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This is a practical guide for 
Leaders of Organisations to 

help you develop your leadership 
effectiveness. It provides resources 

to reflect on your role and 
should inform your development 

conversations with your Board Chair 
and other Board Members.

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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This guide has been designed for you as a leader, 

operating at a ‘Leading Organisations’ context. You 

have a key role in shaping the organisation you lead, 

so we expect you to place importance on developing 

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 – it is completely up to you.

At the end of the workbook you will be expected 

to commit to some key actions in developing your 

leadership skills, and to share these development goals 

with your Board Chair.

Leading

Self

Leading

Teams

Leading

Leaders

Governing

Organisations

Leading

Organisations

*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 leading organisation context. 

Overview
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Structure of

this guide

Reflection Questions
-
To help gain clarity, 
purpose & meaning

Ideas and Inspiration 
-
To get you thinking

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

Each chapter has 3 activities:

Please Note: There are links to YouTube videos and magazine articles 
in this workbook, sometimes these links can change if the host moves 

the location in the website. If a link does not work, please use the 
description to search online.



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 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.

Applying simple changes to be 
more effective.



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 Chair (or development committee), 
or Executive Coach if you have one. Accompanying 
this workbook is a guide called Developing Others 
Leading Organisations. It is designed to help the 
board chair (or development committee) deepen 
their reflection through the use of questions and 
discussion.
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THE LEADERSHIP MAP FOR LEADING 

AN ORGANISATION

-

The Leadership Framework for 

Sport and Recreation in Aotearoa 

NZ, focuses on practical aspects 

of leadership, for both paid and 

voluntary roles and aims to guide, 

grow and inspire leaders for ever-

improving community outcomes. 

The Leadership Map identifies the 

different contexts (or levels) leaders 

work in and outlines the unique tasks, 

focus 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
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Leadership map for Leading Organisations
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Culture

Understanding which communities you should engage and build 
relationships with, the needs and drivers of key partners and influencers, 
and how to align your goals.

Engaging and influencing at the ‘highest levels’ to ensure the best 
outcomes for your communities now and in the future.

Being visible and sought out by the right people for the right reasons to be 
a part of the right group, sitting at the right ‘tables’.

Facilitating the right connections for your organisation.

Identifying and using appropriate sources of information to guide your 
organisation well.

Understanding and navigating regional, national and international 
perspectives, keeping in mind the impact you have at each level.

Shaping funding and sustainability conversations at the highest levels.

Creating role clarity within your senior leadership team – for both functional 
and organisation-wide leadership roles.

Engaging influential stakeholders in your strategic reviews, planning and 
goal-setting.

Developing the talent and leadership needed in the organisation to deliver 
now and in the future.

Creating and sustaining a culture that embraces diversity and inclusion.

Developing the strategic direction and goals for the organisation.

Ensuring continuous improvement by regularly reviewing and refining 
organisational strategy, structure, systems, skills and staffing.

Keeping ‘whole-of-organisation’ thinking at the fore – balancing the long, 
medium and short term.

Actively improving your organisation’s cultural literacy to enable bicultural 
and cross-cultural operation.

Seek open and honest feedback from inside and outside the organisation – 
use formal and informal channels.

Be a fearless role model for your organisation’s values and culture – even in 
the face of political pressure.

Be trustworthy and credible.

Invest in your own development.

Remaining well informed and up-to-date with your organisation’s context.

Understanding the impact and expectations of your position.

Asking about and listen to the stories of frontline staff and making sense of 

their reality.

‘Fronting’ difficult and complex issues.

Knowing your unconscious biases and their impact.

Looking for new and different sources of information to counter organisational 

biases and blind spots.

Actively improving your cultural literacy to enable bicultural and cross-cultural 

operation.

To serve communities effectively, you need to develop, nurture and 

sustain relationships with the right people. Collaborating with 

communities means: 

Communities are complex. As your leadership context broadens, 

your decisions and actions have wider and longer-term community 

impacts.

Leadership is about teamwork – working with and through others 

to deliver on your purpose. As a senior executive, it means:

As a leader of an efficient and effective organisation it means:

Being rewarding to deal with is the foundation for effective 

collaboration.

