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				Dedication

				To your and my critics:

				Criticism = Success

				When you get attention, your haters and critics show up!

				Who made you the authority?

				Jealous?

				Your plan is not working, so you criticize mine?

				Sleep well tonight while your critics are up trying to tear you down.

				Hey Critics – GET A LIFE!

			

		

	
		
			
			

		

	
		
			
				Table of Contents

				Foreword .......................................................................................................V

				Introduction ................................................................................................. 1

				Chapter One - The Most Common Leadership Myths ...................... 5

				Chapter Two - You Know It When You See It .................................... 11

				Chapter Three - Principle 1: Change Your Attitude ...........................17

				Chapter Four - Principle 2: Take Ownership....................................... 23

				Chapter Five - Principle 3: Erase “I Can’t” and the Excuses ............27

				Chapter Six - Principle 4: Get Off the Couch ..................................... 31

				Chapter Seven - Principle 5: Commit .................................................. 35

				Chapter Eight - Principle 6: Do the Work ........................................... 39

				Chapter Nine - Principle 7: Accept the Consequences .................... 43

				Chapter Ten - The Long View of Nonprofit Leadership..................... 47

				 

				Chapter Eleven - Servant Leadership as the Secret Sauce .............. 53

				Chapter Twelve - Grip & Rip Servant Leadership .............................. 57

				Chapter Thirteen - Grip & Rip Leadership Challenge ....................... 63

			

		

	
		
			
			

		

	
		
			
				Foreword

				I have never met anyone quite like Wayne Elsey before. He has the confidence of a business mogul, the attitude of a coach, and the heart of a pastor. To sum it up, he is a force of humanity that will lift you up and take you places you never thought possible.

				Wayne is driven by an internal compass that most leaders don’t have. It’s more than just drive and passion. It’s a belief that he can, in fact, impact the future and destiny of others. I think this is what captivates us about all great leaders. It’s not about how much they believe in themselves but their unwaver-ing commitment to releasing the potential in others.

				Because Wayne is fearless in this pursuit of leading others, he does things that others might consider suspect. He trusts people. He creates environments where people can succeed. And when failure inevitably happens, he picks you up, dusts you off, and offers the wisdom of a sage to ensure you know you’re one step closer to success.

				Wayne Elsey changed my life. He said “yes” to me when others said “no.” He gave me a shot at doing something I probably wasn’t completely qualified to do at the time. And when internal questions came, he protected me and the integrity of the project at every level. I never felt like Wayne wasn’t in my corner.

				His posture and commitment fueled me, and I worked harder for him than I had any other leader up to that point. I am a better professional, leader, husband, and dad because of Wayne Elsey. His no-nonsense, tell-it-like-it-is approach is refreshingly honest and unbelievably empowering in a day and time when few people will take a stand for others.

				We need more Wayne Elsey’s in the world. Not because he is perfect, but because he is perfectly content to spend his entire life building others. He created a movement of leaders through the people he invests in that will carry forward his legacy.

				I’m a fan. And you will be, too, by the end of this book.

				Ben Stroup

				Writer, Entrepreneur, Business Executive

			

		

	
		
			[image: ]
		

		
			
			

		

	
		
			
				Introduction

				A lot of people believe that leadership can’t be learned. You either have it or you don’t. I don’t regard leadership being a zero sum game–you’re born with it or you’re not. I think that plenty of people have developed the skills necessary for leadership.

				Leaders could be transactional or transformational. Transactional leader-ship is more of what we see in the day-to-day. Another name for transactional leadership is “managerial leadership.” The focus is on performance, supervision and metrics. This type of leadership is important, but I’ve always been more in-terested in transformational and servant leadership.

				Transformational servant leaders, in my book, are a step above. They are never satisfied with the current state of things. They set a bold vision. They paint a picture of a path that engages others and motivates them to join the trans-formational leader in making it a reality. Transformational leadership is about change. Servant leadership is about putting your team first. It’s about sharing the leadership role.

				Transformational servant leaders could be anyone at any level. I have seen leaders who are excellent managers. They care about development, performance and team dynamics, but they also spend time inspiring others. They create a vi-sion of what the world can be like and they are able to articulate it in such a way that will galvanize people.

				I’ve also seen junior staff or temps just have that certain quality that inspires others to keep reaching further. A friend of mine told me a story of asking people who are developmentally disabled to help them pack boxes to ship for a major campaign. They had to pack over 500 boxes with different components. The team was under enormous pressure to meet the deadlines until the people who were developmentally disabled inspired them. 

				The people who were developmentally disabled just went about their work with a smile. They simply worked at doing their best. And, as the staff began to speak and engage with the people who had been hired to help, they realized the job would get done. It was only a matter of how you went about doing the job that mattered.

				I’ve been working for the better part of my life. I’ve seen great leaders. I’ve also seen terrible managers who thought they were somehow “leading” their teams. You have to wonder how some people view them selves when they look in the mirror. Do they really believe that intimidating people is the way to get people to follow? Sure, abuse and threats are a way to get people to work, but the moment there’s an opportunity, workers head for the exits. 

				According to McKinsey & Company, companies spend over $14 billion each year on leadership development. In my experience, if you look at the social sector organizations or small businesses when things are consistently not going well, it all boils down to leadership. Organizations rise and fall with leadership. 
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				Good leaders motivate and push their teams to do better. It doesn’t matter who the leaders are on the team.

				Great leaders serve others, inspire, encourage, motivate and make what was impossible, possible. 

				I’ve seen it often in the social sector where nonprofit board members and managers fall short on leadership. Many could be dynamic leaders, but might not have the background or support. Others simply don’t know where to begin because they’re too busy fighting fires. 

				This book is intended for social sector professionals who:

				Are in a leadership position or want to be promoted into one.

				Believe they can become good, or even, great leaders.

				Want to advance their leadership capabilities.

				Want to develop a “grip & rip” style of leadership that is vigorous, dy-namic and fun. 

				Want to end the dysfunction in the organization and build on leadership strengths.

				Want to understand how transformational servant leadership is a path to success.

				Recently I published, Get Off the Couch: Grip & Rip and Break the Bar-riers Holding You Back in Life. In this motivational book, which you can get for free on my blog at “Not Your Father’s Charity,” I developed the 7 Grip & Rip Principles for Life. However, after my years of experience in executive positions, I realized that those same principles could be adapted to leadership.  

				Besides discussing various themes and topics on leadership, this book will give you with the tools for understanding the 7 Grip & Rip Principles for Lead-ership:

				Change Your Attitude

				Take Ownership

				Erase “I Can’t” and the Excuses

				Get Off the Couch

				Commit

				Do the Work

				Accept the Consequences

				So, what makes me a so-called “expert” on leadership?

				Well, I think we all know about leadership. You know good leadership when you see it. And, on the other side of the coin, you also know terrible “leaders” or managers when you see them as well. 

				Leaders are all around. They are the people that we have read about in the history books, including Alexander the Great, Julius Caesar, Franklin D. Roo-
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				sevelt, Winston Churchill, Abraham Lincoln, Martin Luther King, Mahatma Gandhi and so many others. 

				We have the modern-day leaders of today such as Pope Francis, Angela Merkel, Elon Musk, Bill and Melinda Gates, Aung Sang Suu Kyi, the Dalai Lama, Christine Lagarde, Angeline Jolie, etc. One of my favorite young leaders, who is only 18 years old, is Malala Yousafzai.

				As for me, I’m the founder of Soles4Souls. Soles4Souls is a nonprofit, which I took from a budget of zero to a $74 million organization in less than five years before I moved on. Today, I’m CEO and founder of Elsey Enterprises (EE). This is a company that that works with social sector organizations and for-proﬁt com-panies on strategy, branding, development and education. We accomplish all of this with a suite of independent brands: Funds2Orgs, @strategic, SocialGoodU and Not Your Father’s Charity.

				If you follow my work, you probably know I got started in the footwear industry at the age of 15. I then went on to develop in the field in various posi-tions in manufacturing, management, sales and marketing. Eventually, I served as President of Kodiak-Terra USA and as President and CEO of Footwear Spe-cialties International (FSI) and grew the revenue 400 percent during my five-year tenure. 

				Along the way, I’ve worked with small and large teams. I’ve always sought the path to success, and I’ve been able to achieve it because of the people I have chosen to work with along the way.

				I would not have been able to succeed in any of my professional endeavors if I did not have a great team around me. As important as it is to develop one’s lead-ership skills, it’s equally important to support and work with your team in sync. I’ve seen how many managers have not hired the best and brightest because they felt threatened. Contrary to what those managers may think, I always surround myself with professionals who are just as good as me or better. I also make sure they have the resources they need for success.

				I think a leader has to be in a position to learn and serve as well. He or she has to understand his or her team and what drives each person. Only then is a leader able to inspire, motivate and direct effectively.

				Each and every day I work on my own leadership skills. It’s always a work in progress for me. I can do better. I want to do better. Along the way, I’ve learned a lot about leadership. I’ve also adapted my 7 Grip & Rip Principles to leadership.

				And, in the course of this book, I’d like to share what I’ve learned with you. Perhaps you’ll find a nugget of information that will help you become a better leader as well. I’d also like to hear your thoughts on leadership and at the end of the book, I’ll give you a way to engage in the conversation. We can all learn from each other, including how to be an incredible transformational and servant leader.

			

		

	
		
			
			

		

	
		
			
				Chapter One

				The Most Common Leadership Myths

				Leaders are made, they are not born. They are made by hard effort, which is the price which all of us must pay to achieve any goal that is worthwhile. – Vince Lom-bardi

				After my first book in the Not Your Father’s Charity series was published, I re-ceived a lot of discussion and feedback. There were some who supported my premise that there was tremendous change happening in the nonprofit and phil-anthropic sectors. I also had detractors who told me that there’s nothing hap-pening. They pushed back and said we need to keep going as we’ve always been. That’s probably the worst thing one can ever do: let’s continue to do things the way we’ve always done them.

				The world and times change. In only 15 years since the new millennium, we’re not the same as we were in 2000. So much has changed. Advances in tech-nology have been unprecedented. The same goes for science. We’ve had wars. It’s foolish to think that we don’t need to adapt.

				Because chaos is now the norm, today’s world requires inspired and decisive leadership. Recently I came across a Gallup survey about global workers. Accord-ing to the survey, “Only 13% of employees worldwide are engaged at work, ac-cording to Gallup’s new 142-country study on the State of the Global Workplace. In other words, about one in eight workers -- roughly 180 million employees in the countries studied -- are psychologically committed to their jobs and likely to be making positive contributions to their organizations.”

				That’s an incredible statistic. Only 13 of every 100 people are engaged in their work around the world. 

				In the United States, employee engagement is at 29 percent. While that’s a higher percentage, I wouldn’t celebrate 29 people out of 100 being engaged. That leaves a lot of people disengaged at their jobs or actually actively causing negative issues at work. 
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				In the U.S., according to the survey, 54 percent of workers are disengaged and 18 percent are actively disengaged. Active disengagement for this study meant workers who were “not happy” or “unproductive.” In other words, overtly negative. This negativity can spread to others in the workplace. Consider it being “actively negative.” 

				So, let’s look at it this way. Out of 100 people in the States, 29 are actively engaged and 72 are either disengaged or actively causing problems. 

				If that doesn’t trouble you, it should. It troubles me.

				Gallup stated that the impact of their study is a warning to the global work-force, including businesses, whole governments and communities. Since people spend so much of their time working, and at work, motivating workers to be-come involved and engaged is crucially important. The bottom line is simple, happier and engaged workers leads to higher productivity. Higher productivi-ty advances organizational goals and objectives. Higher productivity advances whole countries.

				One of the main culprits, I believe, for this high level of disengagement stems from leadership–or lack of leadership. I believe that if there is a leadership vacuum or failing leadership, you’ll likely find dysfunction. And where you find dysfunction, you’ll find lower productivity, stagnation or worse, contraction in-stead of growth and sustainability.

				Workers Need Leaders

				We live at a time with great opportunity. World leaders have stated we have all the resources necessary to end poverty. In fact, the United Nations has set an agenda to accomplish three things by 2030 in its Sustainable Development Goals:

				End extreme poverty.

				Fight inequality and injustice.

				Fix climate change.

				In addition, they’ve developed 17 goals to help meet the over-arching three goals. This is a big deal.

				Let’s take poverty, for example. Goals 1 and 2 are to end poverty as we know it and have zero hunger. This means every person on the planet, over 7.1 billion people, will have safe and nutritious food each day. What has plagued the world for thousands of years can be eradicated within 15 years. That’s incredible.

				Because of unimaginable innovative leaps we’re making in technology, busi-ness and the sciences, we live in one of the most socially responsible and able times in history.

				But with great opportunity comes great responsibility. That means organiza-tions and businesses involved in the social sector have to step up their game. And part of doing that is mobilizing, energizing and inspiring people to follow a path. Leaders have to serve and engage with their workers and supporters. 
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				We can’t have only 29 percent of the work force in the U.S. actively engaged. That’s not going to cut it.

				For all of us to make a better world, leaders have to want to dominate their field, because they have the best solutions for their work. They have to want to go big with vision and action. They have to excite and make change happen.

				Fundamentally, a leader leads others. But, a manager can do that as well. So, what does a leader really do? How does he or she inspire others to follow?

				Let’s start by recognizing the myths around leadership. When we under-stand what a leader isn’t, we’re able to comprehend what a leader is.

				1) Leaders are Born, Not Made

				In my mind, this is the biggest myth out there. This line of thinking is dangerous. It essentially defines leadership as an accident of birth. It tells people that you ei-ther are born with the right DNA or you’re not. And, if you’re not, it stands to rea-son that you shouldn’t even bother to try to become a leader. In fact, we’ve seen through history that people become leaders for a myriad of reasons. It could be by accident. It could be because they decided that they wanted to do something for themselves and their constituents. It could be because they saw an opportu-nity others didn’t and he or she then went on to galvanize followers and people. 

				Anyone could be a leader. They just have to see the opportunity, learn about leadership, master it and get to it.

				2) Managers are Leaders

				Wrong. This is the second biggest myth. Just because someone is the CEO or a manager at a business or social sector organization, it doesn’t mean he or she is a leader. If you read my writing, I have written articles in the past referring to the “Peter Principle”. This is a concept in management theory that essentially says people will rise to the highest level of their incompetence. In other words, man-agers and so-called “leaders” are chosen not for the skills they bring to the table for the intended position, but for what they have done in the past.

				It’s easy to see how this happens time and again in the social sector. The ma-jority of nonprofits are small and have budgets well below $1 million. Typically, someone who cares deeply about an issue, but has no experience, establishes an organization. I’ve also seen plenty of examples of someone who was selected to become executive director or CEO of an organization but did not have the skill-sets to hold that position. This person just came in at the right price, which is below what would be considered a competitive salary.

				3) Men are Better Leaders

				Yes, although this is the 21st Century, there are people out there who consciously or subconsciously believe that a man is a better leader than a woman. I don’t agree whatsoever. If you look at my team in my current companies and through-out the organizations where I’ve managed, I’ve always made it a point to hire the 
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				best of the best, whether a man or a woman. If you were to look at my current team, women hold most of the senior positions.

				Here’s the deal, women have been great leaders throughout our history. Many of them have been lost to the scribes who were men and preferred to write about men. But, the list still remains long. Some of great female leaders of the past include: Cleopatra, Joan of Arc and Catherine the Great. Some great female leaders of modern times include: Susan B. Anthony, Marie Curie, Benazir Bhutto, Oprah Winfrey, Coco Chanel and Julia Child.

				And, you can see the future of women’s leadership in the young lives of Malala Yousafzai, Ivanka Trump, Elizabeth Holmes and Aja Brown. In my life and in business, I see great leaders in Courtney Eaton and Melissa Elsey.

				4) Leaders are Extroverts

				There’s a misconception that leaders are all extroverts. There’s also a fallacy about introverts and extroverts. The common thinking is that introverts are quiet and shy and extroverts are the life of the party. The reality is that the difference be-tween introverts and extroverts is simply how they “recharge” themselves. Intro-verts recharge by spending time alone. Extroverts get their energy back with the energy from others. 

				This then leads to the thinking that leaders are extroverts. In reality, leaders could be extroverts or introverts. Understanding that extroversion or introver-sion only means the natural way people refuel, you then know leaders could be extroverted or introverted. Famous introverted leaders include: Mark Zucker-berg, Warren Buffett, Marissa Mayer and Barack Obama.

				5) Leaders Work Smarter, Not Harder

				By definition, leaders lead by example. While it’s true that the best leaders focus on that which is unique to their position, they also work very hard. They are fully invested in the vision and the path to success. Excellent leaders prioritize their work. They are also highly effective at serving and empowering their teams. They do not micro-manage, because it’s not effective or efficient. Instead, they serve their team so they have what they need to help them go beyond what they would have thought possible.

				Leaders place a high premium on the value of time. They know it’s a com-modity without an endless supply. Good leaders understand how to manage their time and resources carefully. 

				Bottom line–LEAD where you are!

				6) Leaders are Trailblazers

				Not necessarily. Sure, it’s very easy to understand the visionary leadership of someone like Elon Musk. However, leaders understand they don’t have all the answers and they don’t always have to be out front.

			

		

	
		
			
				9

			

		

		
			
				Wayne Elsey

			

		

		
			[image: ]
		

		
			
				Leaders understand their success lies in inspiring others to follow. This means they have to earn the respect and loyalty of their teams and supporters. At times, leaders may lead from the front, among the team, or even from behind. Leading from behind means a leader puts his or her ego to the side. This is an aspect of servant leadership. You put others first. It also means that he or she understands that great things can happen when you allow others to lead the charge.

				7) Leaders are Entrepreneurial

				Just because someone has a great idea doesn’t mean they can lead or execute. Wonderful ideas and thoughts lie in heaps of ashes through time. The difference between those that just stay in concept form and those that see the light of day boils down, in large part, to leadership. When someone can take a remarkable thought and get others to follow on the path to see the dream happen, that’s leadership.

				As I’ve mentioned before, we’ve often seen social sector organizations founded by people who want to “make a difference.” However, many of these founders are not truly successful leaders. They may want to make an impact. They may even establish an organization. But, despite the entrepreneurial spirit, if the nonprofit simply treads water year after year, it’s hard to call the CEO a true leader.

				Alternately, you have great leaders who step into an organization that exists and is thriving. This leader may move to tweak things here and there, but allows the organization to continue to hum along. He or she is not there to make great changes, but is the right person to incrementally build on the success created so far.

				8) Leaders Know It All

				Leaders don’t have all the answers. It’s not their job to know everything. That’s why the best leaders surround themselves with the best team members. Leaders know how to serve, inspire and set the vision, but they understand their own limitations. 

				Leaders have a thirst for knowledge and understanding about their work. They want to listen to those around them and hear their ideas about how to de-velop and move things forward. They become great transformational servant leaders because they understand they need to inform themselves. By obtaining that information, they can then help support the team and move the ball forward. 

				Therefore, leaders are not the only ones speaking. When you hear a lot of lecturing with very little to no input, this is a sure sign you’re not in front of a leader. 

				9) Leaders Are Liked

				We’d like to think that’s the case, but sometimes it’s not. Leaders are not there to be friends. However, they do need to have the trust and respect of their follow-
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				ers. One of the most respected generals in the history of the United States was not liked, General George S. Patton. He was respected for his battle and military brilliance. He was a man of toughness. He was also pointedly candid and even rude. This caused people who were on the other side of his brashness to not like him personally.

				Steve Jobs was one of the most successful entrepreneurs of modern times. Yet, he was described as mercurial and even vindictive. Why was Steve Jobs able to succeed? He was brilliant and his followers knew it. They respected and trusted his vision and talent. 

				10) Leaders Have Experience

				Leaders don’t have to have experience being leaders. History and business are replete with examples of people who assumed the mantle of leadership without any earlier experience. More importantly, we do have a tendency to think that because someone has a particular experience they will make a good leader. That’s simply not the case. 

				I think that one of the most important things a leader does have to have over experience is vision. If a leader is able to paint the picture of the road ahead, that goes a lot further. If a leader is able to inspire, that means more than experience. Experience is good, but it’s absolutely not necessary for leadership.

				Remember, you learn every day…LEAD where you are!
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				Chapter Two

				You Know It When You See It

				“Leaders become great, not because of their power, but because of their ability to empower others.” – John Maxwell

				…And When You Don’t

				You know it when you see leadership. Leadership is fascinating because it encom-passes qualities and actions. There are definite ways to develop your transforma-tional servant leadership skills. But, when followers–or your team–see you, they know intrinsically whether you’re a leader or not. 

				Just when I thought I heard everything, I heard another winner from a col-league. Michele works for a nonprofit in Long Island, New York. She has been looking for a job and here’s why. Let me tell you a story about an executive direc-tor who thought he was a leader.

				She works for an organization that was founded approximately 15 years ago. If you’re a fundraiser, this story will resonate with you. The organization is a so-cial service agency and the current executive director is also the founder. Michele was hired with the understanding that she would be raising money from individ-uals. The moment she sat at her desk for the first time, she was given a list of foun-dation grant requests to write. It’s been nearly a year and she’s still been writing.

				The founder talked a good game when he was interviewing, but it’s been one crisis after another because of the dysfunction. And, there’s plainly been decep-tion. People don’t appreciate so-called leaders without integrity and ethics. The charity has had a revolving door of people coming in and leaving as quickly as possible. All they’ve needed to do was to take a quick look.

				Michele told me recently that she was working late working on a propos-al. Originally, she was told her duties would be to handle working with major donors. Let’s give the founder the benefit of the doubt. Let’s say that he wanted that to be Michele’s role, but it hasn’t turned out that way. Michele has long since forgotten, stopped asking and, essentially, stopped caring. 
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				“I was working late on Monday night,” she said, “We were working on a proposal that had to go out electronically that night. We were under the gun.”

				She remained quiet for a moment gathering her thoughts.

				I knew there was something more. “Yes?” I asked.

				“And then we turned to the budget. The request was being made to a smaller foundation. They were asking about our reserves. Well, by the close of December 31st of last year, we had $5 million, which was a stretch for us. But, since then, we received an additional $10 million in a bequest. We’ve never had so much. The executive fudged the numbers. His logic was that the foundation would not give us a grant if they knew we had $15 million,” she continued, “Where does one hide $10 million dollars?”

				She went on, “I’d been working on that proposal for more than 12 hours. And, you know the worst part? I knew it was pointless for me to protest or make any comment. If I did, he would be happy to show me the exit door and I need this job until I find a new one.”

				I’ve been in business for decades. And I thought I’d seen and heard every-thing. Making $10 million “disappear” was a new one, even for me. 

				This is an extreme example. Certainly, the executive director lacks integ-rity–at minimum. As far as leadership is concerned, clearly the revolving door demonstrates there is something wrong and dysfunctional at the organization. People don’t leave in droves when they’re happy where they work.

				Having discussed in the previous chapter the myths of leadership, what does a leader look like? What qualities and attributes does he or she possess? Here’s my list:

				1) Belief

				Probably the most important quality a leader has to have is belief. You need to believe in yourself. You need to believe in your work. You need to believe in your vision. You need to believe in the path. You need to believe in your team.

				Followers will see that passion and belief or they won’t. There’s no possible way to get people to follow you if you don’t believe. Doubt and uncertainty are going to come through, even if you’re talking a good game. Your actions will either support or discredit your words. And, unless you’re an Academy Award winning actor, your belief in everything that you’re doing will show itself to your team.

				You may not have all the answers. As a matter of fact, it’s not your job to know all the answers. It’s not possible. But, you must have 100 percent certitude in the vision. You have to believe to your core that you’re going to succeed and trust your instincts.

				Belief is something you can feel in your gut. It either exists or it doesn’t. It’s a black and white issue. It’s with that belief and passion that you’re able to support and inspire others. When you believe, there’s an energy that you possess. People see it. They can feel it. It makes all the difference in the world. It’s the truth. And 
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				that truth is wrapped in your actions.

				I’ve been in business and the social sector since I was 15 years old. In the many positions I’ve held along the way, including president and CEO, this has been the one quality that I believe has been at the foundation of my success. I’ve always believed whatever my team and I were doing was possible. Period.

				2) Persistence

				You can’t quit. You have to be consistent in the path to accomplish the work, and it takes persistence. Persistence doesn’t mean simply staying on the job. It also means navigating the tough times. You know there’ll be tough times, don’t you?

				Here’s an easy example of the need for persistence: a new executive director and board chair assumed their roles at roughly the same time at a $10 million nonprofit in New York. The organization was doing well, but it had long since be-come time to give it some new energy. The board members were involved in the organization for years and years, and they were out of new ideas. The executive director and new board chair knew they wanted to re-invigorate the board and raise more money. It took two years of careful and delicate work, but they had the long-term view. 

				Eventually, they helped move board members who were not pulling their weight into an emeritus group. It was done slowly and with consideration. It took a long time, but it was done for the betterment of the nonprofit, which began to exponentially raise more money with the “new blood” and energy.

				Challenges are going to come up all the time. That’s life. Team members need to see that a leader has the stamina to continue to do the work, even when it may well take years to achieve success.

				3) Temperament

				We know that leaders don’t have to be liked by others. Followers like many lead-ers because they’re inspired and love the excitement and energy around a leader. But sometimes that’s not the case. However, a leader always has to have the right temperament. 

				There’ll be times when you, as a leader, see the path. You may see the solu-tion, but it’s not something that perhaps even your most trusted team members can see at a given moment. In the process of obtaining total buy-in, there’ll be challenges. Or, perhaps there’ll be challenges in implementing any initiative or program. Life is simply like that–things go wrong, unexpected things come up and there are challenges. 

				Leaders are human. We do get irritable at times, but followers understand when it happens because of a good reason. 

				Whether you’re an introvert or an extrovert, your team needs to know they can approach you. They have to know they can communicate with you. These are elements of having a good temperament. 
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				A leader needs to use persuasion and charisma as an asset, especially when there’s some pushback or challenge. This doesn’t mean you lecture or ram through your directives. That’s not leadership. That’s being a tyrant. A good leader under-stands that he or she needs to bring people on board. Having a good tempera-ment gets people to follow.

				That temperament has to be open.

				4) Creativity

				Creativity is so important in a leader and the team. If you’re running a nonprofit or social enterprise, you probably know the roots of the societal challenge you’re addressing. More than likely, it’s been an issue for a very long time. 

				We live in a word that seems boundless. So much is happening and chang-ing at an inconceivable pace. As science and technology make incredible advanc-es, the public and donors are demanding quicker and greater results from social sector organizations. If you’re addressing challenges that have been around for a very long time, you know that the same old thing is not going to work.

				You need to be creative. You need to be creative in your approach. You need to be creative to promote your organization, to raise awareness and raise more money. You need to be creative in how you address the challenge you’re looking to solve. You don’t look at solutions that were developed generations ago to carry out in today’s world. If you’re looking to make change, you seek creative solutions that–perhaps–are possible to implement because of the dramatic advances we’ve had in the 21st Century.

				When you’re creative as a leader, you allow imagination to flow through your organization. Ingenuity is infectious. By modeling it for your team, you im-plicitly give your team members permission to think out of the box. And in to-day’s environment, you may also be giving them permission to break the box and create something totally new and different, which could be brilliant.

				5) Risk-taking

				The nonprofit sector, I think, suffers often from paralysis of analysis. I’ve seen in my interactions with others that there’s always a lot of thinking going on and there’s some, or even a lot of fear to move forward. 

				It’s easier to say that you’re reviewing and looking at a problem than to ac-tually make a decision and move forward. That’s something that many nonprof-its don’t take into account. Every day, many organizations deal with risk. When they’re created on a shoestring, there’s risk. When they’re dealing with the tough-est problems in society, there’s risk. 

				So, it amazes me when I see executives who don’t want to move forward with an initiative or program because there is…fear of failure. It’s fascinating be-cause nonprofits deal with risk on so many levels, and yet on the flip side of the coin, they tend to be risk averse.
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				Keep in mind that everything you’re doing has it risks. Life is a risk. Walking or driving to work is a risk. Make it a point to accept and embrace risk. This is where innovation and the best creative thinking occur.
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				Chapter Three

				Principle 1: Change Your Attitude

				“Don’t find fault, find a remedy.” – Henry Ford

				I believe you can learn leadership. You’re not born with it. So, how do you be-come a leader who serves, inspires and makes things possible for both your work and team?

				I’m at the age where I have gone around the block a couple of times. I’ve also learned enough about things to figure out what works and what doesn’t. One of my favorite expressions is “grip & rip.” 

				I believe that life is to be lived at full throttle. Period.

				As I mentioned earlier in this book, I recently developed what I define as the “7 Grip & Rip Principles for Life,” but what I realized is these same principles could be adapted for leadership.

				In my mind, there’s urgency to life. We don’t have endless days. And, if we’re really passionate about the work we’re doing, there has to be urgency about it as well. Leaders are not satisfied. They’re constantly restless and searching for solutions. 

				I’ve translated the “Grip & Rip” principles to leadership, as follows:

				The 7 Grip & Rip Principles for Leadership:

				Change Your Attitude

				Take Ownership

				Erase “I Can’t” and the Excuses

				Get Off the Couch

				Commit

				Do the Work

				Accept the Consequences

				Now, let’s start applying them to leadership and super-charge your position.
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				Change Your Attitude

				This is the most basic and fundamental principle for life and leadership. Every-thing begins and ends with your attitude. How you behave with your followers is how your followers will perceive you. This will determine whether they’ll follow you–and more importantly–respect you.

				Earlier this year, I received an email letter from a fundraiser. I’ll call him Tom. Tom wanted to know how to place himself in a competitive job market. Many of his colleagues knew he was working at a leading national nonprofit, but he was let go within six months. You might think there’s nothing unusual about this, but hear me out. He was on the verge of securing a $1 million gift for the organization.

				So, why in the world was he fired just as he was working on a large gift? 

				It’s simple. Power.

				I connected with Tom and before speaking about how to go about his job search I wanted to know what happened. More importantly, I was curious about why he was let go when he was about to secure a significant gift for any organi-zation.

				What I heard did not surprise me. It all boiled down to leadership, as it usu-ally does. His job was a newly created position. Although the organization had been around for decades, there was never a director of development. There was a vice-president and several junior staff members, which I found interesting. His supervisor was the vice-president of development. And, in the department, there were various fundraisers in major gifts and institutional funding. All of them were young and starting out in their careers.

				The vice-president, we’ll call her Mary, was encouraged to hire someone at the director level. The senior management team knew there was trouble in Mary’s department. Staff kept on leaving at a high rate and exit interviews always point-ed to the micro-management and lack of support from Mary. 

				However, the CEO of the organization, COO and others knew that Mary was a talented fundraiser. So, they thought that by hiring someone between her and the junior staff, at the director level, this person would essentially become a firewall. 

				The idea might have worked, if there was support for Tom in his position and if the senior staff above Mary were really looking to change things. Sadly, they weren’t. 

				Once Tom entered into the organization, he quickly learned that Mary had an iron grip, but not only on her team. She also had it with senior management. Mary did not allow any of her team members to do anything without her prior approval, or risk her wrath. So, instead of doing that which was unique to her position and delegating with reasonable supervision, countless hours were spent micro-managing staff. 

				Mary was incredibly entrenched in the nonprofit, and she brought in enough money, but not all of it, to keep the machine humming along. However, she did 
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				not have the respect of her team members. And, although she was somewhat talented, she wasn’t raising what she could if she focused on it like a laser. On top of that, the organization was implementing new initiatives to propel them forward. Senior management knew that lots more money was necessary. They needed Mary to focus on what she was skilled at doing–fundraising. They didn’t need her spending untold hours on the small stuff.

				Tom was hired with the understanding that he would begin to manage the day-to-day operation, thus allowing Mary to go out and do what she did best. Here’s a great example of not only failure by Mary, who managed by fear, but also of the CEO. 

				Ultimately, Tom realized he would never experience any “win.” He was sim-ply not going to be allowed to do his job. Every day when he walked into the office, he was set up for failure. There was no support coming from Mary, let alone transformational servant leadership. And she spent a considerable amount of time informing him verbally and via email of everything he was doing wrong. Imagine that!

				When Mary asked him to be strategic about something, he would do what she asked only to be told he was not being detailed enough. When Tom showed her detail, she complained he was not being strategic enough. 

				All the while, Tom thought he might be able to avoid the loss of his job by securing a major gift. In between the lectures and abusive language about incom-petence, he worked on negotiating an ask for $1 million to the organization. He mistakenly thought this would put him in everyone’s good graces. 

				But, just a handful of weeks before the gift closed, Mary called Tom into her office and unceremoniously fired him. It didn’t matter that the $1 million gift would disappear. 

				Mary felt threatened by Tom. She had to cut him off at the pass–before that gift was secured. She had to discredit everything he did. The situation with Mary was terrible, as was the loss of Tom’s job. 

				But what goes to the heart of having the right attitude and courage to do the right thing is Mary’s boss, the CEO of the organization. 

				He was shortsighted. It became clear during the time Tom was there that he was being pounced on for anything and was never permitted to do what he was hired to do. He was never put first and given the resources to succeed. He was never inspired. Instead, he was threatened. 

				The CEO talked a good game, but offered no support. He knew he had his hands full with Mary’s tyrannical ways. The CEO also knew he needed to raise more money and he needed to focus her efforts. He gave it a half-hearted try by strongly encouraging her to hire Tom. And, then when the matter didn’t miracu-lously resolve itself, he let Tom sink.

				The CEO preferred to keep things as they were, no matter how dysfunc-tional and bad it was for the organization. He preferred to pay the unnecessary expense of having to hire new staff in that department than to confront the issue 
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				head on. He preferred to risk the investment in the new initiatives and the plan because he did not want to confront the elephant in the room. 

				Wrong attitude.

				Wondering what happened to that $1 million gift? You guessed it. When Tom left the organization, the corporate foundation that was leaning to give the gift decided to “re-evaluate.” As far as Tom knows, the organization never re-ceived the gift.

				In this case, the organization has been around for decades. This nonprofit is a leading organization that should be changing with the times. However, the vice-president retains an iron grip. Creativity, innovation, new messaging and evolution are not permitted due to individual interests, as opposed to what’s best for the organization.

				A disservice was done to the nonprofit, which will stay in the past with messaging and tactics that do not remotely begin to incorporate new practices. They’ll tread water and the new goals they have will probably be accomplished with smaller, if any success. They’ll explain to their board and funders all the rea-sons (outside of themselves) why things have not been accomplished. Everyone and everything else will be to blame. They may be believed, but there’s a tragedy in knowing that so much potential is being thwarted by the ego of one person and the laziness of the CEO to face things.

				On a final note, this Mary has had a number of years where she has not made the financial goals for the organization, as good as she is. But, for whatever reason, that’s deemed okay.

				Attitude Means More than You Think

				Leadership demands the right attitude. True leadership demands courage. It de-mands putting others first and perspective. It demands strength and integrity–all of which were lacking in the environment where Tom worked. 

				One of the finest examples of contemporary leadership I’ve ever seen has come in the form of Malala Yousafzai. 

				Malala was only 15 years old when a Taliban gunman shot her. She was on the school bus heading to school. The problem was that she was a girl and as far as the Taliban was concerned, she was not supposed to be going to school. I’ve written about her a number of times and with good reason.

				She could have shut up. She didn’t. While she recovered in the UK, she con-tinued to advocate for education. She told the world she was not going to stay quiet or go and hide. She is the personification of a transformational servant leader. She knew she had a voice, and for the children around the world who are prevented from going to school, she had become their advocate.

				She must have been afraid, but she knew this was about a lot more than her. This is how we should all think about our social sector work. It’s a lot bigger than us. It’s about serving others and helping to transform your part of the world.
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				Appropriately, Malala was in her chemistry class in high school at the age of 17 when she was told that she was selected as the youngest recipient of the Nobel Peace Prize. And, when the United Nations recently adopted the 2030 Sustain-able Development goals in September of this year, Malala told the U.N. delegates that every child had the right education. But she went beyond that. She also said that every child had the right to 12 years of high-quality education–free.

				Malala Yousafzai is young, but she brings an incredible attitude, the right attitde, to her work. She could have given up a long time ago, but she didn’t. 

				Why?

				She knows the social impact that needs to take place for education and equality is greater than her. She is here to serve and transform the lives of others.
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				Chapter Four

				Principle 2: Take Ownership

				“As a leader your every action has a consequence, make sure it is one you intend.” – Katherine Bryant

				Here’s a big leadership fail you don’t want to do. Don’t blame others. 

				Opportunists amaze me, especially when they’re supposed to be so-called leaders. Leaders know that the buck stops at their desk.

				Take Ownership

				One of my pet peeves is a so-called leader who does not take ownership over his or her decisions or organization. Some will go as far as lying to protect their place and self-worth. I’ve seen this often with a CEO or manager who’s in over his or her head. I’ve also seen it with supposed leaders who lack vision, ideas or a con-vincing strategy to move forward.

				What happens with these people who find themselves in positions of power?

				They’ll find every excuse in the book to blame everything and everyone else for their lack of performance. They’ll do anything to mask their own track record.

				Here’s the problem. People will eventually see through it. Staff, board mem-bers or even people on the outside will get wind of it. Everyone is accountable and responsible for his or her own performance. Sooner or later, team members will get tired of hearing the same tune. Being creatures of habit, people are really good at spotting patterns in others. 

				Ultimately, any challenges that a nonprofit may experience are the responsi-bility of the leaders and management within that organization. Blame can always go around, but true leaders evaluate their own performance. They don’t spend energy placing criticism at the feet of others.

				Genuine leaders lead. Providing excuses and shifting the focus to other peo-ple or circumstances is not leadership. Besides being unflattering to the purport-ed leader, it’s simply bad form. It shows a lack of professionalism and thorough 
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				misunderstanding about what success means. 

				Yes, authentic leaders don’t always succeed at something. But, they own up to their responsibilities and are accountable for their actions. They then develop strategies to actually lead their teams through to eventual success.

				Silent CEOs and Their Complicit Boards

				You can tell a lot about a person’s leadership by what he or she says, or doesn’t, during board meetings. I’ve seen new executives or those who don’t really know what they’re doing hang their staff out to dry during board meetings. Here’s the deal–that’s not cool. No matter how you slice it, if you ask your team to put it on the line, you need to commit to it too.

				I have two examples of how silence and lack of executive ownership are the undoing for staff, unfortunately, but also ultimately the CEO. The first is the story of a large $30 million local nonprofit. The CEO started with the organization 30 years earlier. He held exactly two positions before being selected CEO. The sec-ond nonprofit was an international organization exceeding $60 million. The CEO who was hired had only limited executive experience in a very small organization with nowhere near the amount of staff and complexity. 

				With both nonprofits, board members were entrenched. Instead of seeking to move things to the next level, they most certainly wanted to maintain the sta-tus quo. They wanted to assure their positions within each respective organiza-tion. It had long since been about the great things that could be done for society. It seemed more about personal egos and prestige now. How’s that for making a difference in society?

				Both CEO’s, due to their ineptitude and lack of ownership of anything, cre-ated environments that exacerbated the challenges. 

				That said, each organization was experiencing challenging times. Life and business are evolutionary. When organizations resist change, somehow change will still come. It will just be more painful for everyone involved and to the dis-service of the nonprofit or social enterprise.

				The National Nonprofit with the Silent CEO

				Kristie became the CEO of a local but sizable nonprofit after 30 years of service. She held exactly two positions before she became CEO. Immediately before being selected CEO, she had been the chief administrative officer. Kristie talked a good game in the beginning. She had been the trusted lieutenant who was the “reason” of the organization. She was the counter-balance to the founder who was the “soul” of the agency.

				Kristie was a highly educated professional with a doctorate. She was all about reason and process. This worked in her role as CAO. Many members of the organization sought Kristie’s advice when they needed to get the founder to focus on the details.

				After more than 40 years as founder, the board, many who had been around 
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				for decades, decided they needed to delicately ease him out. By this point, the founder was in his 80s. With a changing landscape, it was felt that the agency needed to reinvigorate their leadership. They wanted to diversify their programs, grow nationally and take on new challenges–all things the founder was resisting. He wanted to stick to the knitting.

				The International Nonprofit with the Silent CEO

				In the second example, Sam became the CEO of a complex international non-profit that had been through scandals of financial mismanagement, among other things. The nonprofit had survived because when the accusations of mismanage-ment occurred, the organization was very smart about the crisis. 

				At the time, they immediately fired the CEO. Key senior officials and even complicit board members were also dismissed. They hired an inspirational leader with impeccable credentials. This executive, with careful care and vision for the long-term, inspired trust. Bylaws were changed and transparency reigned at the highest levels. It’s a wonder they were able to survive, but they did survive. And they thrived and grew exponentially.

				But then came time for the CEO who led the organization through the crisis to retire. After 30 years leading the nonprofit, the last five were difficult. They were hemorrhaging money. All of the processes and procedures that had been in-stituted were stifling the organization in later years. One bylaw, for example, dis-allowed anything from happening without 100 percent agreement by the board. That’s typically impossible and it’s too extreme.

				What was once a benefit ultimately became a serious problem. There was a certain way to do things. Everything had process, procedures and order. The world had moved on and new things were changing the landscape. The organiza-tion had trouble adapting.

				And, In Both Cases….

				In each case, the new CEO’s couldn’t deliver leadership and instead created chaos. They were uncertain. There was no leadership. More importantly, there was no ownership by either executive of their role within their respective organizations. Instead, in each case, the CEO tried to obfuscate their ineffectiveness and lack of ownership by having senior staff members present initiatives to the board. In both cases, these became “firing squads.” How could they not? The silence by both CEO’s was deafening.

				The more the boards realized what was happening, the bigger the elephants grew in each boardroom. Senior staffs were made to make the case–and defend–everything. In both organizations, executives began to leave, or were summarily fired. The boards began to micro-manage the organizations and day-to-day oper-ations. This is not what they’re supposed to do. But, we know boards would rather not have to deal with a mistake of their own making.
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				Finally, in each case, the CEO was quietly asked to leave, but not before there was a considerable amount of damage done to the organizations. Money declined, which affected programs. Talented staff members left each nonprofit. And, what’s more important, people in need out there were not served at the level or breadth they could have been had there been a competent leader at each organization.

				Staff at more junior levels also turned over at unprecedented rates. Cou-rageous board members who decided to speak out, in each case about the CEO who was in over his or her head, resigned from the boards. Each board as a whole didn’t want to deal with the error they had made. Instead they preferred to avert what they thought would be a “crisis,” which only eventually brought a greater crisis.

				In each case, this did not have to happen. The boards were fully responsible for the adverse effects that harmed these organizations. 

				Two CEO’s were hired who never owned up to their leadership roles. And, this brought greater challenges and turmoil than could have been imagined. In fact, one could argue the boards didn’t own their roles either.
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				Chapter 5

				Principle 3: Erase “I Can’t” and the Excuses

				“A genuine leader is not a searcher for consensus, but a molder of consensus.”

				– Martin Luther King, Jr.

				Believe it or not, even people in positions of leadership suffer from excuses and the affliction of “I can’t.”

				Here are potential scenarios. Unfortunately, they’re not uncommon. There’s tension and warring factions at the board level. You have high turnover. Your revenue is declining. Your metrics are stagnant or, worse, going in the wrong direction. Does any of this sound familiar to you?

				Let’s say you’re the CEO or a manager. You say, essentially, it’s incompetence or someone not being motivated enough. Every time you blame your staff. You blame them about what’s not happening. 

				But, whose fault is that? If your staff is not motivated or doing what they’re supposed to be doing–assuming you’re giving them the tools to do it and inspir-ing them to move forward–who’s to blame? 

				Are you taking names?

				As the leader, did you ever stop to think that it’s disloyal and not supportive to blame everyone else? Blaming others can only go so far. 

				I know of an organization that actually blames the ex-CEO at board meetings for the stagnation within the nonprofit. Imagine that! What makes me chuckle is the former CEO and founder left the organization more than three years ago. 

				Here’s what you need to do. Look in the mirror. It all begins with YOU.

				“I CAN’T”

				Recently I spoke with a nonprofit CEO who had a long list. Everything seemed wrong at his charity. It was a fascinating conversation. The marketing director was not delivering the proper metrics. The fundraiser was not raising the money he’d been assigned to raise. The board was starting to get restless and factions were developing.
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				“I can’t get them to do what they’re supposed to do,” he said to me.

				So I had to ask, “I’m sorry to hear that, but where do you fit in this picture? Help me understand what you’re doing about the situation.”

				Silence. Pause.

				He went on to say how he’s tried. That was very quickly followed by how everyone else was underperforming and he can’t seem to change things no matter what he did.

				“Let me ask you something, Jim,” I said again, “I get how your key people are not delivering. I know you think you’ve tried everything, but tell me where you fit in the picture.”

				He paused and replied, “Well, I’m the CEO.”

				“Yes, you are.”

				“And, I bear responsibility for what happens at my organization.”

				“Yes.”

				“So, I need to understand what I’m doing that is causing the other stuff to happen.”

				“I think so, buddy.”

				The Excuses

				At another nonprofit, the new CEO, who replaced the founder and former CEO, hasn’t stopped blaming the founder. The founder has people who know him on the board and sometimes when they’re out to dinner old shop business comes up. The board members tell the founder that the new CEO keeps on laying the stagnation and decline of the organization at his feet.

				How does that even happen when the founder’s been gone from the organi-zation for more than three years?

				The buck stops with the CEO. Period.

				This is what happens when staff experiences a failed leader:

				Regret - No one wants to regret. We all spend so much of our lives work-ing. Many spend more time at their place of employment than they do with their families. It’s tough, but that’s the way it is. We all have to work, and it means we have to work hard and long hours. There’s nothing worse for this reality than regretting being at the workplace because your leader can’t get it together. Time that could have been spent making things great in this world are instead spent thinking and plotting how to leave and get out of the organization.

				Disorder - When executives make excuses and are negative, there’s dis-order and dysfunction. Humans are pretty predictable. They’ll do any-thing to survive. They’ll operate in their own vested interests. That can actually be a good thing, if you play to that on the positive side as a lead-er. But, if there’s a leadership vacuum, you’ll get an organization that’s 
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				disorganized. Yes, we live in a chaotic world, but there are still elements that are reasonably predictable. We expect to have an understanding about the role we play and the jobs we do within an organization. When that doesn’t exist, there’s disruptive chaos. That’s not a good thing. It sti-fles success.

				Mediocrity - Nothing can bring about failure more quickly than medi-ocrity. When there’s no boldness, vision, support, inspiration, motiva-tion, etc., it brings about mediocrity. That’s when you get organizations and people just treading water. The possible becomes impossible. The excuses become abundant. There’s always a reason for “I can’t” in this environment. Creativity burns out. Innovation is nowhere to be found. Instead, you see “just enough”. Who wants to work in an environment like that? I don’t. Tell me who was once ever inspired by mediocrity? No one ever aspires to become mediocre. It happens after dreams, creativity, and inspirations are trampled. Eventually, it shows.

				Instability - It astounds me when so-called leaders are surprised by the instability within their organizations because of all the negativity. Why are key staff members leaving? Why are board members arguing with each other? Why are fundraising dollars falling short? Why are new pro-grams not being developed? Why are metrics not being met? The reason for all of this is simple–negativity leads to instability. Failed leadership opens up the floodgates to adverse failure. It’s important to fail–posi-tively–on the path to success. It’s not okay to fail because the so-called leaders are giving excuses and complaining. That only leads to instability. One of the key aspects of success is consistency. 

				Denial - When a leader does not lead, it breeds an environment of deni-al. Denial comes on the part of the failed leader who asks him or herself what could possibly be going wrong. Oftentimes, when the leader is the chief executive, the board does not want to face their own mistake. So, they will deny that the emperor has no clothes. It’s groupthink. If we all say it’s not the case, then it’s not the case. We’ll create our own reality, they say. Factions at the staff level also create their own reality to deal with the power vacuum to survive. Denial becomes important to surviv-al or to convincing others that what they see before their eyes is not real. Everyone is forced to believe in rainbows and unicorns, until they leave. Excuses, and the words “I can’t” lead straight to the denial of reality and success.
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				Chapter 6

				Principle 4: Get Off the Couch

				“Leadership is an opportunity to serve. It’s not a trumpet call to self-importance.” 

				– Donald Walters

				Here’s a way to look at working at the social sector. Working for a nonprofit or social enterprise is a privilege. 

				Yes, I know that many executive directors and board members have used this to not compensate their staff fairly. Doing social good is reward enough. That’s wrong. But, that’s not what I’m talking about here. 

				What I’m writing about are executives who think they can get things done on the talents of others and with the inspiration of others–and no effort of their own.

				It takes work to be a transformational servant leader.

				One of my pet peeves is laziness. Transformational servant leadership is not lazy.

				Get Off the Couch

				Everyone working do to something for the betterment of society should consider that he or she plays an important role. It doesn’t matter if you’re out there educat-ing kids, feeding the hungry or delivering potable water to those who have none. It doesn’t matter if you’re fundraising, the executive assistant, the CEO, CFO or the program officer. 

				Here’s the deal: each one of us working for social good plays a vital role. Peo-ple’s lives are depending on what we do. The world is depending on our efforts. Sometimes we forget. If you don’t think it’s that important, then you shouldn’t be doing what you’re doing.

				We forget the faces of the people we are looking to help. We become mired in numbers and the day-to-day business of getting the job done. 
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				There are two things that as a leader you should always be doing:

				Don’t expect from your team what you wouldn’t do yourself.

				Don’t forget the people or cause you serve.

				This means you’ve got to get off the couch. To be a transformational servant leader, you have to get your hands dirty. There’s no room for the lazy or half-baked route to success. Transformation happens by example. That means doing. Servant leadership happens by sharing the responsibility for leadership. By defi-nition, it’s active.

				Stuffing the Envelopes

				I remember one time I was in another town and participating in a series of meet-ings. During the course of my time, I spent two full days at a large nonprofit. The organization was about to have an event and conference. There was the usual buzz and activity.

				But, there were also special packets that were being sent to hundreds of high-level donors. In the meantime, other segmented mailings were prepared for other aspects of the event and conference. Over 1,500 people were attending. 

				Letters were segmented. Some were put on one type of letterhead and others on other letterhead, depending on specific criteria. The mailings were complicat-ed and there was a lot going on.

				I’ll never forget the small staff in the development office staying late into the night printing, stuffing, signing, stamping, sealing, etc. It was a good team. They laughed, but did their work with purpose. The director of development ordered pizzas and sodas.

				I’ll never forget when the CEO entered the work area to check-in on how things were going. I happened to walk in to wish everyone well before leaving for the night a few moments before. Someone asked the CEO if he wanted to join for pizza. This was a not too subtle request for help. 

				“Oh, I’ve got other plans tonight. Have a good night.”

				With that the CEO left. I walked out a moment after. But, I heard the staff complaining how “typical” it was of the CEO to not stay behind and help. Appar-ently, the executive’s calendar was known within the organization and everyone knew there was not anything pressing for the CEO that evening. 

				In reality, the team needed the CEO to roll up his sleeves and join them in the “dirty work.” Sometimes, a leader has to do it–no matter how mundane the task. It’s incredibly important for morale. 

				It was an occasion for bonding and servant leadership that was missed. And, it seemed that it was “typical” for this CEO to miss those moments to boost the spirits of his team. 
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				Staying Connected

				Nonprofits and social enterprises are the front lines for societal change. It’s im-portant to remain on the front lines. You can’t be disconnected from the people you serve as a leader.

				Sometimes, I’ve seen or heard about organizational executives who have gotten so bogged down in the day-to-day they never get out in the field. That’s not what’s supposed to happen. To have the passion and drive, you’ve got to get out there and not exist behind what other people tell you.

				Not too long ago, I was sitting with an old buddy of mine and I was prepar-ing to head to Haiti. I’ve been there numerous times since 2012.

				“Why are you heading there again?” he asked.

				“What?” I couldn’t believe he was asking me that question.

				“Why are you heading there again?”

				“Buddy, do you know me? I need to see it for myself.”

				“Wayne, I know you have a network of people giving you information all the time. You live and die with metrics and information. You know exactly what is happening in minute detail. Why not go somewhere else since you’re so limited with time? Doesn’t it make your life harder?”

				“Funds2Orgs and I have a lot invested in Haiti. Last year we opened a mi-cro-entrepreneur training center. Sure, I know exactly what’s going on with num-bers. But, I want to always connect with the people. It’s the people, man, that matter. I want to know their stories, even if I’ve heard them before. That’s my fuel. As we keep growing, I plan on continually getting out there and talking and meeting people.”

				You can’t get a sense of things in your office. You can’t understand if what you’re doing is really working if you’re just looking at reports and listening to third-party stories. You’ve got to hear it for yourself.

				I walk around my suite of offices all the time. I go down to our international depot in Miami regularly. I might tell a stupid joke, ask about someone’s spouse, weekend or event. Face time is important and I do not mean on the iPhone. Looking someone in the eye is huge for me. Maybe giving a high-five. And, for those times we’re not all in the same space, we’ve instituted Yammer for our in-house social media to keep everyone on the team, no matter where they’re locat-ed, in the loop of what’s happening.

				I make it a point to travel and connect with the people who support my businesses. There’s nothing better you can do for your team than to go into their space and talk to them. A moment there shows them you care. It shows them your humanity. Asking someone to tell you what they need, in their space and territory, is so much more powerful than doing it in your office.

				Make it a point to get off the couch and see what’s happening in the field on a regular basis. With some small mom and pop shops, the executive director can see who’s being served every day when they walk to the office. But there are other organizations, usually the larger ones, that require executives and leaders to get 
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				out of their offices and into the field. If this is your organization, get out there at least once a quarter, if not once a month. You’ll be glad you did. 

				Allowing people to see you in their environment is important. It helps trans-form their relationship with you. Asking them what they need may seem like a simple thing, but it matters. Asking them how they’re doing matters.

				Remember, by getting off the couch you show your team and supporters you’re in it with them. You also hear about people and things that affect your work directly from the people that matter.
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				Chapter 7

				Principle 5: Commit

				“Commitment is what transforms promise into reality.” – Abraham Lincoln

				I think that most people who enter into the social sector are committed to their cause. I’ve seen it time and again. 

				But, what I don’t see all the time is commitment to a decision. I see a lot of fear of failure and that’s a mistake. Leaders need to commit to the cause. Leaders also have to be committed to their decisions.

				If you’re on staff, have you ever sat in front of an executive director who is faced with a decision? It’s exciting when there’s a decision made that you know is the beginning of something new for the organization. It doesn’t matter what it is, but you know it’s going to be a game-changer. What do you feel when you witness the decision? Excitement and energy, probably.

				How about those times you’ve witnessed that moment when the executive director has had to make a decision and you’re met with crickets? It’s awful when you have that supposed leader sitting in front of you and there’s nothing more to say other than, “yes” or “no”, “right” or “left,” and you get nothing.

				Commit–No Matter What Happens

				Listen, sometimes there are decisions that are very significant that have to be made in both life and business. That’s part of life. It’s a reality.

				There’s nothing weak about fear. It’s okay to be afraid. It’s okay to have that pit in your stomach. Sometimes decisions are that important. Perhaps you need to let someone who’s popular go. Or, maybe you’re faced with a decision on how to spend a significant amount of money in one program or another. 

				Committing to decisions is important for transformational servant leader-ship. It displays courage. It shows decisiveness. It demonstrates that you’re in it with them. It sends the signal that you want their commitments as well.

			

		

	
		
			
				36

			

		

		
			
				Grip and Rip Leadership for Social Impact

			

		

		
			[image: ]
		

		
			
				That’s why you occupy the top seat. That’s why you’re a leader. You want to model the behavior you want to inspire them to follow. 

				Failure is Part of Success

				So, let’s talk about failure. 

				I understand why social sector organizations prefer not to fail. It can hurt. Nonprofits and social enterprises have a special obligation to the public. And, in today’s world, everyone is being held much more accountable. Transparency is absolutely critical, and so is accountability. 

				The general public has witnessed organizations that have experienced bad press, which diluted and impacted precious dollars. Sometimes it’s been for good reason. Other times, word has gotten around in the funding community that a particular initiative has failed. Fairly or not, depending on the importance of the initiative, it’s affected funding. 

				But here’s the thing – there’s no bad press. If you’re making noise and not just doing business as usual, you’re going to get critics. Welcome to living in the world. Everyone’s a critic. But, you’re also going to find supporters.

				Savvy nonprofits partner with funders when they are looking to develop new efforts to pilot them first or work with funders on the evaluation. They don’t waffle about a program or come in weak-kneed. That’s not the path to success. They present strongly and take a measured and learning approach to the work. They’re transparent. They’re open. They have dialogue.

				Leadership can’t happen without what I call positive failure. Positive failure is simply when you don’t get the results you expected–not because you short-changed the work or were lazy about it. Positive failure means you came at some-thing from an open, committed and learning perspective. And, if the results weren’t what you expected, you make adjustments and continue forward.

				Success can’t happen without positive failure. All of this is interconnected.

				Commit to Learning–Even When You Fail

				Harvard Business Review (HBR) wrote an article1 on Ducati and racing as a busi-ness case study on learning and failure. And, it’s relevant to our discussion here. As humans, we don’t tend to learn when we succeed. We learn when we fail. And positive things can come out of failure to correct the road forward.

				HBR decided to look at the Ducati motorcycle racing team for a variety of reasons:

				Racing provides measurable performance metrics.

				
					1	 [1] “Why Leaders Don’t Learn from Success,” Harvard Business Review, April, 2011, https://hbr.org/2011/04/why-leaders-dont-learn-from-success
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				There is no postponing a demanding racing schedule. If a race is sched-uled for a certain date, it’s happening, with or without the bikers and their teams.

				Racing is incredibly competitive. Winning teams bring prestige to their brand and all of this impacts the bottom line–sales.

				The Ducati racing team decided in their inaugural year to take it as a time of learning. They did everything so they could learn and understand how to suc-ceed. Their ultimate goal was to figure out the science of performance so they could build a better bike to perform in the outgoing years. 

				The bikes from that year were outfitted with 28 performance measurement sensors. They measured everything from temperature to a bike’s horsepower. They also de-briefed riders after every race to learn how they felt about a bike’s performance.

				Surprisingly, the team ended the year with the fastest bike in the field and in very respectable positions in the rankings. However, with each success, some-thing very interesting happened. The team began to focus more on winning and less on understanding what leads to success. They were capturing data, but they stopped analyzing it to the extent they initially were doing. 

				As the article quotes one team member, “You look at the data when you want to understand what’s going wrong. You do not look at the data because you want to understand why you’re performing well.”

				The team thought the success of its rookie year would translate to Ducati being a formidable competitor the following year. They even thought they would win it all. They became overly confident and radically redesigned the bike that, as you recall, was the fastest motorcycle on the circuit the previous year. More than 60 percent of the Ducati bikes had newly designed parts the following year.

				Take a guess what happened.

				Correct. They didn’t win. They came in third overall for the year. This was considered a failure. 

				What did that mean and why did it happen?

				After the second year, Ducati took a very careful look at the racing team and their decision-making processes. Ultimately, what it learned was that since the team stopped learning, it failed. And that failure forced it to start learning again.

				You see, success is typically not how we learn. It’s through positive failure.

				Next time you’re faced with a decision that you know can succeed or fail, commit to the decision. It’s okay to feel trepidation, but make a decision. And when you make that decision, commit to it. 

				Your team wants to see you make a decision. That’s your role and your func-tion. And, even if you fail, you’ll learn.
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				Chapter 8

				Principle 6: Do the Work

				“The only way to do great work is to love what you do. If you haven’t found it, keep looking. Don’t settle.” – Steve Jobs

				When you get to a leadership position, it’s easy to delegate. In fact, that’s what you’re supposed to do. As a leader, your job is to do that which is unique to your role and function. You’re not supposed to sit around and do the accounting, if you have a CFO on hand. 

				It’s obvious your job is to do the work–your work. Not micromanage, but to do your work. However, as I’ve also expressed previously, leadership is about getting your hands dirty with the team.

				Why?

				It’s so important for morale and YOUR learning.

				You want to call it like it is. You don’t want to sugar coat. You always want to be a straight shooter. And, you need to remember, if you can’t communicate what you’re thinking, you have your team living in fantasyland.

				Do the Work

				I know of one organization that was raising a lot of money during their annual appeal. Hundreds of thousands of pledge cards and checks were processed during the height of their drive. The vice-president of development wanted the data pro-cessing department to send out acknowledgements within 48 hours. The data director told her it was impossible.

				So, she did what only a good leader does. 

				She asked for a couple hundred unopened donation envelopes delivered to her office. Then she personally set time aside to see how long it would take for her to open the envelope, scan the information, look up the donor in the database, key in the necessary information, check amount and to create a batch.
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				Long story short, with her findings, she learned that the staff could go faster than they were going and, yes, acknowledgements could be sent out within 2 business days.

				I’ve done this as well. I drove one of our trucks to Naples once. Why? I want-ed to understand our truck drivers’ complaints. Now, when I speak to my drivers, I’ve been there and done that. And, candidly, when I drove the truck, I had to stop often and walk around. It’s not an easy job.

				Sometimes, you just need to find out for yourself. And, people will respect that initiative.

				Why is it Important to do the Work?

				As a leader, you have to understand how critical components fit together. You want to make sure everything is working at the highest possible level. You want to know if anything is missing. You’re also always looking to inspire others to follow you. No, it’s not necessary to always get your hands dirty and do things for yourself, but yes, sometimes it is. 

				Leaders sometimes have to learn by doing. They have to understand a par-ticular challenge by doing it for themselves. Learning by doing also offers you opportunities you would not otherwise have if you never got into the trenches. And, again, it models the behavior for your team.

				I remember one time viewing an episode of “Undercover Boss.” It’s a great show to watch if you haven’t seen it. The premise is that high-level CEO’s get out of their offices, and the bubble, get in disguise and work in the trenches. You see bosses from major national and multi-nationals doing everything from valet work to sweeping floors.

				In the episode I watched, I saw an undercover boss who was the owner of a restaurant franchise. As a new trainee who was sent to the establishment by cor-porate, the manager had to train him. He bussed tables. Took orders and basically learned first-hand what it meant to be in the front lines of his restaurant business. 

				His experience showed him his company-wide staffing policies were not right. One person couldn’t possibly serve as host, take the orders, bus the ta-bles, etc. He needed to get more staff into high-performing restaurants. He also learned that the franchisee owner was verbally abusing the manager who trained him. It was not something he wanted to tolerate in his company. He fired the franchisee owner.

				Coaching - By getting in the trenches once in a while with your team, you have an opportunity to learn. You get a first-hand opportunity to understand how junior team members do things. But, more importantly, you also have the opportunity to coach them if you can see a way to do something more efficiently. More than likely, however, they’ll teach you a thing or two about how to do their job better. 
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				Several years ago, I got in the trenches with my team. We were going through a time-sensitive and major initiative. It was all hands on deck. And, as the CEO, I was not going to have other priorities. If my team needed me there, I was going to be there. This is an example of servant leadership that I hope helped my team.

				As these things happened, we all knew it was going to be a late night of preparation and work. Everyone was in good spirits. I ordered pizzas and sodas and we all got about the task at hand. The collegiality was amazing, even when the clock ticked past 11pm. 

				What was more important was that while we were doing the work, I got to know about people’s lives. I got to know my team members on a personal level. I heard about a woman who was a single mom and was struggling. I got to understand the incredible sacrifices she was making to work with us, and how much she needed to succeed at her job. Had I not spent the time with the team, I wouldn’t have known this. It made me change my policies on time spent away from the office, not just for childcare and doctor’s appointments, but also for elder care.

				Engagement - By getting your hands dirty, you get a new way to connect with your team that probably isn’t going to happen when you’re pontifi-cating from your desk chair and they’re on the other side of your desk. By finding a way to share some time, when it really counts, with your team, you will engage with them on a human level. Sometimes, this is import-ant to understanding how to create a better and more accommodating work environment. This can be incredibly transformational.

				There’s a reason Dwight D. Eisenhower has been viewed in our history as one of the greatest leaders of our time. He served as Supreme Allied Commander during World War II. He oversaw the greatest amphibious assault ever undertak-en in battle with Operation Overlord where over 160,000 soldiers stormed onto the beaches of Normandy. 

				When the war was finished, he thought he would go back home and retire into a simple life. Instead, he went on to become Head of the American Occupa-tion Zone in Germany, Chief of Staff, President of Columbia University, Supreme Commander of NATO, and President of the United States of America.

				Why was he so incredibly successful as a leader?

				One of key words that came up often when his team members were inter-viewed was “trust.” And because of that trust, because his team members, his soldiers and even the American people knew he was always going to be a straight shooter, he was consistently able to maintain high morale–even in the most dire moments.

				On the eve of Operation Overlord, Eisenhower sent a letter to all service-men who would be entering into this definitive battle the next day. Those letters received by soldiers, most who probably knew that within 24 hours they could 
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				very well be dead, were saved by many. They might not have personally known Eisenhower, but they had heard of him and they knew he was a leader to be trust-ed to do the right thing. 

				Trust and Morale - You want to be a transformational servant leader. You want to show your team that you value their contribution and efforts. To do this, you need to make sure morale is consistently high. One of the elements for ensuring this is trust. Team morale is high when you’re trusted. High morale leads to happier workers, which leads to higher productivity and a better bottom line. Getting in the trenches permits your team an opportunity to gain your trust in a “team oriented” way. By serving as “one of them”, you earn their trust. When you earn their trust, you get higher morale and all of its benefits.
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				Chapter 9

				Principle 7: Accept the Consequences

				“Option A is not available. So let’s kick the sh** out of option B.” – Sheryl Sandberg

				True leadership commits and owns the consequences. Leaders lead. And in the process of leading, there will be crossroads. Decisions will be made. Vision and a plan will be laid out and communicated. There are moments that can lead to transformation.

				At some point, the consequences will come to pass. A transformational ser-vant leader accepts the consequences. A leader does not blame and try to place bad consequences somewhere else. A leader takes the good and the bad. That is the very reason why he or she is in that position. They have to shoulder the re-sponsibility and the accountability for being a leader.

				Accept the Consequences

				Being accountable means you’re ready to take the blame if something goes wrong. Going back to the eve before the storming of Normandy, everyone knew this was a make or break moment. The weight of the world, months of planning and the lives and deaths of many soldiers weighed heavily in the minds of Winston Chur-chill and General Eisenhower.

				The night before the attack, they were both anxious. They knew there was no going back and they had done the absolute best they could. They were going to go through with the plans, however the chips fell. Churchill told his wife that evening that by the time she woke up the next morning, over 20,000 on the Allied side would be dead. 

				In the meantime, Eisenhower paid an impromptu visit to the U.S. 101st Air-borne. By the assessments of the military commanders, that troop would suffer a casualty rate in excess of 80 percent. Word spread of his visit. Men with char-coal blackened faced came up and spoke to Eisenhower. They surrounded him. He asked soldiers where they were from in the States. They cheered, as warriors 
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				sometimes try to make light of what they knew would be a historic time that would define the outcome of the war, and their lives.

				When he walked back to the car, his driver saw the normally confident gen-eral was visibly upset. He sank, with his shoulders drooping, into the back seat of the car. He carried the weight of the world on his shoulders and he knew that most of the men he had met with that night would not live to see the next night.

				He also drafted a letter for release accepting full blame for the consequences of Operation Overlord. Someone once called the decision to go through with Normandy “soul-wracking” for Eisenhower. 

				That’s leadership. Period.

				A leader accepts all the consequences, no matter what they may be.

				Fortunately, most of us don’t have human lives in our hands as Eisenhower and Churchill did during World War II. So, ask yourself, why do so many so-called leaders shift the consequences of their results to someone else?

				If men and women can shoulder the weight of someone’s life in his or her hands every day (e.g. medical professionals, military personnel) why can’t some people accept the consequences of leadership?

				Accepting the Failure

				Good and great leaders accept the failure, positively. They don’t destroy their team members or others for failures. They accept them as part of the price for learning, creating and innovating. 

				I’ve said it before and I’ll say it again, there’s no such thing as success with-out positive failure. No one likes to fail, but it’s incredibly important. And, if you’re a really good transformational servant leader, you understand this element in the success equation.

				The iconic leader of GE, Jack Welch, once said when he was its CEO, “We reward failure.”

				Many of us know Monsanto, which is an agriculture and biotechnology company. Years ago, its CEO was Robert Shapiro. When he entered into the company, he noticed how employees were absolutely terrified of failing. If they failed–at anything–it was seen as a personal failure and a demonstration of in-competence.

				Robert Shapiro knew that this would stifle innovation and movement for-ward. He wanted his company to embrace failure and make it part of the culture. His success and the growth of the company were reliant on it.

				He began to actively welcome and change perception around failure. He promoted creative thinking, which means processes and ways of doing business were tested. He communicated to his team that the projects and products were considered “experiments”. They would be considered failures if those who did them were careless or not actively committed and engaged with the work. He still required excellence and he wanted everyone on his team to operate at greater than 200 percent, but if projects or programs did not deliver expected results, 
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				they wouldn’t be considered failures. 

				Carelessness and laziness were failures. Hard work and creative thinking were not.

				Accepting the Success

				Success is great. But, when it comes to success, I strongly believe in giving credit where credit is due. I’m not successful on my own, and you’re probably not suc-cessful all by yourself. Your team works long and hard to achieve success. Don’t be stingy on letting the world know it’s not about you–it’s about them. It’s about the organization. It’s about the people who are being served or your mission.

				Great leaders take the blame and share the success. 

				Why?

				Because your team knows you have their back and you empower them. When you share success, you’re actually sharing your leadership with your team.

				This goes further, you don’t only want to share the success with your team, but you want to share how you got there with others. Sharing success not only means giving credit to your valuable team members. But it also means sharing what you know and what you’ve learned with others. Yes, sometimes even your competitors.

				Why in the world would you want to do that?

				It’s quite simple. The more you give away and the more you share, the more that comes back to you. When you share, something amazing happens, others want to share with you. When others understand that it’s not all about your ego, they understand it’s not about their ego either. This is transformational servant leadership. 

				In that process, you learn. How often is it that you hear about leaders who go out there into the community expecting to teach others, only to come back to the office having learned valuable lessons themselves?

				Don’t worry about your competitors. Keep focused. Yes, I always have an idea of who and what my competitors are doing, but I am focused on making my company the best, strongest and fastest it can be. There’s no status quo.

				In today’s world there’s so much information that’s available for free on the Internet that your competitor probably already has the plan to make a better wid-get that will change the world. Here’s the thing: most people won’t do it. They’ll come up with reasons and excuses why something can’t happen or be done. 

				Leadership is for doers. Share the wealth of what you know. You’ll learn something in the process and your competitors probably already know it but ar-en’t doing it because they lack the conviction and will to execute it properly. Also, somewhere deep down, they don’t want to accept the consequences of success or positive failure. So they fail to do anything.
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				Chapter 10

				The Long View of Nonprofit Leadership

				“A leader takes people where they want to go. A great leader takes people where they don’t necessarily want to go, but ought to be.” – Rosalynn Carter

				Not too long ago, I wrote on my blog series about Leigh. It was an interesting opportunity to learn from a professional who is in her 80’s about what she’s seen in the nonprofit sector. Leigh is known as a master fundraiser having raised hun-dreds of millions of dollars during her career. 

				She is also a philanthropist. Not having had her own family, her family be-came the people she worked with and the causes she supported. In her 50 years in the industry she’s seen a lot.

				As I was writing this book, I wanted to talk about her take on success as a leader. We couldn’t be more different. I’ve presented you with my ideas on lead-ership, which we’ll talk about again later and are based on my Grip & Rip Princi-ples. But, I thought it would be interesting to hear about leadership and its place in the social sector from the past to now.

				I decided to frame our discussion as an interview. 

				Leigh, tell me about when you started in the nonprofit business.

				This is beginning to sound like my farewell tour, Wayne. I keep talking to you about my lifetime achievements. 

				Let’s see. As I think I mentioned to you in the past, I started in the 1970’s. I know you’re writing a book about leadership and men were certainly the leaders back then. I began my work in a secretarial pool within a university. You have to remember this was the time when advertising was geared toward women staying at home and receiving from her husband a beautiful new stove to cook for him.

				I was a poor kid growing up with two crazy parents and I was always going to make sure that I was able to take care of myself. Anyway, in time, I was noticed by one of the vice-presidents where I worked. He was a visionary. In time, I got 
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				to work closely with him and he had a brilliant mind. He was able to see what did not yet exist for the university. Actually, he not only saw what the university could become, but he was able to also see what the university’s role in the community and in the nation could be. That was a stroke of genius.

				I know you always talk about having a big vision. That’s what George had. He had a big vision and that’s probably the key ingredient for someone in a lead-ership role.

				During the early part of my career, it was a time of great change. Large num-bers were entering the workforce outside of the home. I actually consider myself fortunate to have been part of that shift from the home to having a choice to work outside of the home.

				And what have you seen change in the social sector in all of these years?

				Well, as I said, I started in the secretarial pool. In those times, there were not any nonprofit management programs. Essentially, if you worked hard and came to the notice of some manager, you were mentored. That happened for decades and through the years I mentored countless young professionals. 

				Today, we have the top business schools in the country offering programs in social enterprise and nonprofit management. This is getting more and more professionalized. 

				While I think that’s great because I’m a big believer in education, I also think we’re missing something. I’m a fundraiser. I’ve worked with great fundraisers–professionals and volunteers–throughout the years. As a fundraiser, you have to be good at talking to people. Listening and understanding when a donor is ready for a gift can’t really be taught in a textbook. Teaching a young professional how to deal with a powerful board can’t be taught in a textbook.

				You need to have someone mentor good fundraisers. And, you need to have someone mentor good leaders. This is acceptable in the corporate world, but it’s not something where we invest in the nonprofit world. That’s unfortunate. We’re teaching our young professionals about the nonprofit business, but we’re not teaching them about the art of it. This doesn’t help them be as successful as they could be. 

				I also think that we have a great opportunity in technology, but it’s easy to think that technology will save a program. No it won’t. We have a lot of profes-sionals in their late 30’s and 40’s being passed over completely to hire vice-pres-idents of development in their 20’s. The thinking is that technology and social media are going to bring in the money. Yes, to a certain extent that may be true, but let me tell you, no one is going to give you a gift of $250,000 or $1 million without a conversation. That whole art seems to me as being put to the side in the expectation that if we invest in robust technology the money will flow.

				The other thing that this pass over in management does is it promotes some-one who’s simply not ready to be a manager, or maybe even a leader. Now, I’m sure I would get flack from people saying that leaders could be leaders at any age. 
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				That’s true in some cases. 

				But, to have a really good manager or leader, sometimes it takes time to age like a fine wine. You don’t drink a good red glass of wine straight out of the bottle. You let it breathe a little. 

				Not too long ago a friend told me about an experienced fundraiser in her 40’s. When the vice-president left the organization, she wanted to apply for the job. She was told not to apply because they wanted to focus on new technologies in raising money. 

				First, that assumes that someone in his or her 40’s knows nothing about technology or social media, which is simply not true. I know about technology and know how to develop a great campaign across social media and I’m twice that age.

				Second, they went on to hire someone in her 20’s. She never had any man-agement experience. So, here you have a multi-million organization hiring some-one in her 20’s to run a large development team. Yet, you have a very talented person in her 40’s who actually has the major donor relationships and has man-agement experience now looking for another job. 

				A certain level of sophistication and maturity is necessary in dealing with egos and personalities at the board or major donor levels. I don’t think most 25-year-olds have that knowledge yet. Some might, but most don’t.

				You’ve hit on a point here about the tension that seems to exist between Boomers, GenX and Millennials as it relates to management and leadership. What’s your thought about it?

				Well, I think GenX is appropriately named. They are the lost generation. They simply don’t seem to matter. It’s going from the Boomers straight to the Millen-nials. Is this right? No. 

				I think we’re losing a whole generation of managers and leaders who have worked hard and gained the knowledge and experience for the shiny new gener-ation; in this case, the Millennials. I recently read that virtually the same number of Millennials were now in management positions as were GenXers. 

				It’s assumed the younger generation knows technology because they grew up with it. That’s an advantage. But, I’ve seen more and more young people pro-moted before they’re ready. I have yet to see a 25-year-old secure a gift for $5 mil-lion. Maybe Mark Zuckerberg and the folks in Silicon Valley, but that’s a whole other animal.

				What I wish and hope happens is that nonprofits and social enterprises be-gin to invest in their people. 

				So, let’s talk about that a little more. Tell me your thoughts about investing in people, particularly as it leads to effective management and leadership. 

				Organizations have to invest in their people. It’s that simple. New people in the industry have to be encouraged and incentivized to attend professional develop-
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				ment workshops and learning. 

				We also need more support of first-time managers. We should most certain-ly invest in executive coaching for senior management teams. I know most non-profits do not have the funds for this, but it’s something that should be financially supported by corporations and foundations. When you teach and train people how to be in leadership positions, you cut down on the dysfunction. And, when that happens, productivity and results happen.

				What do you see as the future for social sector leaders?

				We’re going through momentous change. I think there are great opportunities, but also great challenges for today’s leaders. We have changes happening in de-mographics and the unprecedented advances in technology. 

				I think we’re at a crossroads. I think the organizations that do not adapt and whose leadership is not agile will only close. I think there is a necessity to col-laborate with other groups. We’ll be seeing more partnerships between leading and smart organizations with businesses and government. Everyone is becoming aware that the intractable challenges that have plagued us since the beginning of time could be solved. Look at the 2030 Global Goals. The world is now looking to end poverty by 2030 along with other sustainability goals.

				Leaders in the social sector can’t operate in a vacuum anymore. They need all hands on deck. This sounds a lot like Darwin, but only the fittest will survive now. There’s too much knowledge and understanding out there. The public and donors are demanding change, transparency, social impact and accountability. They are also understanding that serious investment now needs to be made to obtain the best knowledge and expertise to effect change. 

				We now need leaders, young and old, who are thoughtful and creative. We need leaders, I think, who understand the whole picture and, as you say, go big with vision. I don’t think the patches are going to work anymore. The world is now too global and too smart for that. People are looking for answers and leader-ship that is big, creative and bold. 

				There’s also something very interesting happening and I think social sector leaders need to really understand this. Last year, we had the Ice Bucket Challenge raise over $100 million for the ALS charity. But, many people who participated were not associated with ALS or even supporters for the cure. What happened in that instance was fascinating. It was the first large-scale instance that I saw for social good where the middle-man, the ALS organization, was out of the picture as it went viral. This took on a life of its own.

				Businesses understand this. They’ve been having conversations with their customers and the broader public for a long time. They know how to use market-ing, digital marketing and social media very well. They know how to take advan-tage of things when they go viral. Nonprofits are learning, but it’s something they need to master quickly.

				We live in a world now where others can have the conversation and you, the 
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				organization, are only a tertiary part of the discussion, if at all. Social sector or-ganizations need to become very good at figuring out how to harness the energy that’s out there. But, they need to do this without losing their top-level supporters who may not, or never will, give to a campaign on social media. 

				So, you need leaders today who understand how to work with diverse de-mographics: men and women, young and old, black and white. It’s not nearly as homogenous as it was when I began in the business, and that’s a good thing.
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				Chapter 11

				Servant Leadership as the Secret Sauce

				“No man will make a great leader who wants to do it all himself, or to get all the credit for doing it.” – Andrew Carnegie

				I’ve written about what I’ve learned through the years as a successful leader. I’ve consolidated this into the Grip & Rip Principles for leadership. Now, let’s talk about it as it relates to your team. 

				I believe in “servant leadership.” I believe in serving. I’m a giver not a receiv-er. I put my serving towel over my arm and serve people in life. That’s who I am to the core. Give me a gift and watch my reaction.

				And, as I’ve explained, servant leadership is very simple to understand. I share leadership with my team. I allow them to make decisions. I empower them to take ownership over their own roles and responsibilities. I don’t believe in the old paradigm of top down management and leadership. In my experience, ser-vant leadership leads to transformational change. It goes beyond a simple trans-actional relationship and is metamorphic. You want to be a part of the transfor-mation and change, and so does your team and supporters.

				In the previous chapter, I wrote about my interview with Leigh. She said a lot of what today’s thought leaders are saying. There is great change happening in the social sector. It’s not simply the change that happens from one generation to the next. We’re living in a world of enormous fluidity and progress. And, we all know technology and the sciences are making what was once considered impos-sible very possible. Actually, it’s making things within reach. 

				So, if we’re going to make the world a better place for every single person and living thing on this planet, we’re not going to make it repeating solutions that don’t work or have been discredited. Great leaps in ingenuity and development mean that we have to collectively operate in a world that is inter-related.

				What do I mean by that?

				What I mean is you have to want to know it all and have the best thinking. 
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				You have to want the best solutions. In my work, I can think big and set the vision as the top leader, but I’m going to want to know how my team views things. Every person on my team brings with him or her certain perceptions and experiences. These diverse points of view are our strength, not weakness. I want to know what every person brings to the table. I want to invite a conversation. Everything we do in my businesses is inter-related, even if the brands are different. 

				I want to go big in my work, but I want them to go big. Nothing is impos-sible. That’s how I want my team to think and what I want them to truly believe.

				I’ve said it several times in this book. If we’re looking as a world to actually end poverty by 2030, then anything is possible. That’s an audacious goal. 

				Here are all the goals the whole world believes are now within our grasp by 2030: 

				The Global Goals

				1. No poverty	

				2. Zero hunger

				3. Good health and well-being	

				4. Quality education

				5. Gender equality	

				6. Clean water and sanitation

				7. Affordable and clean energy	

				8. Decent work and economic growth

				9. Industry, innovation and infrastructure

				10. Reduced inequalities

				11. Sustainable cities and communities	

				12. Responsible consumption and production

				13. Climate action	

				14. Life below water

				15. Life on land	

				16. Peace and justice

				17. Partnerships for the goals

				Want to know more about these goals? Check out globalgoals.com. 

				How are we going to achieve these goals as leaders? 

				Simple: transformational servant leadership.

				If you notice, the 17th goal speaks to partnerships that have to be created. It means everyone has to be involved. 

				What’s Servant Leadership at its Core?

				A servant leader first has to want to serve his or her team. The leader has to want to put those around him or her first. 

				Here’s the key point and thought behind servant leadership–a leader is a servant first. And, only after the leader’s got that frame of mind of putting others 
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				first is the leader able to truly lead and inspire. 

				The servant leader looks to help his team, business and community grow first. The needs of others are primary to his or her role as a leader. As a servant leader, power is shared and not concentrated in the hands of the leader.

				Why is Servant Leadership Better than Traditional Leadership?

				We have traditionally viewed leaders as those at the top of the pyramid. And, that might have worked for another time and era. 

				In my experience, when you empower people to share the leadership role, you’re actually doing a lot more than it seems. First, when there’s a culture of servant leadership, your team becomes truly vested in your success. They know this is not only about you, the leader and the mission. It’s also about them and their success.

				When people are invested in the outcomes, when they care about the work they’re doing because they’re empowered to do so, it creates a much healthier and open working environment. Let’s go back to what I said in the first chapter. Around the world, only 13 people in every hundred are actively engaged in their work. In the United States it’s 29 people for every hundred. As I said, I don’t think that number is something to be very proud of because it says we have a lot of work to do.

				It’s interesting that one of the objectives of the Global Goals is to provide decent work. If you read further into what that means, the aim is to provide suf-ficient finance, good governance and innovation that will lead to decent work for all. 

				In my view, decent work also means a good and healthy environment. Lead-ership by tyranny has to be a thing of the past. Environments where mediocrity, bad management, abuse and lack of transparency exist will become a thing of the past. Why? People are demanding more rights.

				Here’s the thing. Social media and the advances in technology are now un-stoppable. That means a worker in one place, whether it’s another country, busi-ness or industry, will be able to learn and connect with others. Information about everything is out there on the Internet and social media for, literally, the world to see. Armchair activists are taking any discontent to the public via social media and word spreads. 

				If you don’t think we have a long enough attention span, you’re wrong. We may move from story to story, because there’s so much out there, but there are running themes. 

				We’ve seen in recent years debates and discussions across all media for equality. We’ve seen hundreds of stories around climate change, consumption and sustainability. The stories and maybe the points of view are different, but there’s a consistent and big discussion out there about these topics and themes.

				So, in this environment, where people are more connected than ever before 
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				and where they can debate and discuss things in ways that simply did not exist a decade ago, in my mind servant leadership is the answer. It leads to transforma-tional change.

				Putting your team and their needs first and then looking to inspire them to think big, innovate and create is the secret sauce to leadership in today’s world.
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				Chapter 12

				Grip & Rip Servant Leadership

				“Never tell people how to do things. Tell them what to do and they will surprise you with their ingenuity.” – General George Patton

				If you believe, as I do, that we’re living at a time when people want to be part of the solution, then servant leadership is the path to follow. If you accept that lead-ership, responsibility and accountability can be shared, then servant leadership is what you should be doing.

				Let’s apply the Grip & Rip Principles for Leadership to your team.

				1) Change Your Attitude

				What’s the quickest way to create a healthy work environment? What’s the easiest and best way to change a dysfunctional work environment? What’s the simplest way to get ahead and move forward? Answer: Change. Your. Attitude.

				If you change your attitude, I guarantee your team will change their collec-tive attitude.

				For you to be an excellent servant leader, you need to change your frame of mind. You need to look at putting your team before your ego. Put your team first, then you can inspire them and lead.

				As a leader, we’re always looking, or we should be, to model good behavior. People take up on the subtle cues. If your door is always closed, if you never ask your team questions or you never ask them for a solution, what you’re showing them is the old top-down model. You’re telling them, without ever having to utter a word, that you’re the boss and they’re not.

				Now, imagine if you followed the path of servant leadership. By changing your attitude you model for them what is expected. And, it will change their attitude. Besides keeping your door open, take one on one time with individual members of your team. Trust me. It matters.

				Ask them if they have everything they need. What would they say to you? 
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				What would they say if you asked them what they needed to help them be more successful? What would they say if you asked them what they thought about a particular project or aspect of their work? 

				The other way to change your team’s attitude is to support their efforts. This mean you need to invest in their work and their professional development. Pay for seminars, books and training that will help them grow in their positions and in their careers.

				And, if one or two of them don’t get with the program if they have a negative attitude, then a conversation might help. There are always those who will push against the transparency and dynamism that is created in a positive and open environment. Here’s my solution to those people: Take names.

				2) Take Ownership

				As a servant leader who’s operating with the Grip & Rip Principles, you need to let your team take ownership. It’s essential. You can’t micro-manage their work. You have to empower and allow them to be the professionals and experts that they are in your organization. 

				So, how do you motivate your team to take ownership?

				Ask questions. Ask your team members what they think. Allow them to propose and carry out initiatives or better ways of doing things. And, when they succeed, praise their efforts. Believe it or not, complimenting people’s hard work and effort goes a long way. And, when things don’t go so well, talk to them about it in a positive way. Ask them for information on what may have gone wrong. Ask how they can improve or resolve the situation.

				Remember, you’re dealing every day with competent professionals. Give them the respect to treat them as such. 

				Challenge them. One of the best ways I’ve found to motivate teams and get them to take ownership is to foster an environment for friendly competition. Depending on the size of your team, you can have them compete against each other to be better. Or you can compete against other metrics and benchmarks of the week, month or year versus last week, month or year.

				When you consistently give your team ownership–each and every day–the end result is that you’ll see greater success. You’ll see bigger impact. Why? They’re invested–fully–in the solution.

				3) Erase “I Can’t” and the Excuses

				The most damaging words, I think, in the English language are “I can’t.” When my daughter was growing up, I didn’t allow her to use those words. I taught her to take those words and the mindset that accompanied them out of her vocabulary. I helped her understand she CAN do anything. 

				As a servant leader, I don’t want to hear excuses about why our agreed-upon vision can’t be done. Why? I always make sure you have everything you need to get the job done.
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				There are some ways to empower your team to go beyond what they think is possible. One of the best strategies to use is to express your disappointment when deadlines or projects are not met in the way you expect. This doesn’t mean you scream at people and humiliate them at the office. It simply means you don’t just let it pass. You’re transparent about your own feelings on the issue and how it affects the team and organization. 

				I believe most people are inherently good. They want to succeed. They don’t want to disappoint, especially repeatedly. By expressing your disappointment, you’re letting them know you’re expecting them to step up to the plate–assuming they have the support and resources to get the job done. Letting a team member understand how his or her actions or lack thereof actually affects the rest of the team goes a long way to having someone understand that he or she is an import-ant link.

				An important rule I live by is also setting expectations. When we’re working on a project, and we’ve agreed on the course of action, a deadline date is set. This holds people accountable. If things come up along the way, then team members have to let it be known in advance of that date. In doing this we can reprioritize the work, if necessary. 

				Finally, with regard to this particular principle, I work very hard to create an environment of trust and empowerment. I don’t want nor do I have time for drama in my team. We have too many important things to do as a team to be mired in drama. We have healthy boundaries and we work together to support each other. If someone is behind, I want other team members to pitch in. After all, we’re all in this together.

				4) Get Off the Couch 

				I’m sure you’ve seen it in your life: some are doing the work and others are along for the ride. That doesn’t work. If you want to get ahead on my team, you’re going to model consistent and determined behavior.

				In every team, you’re going to have leaders who are going to rise to the top. These are the people you have to rely on to push the others. Remember, in servant leadership, you’re not the primary. You look at others to make sure they have what they need to get the job done. One of the things this means is that as you see other leaders on your team rise up, you’re going to reward them for getting off the couch and leading the way.

				As a leader, you need to reward. I know we’re all busy. I know the work we’re doing in the social sector is important. I get that. But, it doesn’t take too much time to call someone into your office or in a meeting with your team to praise a job well done. I think as leaders we don’t do this enough. I’ve seen how quick many managers are to reprimand, but when there’s effort and accomplishment…crickets.

				Remember, leaders may not necessarily be in management. You may very well have a junior team member who leads with inspiration and a motivating 
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				attitude, which affects those around him or her. You want to keep people like that with you. You want people to want to stay on your team and not go elsewhere unless they need to grow and can no longer do that within your organization.

				So, reward those who are getting off the couch and helping your team and organization in more ways than their job description. Reward the leaders on your team. They deserve it. Here are some ideas for rewarding those who get off the couch and help lead the team:

				Give your top leader a party and have him or her as the guest of honor.

				Create an “employee leader” of the month or quarter award and plaque.

				Give your leader(s) some flexible time off–especially if they put in long hours on a project. They’ve earned it. 

				Have them join you on an important trip or meeting so they get to see and learn another side of the work you do, which they probably never see. This is good because it also helps them understand issues better and it gives them a sense of involvement. 

				Identify personal professional development goals of your leaders and re-ward them with books, classes or seminars.

				5) Commit

				As a leader, especially as a servant leader, you want commitment. You want your team to commit to the nonprofit or social enterprise. Not only that, you want them to commit to whatever goals or projects you’ve set out. So, how do you help them commit?

				One of the first things you have to do is to be clear on the vision. Yes, for them to commit to the big picture, it begins with YOU. You need to go big with the vision and be consistent about communicating it to your team. 

				After you’ve done that, you need to set expectations. People have to under-stand what’s expected of them as a team, and as individuals, to succeed. They also have to know the goals. There are always overarching goals. But to have people succeed, you need to set out smaller attainable goals and milestones. This helps people see progress forward and feel success. 

				All of that said, you need an environment where people enjoy working. Here’s the deal, as I’ve said in the book, to get more productivity you need to have a work force that enjoys their environment. Promote collaboration and fun. Peo-ple are human. You want to foster an environment that is competitive and hard charging and a way to do that is by creating a social work place. There’s a reason why the tech companies in Silicon Valley do this.

				Ultimately, their engagement to the work is going to show in their perfor-mance. There is a linkage between performance and commitment. Here’s the deal, there are those elements that are the “soft” ways to encourage commitment as I just described. But, you’re also going to have to pay them a competitive rate. 

				The social sector is replete with stories of how nonprofits do not pay a living 
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				wage. That’s not acceptable. Commitment to the job also comes with knowing that team members can pay their bills. Most of us have to work for a living. Don’t expect the world from your team, untold hours and weekends, and then not pay them a competitive salary. 

				Yes, commitment is also tied to pay.

				6) Do the Work

				You’ve got to do the work, and so does your team. They have to show up. You want your team to understand they are each part of the team. With one weak link, you’re not as successful as you can and should be. Accepting anything less is not acceptable.

				For your team to do the work, they need to see you doing it as well as a servant leader. They have to see that you’re committed in spades to your job, the mission, the organization and them. That means if they’re pulling 50-hour weeks to get the job done, you’re pulling at least that much. 

				One of the most irritating things I see sometimes in management are people in leadership positions who delegate it all, including their own work. I’ve seen in-stances when team members are staying until 8pm or 9pm at night working on an important project and the boss is heading home at 5pm consistently. Team mem-bers will notice that. So, if you expect them to do the work, you do the work too.

				Create a work culture of exceptional work. You don’t want to simply com-pete in your sector. You actually want to dominate and you want your team to work with you to dominate. 

				Fortune favors the brave. Think about it, the best organizations are look-ing to dominate. They want to be the best. Period. Susan G. Komen, The Salva-tion Army, and United Way are all examples of dominating in the social sector. They’re doing the work to dominate. 

				As more and more for-profit businesses incorporate social responsibility into their business plans, you’ll see this ethos permeate the sector. Be ready. Cre-ate a culture where your team is looking to do the work and dominate the space. This means allowing your team to try new things, experiment, fail positively, learn and do better. 

				7) Accept the Consequences

				Here’s the deal, we’re all grown ups. For your team to be successful, you’re going to want to have them accept the consequences. 

				Sometimes managers or leaders show too much compassion and kindness. Business is still business. As a servant leader, it’s important to always be fair. That’s an absolute necessity. However, just as you have to accept the consequences–al-ways–for the failures, so do your team members. 

				Now, I’m not insinuating in any way that when a team falls short that you berate them. That’s not how you allow your team to accept consequences. There are actually positive ways to help your team to accept consequences. 
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				Speak openly and honestly about setbacks. Foster an environment where your team can express their concerns or understanding of situations. This creates a workspace for acceptance of the good and the bad.

				Tolerate positive failure. We live in a world now where creativity and inno-vation are an absolute requirement. You’re not going to get that sort of thinking if you stifle mistakes. Tolerate failure, so long as it does not come from laziness or not following through. Again, you want to have a space where your team tries and fails better. This sort of environment will enable them to accept consequenc-es of failure. 

				Remember and remind your team that failure is simply a mindset. If your perspective is to give up, yes, you failed miserably. However, if your frame of mind is to accept the consequences of setbacks but then learn and move forward, you failed positively. You’re simply failing better. And that, my friend, is success.
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				Chapter 13

				Grip & Rip Leadership Challenge

				“Great leaders are almost always great simplifiers, who can cut through argument, debate, and doubt to offer a solution everybody can understand.” – General Colin Powell

				If you’re a leader in the social sector, I think you have a special responsibility. As I mentioned, the United Nations recently committed to the Sustainable Develop-ment Goals. By 2030, the world is seeking to accomplish three things:

				End extreme poverty.

				Reduce inequality.

				Protect the planet.

				In support of these goals there are 17 global goals, which I outlined in Chap-ter 11. These goals are very comprehensive and I believe they probably incorpo-rate the missions and goals of the world, if not the vast majority of nonprofits and social enterprises around the globe. 

				For example, my social enterprise, Funds2Orgs, is perfectly positioned to be a leader in goals 1, 2, 3, 8, 15 and 17. As a shoe drive fundraising company, we help nonprofits, schools, churches and others to raise money for their orga-nizations. In addition, we work with micro-entrepreneurs in over 26 developing nations. And, every shoe that is given to one of our shoe drives does not end up in a landfill. Over 600 million shoes are thrown into landfills in the United States each year. This is harmful to the planet and life because of the toxins emitted and the decades shoe parts take to decompose.

				Here’s How to Dominate

				If you’re looking to be a leader, if you’re looking to think big, if you’re looking to dominate your industry, here’s your chance. We all want to leave a better home 
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				for future generations than what we found. For the first time in human history, we actually have the knowledge, awareness, technology and means to make this happen in a real way.

				I don’t know about you, but I’m looking to do great things. I want to do big things. I want to leave things better for my grandson and granddaughter than how I found them. I want to see a world where children do not die for lack of food when so many of us simply throw food away. I want to live in a world where cities and whole countries will not go under water and people will be forced to leave their land simply because we didn’t have the courage to deal with climate change. Who cares at this point how it all started? We have the means and have to have the will to arrest the continued greenhouse effects and carbon emissions taking place.

				If you want to think big and be a leader, then align your organization around the Global Goals. I’m sure there’s something that you and your team could be do-ing to align your goals with that of the rest of the world.

				Want to dominate the space? Think big. There’s nothing bigger than aligning your organization with the rest of the world and its priorities.

				How to Be a Leader in the Global Goals Effort 

				To be an effective leader on the Global Goals, you have to be part of the program. Do your research at the United Nations site, but also check out GlobalGoals.com and join the movement. 

				Become informed and get your team educated around the Global Goals.

				Think about your work and your thought leadership in your space. How can you incorporate the Global Goals into the work you’re doing? Listen, this doesn’t mean you have to suddenly look to work in developing na-tions. Unfortunately, we know we have a lot of the issues related to the Global Goals in our own communities here in the United States. 

				Set out a specific action plan to align your work with the Global Goals, whether it’s internationally or right in your own community.

				Get social. Let people know what you’re doing across all of your mar-keting efforts. Post, tweet, send emails and even lobby your local gov-ernment. This is a global effort and everyone’s got to get involved. Use #GlobalGoals on social media to lend your voice to the discussion.

				Be consistent. This is a long-term effort. Yes, the Global Goals became official in September 2015, but this isn’t about today. It’s about tomorrow. 
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				It’s about achieving these goals by 2030. That means we’re going to have to keep at it for a long time to come. 

				#GripandRip Global Goals Leadership Challenge

				Let’s see you on social media. Let’s see your support for the world beyond your own space. That’s how you become a transformational servant leader. And, I want to support your efforts. Let’s talk about it. 

				Let my team and I know what you’re doing for the #GlobalGoals by using #GripandRip. And, here’s what I promise we’ll look to do as much as we can on Facebook and Twitter: If you tell us stories, provide pictures and video about your work toward the #GlobalGoals at #GripandRip, I will make sure to retweet it on my personal account with over 200,000 followers. We’ll also post the best and most uplifting stories and pictures across our Facebook accounts.

				That’s right, I’ll work to help you amplify your message if you let me know what you’re doing to help the world achieve the Global Goals by 2015. 

				I’m not finished.

				I’m so committed to helping nonprofit leaders, churches, schools, civic groups and others to collectively work for the world to meet the Global Goals, that I’m willing to put my money where my mouth is. That’s how committed I am to seeing a better place for all of our children.

				If you use #GripandRip and tell us on Facebook or Twitter what you’re do-ing toward those goals and you end up seeking our services, I’ll give you the following:

				$500 discount on marketing services from Elsey Enterprises.

				$100 sign-up bonus for Funds2Orgs at the completion of your first shoe drive fundraiser. Remember, we help organizations to raise money. But, we also work to give families in developing nations a path out of poverty. And, we work to help our planet and life on it by preventing shoes from ending up in landfills by repurposing them. That is, giving them another life.

				Here’s the deal. We can all make a difference. Whatever your organization or business, we can all be leaders to make a better place for those living here today and those who will come generations from now. We have an obligation to do this and I want to work with leaders in the social sector who believe the same thing.

				The Urgency of Grip & Rip

				I’ve written a lot in this book and as I draw it to a close, I want to make some final comments about leadership.

				When I started thinking about this book, I made a diagram. In the diagram, I placed all the important elements of a leader. I’ve said it often in my writing and 
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				I’ll say it again now. Leaders have to go big with vision. They have to be all in and commit to it. Those are fundamental ingredients for leadership. The big question on my diagram was, “Where and why are we going there?”

				I then noted that the team was important and so was syncing up with them. “How is the team going to execute?” is the next question I asked in my diagram. This was followed by, “How will it be measured?”

				And, as I have expressed in this book, culture and behavior support the preceding elements.

				There’s a final point that I want to make and that’s urgency. As humans, we tend to think there’s always tomorrow. We all do it. It’s very hard to think about us not rising the next day to see the sun and do the work. That’s actually a good thing.

				But, leaders have to understand there’s, in fact, urgency to life. There’s ur-gency to the work we do. I say it all the time, “Grip & Rip.” That’s because I don’t believe in waiting. I believe my life and work have to be lived at full throttle. If we’re going too fast for you–get in another car. 

				In the day-to-day work, I know that the organizations and businesses that seek us need solutions. I know they need help. It’s my job and that of my team to deliver the absolute best. But, there’s more in my life.

				As you may know, I started out selling shoes in my career at the age of 15. I love shoes and they have been part of my professional life since I was a teenager. I worked and sold shoes and then went on to become President and CEO of two international footwear companies. I founded a shoe drive nonprofit after I was affected by the 2004 Indian Ocean earthquake and tsunami.

				And today my “baby”, if you will, is Funds2Orgs. I have other businesses, but Funds2Orgs is my soul. Why? Because we not only find a way to help orga-nizations and people to raise money quickly and in an innovative way, but we do great work with micro-entrepreneurs. And, also because we help keep shoes from being discarded into landfills, as I expressed earlier. 

				This all means a lot to me. Every day I wake up and I have a diversity of things I do: from delivering keynote addresses and speeches as a motivational speaker, to figuring out how to help clients effectively market their organization. 

				But, I also know that every day Funds2Orgs is helping impoverished fam-ilies all around the world. I know that our shoe drives are helping thousands of sponsoring organizations achieve their goals, which in turn helps them with their mission. Churches and schools have partnered with us for better programs for their soup kitchens or educational programs. I also know that our work is good for the environment and life on the planet.

				My whole team knows our work is important–even if they are not necessar-ily working in the Funds2Orgs brand.

				That’s what drives me every day. I wake up every day and I’m doing my part to help make the world a better place with my team. And, every night, I go to sleep and I know I had a place in making things better.
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				If you’re operating in the social sector, this should be what drives you as a leader. And because tomorrow there’s still work to be done to save a life, a tree, the ocean, educate a child or give someone something to eat, there’s urgency.

				Remember that. With leadership comes urgency to get things done. Why? Our time in this world is so finite and no one guarantees you tomorrow. 

				So, be a great leader today.

				And remember, LEAD where you are!
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