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This is a practical guide for Board 
Chairs and Board Members to 

help you develop your leadership 
effectiveness at a Governance level. 

It provides you with resources to 
reflect on your role, contribution and 
relationship with the Chief Executive 

(or General Manager).

Spring of leadership resources

The Leadership Framework for Sport and Recreation

in Aotearoa New Zealand

-

“Developed by the sector for the sector”
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YOUR WORKBOOK 6

This Guide has been designed for you as a leader, 

operating at a governance level. You have a key role in 

shaping the strategic direction of the organisation you 

govern as a board member or chair so it is expected that 

you will develop your leadership skills.

This workbook is designed to be self-directed and self-

paced. You may choose to work through this workbook 

over the course of 12 months in multiple, short sittings 

or over the course of 3 months in some longer sittings. 

The choice is yours.

At the end of the workbook you will be expected 

to commit to some key actions in developing your 

leadership skills, and to share your development goals 

with the board/board chair.

*While everybody working and volunteering in sport and recreation has

leadership responsibility, the context of the role will determine the nature

and extent of those leadership responsibilities. This guide is designed for

a governing organisation context.
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Structure of
this guide

Ideas and Inspiration 
-
To get you thinking

Reflection Questions 

-
To help gain clarity, 
purpose & meaning

Practical Ideas and 
Suggestions
-
To help you take the 
right actions

Each chapter has 3 activities:



Why

Self 
Development?

Self Development is all about positive change and 
this guide is a practical resource to help you build 
on your leadership effectiveness by:

The place to start for both of these steps is self-
reflection. Reflection is a critical step in effective 
leadership but is often overlooked in the ‘busyness’ 
of our lives.

Becoming aware of areas where you 
may need to change what you do 
and/or how you do it.

Applying simple changes so you 
can be more effective.
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Why

Reflection?

Gaining wisdom from an experience requires 
reflection. Reflection requires you to take the time 
to deeply understand events, your reactions to 
them and what learning you can take from such 
events. This guide will prompt you to consider how 
your current behaviours and actions align with the 
Leadership Framework for Sport and Recreation in 
Aotearoa New Zealand (developed by the sector, 
for the sector) and then provide suggestions on 
how to develop and build on them.

It is anticipated that you will share your reflections 
with your board/board chair or Executive Coach if 
you have one. This workbook helps you reflect upon 
yourself. Accompanying this self-development 
guide is a guide for developing others Governing 
Organisations which is to be used with your direct 
reports. It is designed to help them to deepen 
their reflection through the use of questions and 
discussion.
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THE LEADERSHIP MAP FOR 

GOVERNING ORGANISATIONS

-

The leadership map for Sport 

and Recreation in Aotearoa New 

Zealand focuses on practical aspects 

of leadership, for both paid and 

voluntary roles. It aims to guide, grow 

and inspire leaders for ever-improving 

community outcomes.

The leadership map identifies the 

different contexts (levels) leaders 

work in and outlines the unique tasks, 

foci and responsibilities for that 

particular context.

For more information on the leadership framework 

go to: https://sportnz.org.nz/managing-sport/

search-for-a-resource/news/leadership-

development-system-for-sport-and-recreation



Leadership map for Governing Organisations
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To serve communities effectively, we need to develop, nurture and 
sustain relationships with the right people.

Communities are complex. As our leadership context broadens, our 
decisions and actions have wider and longer-term impact in the 
communities we serve.  
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Leadership is about teamwork – working with and through others to 
deliver on our purpose.     

Being efficient and effective as a Board requires members to:
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The foundation of an effective relationship is being worthwhile to 
collaborate with. This means:

While complexity is best navigated through teamwork, board members 
need to be individually well-equipped to: 

Culture

Engaging widely to ensure you represent communities’ perspectives back 

into your organisation.

Championing your organisation’s purpose widely.

Creating and facilitating connections for your organisation’s leaders – 

particularly your CEO.

Knowing the key relationships and influences you can bring to the 
organisation at the strategic and political level.

Remaining connected to industry/sector best practice – nationally and 

internationally, sharing this generously and in the spirit of reciprocity across 

the sector and your communities.

Looking for opportunities to align organisations to create synergies.

Influencing funders and funding models to ensure sustainability.

Working together and with your CEO to review and grow the skills and 

insights needed at strategic and political levels.

Bringing a ‘global’ perspective and ‘outside in’ thinking to the organisation’s 

strategic review and planning.