While complexity is best navigated through teamwork, as an 

organisational leader this means:

*Larger version of Leadership map in separate file
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As an Organisational Leader, the 
setting and communicating of your 
organisation’s purpose and strategy 
ultimately resides with you. It needs to 
be compelling enough to inspire your 
whole organisation as well as explain 
how you are unique in meeting the 
needs of the communities you serve.
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Take a look at Simon Sinek’s Ted Talk How Leaders 
Inspire Action

Read the article Your Company’s Purpose is Not it’s Vision, 
Mission or Values written by Graham Kenn

Ideas and Inspiration ...  
to get you thinking

18 minutes

https://www.youtube.com/watch?v=qp0HIF3SfI4

https://hbr.org/2014/09/your-companys-purpose-

is-not-its-vision-mission-or-values
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How does your organisation’s purpose highlight your unique value?

What’s your organisation’s inspiring and compelling purpose?

Reflection questions ...  
to help gain clarity, purpose & meaning
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What are ways you can keep the purpose alive in your organisation every day?

Reflecting on the various layers within your organisation, what’s the
inspiration (why should they get out of bed and care about your

organisation’s purpose?)

A. For your direct reports?

B. For your team leaders?

C. For your front line?

D. For your volunteers?
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Complete the following...

Who are your key stakeholders 
in the community?

What are their key drivers 
and needs?
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How does your purpose meet 
their needs or drivers?

How can you collaborate with other 
key agencies to support your key 

stakeholders’ needs?
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With your direct 
reports brainstorm:

Develop  your 
understanding

Discuss with your 
direct reports

1 
o Their understanding 

of your organisation’s 

unique purpose

o How well they feel 

your purpose provides 

inspiration internally 

while supporting your 

community’s needs

o Whether the existing purpose 

statement reflects their ideas and 
input

o What are their suggestions and 

ideas on how you can improve 

your purpose statement?

3 
Make use of 

your Board to 

develop your 

understanding of 

other organisations 

and agencies that 

complement your 

organisation’s purpose. Use their 

networks, contacts and time to 

help you to understand where 

there may be opportunities to 

collaborate and make better use 

of scarce resources

2
Discuss with your 

direct reports 

whether they feel 

your organisation’s 

purpose is 

understood and 

supported at 

all levels of the organisation 

/ within their sector / by key 

partners, stakeholders, funders, 

supporters?

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 governs how people behave in 
organisations or “how we do things round here”. 
These shared values have a strong influence on 
how people behave in your organisation, treat one 
another and perform their jobs. As the leader of an 
organisation you directly shape culture - what you 
pay attention to, what you ignore, your language, 
what you reward and notice sends clear messages 
to people.
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Take a look at another Simon Sinek TedTalk Why Good 
Leaders Make You Feel Safe.

Margaret Heffernan also has some interesting concepts 
around culture her TedTalk Why it’s Time to Forget The 
Pecking Order at Work.

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

From theses YouTube Clips, what are your reflections, 
thoughts and impressions in relation to your own 
organisation’s culture?

11 minutes

15 minutes

https://www.ted.com/talks/simon_sinek_why_good_

leaders_make_you_feel_safe

https://www.ted.com/talks/margaret_heffernan_why_

it_s_time_to_forget_the_pecking_order_at_work

https://www.talentsquare.com/blog/book-summary-

the-five-dysfunctions-of-a-team/

Ideas and Inspiration ...  
to get you thinking
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List your
organisation’s

values…

If a film crew followed 
you around for a week, 
filming everything you 

do both personally 
and professionally, in 

what ways would they 
see you demonstrate 

this particular 
organisational value?

In what ways could 
you display this value 

more frequently?

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

Reflect and complete the following questions:
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We have strong 
trust with each 
other. We are 
able to discuss 
our strengths, 
weaknesses and 
be vulnerable with 
each other

We encourage 
ourselves to have 
healthy debate, 
discussing even 
uncomfortable 
issues with each 
other

We gain true 
agreement and 
consensus for 
decisions and 
actions required

We hold each other 
accountable for 
performance, not 
relying just on the 
leader to do this

We focus on and share 
measurable results

As a team... How true is this 
for your team?

What can you do 
to increase this?

Complete the table below: This table is based on Patrick Lencioni’s book The Five 

Dysfunctions of a team.
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Find opportunities
to talk

Reflect

Values

Team activity

1 
Find opportunities 

to talk to a variety 

of people that you 

trust (both inside 

and outside your 

organisation) about 

how they would 

describe your organisation’s 

culture. Discuss what they 

love about working with your 

organisation, what they don’t 

love, what behaviours they notice 

most often, what they think the 

values are etc

2 
Reflect on organisations 
you believe have 

great cultures – what 
makes them great and 

what do leaders do in 

these organisations to 

support this culture?

3
With your direct reports 

(as a leadership team) 

spend time to identify 

your organisation’s 

values. How do you 

as a team support 

these values in your 

daily actions and are there ways you 

possibly undermine them?

4
Complete the Lencioni 

table on the previous 

page with your direct 

reports as a full team. 

Discuss which areas 

they think you, as a 

team, excel in and which 

areas possibly need work. Brainstorm 

ideas to improve or strengthen each 

‘dysfunction’

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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Organisational leaders set the strategic plan 
that then must be implemented. Getting 
this right is at the heart of effective delivery. 
You need to review your strategy from time 
to time, but this should not occupy huge 
amounts of your focus. Once set, the focus 
is on communicating, enabling, supporting 
and developing your people’s capability to 
deliver on strategy.
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Watch The Four Disciplines of Healthy Organisations 
(by Patrick Lencioni)

Watch Six Critical Questions of Healthy Organisation 
also by Patrick Lencioni  

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&t=15s
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Reflection questions ...  
to help gain clarity, purpose & meaning

Complete the 6 critical questions for your own organisation:

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 

organisation and creating true clarity.
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Reflect on:

E. What is most important - right now?

F. Who must do what?

How well would your direct reports collectively agree and support your 

answers to the questions above?

How well would your key partners, stakeholders, funders and supporters 

understand and support your answers?

Would your Board understand and support your answers?
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Six critical questions

Four key disciplines

Connect with 
influencers

1 
Work with your 

leadership team 

(direct reports) on the 

6 Critical Questions so 

that you collectively 

agree and understand 

the strategic direction, 

creating clarity across the 

organisation. Ensure it is a full 

and robust review, with input 

and energy from everyone.
2 

Work at implementing 

the four key disciplines 

of a Healthy 

Organisation within 

your own leadership 

team.

3
Ask your Board 

and peers in other 

organisations to 

facilitate introductions 

and connect you with 

the right influencers, 
who can help you to 

deliver outcomes that impact across 

the system and sector.

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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Your time is in demand and limited so you need to be 
strategic in where and how you spend it. The time you 
spend building relationships and collaborating needs 

to be impactful and really count. We build relationships 
one conversation at a time so your ability to build strong 

relationships with people quickly, strategically at the 
right level and across a diverse range of community 

groups is a real skill. Your relationships need to be 
based on trust, openness and true connection. Your 

understanding and empathy of different worlds and 
points of view is critical.
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Read Forbes Article by Carol Kinsey Goman: Six Crucial 
Behaviours of Collaboration.

Read the Harvard Business Review Article by John Baldoni 
How Trustworthy Are You?

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

carolkinseygoman/2017/07/11/six-crucial-behaviors-of-

collaborative-leaders/#771a5cea8cbe

https://hbr.org/2008/05/how-trustworthy-are-you

Ideas and Inspiration ...  
to get you thinking



YOUR WORKBOOK 42

1. When collaborating:

A. How well do you focus on the other person? 

This isn’t just to get your own needs met, it’s about genuine caring in regards to 

the other person’s perspective, needs and requirements.

B. How often do you take a collaborative approach to your relationships? 

Collaboration here means a willingness to work together, creating both joint 

goals and joint approaches to getting there.

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

Collaboration is difficult to break down into a 
few easy steps. All our actions are driven by our 

beliefs and those beliefs are driven by values or 

principles. The next activity asks you to reflect on 
how trustworthy your behaviours are when you are 

collaborating – worth thinking about when you are 

building strategic relationships both in and outside 

your organisation.
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D. How well do you create a habit of being transparent in all your dealings, 

including showing some vulnerability?

2. Reflecting on the above questions:
- What are some areas you may improve around building collaboration?

- What personal values, beliefs may need to be challenged or changed?

C. How much do you focus on creating relationships for the long term?

A short-term, transactional focus chokes off a relationship. The most profitable 
relationships for both parties are those built over time, over a number of 

transactions.
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Stakeholder
What do they care about, 

what are their drivers, 
interests and needs?

How strong is your 
relationship with 

them?

Complete the following

Reflect on strategic stakeholders that you 
collaborate with or need to collaborate with.
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How high is your levels of trust 
with each other? (Reliability, 
credibility, intimacy & other)

What are ways you 
could develop this 

relationship further?

Who else in your 
organisation could help 
build this relationship 

further?
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Key Influencers 

Engage key 
stakeholders

1  
Look to those you 

have established 

relationships with 

to help you to open 

doors and facilitate 

introductions. Who 

do you know that can 

connect you with key influencers, 
help you to get a seat at the 

right tables to have a say and 

hear what’s going on at the right 

levels, across communities, the 

system and sector?

2 
Which key 

and influential 
stakeholders 

could you engage 

with to help with 

your strategic 

reviews, planning 

and goal-setting? Doing this 

has multiple benefits; you get a 
range of relevant and informed 

perspectives, and you engage 

these key people in your intent, 

goals and plans

Practical ideas & suggestions...  
to help you take the right actions
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Notes:
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The environment in which you work in is often 
uncertain and complicated. Steering your organisation 
through this complexity means navigating the sector, 
systems, politics, governance and funding models to 
ensure both current and long-term success. You also 
need to provide others with the tools to navigate this 
complexity including ensuring everyone has reliable 
information to make good decisions. Organisational 
leaders must embrace ‘systems thinking’ get 
comfortable with problem management vs. problem 
solving and not get stuck in reactionary problem 
solving – the helicopter view is vital.
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Have a look at Tom Wujec’s video on Got a Wicked 
Problem? First, Tell Me How You Make Toast

Read the article by Daniel Kim From Event Thinking 
to System Thinking, which is all about the Model of 
perspective.

Finally, Dan and Chip have written an interesting book that 
looks at how to be more effective in all your decision through 
a 4-step process. Their book is Decisive: How to Make Better 
Choices in Work and Life and there is a summary at https://
paulminors.com/decisive-dan-chip-heath-book-summary-
pdf/. Dan and Chip Heath also provide their own summary 
workbook with some great ideas.

9 minutes

https://www.ted.com/talks/tom_wujec_got_a_

wicked_problem_first_tell_me_how_you_make_toast

https://thesystemsthinker.com/from-event-thinking-

to-systems-thinking/

http://heathbrothers.com/ot/wp-content/

uploads/2013/03/HBDWB.pdf

Ideas and Inspiration ...  
to get you thinking
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How do you collect data and information that your organisation will find 
useful for decision making?

How useful has this information been in supporting effective decision-making 

and problem solving in the past?

Reflection questions ...  
to help gain clarity, purpose & meaning
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What are other ways you could collect reliable and robust information and 

data?

How do you provide data for others to use in problem solving and decision 

making processes?



YOUR WORKBOOK 54

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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How to make toast 
activity

Think and reflect

Seek support

Make informed 
decisions

1 
Complete a “How to 

make toast” activity 

with your own team 

on your very own 

wicked problems – 
the following website 

will help. http://www.
drawtoast.com/downloads/
DrawToast%20Systems%20
Thinking%20Guide.pdf

2 
You need to fight for 
the time in your diary 

to think and reflect. 
You cannot afford to 

be reactive in your 

decision-making

3
Seek expert support, 

guidance, and advice in 

developing strategy and 

navigating complexity. 

This may come from 

members of your Board 

or relevant others in 

your network. If you see the need for 

capabilities or expertise that isn’t in 

your organisation, talk with your peers 

and Board about how you can access 

this. There may be the need to look 

at permanent or temporary roles, or 

there may be volunteers who can 

support you

4
Reflect on where you 
can get good sources 

of information that will 

inform your decisions. 

Who or what will 

provide honest and 

open feedback to you 

for your organisation? Seek out these 

sources

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.



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.
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Notes:







Notes:






