their 

advisors. But who does the nation blame when things go wrong? Do 

they blame the researcher who provided the advisor with the 

information they gave to the President? No! They blame the 

President; they blame the leader as do people from all walks of life 

in their everyday lives. 

We wouldn’t expect a President or a Prime Minister to make major 

decisions without first seeking counsel. So why would we expect a 

Billion Dollar Leader not to do the same thing? We shouldn’t! A 

Billion Dollar Leader understands the importance of seeking 

appropriate counsel in their decision making. 

They also understand that with responsibility comes a great burden. 

They recognise that sometimes that burden is too much for any one 

person to carry on their own. This is why great leaders have 

someone who is their personal counsel; someone they can 

unburden themselves with even if only for a short time. Every great 

leader has someone special like that in their life. 
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Walt Disney also sought counsel prior to making major decisions. 

However, his approach was somewhat different to the norm. It is 

said that Walt Disney would present his ideas to a group of 10 

advisors and, if the majority of them rejected it, then he knew he 

had a good idea. Look at how well he did with Disneyland! 

What this shows is that we don’t have to agree with the people 

from whom we seek advice. It demonstrates the importance of 

seeking out the right type of counsellors; people who are willing to 

disagree with you or to state their own point of view. A Billion 

Dollar Leader does not seek out the opinions of “Yes” people; those 

who always agree with them regardless.  

The Billion Dollar Leader receives points of view and ideas, or hears 

of issues they may never have thought about, through having 

counsel that is independent or free to speak its mind.  

The Billion Dollar Leader is also willing to accept that they may not 

be right all the time (heaven forbid!). 

A Word on always being right 

Have you ever worked in an organisation where it appeared as if 

the primary purpose of everyone was to simply please those in 

power by agreeing with the near divinity of their ideas, even when 

everyone other than those in power knew they were not the right 

ideas for success? Nobody dare speak out against the Big Boss’s 

ideas, especially if they wanted to keep their job or be promoted! 

We have all probably seen major strategies diluted to the point of 

failure simply to keep the boss happy. Some managers seem to 

believe that the only right ideas are their ideas – and when those 
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ideas fail, then it wasn’t the idea that was wrong, it’s the fault of 

the people. Or just as effectively, they are never spoken of again. 

I’d rather be a Billion Dollar Leader who is successfully wrong, than 

being a manager who is disastrously right. In other words, I’d rather 

take wise counsel that shows I am wrong and shows how success 

can be achieved, rather than ignoring that counsel simply because I 

am determined that my idea is the right idea.  Just because a leader 

accepts responsibility for the success of an organisation doesn’t 

mean that their ideas are the only right ones. 

A great leader will take that counsel and weigh-up all the cases 

presented to them along with the information they already knew. 

Then they will make a decision by which they, as leader, will either 

sink or swim. They seek counsel but accept responsibility. 

Sometimes the counsel the Leader seeks is from the team itself. The 

story of Australia II’s 1983 America’s Cup challenge is entrenched in 

Australian sporting legend. The New York Yacht Club had held onto 

the Cup throughout 132 years of racing and it looked like that was 

the way it was going to stay. Nevertheless—even when the 

American team were leading three races to one, and needing just 

one more victory to retain the Cup—the Australia II crew and their 

skipper, John Bertrand, believed they could still win the next three 

races. 

The leadership team of Bertrand, Hugh Treharne (Tactician), Ben 

Lexcen (Designer) and Alan Bond (Syndicate owner), met constantly 

to plan their strategy, and to look for solutions. They turned to their 

crew for advice and assistance. These leaders weren’t too proud to 

include their team in the decision-making process. Australia II did 
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win that series and the America’s Cup. It was a victory not of an 

individual, but one of a team. 

Sometimes the best counsel a leader can seek is from those who 

work directly for them, after all the team also have some interest in 

being the best they can be. Nevertheless, in this case the counsel 

should be limited to problem solving and seeking solutions, not for 

seeking advice about problems with other staff or managers. Those 

types of problems are best dealt with by outside or independent 

counsel. 

It takes a person with the character of a Billion Dollar Leader to 

stand up and declare that they are responsible when things go 

wrong. One only needs to look around them to see that lack of 

character being displayed. People from all walks of life can be seen 

trying to abrogate responsibility for their poor choices. It is as if 

someone else is always to blame for things that go wrong. Personal 

responsibility has, like Elvis, left the building. 

Often all levels of leadership seem only too quick to seek out 

someone else to blame when things go wrong, or to otherwise look 

to diminish their own responsibility for failure. Yet, this same 

leadership will act swiftly to garner glory for things that succeed. It’s 

hard to expect the youth of our nation to grow up with a sense of 

personal responsibility when so many of our business, community 

and national leaders appear to lack the integrity and courage 

required to be accountable and to take personal responsibility for 

the actions of both themselves and those who work for them. 

The example our leaders set, is the example our people will follow. 
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A Billion Dollar Leader does not take the easy path. They take the 

honourable path. That doesn’t mean a Billion Dollar Leader has to 

resign every time something goes wrong or the expected results 

aren’t achieved. It does mean that a Billion Dollar Leader takes 

responsibility for what happens within their team and then acts to 

correct the aberration. They shield their team but work with their 

staff to ensure the mistakes don’t continue. 

A Billion Dollar Leader seeks counsel but never abdicates 

responsibility to that counsel. 

A Billion Dollar Leader will take responsibility only for those things 

for which they are responsible. However, they will stand against 

accepting any blame cast onto their team for things that were the 

responsibility of persons outside that team. A true leader is not a 

doormat to be walked over; they will protect their team while 

helping them to be accountable too. 

Billion Dollar Leaders are the foundation upon which great teams 

are built and, like any foundation, they carry on their shoulders a 

great weight; a weight that at times they will feel they are carrying 

alone. Which is why they seek counsel. 

A Billion Dollar Leader needs to have integrity.  

They need to be honest.  

They need to be compassionate.  

They need to be open and frank.  

They need to be willing to carry a burden, seeking support not from 

their team but from a trusted counsel. 
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Billion Dollar Leaders need to take responsibility for their actions. 

A Billion Dollar Leader doesn’t need to show they are right all of the 

time – they know they just need to get it right. 

A Billion Dollar Leader needs to be seen as a Leader, not a ‘Pusher’. 

The Billion Dollar Leader gives their team a reason to follow them. 

The Billion Dollar Leader needs to be seen as a visionary, someone 

who people will want to follow. They are someone who can sell that 

vision to their team. 

Importantly, they need to be a Leader who lives and breathes that 

vision; a Leader who is a part of the vision and someone who will 

take responsibility to make it happen. 
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Questions for Billion Dollar Leaders 

 

31 From whom do I seek counsel? 

32 How do I manage my own stressful situations 
and help myself to be the best I can be? 

33 How do I help my team in taking accountability 
and responsibility? 
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– Lesson 10 –  

A leader needs more than a 

vision;  

they need to be a part of the 

vision. 
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– Lesson 10 – 

A leader needs more than a vision; 

they need to be a part of the vision. 

Some years back I read one of the most magnificent mission/vision 

statements I have ever read. After several weeks of consultancy and 

coaching to the company, I approached the owner and 

congratulated him on such a wonderful vision. He was nearly 

bursting with pride—until I asked him when he thought he would 

actually put it into action. 

Companies can spend tens of thousands of dollars developing a 

vision statement for their company, which is a complete waste of 

money for some. Others have an idea of what they want to achieve 

but can never find a way to put it into words. Finally there are some 

who have no vision whatsoever; as far as they are concerned they 

have a business to run and are too busy to worry about that sort of 

nonsense.  

Very few companies have an active vision—one where there are 

not just words on paper but where the organisation works toward 

the vision each and every day. 

It is said that without vision the people will perish. An even more 

profound statement is one made by Helen Keller, who said that the 

one thing worse than not being able to see is the person who has 

the ability to see, but who has no vision.  
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A vision gives the team focus. It tells them where they are headed. 

A well written vision will create enthusiasm for an ideal and give 

integrity to what the team does.  

How can a team be expected to head in a certain direction if they 

don’t know where they are expected to end up? If they don’t know 

where they are going, then they could set off on a totally different 

tangent and yet still think they are on the right track.  

Now, if they did end up in the wrong place, that wouldn’t be due to 

any fault on the part of the team. It would be due to a failure on the 

part of a leader who has failed to lead. This is what happens when a 

manager expects their team to know where they should be going 

without any direction from above. The team has to know the vision 

so that they can recognise it when they get there, or so that they 

can realise they are going off course and alter direction.  

Not only does a vision give direction it also sets the standards by 

which that journey is achieved. After all, how can any team be 

expected to achieve high standards if those standards have not 

been made crystal clear? 

Everyone has their own expectation of what is an excellent product 

or standard of service delivery. Someone who has never had a good 

service experience will be blown away by some mediocre service 

delivery, while someone who only ever shops at the highest rated 

boutiques would be appalled by that very same service. It’s all a 

matter of perspective and expectations.  

So how can any manager blame their team for not delivering work 

to the standards that the manager expects, if they have been given 

no guidance as to what those standards actually are? 
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How can any leader expect their team to be motivated to exceed 

expectations, to strive for excellence, to keep giving their all when 

times get tough, if they have been given no vision or reason on why 

they should. (No, threatening someone with their job is not an 

approach a Billion Dollar Leader takes). 

A simple vision statement such as, “Our vision is to provide every 

customer with a superior and outstanding service experience,” sets 

the tone for every aspect of the team’s dealings with customers. A 

vision allows the leader to ask the team, “How do we make this 

vision a reality in everything that we do, and how does it 

continuously redefine us as the market leaders in service and 

product delivery?” 

When a vision is developed by a team it becomes owned by the 

team—but only as far as the leader takes ownership of that vision. 

A Billion Dollar Leader is someone who their team looks to for 

directions on the path to success. 

A Billion Dollar Leader realises the importance a vision holds for 

their team and they understand the importance of communicating 

that vision to their team. They also recognise that if it is to be as 

effective as possible, then they need to be a part of the vision 

themselves. They have to become the catalyst for success.  

The Billion Dollar Leader knows that they need to live and breathe 

the vision if they are to have any chance of getting their team to 

work toward making that vision a reality. 
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A Word on a leader’s example 

Leaders are watched and then judged by the examples they set. A 

Billion Dollar Leader recognises that team members will only do a 

fraction of what the leader does. 

• Show 100% commitment and chances are your team will 

return an 80% commitment.  

• Show 80% and more than likely your team will give you a 

return of about 50-60%.  

• Show 60% commitment and your team probably won’t even 

bother turning up. 

Treat your vision with disrespect and your team will show it utter 

contempt. It will be a vision that obviously has no meaning. 

Far too many managers expect, or demand, that their team work 

towards making their vision a reality when they show themselves to 

be hypocrites by doing little on their own part towards making the 

vision real.  

It’s like the manager who demands that staff only take a 30 minute 

lunch break while they take 2 hours themselves; or the manager 

who insists everyone needs to be on time, even early, but is always 

late themselves; or the manager who demands that customers be 

treated with utmost respect and then treats their own staff like pigs 

and speaks ill of their customers behind their backs. 

A Billion Dollar Leader isn’t someone who sits back and directs 

others to do what they aren’t willing to do themselves. They realise 

that their actions will speak louder than any words they could ever 
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speak or put into writing. They know that their team are waiting for 

them to set the highest of examples.  

The Billion Dollar Leader knows that any example they provide will 

become the benchmark by which the team judge their own 

individual performances. 

Ergo: a leader who sets the highest standard will receive the best 

result; and a leader who sets a lowly example will receive a poor 

result. 

A Billion Dollar Leader is true to their vision. They show faith in the 

path they forge. They are consistent, enthusiastic and steady. They 

act on knowledge and refuse to panic. 

Case Study – Panic the vision destroyer  
Under pressure some managers are prone to panic; to run their 

business unit based on the way the wind blows at any given 

moment on any given day. You’ve probably worked for someone 

like this – the type of manager who wreaks havoc, creates chaos 

and has everyone else running around, taking their eye off their real 

targets, simply in response to a criticism or half-understood 

“problem”. 

Imagine it’s very late Friday afternoon and almost everyone has 

gone home. You return to the office and your manager presents 

you with an “urgent” problem based on a half understood message 

that no-one had confirmed as accurate. Phone calls have already 

been made to people that have gone home, more phone calls are 

demanded to those same people – to get the information that was 

needed from people who weren’t available or is stored on 
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computers at work that no-one, other than those people being 

phoned, has access to. Meanwhile the manager is contacting his 

managers informing them of a possible, as at this time 

unconfirmed, problem. 

That’s exactly the situation I faced on Friday after some days away 

from the office. The outcome? Nobody was able to confirm exactly 

what the problem was. Nobody was available to provide any 

information about the perceived problem. And a lot of panic was 

created. 

Strangely (of course there is no cynicism here), on Monday morning 

it was found that there was no problem; just a misunderstood 

message and that all of the panic had been over nothing. Sadly, 

while this was a relatively unimportant incident that had no lasting 

effect on our business unit’s outcomes, there are managers who act 

just like this on issues that do. 

When a manager panics it creates confusion. When a manager 

reacts to an issue that is not fully understood it causes a lot of 

additional, unnecessary activity and workplace stress. It takes 

everyone’s eye off the main picture. It creates a lack of trust in a 

manager’s ability to lead people. 

Subordinates expect their leader to cope with issues in a positive 

manner. They expect their leader to be capable of responding to 

issues in a measured, confident manner and not like a chook with 

its head cut off! They want to know that the person who is leading 

them is someone they can trust in a crisis; someone who will 

maintain focus on their objective and lead them safely to it. In a 

battle zone such a leader saves lives. In the workplace such a leader 
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achieves results which bring success – which is what every team 

really wants. 

Panic does nothing for a team. A Billion Dollar Leader uses their 

vision to provide them with guidance, to give a sounding board for 

direction. This vision gives the Billion Dollar Leader stability; they 

know where they are going and how they will get there. They hold 

faith in a vision that inspires them; giving them something to follow 

in a calm, assured manner.  

Importantly, a Billion Dollar Leader has a vision that not only 

inspires themself, it gives inspiration for others to follow.  

A Billion Dollar Leader is someone who walks on pathways that 

have never been walked before. They dare to go places and meet 

challenges never before experienced. 

A Billion Dollar Leader challenges people to heights they never 

thought themselves capable of climbing. 

They inspire not just with words but with action. They become the 

example of what is possible. 

Case Study - A man of vision: Martin Luther King, Jnr. 
“I have a dream.”  Those words spoken in August 1963 set the tone 

of a vision that Martin Luther King Jnr. would never see come to 

fruition. However, his belief in his vision, and his willingness to act 

and live towards achieving it, continues to inspire later generations 

to also seek his dream. 

Nobody could ever doubt Dr King’s commitment to his dream—it 

cost him his life. His is the brilliant example of what a leader’s 
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commitment to a vision should be, his actions are a timeless 

demonstration of the nature of true leadership. 

Thankfully, a Billion Dollar Leader doesn’t have to give their life as 

payment for achieving their vision. They just have to live it. They 

should become the inspiration for the vision. In the end, they 

should become the vision. 
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Questions for Billion Dollar Leaders 

 

34 What is my vision? 

35 How do I live my vision? 

36 How does my team approach the vision? 

37 What do we, the team, have to do in order to 
make this vision a reality? 

38 What have I learned about myself as a Leader 
from the Ten Lessons? 

39 How would I like to be a better Billion Dollar 
Leader? 

40 How am I going to become a better Billion 
Dollar Leader? 
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– A final word –  
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– A final word – 

The Billion Dollar Leader! 

They don’t expect respect, they earn it. 

They show respect. 

They trust. 

They work with the very best people and give each of them the 

opportunity to be even better. They want their team members to 

succeed and celebrate their people’s successes when they do. 

They serve their team and show strength of character by being 

willing to stand alone against popular belief. 

They are willing to listen and can take criticism without unleashing 

retribution. 

They have the courage to fight for what they believe is right and 

protect those who need protection. 

They are willing to work longer, harder and more consistently than 

their team. They are willing to be the first to arrive and the last to 

leave. They are willing to be a member of a team that is working as 

a whole.  

They never lose sight of their humanity: to laugh some, encourage 

some, have fun some, smile some, cry some and share some. 

They are willing to seek counsel and feedback. They are willing to 

be flexible, to learn and to change where change is needed. 
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They are willing to take responsibility—to openly declare, “It was 

my decision.” They accept that the buck stops with them. 

And they have a vision. A vision to always be better, to strive for 

higher heights and to never accept mediocrity. 

A Billion Dollar Leader shows us what we are capable of achieving 

and inspires us to get there. They understand that together with 

the team they can achieve anything. 

A Billion Dollar Leader has a responsibility to their business, their 

team and to themselves. Leading is never about managing. It is 

about showing real leadership. 

“Men make history and not the other way around. In periods where 

there is no leadership, society stands still. Progress occurs when 

courageous, skilful leaders seize the opportunity to change things 

for the better.”  Harry S. Truman (1884 – 1972). 

“The signs of outstanding leadership appear primarily among the 

followers. Are the followers reaching their potential? Are they 

learning? Serving? Do they achieve the required results? Do they 

change with grace? Manage conflict?”  Max de Pree (1924 - ). 

“Leadership is not magnetic personality--that can just as well be a 

glib tongue. It is not 'making friends and influencing people'--that is 

flattery. Leadership is lifting a person's vision to higher sights, the 

raising of a person's performance to a higher standard, the building 

of a personality beyond its normal limitations." Peter F Drucker 

(1909 – 2005). 

What an awesome responsibility. 



 

123 
 

A Billion Dollar Leader recognises that what they do, and the 

example they set, will touch the wider community. The effects of 

our examples as Billion Dollar Leaders will last longer than any of us 

will live. Like a pebble thrown into a pond, we will send out ripples 

upon the surface of society. 

If we face any challenge today I would say it is this, to become 

better Leaders who can inspire others with our vision—and who can 

pass that vision on to our youth. 

Have strength and let who you are as a Billion Dollar Leader be the 

inspiration to those in future generations. 
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 40 Billion Dollar Leader’s Questions 

1 Do I expect my team to respect me just because of the 

position I hold or because of what I do? 

2 What have I done or what do I do to earn the respect of my 

team? 

3 What do I need to do to earn the respect of my team? 

4 What is it about each of my individual team members that I 

respect? 

5 How do I show my respect to the team? 

6 How do I show I trust my team members? 

7 What am I good at? 

8 What are my team members good at? 

9 Does my team have all the skills and abilities I need it to have 

in order to achieve my business goals 

10 What additional skills and abilities do I need in order to 

achieve my business goals? 

11 How am I developing my people? 

12 Who am I developing to take over from me? 

13 How do I need to develop them in order to better prepare 

them to take over from me? 

14 How am I flexible? 
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15 Does my team trust me, and can they talk openly with me? 

16 Do I hold grudges or seek to get even with people when I am 

criticised or told the truth? 

17 What is my Continuous Improvement Process? 

18 Do I ensure I Praise in Public and Reproach in Private? 

19 How do I support my team fully and ensure that everything is 

in place for them to achieve what I want them to achieve? 

20 What do I need to do to improve the way I support my team? 

21 How do I show I am willing to stand up for my team? 

22 How do I prepare my arguments? 

23 How do I deliver difficult news and do I sell the positives? 

24 How do I stop myself from being a servant to my team? 

25 Am I a Leader or a Pusher? 

26 Am I the first to arrive and the last to leave? 

27 Do I ask the team to do things I’m not willing to do myself, or 

do I lead by example? 

28 How can I better show this quality to my team? 

29 How do I show myself as being “human”? 

30 How do I make the environment my team operates in one 

they feel they want to work in? 
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31 From whom do I seek counsel? 

32 How do I manage my own stressful situations and help 

myself to be the best I can be? 

33 How do I help my team in taking accountability and 

responsibility? 

34 What is my vision? 

35 How do I live my vision? 

36 How does my team approach the vision? 

37 What do we, the team, have to do in order to make this 

vision a reality? 

38 What have I learned about myself as a Leader from the Ten 

Lessons? 

39 How would I like to be a better Billion Dollar Leader? 

40 How am I going to become a better Billion Dollar Leader? 
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– Introduction – 

Have you ever wanted to know that one magical process which 

would help you achieve all you have ever wanted to achieve? 

Well, what if I told you that The Process, the basis of How an Ant 

Ate an Elephant works, was not magical at all? That it was 

actually a logical, balanced approach, which allowed you to 

reward every part of your life with achievements? 

What if I told you that The Process of Achievement is The Process 

you are looking for? That it is different and it works? Provided, of 

course, you have the desire and commitment to make it work. 

What is The Process of Achievement? 

To me, it means playing fair with myself. Respecting myself. 

Giving it all I’ve got. Doing my very best. Being responsible to 

myself and those I love. It’s playing the game, having fun and 

playing to win. 

It means I will look for a target that is important to me. It can be 

BIG or it can be small. And I don’t have to worry about what 

others may think about what I want to achieve. Just as long as it 

is important to me! 

It’s knowing that as long as I aim at the main target, and get 

close, I will still get a result. 

It’s about choosing and focusing on a dream that is important to 

me, and setting out to achieve it in very much the same way as 

an ant eats an elephant. 
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It’s not about making excuses. It is about giving it my absolute 

best, each and every day, even if my best is insignificant 

according to others.  

It is about taking a balanced approach and setting targets in all 

areas of my life so that every part of my life is rewarded through 

my achievements. 

No matter where you are in life, The Process of Achievement is 

for you. You may be someone who is already at the top of your 

game, or is already working towards achieving great things. If 

you already have dreams and something to aim for then The 

Process is definitely for you. 

 It has been said that life wasn’t meant to be easy. But, it 

shouldn’t be impossible either. Yet, for many people, it must 

seem as if it is. Maybe you are someone whose every day seems 

to be a struggle day — or worse — totally empty. You wonder 

why it is that you keep doing the things you do. Going through 

the grind of one day that so much seems just like the previous 

day and the day before that. You may even question whether it is 

all worth the struggle. Nothing seems to change, no matter how 

hard you try.  

Well, The Process is also for you. 

Maybe you feel that, in spite of all your accomplishments, there 

is a void that cannot be filled. Maybe you are frustrated because 

you have already achieved much and want to go on to even 

greater and better achievements. But you feel as if something is 

holding you back. Perhaps you feel something is missing in your 

family life. Perhaps your relationships feel stale. Maybe your 
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confidence or income is gone. Or perhaps your sense of who you 

are is a blank. Then The Process is for you. 

It is my experience that far too many people simply spend their 

whole life just putting up with life “the way that it is”. Others put 

up with it until that day arrives when something dramatic 

happens and they decide that life has more to offer. There 

emerges a deep seated urge to change things in their life. Maybe 

you have that urge, deep down in you now; that deep-seated 

desire, to change your life in some way. 

If only you knew how. 

Whether it’s the drive to achieve even more, the pain, or the 

emptiness, the lack of a feeling of success, the disillusionment or 

loneliness that has brought you to this point in your life, it may 

be the best thing that has happened to you. 

Because it has given you the incentive to do something with your 

life. To seek more knowledge. To try new things. It’s made you 

aware that maybe it is time to change. And, David and I believe, 

you can do it through The Process of Achievement. Just picking 

up this book says that you want to achieve more in your life. 

There are changes you want to make. You want life to be better 

for you and those who you love and care for. Well, this book will 

give you some basic steps to follow — a process.  

So, does this book have all the answers? 

No! 

Will what’s in these pages work for everyone? 
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No! Not always. 

Basically, this book explains a system that has helped many 

people find a new life. A life where they are in control. Where 

they are achieving the things in life that are important to them. 

That’s how this book can help you. It can help you wherever you 

are in your journey of achievement, whether you are already 

achieving many of your dreams or whether your dreams have 

turned into nightmares. But, one thing is certain. Nothing in this 

book will help you if you don’t use the information. Nothing will 

happen until you do something with it. Nothing will change for 

the better unless you take positive action in your life. 

We know that, because David and I have put into practice the 

things we write about and have brought about change in our 

own lives. We have lived the disappointments, the frustrations 

and the emotional turmoil of lives unfulfilled.  

We have also, through The Process of Achievement, enjoyed the 

excitement of a life being changed – of achieving those things in 

life that were important to us individually. How we did that and 

the skills we learnt on the way are what we now share with you. 

And as we share the stories of ourselves and of others, we hope 

that you’ll sense that you are not alone, that there is hope and 

there is a life to be lived – by you. 

I don’t promise that the path will be easy. But it wont be 

impossible. Take the time, as much time as you need to work 

through each of the chapters. This isn’t a “quick fix” manual, but 

a guide to changing your life. And that takes time. 
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Some steps you may already be doing. Some you may discover 

for the first time. Some steps may seem daunting. But to miss a 

step would be like baking a cake and not following the 

instructions or leaving out ingredients, such as flour or turning 

on the oven. It simply wouldn’t work as it should.  

And, most importantly, don’t give up. In the end, when you take 

control of your life, it will be worth the time you spent 

discovering the answers. 

Bear this in mind. As of now you will never be able to say, “I wish 

I had known better” or “If only I had had a chance to do things 

differently, I could have …” 

This is your chance. Your chance to learn. Your chance to make a 

difference. A chance that you can start now. Take hold of this 

Process and use it to the maximum potential that you are blessed 

with. Find in it what is right for you and use it. Add it to the 

knowledge you already have and the knowledge you have yet to 

discover and watch the world unfold before you as never before. 

In the end, the choices will be yours. The results will be yours.  

And the achievements will be yours. 

Allow David and I – through this book – to be your guides.  

Together let’s begin the journey. A journey that will see you 

achieve the results that you want in your life using The Process of 

Achievement. 

Make your dreams a reality 
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Chapter 1 

– A Lesson In History –  

As we, the authors, were growing up in the 1960’s and early 70’s, 

the vast majority of our generation was taught the philosophy 

that said, “It’s not whether you win or lose, it’s how you play the 

game that’s important. Play hard. Play fair. Play the game. Play 

to win”. 

• Fair play; 

• Respect; 

• Team spirit; 

• Give it all you’ve got; 

• Do your best; 

• Be in the game; 

• Have fun, and 

• Play to win. 

These values were reflected in our lives as well as on the sporting 

field. 

They were reflected in people like John Landy, the great 

Australian runner who, in the final of the 1500 metre race for the 

1956 Australian Athletics Championships, stopped to help Ron 

Clarke, a fellow runner who had tripped and fallen. He then went 

on to win the race. 

They were reflected in the 1963 Sydney Rugby League Grand 

Final, when two players, Arthur Summons and Norm Proven, 

covered in mud, walked off the field with their arms around each 
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other – one a winner, the other on the losing side. They had just 

played the game of their lives. They had played it hard and they 

had played to win. But in the end they were simply two mates. 

This moment in history, epitomising sporting courage and true 

competitive spirit, has been captured on the competition’s 

national Premiership Trophy. 

Had it been important to win? You bet! But just as important as 

winning was the concept of giving it everything you had. Giving 

your all to achieve a result. And of receiving respect for that 

effort. 

GIVING IT ALL YOU’VE GOT 
Take the story of Daniel “Rudy” Ruettiger, an American College 

Football hero who gave all he had (“Rudy – Heart of a Hero”; 

1993, Tristar Pictures Inc.). 

As a child, Rudy’s dream was to play for his beloved Notre Dame 

College football team.  Most of his friends and relatives laughed 

at him.  He was too short, too slow, his grades were too low and, 

he was told, his rightful place was where his family lived – simply 

because, well, that’s all that could be expected for his family.  

Besides, his grandfather had tried to follow his dream once and 

had failed – so that’s what following your dream gets you.  

Almost nobody believed in Rudy, and almost everyone ridiculed 

him. 

Yet, in spite of all this opposition, Rudy still believed in his dream.  

Only one friend shared Rudy’s belief.  And when this friend died, 

Rudy, now a grown man, packed his bags and went to fight for 

the right to play for his beloved Notre Dame. 
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Rudy had two problems however. One, he hadn’t even enrolled 

at the university and secondly, the university wouldn’t accept 

him because his grades from high school just weren’t good 

enough. 

That didn’t stop Rudy.  So strong was his dream, so strong the 

desire, Rudy travelled the miles believing he would make it.  He 

went back to high school and applied himself to his studies with 

a fierce determination. He worked as part of the university’s 

football stadium maintenance team to support himself. 

When his grades improved, he applied to the university – and 

was rejected.  Again he applied – again they rejected him. 

And again – rejected.  

People were still laughing at him. 

Because he couldn’t afford proper student accommodation, he 

lived in the change rooms of the football stadium. Things weren’t 

going as he’d planned.  But still he believed. 

At the end of two years he applied again – and was accepted.   

As soon as he was accepted by Notre Dame he tried out for the 

football team at the selection trials. For days he put 110% effort 

into each drill.  He was finally living his dream.  He knew that 

only the very best would ever be selected for this team.  It didn’t 

matter to him that everyone else he was trying out against was 

bigger and stronger and had far more athletic ability.  He tackled 

them – and was tackled by them; hit hard time and time again.  

But each time he was hit he got up and said:  “I can do it Coach, I 

can do it!”   
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His attitude was noticed and he was kept on as part of the 

training team. Not the team that ran onto the field and played in 

the competition every week. Rather, he played on the team that 

ran the opposition team plays at training and took all the hard 

hits. Every week he continued to put in a 110% effort. He 

annoyed other players, those who weren’t good enough to make 

the major side, because he trained so hard: “Your John Wayne 

b/s out there is making us all look bad, so why don’t you dial it 

down a notch. Everyone is getting sick and tired of hearing, ‘Why 

don’t you put out more like Ruettiger’. It’s not worth it you 

know.”  His response to any criticism, “If I cool it I won’t be 

helping you get ready for the next week’s games”. To him there 

was a purpose to his efforts.   

His real dream though, was to play in a real game, not to be just 

a part of the training squad.  Each week before a game he would 

look for his name on the player’s list.  It was never there.  He was 

good enough to be part of the training squad, but was never 

selected for the main game.  Still people laughed at him.  Even 

his family didn’t believe he was part of the team because his 

name never appeared in the starting line up. 

After two years of being on “the second team”, Rudy faced the 

last game of the last season before he was to graduate from 

University.  If he didn’t play in this game, he would never play.  

Hopefully, he looked at the list.  Again his name was missing.  

After all his effort, after all the laughs he had received, his 

dream, it seemed, had come down to this – nothing!  His family 

may have been right after all; chasing his dream had only led to 

failure.  Maybe it would have been better to stay home. 
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Sure, he would end up with a college degree.  But, so what!  

What would that be worth if his dream was unfulfilled?  Utterly 

devastated, Rudy, for the first time ever, didn’t go to training. 

He quit. 

Life’s disappointments can make any of us quit.  

It’s as if these disappointments are sent to challenge us - to see 

just how serious we are about the things we say we want. They 

appear before us, just like a hill in a running race. It’s probably 

the last thing you really feel like facing at that time. And the 

hardest part of running up any hill can be that part just below 

the peak, when your legs are hurting and your lungs are 

screaming for air. Yet, with a bit more effort you can see the 

other side, you can make it to the easy side of the hill. But if you 

quit and go back, then you’ll never get to see the view from the 

top or find out just how easy the other side of the hill is. 

Rudy’s boss, who’d watched the effort Rudy had put in over the 

years, told Rudy that if he walked away now, after all his effort, 

then he would have to live with the pain of regret for the rest of 

his life.  He told him to turn around, go back and not to give up. 

“Give it everything you have, and then, when there is nothing 

else that you can do, walk away knowing that you gave it all that 

you could” – no excuses. 

Rudy went back to his final training session. His team mates, 

once so critical of him, now saw him enter the arena ready to 

give it 110% one more time for his team, despite his own 

personal pain – and they applauded him. Later that day the 

coach was approached by all the players named in the team, 
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each one willing to give up their spot so that Rudy could be 

named and play for Notre Dame. 

Because of Rudy’s commitment to his dream and because of the 

respect he had earned from the other players, the coach was 

forced to add Rudy’s name to the playing list. 

On match day Rudy was asked by the team captain to lead the 

“Fighting Irish” of Notre Dame onto the field. This was 

recognition for the effort he had put in. As his family, friends and 

boss watched from the stands, Rudy led the team on to the field. 

The game progressed and with only a few minutes left to play 

Rudy, although named as part of the team, still hadn’t been 

allowed onto the field to play. Despite approaches from the 

team captain and other members of the training staff, the coach 

refused put Rudy on. After all, this was a competition, the real 

thing. He wasn’t going to let sentiment stop his team from taking 

the competition points. 

Rudy’s dream of actually playing in a game seemed out of reach. 

And if he didn’t participate in at least one play, than his name 

would never appear as someone, one of the few, who had ever 

played for Notre Dame. Then the unbelievable happened. 

Beginning with the captain, a slow handclap and a chant of 

“Rudy! Rudy!” commenced and soon a stadium of thousands of 

Notre Dame fans took up the chant. 

Reluctantly, with less than a minute to play, the coach sent Rudy 

on to the field. His dream had come true. He participated in one 

play. Notre Dame held on. There was time for only one more 

play and the season would be over. The ball was thrown to the 
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opposition Quarterback. Rudy went for the tackle and brought 

the Quarterback down. 

End of game. End of season. End of career. 

Rudy was chaired from the field by his team mates, one of only a 

few ever to receive that honour. For all his efforts, Rudy was on 

the field for less than one minute.  

But he had achieved his dream. He had done what others had 

said was impossible. 

THE HERO 
Rudy was a hero – not necessarily a winner or a star.  He was a 

hero because he had shown that dreams can come true and that 

being an achiever does not have to mean coming first or being 

the best or being a star.  For winners, they can be beaten, and a 

star may burn bright for a time before fading. 

But heroes, achievers – their heroics, their struggles, the 

symbolism of their achievements live on forever, inspiring others 

to achieve great things in their lives. 

And heroes don’t have to be sporting champions or headline 

seekers.  Each day millions of heroes go about their everyday 

tasks unaware that their achievements are inspiring others.  

People watch each other.  They see something in another person 

that makes them say “They amaze me, how do they handle 

things so well?  I wish I could be like them.” 

The quiet achiever at work, although never fully recognised by 

management, inspires all those around them with their ability to 
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get the job done.  The teacher who inspires a desire for greater 

learning.  The nurse or doctor who daily save lives or bring forth 

new life.  The person who, through his/her struggle, rises from 

the depths of poverty. 

Everyday people doing everyday things, inspiring others.  Playing 

the game to the best of their ability with all the talent and skills 

that they can muster.  Heroes who don’t even know they are 

heroes.  Surprised and humbled when someone says to them, 

“You are my inspiration.”  There is no greater honour than 

hearing someone say, “I want to be just like you.” 

Heroes can be like a woman we know – a mother of six, four of 

whom have a rare disease that will see them face death in a few 

short years.  Each day she cares for them with the love and 

commitment that makes her an inspiration to others. 

Under such adverse conditions many people would find it easier 

to give up, or maybe just give a half-hearted try, knowing that 

they can give up if they want to.  Settling for second best. And 

no-one would blame them if they did. 

But for her, and thousands like her, who in their daily lives face 

adversity, winning is not necessarily the objective.  Neither is 

accepting second-best. 

Giving it all they have, doing their absolute best with what they 

have, under the conditions they have been given, becomes their 

major focus. 

At the end of the day, people like this can face each race 

knowing that if they do their absolute best and win, then they 
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will receive the glory given to the winner.  And, if they give it all 

they can and don’t win then they can walk away knowing they 

have done their very best.  

Either way, they can walk away an achiever. 

And that, in a nutshell, was the emphasis of the “How you play 

the game” philosophy. 

Whether you won or not, you were still an achiever, because you 

gave it all that you could, you did your very best on the day. 

There was no disgrace in losing, under those circumstances. 

Disappointment, yes – but not disgrace. 

“How you play the game”:- it was a philosophy that allowed 

people to have dignity.  It allowed people to participate to the 

best of their ability, to dig in and with all the effort they could 

muster – to be an achiever. 

Then in the mid to late 1970’s a new philosophy became popular, 

one that’s still being taught.  A philosophy that took a time-

proven idea, goal setting, and turned it into a philosophy which, 

we believe, actually prevents far too many people from getting 

what they want in life: the philosophy of Win/Lose – 

Succeed/Fail. 

The philosophy of “Win at all costs.”  The philosophy that says “If 

you don’t win, you’re a loser. If you don’t succeed, you’re a 

failure”. 

Hundreds of books have been written on the subject.  

Thousands, like us, attended seminars and listened to tapes on 
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this “being a winner” philosophy. Millions of words have been 

spoken or written about the “secrets to success” and “how to be 

a winner”.  Thousands sought the hidden keys to success; to 

succeed in order to become somebody. 

Now, this stuff worked!  And it still does! For some people. 

However, for every person who succeeded this way, there are 

hundreds who simply gave up because there can be only one 

winner in any race.  In the ‘80’s and early ‘90’s the race to be 

successful, to be as good as, or better than the next guy, grew.  

People had their hopes raised that they too could be winners, 

according to what winners were expected to be. But, no matter 

how hard some people tried, despite their many attempts and 

because of the disappointments they faced as each attempt to 

enter the race was followed by yet another attempt, they felt 

that they just couldn’t be as good as “the winner.” “That’s OK for 

them. But me …!” 

People simply became sick and tired of being compared to “the 

winners in life”, of hearing slogans that put them down and 

demeaned them. Slogans like, “Second place is first loser!” 

Many simply said, “It’s just too hard.” Like Rudy, they walked 

away from the race when the pain became too much to bear. 

Which is one way to avoid being labelled a loser – not competing 

in the race at all.  After all, if we know we can’t win, than what’s 

the point in even trying? Because if we do try and don’t succeed 

than we know we’ll be called losers and who really likes being 

labelled a loser? Nobody we know!   
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Then there are those who looked at people who did make it 

through hard work and determination and declared them to be 

“lucky.”  And being lucky meant that these people didn’t really 

win, as winners should, because if these people were just plain 

lucky than there was no real race that they won, no competition, 

just luck. And if they were just lucky and if there was no race and 

if they didn’t compete, than that means there can be no losers. 

Luck is good that way! It makes us all equal! We all have a 

chance – it’s just a matter of luck, not success. 

So, does this mean that the “Win/Lose”, “goal-setting” 

philosophy is totally wrong? 

No! The principles of goal-setting do work.  They worked for us 

and they worked for a lot of people we know.  If you apply the 

techniques of goal-setting, the time-management, the dream 

building, etc., then you can achieve great results with goal 

setting. Many people just like you have. 

So what’s the problem? As we see it, the problem is simple.  

It is how goal-setting is misused and how the underlying 

approach is taken with the Win/Lose – Succeed/Fail philosophy 

that can be so damaging to people’s lives. Far too much 

emphasis is placed on the winning and not enough on simply 

achieving.  

And with far too much emphasis placed on winning, and being a 

winner, there comes far too much emphasis, to the point of 

being destructive, on being a loser. Giving it all you have on the 

day, playing the game and walking away as an achiever, have all 
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given way to “winning at all costs”. And sometimes that price is 

just too high. Individually and for society! 

THE “LOSER” TAG 
This emphasis on winning or more correctly, on the possibility of 

being labelled a loser, can only stop people from becoming the 

best that they can be. Because, when people don’t get the 

results they set out to achieve then they can start to believe 

things about themselves that aren’t true. They can start believing 

that, because they haven’t won, because they didn’t reach their 

goal, they too are a loser according to the rules of a win/lose, 

succeed/fail society. 

Not true? 

Just watch the effect on a child if all the other children think 

he/she is a loser when it comes to team games. 

Usually, within any group of children, there is one who is not as 

well coordinated or as proficient at games as their peers. Nobody 

wants to choose them because, “they never win at anything” or 

“they are always clumsy and mess things up”. As the teams are 

chosen they are reluctantly picked and only then because the 

captain has no other choices left. 

The game begins and no matter how hard, enthusiastic or willing 

the child is to have a go, the first time they make a mistake the 

label of “loser” is reinforced. They are laughed at. They are 

ridiculed. And sadly, how often do we see this criticism, this 

degrading behaviour, being administered every weekend by 

some “sane”, “rational”, “mature” adult at a child’s sporting 
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event, such is the need for some parents to have a winner as a 

child? 

If it happens often enough then such children may simply give up 

and not participate at all. They become what other people think 

they should be. They act the way they are expected to act. They 

begin to believe that they are truly “losers” or “failures”. Even 

though they did the very best they could, their perception was 

that they simply weren’t good enough.  

Sadly this belief can affect all other areas of their lives. Even in 

those areas where they do possess exceptional talent or skill. We 

have seen this in courses we have run for those young people 

who have left school early, can’t find work and who, often, are at 

the wrong end of the law or use drugs to cope with everyday life. 

We see it in the way they act, the way they talk, the way they 

view their future. So often their self-belief is clouded by the fog 

of the loser/failure tag which they believe to be true.  

Some of our most fulfilling moments come when our courses 

finish and we can see the light in their eyes, life in their step, self-

belief in their minds and an awareness of the unique talents they 

possess. What they end up with is what was there all the time. It 

just got lost because of a belief. A belief imposed on them by 

others and made true by their own actions 

We adults are no different to children in this way. Even though 

we keep trying, some may never quite make it, according to the 

rules. Never make it into the top 5% we hear so much about. 

Never have the really nice home, luxury car, or overseas holidays 

we are told winners should have.  
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And so, every day, millions of dreams die or are never given a 

chance because someone (we don’t really know who), 

somewhere (we don’t really know where), said, “Be a winner, 

succeed in life. Winning is the only thing and if you don’t win 

then you are a loser.” 

Well, we have news for you!!! 

You are an achiever – no matter where you are in life right now. 

No matter what’s happened in your past. No matter what your 

circumstances are. No matter what you feel you’ve achieved, or 

haven’t achieved, so far. No matter how much or how little you 

possess. No matter how often you’ve tried and in someone’s 

opinion, even your own, never quite “got there”, wherever that’s 

supposed to be. No matter what – you are an Achiever! 

Now, we can hear some people saying, “Get off the tree, what 

planet are you on? We know some real jerks and they’ve never 

achieved anything in their lives. They’re nothing, useless, a waste 

of space. They’re definitely not winners, they are absolutely non-

achievers.” 

Our response is simple. According to whom? According to which 

standard? After all, what gives any of us the right to judge the 

success or otherwise of any other human being? 

As we see it, there are several problems with this attitude of 

judgement. 

The first problem with judging others by our own standards is 

that our standards may be flawed. We may be biased. Our 
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reasoning may be faulty owing to our own experiences. And who 

is to say we are right and that someone else is wrong? 

For instance, one person may judge “real” success by the 

number of dollars they have in a bank account. Another person 

may judge “real” success by the depth of the relationship they 

have with their family. Another person may judge “real” success 

as just getting through this very day with their emotions intact. 

Now, which one of these people is wrong? 

The Bible states that one should not try to remove the splinter 

from someone else’s eye without first removing the plank from 

their own eye (Mathew 7:1-5). In other words, until we are 

without fault don’t judge others. We simply believe that real 

success is achieving the things that are important to you and to 

your life. Forget what society calls success. It’s what’s important 

to you.  

A second problem can occur when the person we are judging 

begins to believe what we say about them and acts as if it were 

true. It is then that the self-fulfilling prophecy begins. 

THE SELF FULFILLING PROPHESY 
A self-fulfilling prophecy is established when someone 
predicts something about another person and that person, 
having heard the prediction often enough, begins to believe 
that what’s being said about them and behaves as if it were 
true.  So fulfilling the belief.  

Good or bad. It becomes true. 
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Hard to believe? Think about what can happen to children 
in a school class. If the teacher tells the class that they can 
achieve great things, that they are highly capable, then in a 
majority of cases, the grades go up. Learning becomes fun. 
If the teacher tells them that they can never achieve 
anything, that they were graded wrong and their results 
really show that they are underachievers, then in most 
cases the grades will go down. 

What was said comes to pass. 

Doesn’t happen in real life?  

Just look at what happens to the lives of some people after 
years of hearing what some parents tell them as children, or 
peers tell them as they grow through adolescence, or 
bosses tell them as adults. “You’re useless”. “I should have 
known it was you”. “I knew I couldn’t trust you”. “You always 
break things”. “You’re nothing but trouble”. “Typical!” “That’s 
just like you”. All of us would know of someone who has 
lived down to those predictions made of them.  

And we probably all know someone who has fulfilled the 
opposite type of prophesy: “Of course you can!” “You’re 
fantastic”. “Go for it!” “You can achieve anything”. “I knew 
you could”. 

Because this can happen, it is vitally important that you 
become aware of what is said to you and what you believe 
about what is said to you.  

For, even more important than what others tell you about 
you, is what you tell you about yourself. Sometimes our own 
worst enemy is ourself; because we will spend more time 
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talking to ourself than any other person will spend talking to 
us. If we can be affected so deeply by what other people tell 
us, imagine how much more effective we are at creating our 
own self-fulfilling prophesy. 

If we are not careful we can begin to believe that we are not 
capable of achieving, or don’t deserve to achieve, the things 
in life that in our soul we so dearly want. We begin to fear 
achievement itself – because we fear failure so much more! 

There is a wonderful line in the Australian movie “Strictly 
Ballroom” (1992; Twentieth Century Fox Film Corp), where 
the heroine tells the hero, “A life lived in fear is a life half 
lived!” Is it any wonder than that far too many people resign 
themselves to a life half lived, rather than risking the 
possibility of failure, of losing? We fear failure that much. 

So, does our version of “You are a winner” mean that 
winning the race doesn’t count? 

No. Winning a race is fantastic and striving to win is 
important. But, it is this striving to win that is not fully 
recognised in the Win/Lose philosophy.  

In any race, although only one person will win, there are 
others who will achieve their personal best; something they 
have never done before in their life. More than likely each of 
them will have strived to do the very best they could on the 
day. Because of that they are all achievers.  

Yet so often, they are made to feel the very opposite. You 
only have to look at newspaper headlines when a major 
sporting star doesn’t quite “make it” to see this as true. Let’s 
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face it, they achieved the best result they could on that day, 
under the circumstances they were forced to face.  

And that is all that can be asked of anyone. Including you! 

It doesn’t matter if you end up wearing the gold medal 
normally placed around the neck of the person who wins 
the event.  

It’s the gold medal that you place around your own heart in 
recognition of your own efforts, after giving your very best 
on the day, and achieving the result you did, that counts. 

In the movie “Cool Runnings” (1993; Walt Disney Pictures), 
actor John Candy portrays the coach of the first Jamaican 
bob-sled team to compete in the Winter Olympics. As the 
main event approaches he is asked by the captain of the 
team, “What’s it like to win the gold medal?” 

John Candy replies, “You’ll know when you cross the finish 
line but remember, if you’re nothing without the gold medal, 
then you’ll be nothing with it.” 

Being first isn’t that important. Striving to be first, being 
there, competing, refusing to give in - is. And, whatever the 
result you get from giving the best that you can on the day, 
it is a result. And because you have achieved a result, that 
makes you an achiever. 

And that is what The Process of Achievement is all about. 
Giving you a process by which you can achieve a result, 
and from there go on to achieve another result and then 
another and another. The Process of Achievement can give 
you the life and the lifestyle you’ve always wanted. Or it can 
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give you back a life that is out of control. By making you an 
active participant in this game called life.  

The Process of Achievement is about you. About being the 
best that you can be, with what you have, TODAY! It’s 
about recognition. Recognition that you are an achiever, no 
matter where you feel you are in your life. It’s not about 
others.  

For it doesn’t matter what other people achieve in their lives 
or whether they end up winning the gold medal. What 
matters most is that you give it the best YOU can. It’s about 
the gold medals you award yourself for the things you’ve 
already achieved; the down-payments you have already 
made, the price you’ve already paid for the rewards and the 
gold medals you will receive in the future. 

It’s all about playing the game. It’s knowing that you are an 
achiever and you have great things to offer. And like any 
achiever there are rewards waiting for you. That’s what 
“The Process of Achievement” is all about. 
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