Using best practice’ governance models to guide in their roles and to help 

measure and monitor Board effectiveness.

Knowing the organisation, yet distancing yourself from those hindering 

progress.

Respecting and learning from the mistakes of the past.

Following ‘future thinkers’ and sources of information that help define the 
short and long term direction and focus for the organisation.

Being clear about expectations, delegations and decision-making authority.

Being curious and open to other Board members’ perspectives.

Supporting the CEO to build a high-performing leadership team 

Being active and open in your own, your peers’ and the CEO’s succession planning

Understanding the balance of experience in the Board · Being prepared to 

challenge and be challenged.

Learning to be an effective sounding board; reflect and question, guide and 
counsel.

Being present and purposeful in your role – continually examining the unique 
value you bring in a governance role and how that complements the collective 

skill-sets of the board.

Investing in your own development · Being transparent and honest.
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As a leader responsible for organisational 
governance, the role of championing the 
organisation widely across the community 
resides with you. The organisations’ purpose 
must reflect the perspectives and meet the 
needs of the communities it serves and you 
must be able to whole-heartedly support the 
CEO to use this purpose to inspire everyone 
in the organisation. In a Governance role, this 
means being willing to challenge the status 
quo to ensure the organisation stays true 
to its purpose and continues to deliver it’s 
objectives.
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Watch this short video by Nic Turner called
Organisation’s Purpose

Read this Blog post Challenging the Status 
Quo from Lolly Daskall, a world renowned 
executive level coach on leadership. 

Ideas and Inspiration ...  
to get you thinking

2 minutes

https://www.lollydaskal.com/leadership/leaders-
hip-challenging-the-status-quo/

https://www.bing.com/videos/search?q=organi-
sational+purpose&&view=detail&mid=B5D13C-
D9C045A2AC204DB5D13CD9C045A2AC204D&FOR-
M=VRDGAR



YOUR WORKBOOK 16

What needs to be improved?

What is the greatest risk to your organisation?

What in your organisation needs to be challenged?

Reflection questions ...  
to help gain clarity, purpose & meaning
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What should the governing and executive teams expect of me in this 

governance role?

Does our purpose adequately reflect our contributing community?

- For your volunteers?

What can I learn that will enhance my unique contribution to the board?

How well do we support the CEO to keep the purpose front of mind, inspiring 

everyone in the organisation every day?
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Complete the following...

What are the defining values & 
characteristics of the community 

your organisation serves?

How does the Purpose of your 
organisation reflect these values & 

characteristics?
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Where are the gaps or areas for 
improvement?

How can you engage further 
with the community to close 

these gaps and make the needed 
improvements?
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Collectively with the 
board, brain storm:

Develop your 
understanding:

Discuss with your CEO:

1 
o Who are the 

‘right’ people in 

the community to 

build and maintain 

relationships with?

o Ways to engage with 

those people to share 

the Purpose of the organisation 

as widely as possible.

o Ways to encourage and support 

your CEO to connect regularly 

with the community to build 

and maintain support for the 

organisation.

o Ways to check how well you are 

doing (what are the measures of 

success?). 3
…Of the board you are 

working with.

o What are the unique 

skills and experiences 

each person 

contributes?

o What connections 

does each person have outside of the 

organisation that are relevant for your 

organisational purpose?

o How can those external connections 

be leveraged to engage with the right 

people (identified in first activity)?

2 
o What the 

expectations are of 

them in terms of 

this (clear and direct 

with measurable 

outcomes for 

success). 

o What opportunities for greater 

alignment with the community 

they can identify from talking with 

their direct reports.

o How they wish to be supported 

by the board to promote more 

community involvement.

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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Organisational culture is often hard to define but 
is seen as a system of shared assumptions, values 
and beliefs, which govern how people behave in 
organisations. Simply put, it’s ‘how we do things 
around here’. These shared values have a strong 
influence on how people in your organisations 
behave, treat one another and perform in their 
respective roles. As part of the Governance body of 
the organisation, you have a significant influence on 
the culture by what you do and don’t prioritise, the 
way you work with others on the board, including 
the language you use and how you treat each other. 
Moreover, what you reward and notice sends clear 
messages to the CEO and Executive leaders which 
filters throughout the organisation.
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To get you thinking take a look at this TED talk by Joseph 
Trimble Culture and Leadership

Read the article Looking at Culture Through Governance 
Lenses by Jo Iwasaki. Jo Iwasaki is head of corporate 
governance within the Professional Insights team of ACCA. 
She has published on a wide range of corporate governance 
topics, including governance principles, board responsibilities, 
and diversity.

