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Adopt the right behaviours 
to help execute your strategy

LEADERSHIP LESSONS 

ROSIE STEEVES
Improving leadership accountability 
begins with a look in the mirror

Your behaviour as a leader 
has an enormous impact 

on your team and your or-
ganizational culture. Under-
standing the effect of your 
leadership behaviours on the 
execution of your strategy is 
the first step in guiding your 
team in the right direction.

As a leader, the best way to 
harness momentum and mo-
tivation around your strat-
egy is by consistently behav-
ing in ways that you want to 
see others behave and exhibit 
the behaviours that you want 
to ingrain into your culture 
and ultimately pass down to 
everyone in your organiza-
tion. 

Here are a few things you 
can do to sustain momentum 
and support the execution of 

your strategy by being inten-
tional with your leadership 
behaviours.

Be decisive and take ac-
tion, however small, toward 
your goal. When temptation 
to postpone, cancel or move 
deadlines presents itself, let 
people see you take one small 
step toward the goal – when 
you can’t do it all, something 
is better than nothing; if you 
can’t do all of it, do some of it. 
When you put a visible em-
phasis on forward motion in 
the execution of your plan, 
chances are others will follow 
your lead.

Focus on solutions when 
obstacles present themselves 
along the way. When prob-
lems arise, how you handle 
them shows people what 

problem-solving looks like 
in an execution culture.

Empower people to make 
progress and succeed. Pro-
vide team members the au-
tonomy and resources they 
require to succeed, clear-
ly define your expectations 
around behaviour and pro-
vide consistent feedback. Ex-
pand people’s capabilities 
through coaching. Encour-
age non-traditional ideas, 
activities and actions. Give 
people a stake in success 
and reward and appreciate 
e!ort, achievement and steps 
in the right direction. Cele-
brate successes and share the 
credit. 

Practise emotional in-
telligence. Self-manage and 
make emotionally aware de-

cisions and choices. Be aware 
of your own judgment of 
others, and check out your 
assumptions and stories. Put 
yourself in others’ shoes to 
understand what they might 
need from you. Be aware of 
behaviours and emotions 
indicating resistance, and en-
gage them in moving forward 
through their resistance to 

get them back on track to the 
successful completion of their 
goals and action plans.

Be open. As a leader, be 
open to feedback, to di!ering 
points of view and to under-

standing your own weakness-
es. "is will help create an en-
vironment of candour where 
ideological con#ict spurs on 
team members to consider 
creative and resourceful ap-
proaches that might be con-
trary to your thoughts. 

Follow through and be 
accountable. All the e!ort in 
the world won’t be enough if 
you don’t follow up and meet 
your accountabilities. "ink 
of it as the “intention-action 
connection”: do what you 
say you’re going to do when 
you said you would do it, and 
hold others to that same stan-
dard.

Learn the new systems 
and behaviours that are con-
sistent with the changes you 
are trying to make. It’s easy 
for people to fall back into old 
patterns and habits even when 
they have the best of inten-
tions to go forth and execute 
the plan. If any part of your 
strategy involves changing 
systems or developing new 

ones, resist the urge to use 
old systems because it’s eas-
ier. More importantly, don’t 
wait for others to adopt new 
systems $rst, before you at-
tempt to learn them.

As a leader within your 
organization if you $nd your-
self frustrated by the lack of 
accountability and the ability 
for people to execute e!ect-
ively on key objectives and 
initiatives, read over the sug-
gestions above and ask your-
self two questions: what one 
thing can I do di!erently to 
model the behaviours I would 
like to see more of and what 
specific, actionable coach-
ing can I provide to my team 
members to help them take a 
step forward on their ability 
to execute e!ectively? 

Mike Desjardins is the CEO 
at ViRTUS (www.virtusinc.
com), an organizational de-
velopment consulting !rm. He 
regularly blogs at www.mik-
edesjardins.com.

This business of leadership 
is full of fads and trends. 

A word or concept bubbles to 
the surface, we all grab a hold 
of it as “the answer,” books 
are written, blogs are posted, 
tweets are tweeted – until the 
next big idea comes along. 

It’s not a bad thing, pro-
viding that the concept is well 
founded and helpful.

Lately I’ve been noticing 
that one word is increasing-
ly gaining favour: account-
ability. 

I recently did a survey in 
a number of organizations, 
and which behaviour did re-
spondents think others need-
ed to demonstrate more of? 
Accountability. 

At first blush it’s a no-
brainer. If only people were 
more accountable, organ-
izations would be healthi-
er, morale would be higher, 
those poor performers would 
be dealt with and, yes, life 
would be better. Surely ac-
countability is the answer?

But hang on. Is it really? 
Who do we want to be more 
accountable? And for what?

Typically, when people 
refer to accountability they 
talk of their desire for others 
to do things di!erently. To do 
their share, to follow through 
on things, hold themselves 
and others to a higher stan-
dard and to “walk the talk.” 
All very laudable.

However, rarely does any-
one talk about holding him 
or herself to a higher stan-
dard. I have yet to hear an 
individual pronounce that 
he or she is not accountable. 
And therein lies the problem 
with this concept of account-
ability. By focusing on it we 
typically turn our attention 
away from our behaviour. Of 
course we’re accountable; the 
problem lies with everybody 
else.

Despite the fact we all 
know that self-awareness 
and humility are critical-
ly important when it comes 
to effective leadership, the 
default of many in organ-
izations continues to be  

looking to others for fault 
rather than facing up to the 
reality of their own contri-
bution. I recently conducted 
a survey in an organization 
in which I asked leaders to 
assess their performance 
and that of their colleagues. 
Without exception, everyone 
reported that they believed 
they were leading e!ectively. 
However, they were far less 
complimentary when it came 
to assessing the leadership of 
their colleagues.

It is this unwillingness 
to hold oneself to personal 
account that’s contributing 
significantly to unhealthy 
organizations and frustrat-
ed employees at every level. 
Rarely is anything product-
ive accomplished when we 
invest our energies into cri-
tiquing what others are do-
ing “wrong.” E!orts would be 
better spent in holding our-
selves to account.

Real personal account-
ability is not easy – which 
is why it’s in short supply 
these days. It requires a ma-
ture sense of self as well as a 
healthy dose of courage. And 
I’m not talking about simply 
working hard and trying to 
do a good job. Rather, if we 
really believe in accountabil-
ity, then each one of us should 
hold ourselves to account for 
creating healthy, honest and 
sustainable organizations. 
Which, for many, requires 
playing a bigger game.

So how do you get started? 
Start by asking yourself a few 
questions.

What are you tolerating 
and why? Isn’t it time you 
stopped tolerating and start-
ed changing?

Where are you looking for 
others to change? Are they 
looking at you in a similar 
manner?

What are you willing to be 

personally accountable for? 
Your own happiness? "at of 
your colleagues? Your organ-
ization’s health? Remember, 
criticism of others with no 
accountability of self is a $ne 
example of pathetic leader-
ship.

We need to be careful 
about jumping on this ac-
countability bandwagon. 
"ere is a danger it will do 
more harm than good as 
we merrily look around us 
to identify those who need 
to be more accountable. We 
would do better to $rst look 
in the mirror. 

Rosie Steeves (rosie@execu-
tiveworks.org) is the found-
er and president of Executive 
Works, an organization fo-
cused on helping executives 
create profitable organiza-
tions through great leader-
ship and effective executive 
teamwork.

Do what you say you’re 

going to do when you 

said you would do it, 

and hold others to 

that same standard

“Since %-&& the overall 
idea in everyone’s head has 
been that crossing the bor-
der, whether for trade or per-
sonal reasons, has become 
more di'cult and not worth 
the e!ort,” said Timm. 

“What we want to do is 
dispel the overriding theory 
that this process is diffi-
cult.”

Event organizers are 
hoping to attract both  
Canadian and American 

companies doing business 
across the border and any 
businesses that are consid-
ering entering into cross-
border partnerships. 

Issues that will be ad-
dressed include immigra-
tion and business law, inter-
national tax and the impacts 
of the current exchange 
rate. 

David Cender of KNV 
Chartered Accountants 
LLP will be speaking at the 
symposium to clarify some 

of the common misconcep-
tions U.S. business owners 
have about doing business 
in Canada.

According to Cender, one 
of the biggest deterrents for 
U.S. business owners consid-
ering trading in B.C. is un-
certainty surrounding the 
introduction of the HST.

Wit h U.S .  business 
owners being unaware of 
Canadian tax rules, many 
will simply not engage in ex-
porting their goods if they 

believe they’ll have to foot 
the bill for the HST. 

"is, however, is not the 
case, said Cender.

“Any HST they pay as a 
business, they can get back 
as a business as long as 
they’re registered.” 

The symposium speaks 
to the declaration signed 
February ( by Prime Min-
ister Stephen Harper and 
President Barack Obama. 

It promises a shared vi-
sion to “cut red tape” on 
cross-border trading and 
travel between Canada and 
the United States while 
still maintaining a tight  

security perimeter.
Both Cender and Timm 

believe that an already 
strong )& billion daily trad-
ing relationship between 
Canada and the U.S. can be 
further bolstered through 
current, proper information 
on the processes involved 
in cross-border trading and 
clearing the air of the preva-
lent misconceptions facing 
business owners.

“We’re sti l l seeing a 
lot [of trade] both ways,” 
said Cender, “but I think 
we could be open to a lot 
more.” 
jorourke@biv.com

Crossroads: trade symposium 
is set to tackle the most 
common border issues facing 
Canadian and U.S. businesses

Concerns: Immigration, tax, business law 
from Surrey, 24

June 7–13, 2011 Business in Vancouver 25MANAGEMENT