Upon reflection, what are your thoughts and impressions 
about the messages in the video and article and the culture 
within the organisation you help govern?

Read the overview of Patrick Lencioni’s book: The Five 
Dysfunctions of a Team if you are not already familiar with it.

18 minutes

https://ethicalboardroom.com/looking-at-culture-throu-
gh-governance-lenses/

https://www.talentsquare.com/blog/book-summary-the-five-
dysfunctions-of-a-team/

Ideas and Inspiration ...  
to get you thinking

https://www.bing.com/videos/search?q=governance+and+-
culture&&view=detail&mid=399BC33F54B35C769FAD399BC-
33F54B35C769FAD&FORM=VRDGAR
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What are the values that 
guide your Board decisions?

How would you know? If an investor or 
other stakeholder were to sit in on your 

Board meetings how would they see 
these values being demonstrated?

Reflection questions ...  
to help gain clarity, purpose & meaning
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What are the values that guide your 
Board decisions?

How would you know? If an investor or 
other stakeholder were to sit in on your 

Board meetings how would they see 
these values being demonstrated?
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Complete the table below which is based on Patrick Lencioni’s book: 

The Five Dysfunctions of a Team.
When thinking of the Governance team, rate the following on a 1-5 scale and 

then consider what steps are needed to improve the rating for each.

We have strong levels of trust with each other. We can discuss our 

strengths, weaknesses and be vulnerable with each other.

What actions could I take to address and improve this?

1 2 3 4 5

1 : Never

2 : Not Often 

3 : Occasionally 

4 : Often/mostly 

5 : Always
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We encourage ourselves to have healthy debate, discussing even the most 

uncomfortable issues with each other.

We gain true agreement and consensus for decisions and actions required.

What actions could I take to address and improve this?

What actions could I take to address and improve this?

1

1

2

2

3

3

4

4

5

5
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We hold each other accountable for performance, not relying just on the 

leader (chair) to do this.

What actions could I take to address and improve this?

1 2 3 4 5
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We focus on and share measurable results

What actions could I take to address and improve this?

1 2 3 4 5
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Share your
insights

Broaden your reflection

Lead by Example1 
o Talk with a couple 

of trusted colleagues 

about your reflections 
on the values being 

demonstrated by the 

board. Do they agree 

with you? How would 

they answer the same questions? 

Is this an agenda item at the next 

meeting?

2 
o Do you have external contacts 

who are part of or who govern 

organisations with a great 

culture? How does the board 

positively influence the culture 
there? What ideas could you 

emulate that have been proven 

successful in other places?

3 
o You identified 
things you could do 

to improve the rating 

you gave the board 

against the five qualities 
of a highly effective 

team (the opposite 

to the dysfunctions). Start doing the 

things you identified. Share with your 
colleagues what you are doing and 

why. Ask them for their thoughts 

and commitment to making these 

changes with you.

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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The purpose of Governance is to ensure the expected 
outcomes are delivered to the stakeholders. Setting 
strategy, identifying goals and communicating 
expectations to the CEO and senior leaders are all 
‘delivering’ on that purpose. To deliver effectively, the 
Board must focus on being connected to their national 
and international networks, the communities they serve, 
each other and the organisation they govern. Sometimes 
that will mean reviewing the strategy which may result in 
redefined outcomes. ‘Delivery’ in practical terms includes 
finding new sources of sustainable funding and using ‘best 
practice’ governance models to define role responsibilities 
and measure and monitor Board effectiveness.
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Watch the YouTube clip by Patrick Lencioni: The Four 
Disciplines of Healthy Organisations

Watch: Six Critical Questions of Healthy Organisations
 – also by Patrick Lencioni.

This YouTube clip links many of the other sections 
of the Learning Map and shows some of the ways 
to lead others through complexity (e.g. Purpose 
and Values)

Ideas  and inspiration ...  
to get you thinking

4 minutes

4 minutes

https://www.youtube.com/watch?v=31fOTwc7MUA

https://www.youtube.com/watch?v=TXDKo6zT6U8
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Reflection questions ...  
to help gain clarity, purpose & meaning

Answer those same 6 questions in relation to the organisation you help 

govern:

B. How do we behave?

A. Why do we exist?

C. What do we do?

D. How will we succeed?

In the Youtube clip, Patrick Lencioni outlines 

the 6 critical questions to building healthy 

organisations and creating true clarity.
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Reflect on:

E. What is most important - right now?

F. Who must do what?

How aligned would your answers be to those provided by the CEO and the 

Senior leadership of the organisation?

How aligned would your answers be to those provided by the other Board 

members?

How confident would you be in communicating your answers to the 
stakeholders, partners and other key community contacts served by the 

organisation? Would they understand and confer with your views?
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Six critical questions

Four key disciplines

Connect with 
influencers

1 
o Working the six 

critical questions – 

plan a board meeting 

agenda that focuses 

on collectively 

answering the six 

critical questions. 

Once you have agreed answers, 

communicate via the CEO 

internally and with your 

stakeholders, partners and 

community leaders externally 

so everyone has clarity and 

alignment about the strategic 

direction.

2 
o Implementing the 

four key disciplines 

– Decide how 

you can lead the 

implementation of the 

four key disciplines 

within the organisation. 

Who should you talk to and work 

with? What are the next steps to 

take? How will you measure progress? 

Create a plan and execute it.

3 
o Utilise your network 

– Thinking about the 

key deliverables of the 

Board and yourself in 

your governance role; 

who do you know that 

can help? How can you 

make the most of the connections 

you have? Who would benefit from 
being introduced to your connections, 

so outcomes can be delivered in the 

most optimal way?

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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Serving communities effectively, demonstrating great 
leadership and building authentic relationships all require 
the ability to collaborate. To serve communities effectively 

you must know the key relationships and influences you can 
bring to the organisation at the strategic and/or political level, 

engage widely with key community leaders and facilitate 
connections between them and the CEO. Collaborating 
with your team means being curious and open to other 

Board members’ perspectives, understanding the balance 
of experience and being prepared to challenge as well as 

be challenged yourself. This means being transparent and 
honest with others, investing in your own development, being 

open to sharing that journey, being an effective sounding-
board and reflecting and questioning so you can guide and 

counsel appropriately.

Being authentic is critical.
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Watch Mike Robbins by TEDx The Power 
of Authenticity

Read the Forbes article by Jacob Morgan: The 12
Habits of Highly Collaborative Organisations

Ideas and Inspiration ...  
to get you thinking

https://www.bing.com/videos/search?q=TED+Talks+Au-

thenticity&&view=detail&mid=72ABB6947DF236AE7D-

B972ABB6947DF236AE7DB9&FORM=VRDGAR

https://www.forbes.com/sites/jacobmor-

gan/2013/07/30/the-12-habits-of-highly-collaborati-

ve-organizations/2/#645fe643e398

20 minutes
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1. Thinking about the story Mike Robbins told about the bankers meeting, 

consider a similar scenario with the Board. Now, complete the sentence: “If 

you really knew me, you would know that …

2. When making decisions, how does your board consider the benefit to 
individuals as being just as important to the overall organisational benefit?

Reflection questions ...  
to help gain clarity, purpose & meaning

Please take time to really consider these questions 

and be authentic by answering them as your ‘real’ 

self; even if it’s a little confronting to do so.
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3. What do the leaders, coaches and players in the organisation see you doing 

that they would consider collaborative?
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Name
Unique

skills
Experience Qualities

External 
relationships

Complete the following

List the names of everyone on the Board. Next to each name, list the unique 

skills, experiences, qualities and external relationships that the person ‘brings to 

the table’. Don’t agonise over it, just quickly list whatever comes to mind when 

you think of that person.
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Considering the previous question, how quickly and easily were you able to 

populate the table? If you found the activity difficult or slow-going, was it 
the same information for each person that you didn’t know? Or was it that 

you knew some people very well but not others? Consider getting to know 

your colleagues better so you are in a position to collaborate with them more 

effectively in the future.
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Considering your role on the Board, who do you currently collaborate with? 

Who else could you work collaboratively with to benefit the organisation? 
(Think externally as well as internally). Complete the table below:

Those I 
currently 
work with.

What matters to 
them? (Motivation, 
interests, needs)

How strong is my 
relationship with 
them?

How authentic is 
our relationship? 
(trust? Are we our 
‘real’ selves?)

How could 
we develop a 
more authentic 
relationship?

Who can help 
us build on our 
relationship?
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Considering your role on the Board, who do you currently collaborate with? 

Who else could you work collaboratively with to benefit the organisation? 
(Think externally as well as internally). Complete the table below:

Those I have 
identified to 
collaborate with 
in future

What matters to 
them? (Motivation, 
interests, needs)

How strong is my 
relationship with 
them?

How authentic is 
our relationship? 
(trust? Are we our 
‘real’ selves?)

How could 
we develop a 
more authentic 
relationship?

Who can help 
us build on our 
relationship?
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Increase the authenticity 
of your relationships

 

Focus on
Collaboration1  

o Start with your 

colleagues on the 

Board (including the 

CEO). Make a genuine 

effort to learn who 

they really are; their 

motivations, unique 

skills and experiences, personal 

qualities and the connections 

they have outside the 

organisation. Find opportunities 

to converse in a relaxed 

environment so it doesn’t feel like 

an interrogation, but rather, the 

building of a friendship. Equally, 

be prepared and willing to share 

the same information about 

yourself.

2 
o Look back at 

the activity on 

the previous page 

and identify 3 

actions to take 

immediately 

towards improving 

collaboration. For example, if you 

have identified ways to develop 
a more authentic relationship 

with someone, start doing those 

things. If there is someone who 

can help, talk with them. Every 

small step means you are role 

modelling the collaborative 

behaviour so it not only increases 

your skill in this area but it 

promotes collaboration from 

others too.

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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Communities, organisations and individuals are all 
complex in their own way. In your governing role you must 
remain connected to industry/sector ‘best practice’ without 
losing sight of the ‘best fit’ for the organisation. You must 
bring a global perspective to the strategic plan without 
undermining the unique cultural elements that make the 
organisation special.

You must make a point of really getting to know the 
organisation well but being willing to distance yourself 
from those hindering progress. You must be focused 
on future thinking whilst being sure to reflect and 
learn from mistakes of the past. You must know how to 
influence current funders and funding models to ensure 
sustainability into the future.
Organisational leaders must embrace ‘Systems thinking’ 
to avoid reacting to current issues and instead, anticipate 
potential issues and the potential ramifications of any 
action taken to address them. This helicopter view is an 
important tool in successfully navigating complexity.
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Read the following article by Chander Mohan 
Effective Governance and Systems Thinking 
– Beyond Independent Directors Roles and 
Responsibilities

Watch The TedTalk by Peter Senge: Navigating
Webs of Interdependence

Reflect on the key messages in the reading 
and the video clip as they relate to navigating 
complexity in an organisation. What resonates 
for you?

http://www.iodonline.com/Articles/Chander%20

Mohan%20ARTICLE.pdf

Ideas and Inspiration ...  
to get you thinking

https://www.bing.com/videos/search?q=na-
vigate+complexity+TED&&view=detail&mi-
d=3B7095898632538DB9413B7095898632538D-
B941&FORM=VRDGAR
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How is data presented to you in Board meetings to enable decisions to be 

made?

After considering the benefits of Systems thinking, are there things that could 
be done more, better or differently when approaching organisational issues 

and decisions? What would you like to see happen?

Reflection questions ...  
to help gain clarity, purpose & meaning
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How is collective intelligence demonstrated in your organisation? What 

examples can you think of?
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Problem-Solving Tool

The 5 Whys

Ishikawa Diagram

Appreciative Enquiry

Cynefin Framework

Your Awareness (High/
Medium/Low)

Where to find more 
info

Complete the following

Reflect on your level of awareness around the following 
problem solving and decision making tools:

https://www.mindtools.com/

pages/article/newTMC_5W.htm

https://www.mindtools.com/

pages/article/newTMC_03.htm

https://www.youtube.com/

watch?v=QzW22wwh1J4

https://en.wikipedia.org/wiki/

Cynefin_framework

https://hbr.org/2007/11/a-

leaders-framework-for-

decision-making
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Decision Making Tool Your Awareness 
(H/M/L) Where to find more info

Six Thinking Hats

Paired Comparison 

Analysis

Weighted Grid 

Analysis

Recognition
Primed Decision 

Making

https://www.mindtools.com/

pages/article/newTED_07.htm

https://www.mindtools.com/

pages/article/newTED_02.htm

https://www.mindtools.com/

pages/article/newTED_03.htm

https://www.mindtools.com/

blog/corporate/wp-content/

uploads/sites/2/2015/03/

Recognition-Primed-Decision-

Process1.pdf
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Bringing systems 
thinking to life

Commitment

Thinking and
collective1 

o Think about 

ways in which 

you can influence 
a shift towards 

systems thinking 

as an approach to 

complex issues in the 

organisation. Consider who to 

discuss your ideas with. What 

‘quick wins’ are there? How can 

you use collective intelligence 

to get the best outcomes for the 

organisation?

2 
o Of all the tools 

listed on the previous 

page, choose 4-5 that 

resonate the most with 

you and then make a 

commitment to using 

them every time they 

are relevant. As you continue to use 

them frequently, they will become 

very natural ‘go-to’ resources for 

you and others will be encouraged 

use them too, embedding systems 

thinking into your way of working.

3 
o Talk with those 

in your network 

who are outside 

the organisation 

about ways they use 

systems thinking and 

collective intelligence 

to analyse situations, present 

information, manage problems and 

make decisions. What opportunities 

are there to align with those 

organisations and create synergies?

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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We recommend you now choose one thing to 
work on (two at most) and to practice that new 
way of behaving until it becomes automatic. 
Trying to develop too many things at once often 
means that the development becomes too hard, 
and nothing changes. That’s why it’s important 
to choose something that will really make a 
difference.
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If you could only choose one thing to work on over 
the next 3 months, what would make the biggest 
impact on your ability to lead? 

What support do you need?

How will you be different:

Today

Next week

In a month

Your
Change



If you are able to do so, 

it would be great if you 

can set up a conversation 

with your Board Chair (or 

coach) to discuss your 

insights from this self-

development process.
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YOUR WORKBOOK 70

Sharing your 

developmental 

journey
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We know that if you share your intentions to 
develop new behaviours with a trusted colleague 
or coach, you increase your likelihood of success 
considerably. It allows them to observe you 
‘giving new behaviours a go’ because they know 
what you are trying to achieve and they can 
provide helpful guidance and feedback on how 
well/often you are succeeding.

The other benefit is that it makes your personal 
development ‘OK’ which, in turn, provides 
messages to others that it’s ok too. Over time, 
sharing personal development efforts and 
successes will positively influence everyone in 
the organisation to be open about what they 
would like to improve and making the necessary 
changes to do so.

If you are able to, decide who you will share 
your personal development with. Talk with this 
person about the things you have decided to 
focus on, what you intend to do more, better or 
differently and any insights you gain from this 
self-development process.

On the next page are some tips and tools that may help 
when focusing on developing new ways of behaving.
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Enlist support from 
others

Embrace the feeling of 
discomfort

1
It’s easy to make 

excuses when we have 

no one holding us 

accountable. When we 

have others counting 

on us, we’re less likely 

to let them down, so 

getting support from others can 

be helpful. Find someone who 

you respect and who can keep 

you motivated.

2 
Change often 

brings with it some 

discomfort; we’re 

doing something 

new and we’re 

not ‘expert’ at it. 

Understand what 

it is that you’re uncomfortable 

with and be curious about 

anything that’s creating self-

doubt. Discomfort is normal 

during change, it is going to 

happen, it is part of being 

human. Understanding our 

natural desire to avoid discomfort 

will help us to make change 

Your fear triggers the ‘fight or 
flight response’ and can stop 
the momentum for change. 

Recognise discomfort for what 

it is – a good sign that you are 

changing.

Tips 
and
Tools
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Remember the benefit 
of ”baby steps”

Anticipate failure and create 
a plan for handling it

Develop a structure to 
support you

3
The accumulation of small things is 

what gets us to where we want to be. 

Be proud of and congratulate yourself 

for any positive action toward your self-

development goals. Set small goals that 

keep you motivated and engaged.

4 
Learn to see failure 

as an important 

part of the self- 

development 

process. We 

are going to go 

through trials and 

challenges as we work to change 

and develop. We won’t succeed 

100% of the time so don’t let this 

deter you. Prepare for obstacles 

and don’t let them be an excuse 

to give up.

5 
What support 

do you need to 

help support your 

development 

– who else can 

help you? What 

additional 

resources do you need? As 

you plan for and work toward 

change, keep a journal or email 

yourself short notes for the 

times you might go off track or 

be distracted. At these times, 

you can read that journal or go 

back to the emails, to help you 

reconnect with your goals.
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Finally check if you’re focusing on the 

right thing…

If you achieve your change / integrate 

this new behaviour and make it a 

habit, how enthused does that make 

you? If it’s less than “quite enthused”, 

choose a different area. How 

confident are you that you will be able 

to achieve these actions? If it’s less 

than a 7 out of 10, break it down into 

more achievable steps.



75

Notes:







Notes:






