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Home Again, Home Again

Since I last wrote to you (in this space) I have been
on a cruise to celebrate my wedding anniversary,
spent the Labor Day weekend at our farm in Michi-
gan, and been to the three largest gambling cities in
the world: Atlantic City, Las Vegas and Macau.

I'm glad to be home.

I don’t write that as a travelogue or to boast in some
way about my whereabouts. I write it as a prologue
for this opening piece. I want to provide you with
some thoughts about “home”.

Learning

Being gone and returning home is a tremendous op-
portunity to learn. It is easier, sometimes, to learn
when we are experiencing new things than when we
are in our routine, driving to and from work the
same way, attending the same meetings, seeing the
same people and sleeping in the same bed.

Yes, there were great opportunities to learn on my
journey. I saw brand new things - from the amazing
to the mundane - and they gave me a chance to re-
flect. And, there is much we can learn every day,
wherever we are. In this month’s center spread I
write about perspective, and my message here is re-
lated.

Perspective can drive learning.
We can gain new perspective from travel, from con-

versations with new people or on new topics, read-
ing new or different books and in many other ways.

But you don’t have to do any of those things to learn.

You can create a new perspective by asking yourself
(and others) better and different questions. You can
ask questions regardless of your time zone.

Changing
Home is also a place of comfort. As I put in a recent

Facebook update, “It is good to be gone, better to be
home.” While comfort is the enemy of change (this is
one more reason why those intentional questions are
so important), comfort is important too. As you try to
help people change you must provide some stability
to provide nurture for the other things that are
changing.

Make sure you are providing for or helping people
find that needed comfort in the storms of change.

Appreciating

I always find that after being gone, I appreciate many
things more on my return; my daughter’s laugh, the
grass in my yard, my dog meeting me at the door
(even if he does almost trip me), my pillow. While
these are largely personal examples, I could mention
professional ones too. Catching up with my team face
-to-face. The comfort of my office chair. The familiar
sights and smells of Remarkable House.

More powerful than all of these though is recogniz-
ing the value of the work that has been accomplished
by my team when I am gone. (Based on what they do
when I'm gone, maybe I should stay gone longer?)

I probably do a better job of showing my apprecia-
tions for them when I am gone (through email and
phone) and when I return than I do the rest of the
time. Why? Because in my absence I notice and ap-
preciate things more.

This doesn’t have to be the case for me or you
though, does it?

I'm glad to be home for many reasons, not the least of
which is how the journey has helped me thing about
learning, changing and appreciating.

Yours in Leaﬁ&
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With such smart readers and Clients
it shouldn’t surprise me that you ask
[ big questions with many implica-
tions. As in most months here, I am
@ tackling a big question in a few
words. That is a challenge, and
strangely is part of my answer.

Here are some things to do if you want to influence cross
department communication.

Model better communication. Do you want better cross de-
partment communication, how is yours? Are you model-
ing the behavior you want from others? The importance
of this cannot be underappreciated, regardless of your
title in the organization.

Expect and support better communication. This is especially
important if you are a leader in any of the departments.

Let people know (first through your actions) that this
communication is important and expected. Give praise
when it happens and correction when it doesn’t. This is
pretty basic, but often overlooked.

Recognize bigger goals. Groups such as departments often
are so inwardly focused (which isn’t all bad - it often
stems from pride in the work of the group), that they
lose sight of the big picture. When the bigger picture
and goals are clear, it helps people naturally see the mu-
tual self-interest, and then the desire and need for com-
munication comes naturally and organically.

Keep it Splendidly Short. The KISS method (I'll leave the
normal definition for others). Sometimes when people
from different departments speak, they share so much
detail that the other group gets lost. Improve the com-
munication by keeping it relevant and helping the other
group see how the information can help them.

-

Whal's viour quesTion?22%
Your question could be answered, but only

if you ask it. Send your Insider question to
InsiderQuestion@kevineikenberry.com and
watch this space — or Kevin's blog — for your answer. If
we use your question, you'll receive an extra bonus.

Insider Special: Conquer Your Communication Struggles & Save $40

It's easy to notice the communication shortcomings of
others <insert all of your biggest communication gripes
here>, but it may be difficult to articulate the skills that
make someone a great communicator.

And it may be even more challenging to honestly evalu-
ate your own communication effectiveness.

Consider these questions:

¢ Do you ever feel frustrated at the end of a conversa-
tion?

Do you find yourself communicating the same mes-
sages over and over and over?

¢ Do you wish you could build stronger, more trust-
ing relationships?

Would you like to find ways to increase your team’s
cohesiveness and productivity?

When you increase your ability to communicate effec-
tively with others, all of your relationships will im-
prove.

¢ Relationships at work - with your boss, your co-

The Kevin Eikenberry Group ~ Your Leadership Help Button

workers and those you lead
¢ Relationships in your community and neighborhood
e Relationships at home

You will be able to build stronger connections, resolve
conflict more easily and get more done.

That’s why we created our Conquering Leadership
Communication 2-CD Set, part of our Remarkable
Learning Unleashed Series.

This two CD set gives you two
full hours of ideas, techniques

and approaches to help you E:%Eﬂj
become a Remarkable Communi- B
cator. (4

)
Learn more and order your -
copy today at: :

http:/ /bit.ly /ra9Vsc

Use the special code INSIDER
at checkout to receive this $99 product for The Insider
special price of just $59!

@ www.KevinEikenberry.com  www.Remarkable-Leadership.com



People Must First Feel

Empowered to Act Empowered

Empowerment is a great thing. Empowered employ-
ees show greater commitment, stay more engaged and
create better results. Empowered employees take
more initiative and get more done than employees
who work in a fear-based, command-and-control en-
vironment.

As a new supervisor, when you hear and read about
these organizational performance results, you likely
decide that you want to empower your employees. So,
you go tell them they are empowered. And then you
watch and wait for them to act empowered. And then
you wonder why you don’t get the results you ex-
pected.

What went wrong?

Before I offer a solution, I'd
like to ask a philosophical
question:

Are people empowered
when you empower
them or when they feel
empowered?

The full answer is that both must
be true to get the results men-
tioned above. You must give
people the authority and free-
dom to act - you must empower them. And, people
must feel empowered before they will act on that em-
powerment.

Most leaders get the first part. Telling people they
have authority and that they can act on their own ini-
tiative is a pretty obvious first step towards creating
an empowered work force.

The second part is a bit more difficult to quantify;
more difficult to put into specific action steps.

In fact, the second part is outside your direct control.
It is, however, something you can influence. There are
things you can do and say that undermine your ef-
forts to empower the members of your team. Likewise
there are things you can do and say that will support
your efforts.
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If people live in fear that
you will criticize them, con-
demn them or complain about
them, they will not feel empow-
ered. They will feel controlled. If they
feel controlled, they will not deliver the
results of an empowered workplace that I
mentioned above.

To create a feeling of empowerment, do everything
in your power to foster a positive workplace with lit-
tle or no fear as a motivating factor. Two ideas to con-
sider as you work to achieve a fear-free environment
that supports and encourages empowerment:

Compliment more than you condemn. Seeing what people
do wrong is easy. Looking past it to see what they did
well can take some effort - especially when you are
under tight time and budget constraints. Remem-
ber that any negative comments you make
will have a much stronger impact
on people than your positive
ones. Look for and comment
on anything people are doing
well. This simple act will do
more to create a feeling of
empowerment than any
=4 assignment of responsibil-
ity you will ever make.

Coach more than you critiqgue. When you trust people to
do things, they will make mistakes. That is just a fact
of life as a leader. How you respond to the mistakes
people make has a big impact on the feelings people
have about you, their work and how much you trust
them. When a person on your team makes a mistake,
you need to correct it. When you do, remember to use
more positive feed forward - what you do want to see
in the future - than any comments about what you do
not want to see.

Your Now Steps: Identify someone on your team who
you want to behave in a more “empowered” way. Be-
fore the end of the day, find an opportunity to praise
something he/she did well - even if it is a very small
thing. Over the next week, hold a coaching conversa-
tion with him where you focus primarily on his be-
haviors that you want to see more of in the future.

info@KevinEikenberry.com  All Rights Reserved ©2011



Empowering Leaders with John Miller

John G. Miller is the author of three best selling books: QBQ! The Question Behind the Question, Flipping
the Switch: Unleashing the Power of Personal Accountability and Outstanding: 47 Ways to Make Your Or-
ganization Exceptional. He is founder of QBQ, Inc., an organizational development firm dedicated to helping
organizations become outstanding through greater personal accountability since 1986. John lives in Denver
with his wife, Karen. They have seven children, as well as two huskies, Nug the Pug, several Corn snakes
and Pythons, a Bearded Dragon lizard, three tropical birds, a horse named Roxy—and one VERY scared
Shih Tzu puppy! No wonder John travels so much!

This excerpt is from The Remarkable Leadership Learning System month on
Empowering Leaders in October 2007 (beginning on page 15).

John Miller: Is empowerment given or is empowerment taken?

Well, of course the prefix em means to give, and we all know what power means. So, he

John Miller says people

was a senior manager, and he was frustrated. I understand his thinking with people need to empower them-
who were waiting to be empowered, waiting to be empowered by somebody with a selves, and his QBQ
higher level position or a bigger title. method creates success.

Well, in reality, empowerment, and I know the people that are not senior executives will often look up to senior
management and say well, you didn’t empower me. Management will look down at the people and say, why
don’t you just take an action, take a risk, get something done? People are looking up at senior management say-
ing, why don’t you empower us? Well, that’s just another form of victim thinking on both sides. It's another
form of blame game and finger-pointing and all that stuff.

So, those are some general ideas about -- what is empowerment? Well in reality, we empower ourselves when
we ask QBQs [Questions Beyond the Question]. We give ourselves confidence. We give ourselves clarity. We
give ourselves energy. The opposite of all that is victim thinking, procrastination and blame; so let’s talk through
that.

When stuff is going on at work, the ball has dropped, the tension is high, the mistakes are being made, I got
passed over for a promotion, I didn’t get the salary increase I wanted I thought I deserved, whatever. I feel 1
have been slighted, something is not fair. The minute I fall into those kids of traps I have disempowered myself,
if there is such a word.

I'have taken power away from me when I have fallen into the trap of having a pity party, and I am only the
guest invited that day. Having a victim thinking party, having that whininess, that feeling sorry for myself, I've
taken my own power away. How in the world can I feel powerful if I am saying, why are they doing this to me?

So, the minute I asked the better question, I have actually given myself the things I mentioned; confidence,
surety, the ability to take a little risk. I have reframed my thinking. I have taken control of the situation, or
maybe I have let go of something I can't control. All of this gives us power.

So, the minute I get out of blame, out of procrastination, out of victim thinking, I have actually given myself
power. The minute I fall into the trap of procrastination, blame and victim thinking, I am giving power to events
around me I can't control. To people around me I can't control. So, we go back to QBQ. It's so simple. The an-
swers are in the questions. If I can ask better questions, I can get better answers.

As an Insider you can download the complete transcript of this Guest Conversation :
http:/ /www.remarkable-leadership.com/files/teles/ guest/john_miller_transcript.pdf

If you would prefer, use this code to immediately =
download the transcript to your Smartphone. O
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Empowerment vs. Permission

My oldest daughter has started her own cupcake
business.

She is an entrepreneur at age 10.

Seeing her enthusiasm for her new venture is teach-
ing me about empowerment from a completely dif-
ferent perspective.

Empowerment begins with permission.

Cami, my daughter, needed my permission to get
started because I'm her mom. Team members or
employees may also sense a need to get permission
before trying new approaches or initiating new pro-
jects.

Giving permission, though, is just the beginning.

For team members to be empowered to in-
dependently pursue new projects they
also need:

¢ Resources - For Cami to success-
fully run her new cupcake busi-
ness, she needs me to provide re-
sources that she can’t access on her
own. She needs the pantry to be
stocked with flour, sugar, cocoa
powder, shortening, baking
powder and salt. She needs to
find eggs, milk, butter and
cream in the refrigerator. She
can’t buy them on her own.
What resources do you need to pro-
vide for your team to be fully empow-
ered? What raw materials does their project re-
quire? What can you supply to fuel your team
toward greater success?

¢ Support - Your team members may have excite-
ment and energy to take on responsibilities inde-
pendently; however, they also need and will ap-
preciate your support. I am supporting my
daughter by giving her ideas about how to mar-
ket her business (I created a Facebook page for
her) and by standing by to help her take the cup-
cakes out of the oven. What support do your
team members need in order to be empowered

www.RemarkableWebstore.com  www.YouAreRemarkable.com @

Cami’s

cupcakes

toward
greater suc-
cess?

¢ Autonomy - Some-
times, the people you are
leading need you to get out of
the way so they can have a
chance to try. They may make mis-
takes, but learning from those mistakes
and moving forward will give them en-
ergy and resolve for the future. Cami needs
the freedom to improvise and experiment as a
baker without me micromanaging her recipes.
When I get out of the kitchen, she gains confi-
dence about her own abilities. Where are the
places you can get out of your team’s way?

¢ Belief - For your team members to feel em-
powered, they need to know you believe
in their abilities. This may be the most
critical factor for people. When you be-
lieve in others, and demonstrate your
trust in them by giving them ever-
increasing responsibility, you give
them courage that leads to confidence
and greater achievement. You may
communicate your faith through words,
but you also demonstrate faith through
your actions. Your team members
need both! When Cami expressed a
desire to start a cupcake business, I
asked a designer friend to create a
logo for her. I invested my own
money into Cami because I believe
in her. I know she can be success-
ful in whatever she does, and I wanted to show it
by helping her get started. In what symbolic way
can you demonstrate your faith in your team
members? What words can you use to let them
know you believe in them?

If you want to empower your employees/team
members toward greater success, give them permis-
sion, and then be sure they have needed resources,
your support and autonomy.

Above all, demonstrate your faith and belief in their
abilities.

info@KevinEikenberry.com Al Rights Reserved ©2011



Kevin’s Remarkable Principle: Find Ways to Gain a New Perspective

I love sitting in the window seat on airplanes. I
know most frequent flyers like the aisle, but since I
rarely get up during flight by sitting at the window I
won't be disturbed, and it gives me the chance to
look out the window - something I've loved since
the first time I flew.

Awhile back I was flying home;
based on our initial direction the
plane took an unusual approach
into the Indianapolis airport.
As we looped over downtown
Indianapolis on that bright sunny
day I loved the view. I opened
my journal and wrote these
words:
I see the city, landmarks and
roads in new relationships
because of my vision and
observation. This is what
leaders do.

As is often the case in my journal
the thought excites me in the moment, but

isn’t a complete thought. (By the way, you are
keeping a learning or thinking journal, right?)

However, that thought, coupled with other
events for me recently, has crystallized into this
article.

Last week I was in Macau, and every taxi I saw
or got into had a mechanical way to
automatically open the door for passengers.
When the cab stopped, the door next to the curb
(the left one there since they drive on the
opposite side of the road) was immediately
opened by the driver. This is a simple
mechanical addition to the vehicle and a
convenient feature for passengers.

It has me thinking “Why don’t taxis here have
this feature?” While I don’t know the answer; the
question is one based on perspective.

Perhaps the biggest thing I've realized since Guy
and I finished From Bud to Boss (and therefore
wish was more clearly described in the book) is
that there is a significant transition people make
when becoming a leader that is beyond relation
ship and role.

That transition is a transition of
perspective.

As a leader you gain new per -
spectives almost automatically.
How you recognize and use them
will make the difference for you as
a leader.

The word perspective has in its
Latin roots the phrase “to look at
closely”.

All of these ideas point first to
observation - you must put your
self in a place or mindset to notice
the things around you in a way
that allows you to find a fresh perspective.

In other words, in order to gain perspective, you
must “look closely at” things. And, to gain a fresh
perspective, you must “look closely at” things
from a completely different angle or point of refer-
ence.

In some parts of your leadership job this is easy.
You get handed situations to determine a solution
on, make a decision on, or in some other way to
take action on. Not surprisingly, I'm not really
talking about the easy stuff here - besides that
stuff rarely gets handed to you, right?

Regardless of the degree of difficulty, remarkable
leaders consciously look for new perspectives to
solve from, decide from, learn from and lead from
on a regular basis. Here are just a few ways to
help you get started . ..

The Kevin Eikenberry Group ~ Your Leadership Help Button
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Kevin’s Remarkable Principle: Find
Ways to Gain a New Perspective

Think about your situations in new ways.
Get out of the office.

Talk to people in unrelated industries or from dif-
ferent cultures.

Read differently.

Hypothesize how famous people might look at
your situation.

Write your situation down (there’s that journal
again), and read what you wrote. You might be
surprised.

Look for things in unrelated parts of life that re-
mind you of your situations - a metaphor or anal-
ogy can be a powerful thing.

This is, of course, a very short list, meant more to
stimulate your thinking than to provide a specific
prescription. All of them are meant to help you
“look closely at” a situation with completely dif-
ferent eyes.

Let me close by trying to complete my incomplete
thought from my journal. When you find a new
perspective that helps you and others get a new
or clearer vision of your future, you are truly do-
ing your job as a leader.

Leaders are called to see the world differently, not
to be different, but to help move other people and
organizations to your vision, your potential and
your destiny.

That’s what leaders do.
That’s what you can do.
Remarkable Principle: Remarkable leaders find

ways to gain a different perspective, and lead
from that perspective.

My Notes

Your Now Steps

1. Think of a current challenge or issue where
a new perspective could help you and/or

your team.

2. Think of three new perspectives that could
shed light on or help the situation.

3. Consider your situation from that perspec-

tive.

4. Beyond this specific situation, find three
ways to expand or change your perspective

in the next two days.

www.RemarkableWebstore.com  www.YouAreRemarkable.com
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Insider Extras: Three Keys to Empowerment

This excerpt comes from Three Keys to Empowerment, by Ken Blanchard, John C. Carlos, and Alan I ———

Randolph, published with the permission of Berrett-Koehler Publishers, www.bkconnection.com. Ken Blanchard
Iohn P, Carlos
KEY #1: Share Information with Everyone Rlan Randalph

The first (and often misunderstood) key to empowerment is information sharing. As a

leader, you do not, surprisingly, start the journey by sharing your vision of empower- 3K?'J's ln
ment. Rather, you start by sharing whatever information you have about your business

with your people. We have learned from our clients and research that without informa- mpow?rment
tion to understand the business and its needs, team members will see empowerment as [T
just another management idea. S AL

They will not trust that change will really occur, and perhaps rightly so. When leaders
are willing to share whatever information they have —both good and bad — they begin
to gain the trust of their people, who then feel included and trusted by leadership.
Furthermore, it should be obvious (though it does not appear to be understood by many leaders) that people
without information cannot possibly act responsibly. They cannot be expected to make good business decisions
without the same information their leaders have used to make those kinds of decisions in the past. On the other
hand, with information, people are almost compelled to act with responsibility. Information sharing gives the
empowerment process a kick start that is essential to a successful journey.

KEY #2: Create Autonomy through Boundaries

Paradoxically, while empowerment involves minimizing structure so people can operate autonomously, leaders
must begin the process of changing to empowerment by imposing more, rather than less, structure. Working in
conjunction with information sharing, the second key to empowerment clarifies the need to create autonomy by
establishing boundaries. To be sure, the kind of structure we mean is not the same as that found in traditional
hierarchies.

In a hierarchy, structure is created to inhibit the behavior of people. Rules, procedures, policies and management
reporting relationships are all designed to inform people about what they cannot do or how they must do a task.
In empowerment, the structures have a different purpose and take different forms. Now the structure is intended
to inform team members about the ranges within which they can act with autonomy. For example, the bounda-
ries in a culture of empowerment take the form of vision statements, collaborative goals, decision-making rules
and performance management partnerships. Within the ranges set by those boundaries, team members can deter-
mine what to do and how to do it. As the empowerment process unfolds, the range of structures can widen and
deepen to allow people greater degrees of control and responsibility.

KEY #3: Teams Become the Hierarchy

The third vital key that must work in harmony with the other two is gradually replacing the old hierarchy’s pur-
pose and functions with self-directed teams. Many of today’s complex business decisions require input from a
collection of people if those decisions are to be effective. And implementation of the decisions requires team ef-
fort if they are to have the desired results.

The bottom line is that teams are more effective than individuals in complex situations.

The team —with its synergy of effort— offers greater knowledge, plus a support mechanism for people who are
trying to act in an empowered fashion. But empowered, self-directed teams are quite different from participative
teams, quality circles or semi-autonomous teams. They make and implement decisions and are held accountable
for results; they do not just recommend ideas. Because they are so different, self-directed teams must be devel-
oped over time, and team leaders must learn how to work with and in these high performing teams.

The Kevin Eikenberry Group ~ Your Leadership Help Button




Kevin’s Take...

Planking. Have you heard of it? It is
when people lay flat like a board in
some unusual place and take a pic-

ture of the event.

It's quite a trend, so much so that it was a part of this sea-
son’s first episode of The Office. I even did it in Macau; in
part because even though my son Parker thinks it is stu-
pid, he thought I should do it in a foreign country. (You
can see a picture on my Facebook Fan Page.) It has been in
the news too - and actually that is why I'm writing.

In the Philippines, after recent rioting over high gas prices
included some people planking on busy streets, the Anti
Planking Act of 2011 has been proposed to make planking
illegal. Closer to home, Game Stop, the popular video
game and accessory store, fired an employee for planking
in a store. The young man was stretched across two retail
displays in the store. His planking picture went viral, and
it cost him his job.

First, in the Philippines, if people are causing a public
safety concern, then remove them, arrest as necessary,
and that should be the end of it. But proposing a ban? It
reminds me of many policies organizations set because of
one incident. Too often creating policies is the easy way

out, and creates unintended consequences, far worse
than the original offense. Before you create your next
policy, think about solving the original offense with
coaching and feedback (and perhaps dismissal), without
turning smart and proficient employees into rule follow-
ers and supervisors into police officers. Don’t you have
more important work to do?

Now, Game Stop. Planking is most popular with which
age group? Even if you have never heard of it until now,
chances are your guess is correct - younger people who
are especially active with social media. And, who are the
primary customers of Game Stop? The same group. A
young employee does something popular at work, then
shares it on the internet. His friends think it is cool so
they share it. Everyone seeing it is also seeing Game Stop
all over the picture, and maybe even having a positive
impression about it. And then, the store fires him. The
picture continues to spread, but the Game Stop narrative
has now changed quite a bit, hasn't it?

To be clear, the young man was in a bit of a dangerous
position. Should he be coached; should there be clear
conversation with him and other employees about
safety? Of course, and that conversation, well handled,
could have a long term positive impact on the culture.
The firing had an effect on culture too, but likely not a
positive one.

Here to Serve You

The Kevin Eikenberry Group has a number ways to help
you on your leadership journey. If you don’t see what
you need, give us a call and let us know how we can help!

QOur Family of Websites

e KevinEikenberry.com —our home page

e Remarkable-Leadership.com — The Remarkable
Leadership Learning System (year-round learning)

e BudToBossCommunity.com —community site

¢ blog KevinEikenberry.com—Kevin's Blog

e RecoveringEngineer.com —Guy’s Blog

e FromBudToBoss.com — Book website

Social Media Connections

e Kevin's Facebook page — KevinOnFacebook.com

e Guy’s Facebook page —Facebook.com/
recoveringengineer

e Bud To Boss Facebook page —Facebook.com/
frombudtoboss

¢ YouTube Channel —KevinOnYouTube.com

e Kevin's Twitter — @KevinEikenberry

¢ Guy’s Twitter — @recovengineer

e Becky’s Twitter — @BeckyRbnsn

¢ Bud to Boss Twitter —@BudtoBoss

www.RemarkableWebstore.com  www.YouAreRemarkable.com

®

win| Part of our Remarkable
Team — Kevin, Barb,
Becky and Guy

Other Ways We Can Help

e Training: KevinEikenberry.com/training/training.asp

e Speaking: KevinEikenberry.com/speaking/
speaking.asp

e Consulting: KevinEikenberry.com/consulting/
consulting.asp

e Bud to Boss Workshops: BudToBossWorkshop.com

Or, call 317.387.1424 or write to
info@KevinEikenberry.com.

Take a picture of this code with
your Smartphone for additional ways
to help you stay connected to us.
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Meet Cheryl Webster

I'm writing this month’s article as I watch the first race in
the Nascar Sprint Cup Chase for the Championship. An
acquaintance here in Indianapolis spoke to an educa-
tional group this week on “Pole Position Messaging:
Leading to Win.” Abdul-Hakim Shabazz talked about
why racecar drivers seek the pole position. They know it
gives them an extra edge in their goal to win the race.

Members of the Remarkable Leadership Learning Sys-
tem all are seeking that “extra edge” in their leadership
goal.

This month’s Pole Position Member is Cheryl Webster.

I first met Cheryl because she received a broken CD. She
sent me an e-mail, we replaced it. And then, she received
another broken CD! And then, a couple more before we
were able to resolve the problem. She and I were begin-
ning to think she or her company had really irritated the
post office, or their postal delivery person.

I'learned then that Cheryl Webster has a Remarkable
attitude! I was concerned. Angie, our Remarkable Opera-
tions Director, was frustrated. Cheryl? Cheryl was
laughing! I knew then that I wanted to know her better,
and was very sure that you would want to meet her.

Cheryl is the Vice President at Noren Products, a small,
family-owned, manufacturing business. They are
“thermal management solution providers,” solving elec-
tronic overheating problems. Susan’s engineer father
started Noren. Susan graduated from UC San Diego with
a degree in economics and little interest in her Dad’s
company. Her sister, “an out of the box thinker” who
earned her Economics degree from UCLA, went to work
for the company after school to help out their father as
his health began to fail. After their father died, Cheryl
went to work there also and together they set out to
move the company forward.

Cheryl is VP in charge of HR and Special Projects. One of
the first projects she initiated was to ‘train their manag-
ers to be smart.” Cheryl opened a “lending library” of
books and CDs. She uses articles from Kevin’s Unleash
Your Remarkable Potential in her communications within
the company.

Cheryl’s newest project is to begin a ‘multi-generational”
training program, addressing the issues of the changing

workforce now and in the future.

I ask all my interviewees the same questions. 1 hope you
are finding, as I do, that their answers give you addi-
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by Barb McLin

tional insight into
these wonderful
members of your
Remarkable commu-
nity as well as lessons
on leadership through
their eyes.

Three Questions with
Cheryl Webster

Who Are Your Men-
tors?

I do not have any
formal mentors
though I have been
blessed with several
great people in my
life in various capaci-
ties —family members, personal trainer, HR consultant,
wise friends, etc. Each has contributed to helping me
move forward in my life walk.

Insider Cheryl Webster says living
life with integrity is the key to
business and personal success,
even in the toughest moments.

What Are You Reading?

Currently I am reading/researching the generational
differences of workers - baby boomers, Gen Xers and
Gen Yers. Effective communication between people (and
specifically employees here at Noren) is one of my goals.
I find topics which have inherent opportunities for mis-
communication; I research, then create a training pro-
gram to educate our employees on how to avoid the pit-
falls and thus engage in more effective, productive and
mutually beneficial communication. My hope is that this
education carries over into the employee’s personal life
thus helping them to be more successful all around.

What is the best business lesson you've learned?
Conduct my life - in all its aspects (work, home, social) -
with integrity. Respect and care about people; treat them
as I want to be treated. This approach is not limited to
how we work with our employees. We also interact with
our customers, competitors and vendors in this manner.
That's not to say that we don’t have issues with people
or companies, believe me we do. Yet we strive to always
deal honestly, fairly and respectfully, to the best of our
ability, to achieve mutually beneficial results. Admit-
tedly ours is not always the easiest or cheapest approach,
yet I believe it has resulted in a stronger company; from
employees and into all aspects of our business relation-
ships.

I met Cheryl and instantly liked her. Now that you've
met her, I'm confident you feel the same.

www.KevinEikenberry.com  www.Remarkable-Leadership.com



Remarkable Your
Leadership Ladder of Success

LEARNING SYSTEM

Brought to you by the Kevin Eikenberry Group

In addition to The Insider (which is included in every Remarkable
Leadership Membership), there are five distinct Membership
levels in the Remarkable Leadership Learning System.

Every Membership level has unique opportunities and rewards -
find the one that fits you best! Here’s a very brief overview of
every level (please note there are extra features in every level- again,
this is a very brief overview):

Bronze: Monthly Learning Teleseminar with Kevin Eikenberry, re-
cording & manual available online, CD shipped to your door

Silver: Learning Teleseminar with Kevin, Guest Conversation (like pg
3), Group Coaching Call, Learning MAP (Monthly Application
Plan), Reflect, Record & Rejoice packet, Member’s Only Website,
recordings & manuals, CDs sent to your door and more

Bronze /)

Gold: Silver Membership PLUS a 360 leadership assessment with
personal coaching and action plan based on assessment

Platinum: Gold Membership PLUS 2 hours of personal coaching with a hand-selected coach each month

Titanium: Gold Membership PLUS 2 hours of personal coaching with Kevin Eikenberry each month

See the complete list of Membership benefits and learn about the distinctions between each level here:
www.Remarkable-Leadership.com/levels/levels-comparison/

Looking for on-going leadership development opportunities for your organization? Let us help you bring

Remarkable Leadership to your entire team! We're happy to how to customize our Membership opportuni-
ties to fit your needs and possible discounts for multiple memberships. Call Barb today — 317.387.1424 x4!

Remarkable Leadership Learning System. He is a leadership expert, a

best-selling author, a sought-after speaker, coach and trainer, a popular ~ Editor-in-chief and designer; Jenny Pratt is an independent editor and
blogger, a husband and a dad, and a fan of Purdue athletics and strategist. She’s a creative thinker, a wife and mom, and a fan of pop
antique John Deere tractors. culture references and jazz hands.

www.RemarkableWebstore.com  www.YouAreRemarkable.com @ info@KevinEikenberry.com  All Rights Reserved ©2012
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Potential Officer of The Kevin Eikenberry Group and Creator of The as much out of working from home that she can. i
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! The Insider is published by The Kevin Eikenberry Group to help you Other authors: Guy Harris is an author, expert coach, sought-after i
I become the remarkable leader you were born to be. Find Kevin and his ~ trainer, husband and dad and calls himself the ‘recovering engineer.’

| team at 8021 Westover Drive, Indianapolis, IN 46268. 317.387.1424 Barb McLin is the “tour guide” for all Remarkable Leadership Learning

I System Members, a wife and mom and doting grandmother of five.

i When he’s not publishing The Insider, Kevin Eikenberry is the Chief Becky Robinson is a social media expert, mom and wife and squeezes |
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I WILL ORDER THE CHICKEN SALAD AND

After the goal-setting workshop,
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Larry’s life was never quite the same.

lnspire your team . call Yo
Leadership Help Button toda
317.387.1424

Join The Kevin Eikenberry Group ...................

Remarkable Leaders Improve Work Processes
November 3 at 2 pm ET
www.Remarkable-Leadership.com

Bud to Boss 2-day Workshop for New Supervisors
November 1-2 in Atlanta with Kevin

November 9-10 in Tampa with Sara Jane
November 29-30 in Washington DC with Guy
December 5-6 in Phoenix with Sara Jane
www.BudToBoss.com/ ?promo=B2BKE3

Ultimate Communicator Training Camp 2-day Workshop
November 1-2 in Atlanta with Guy

November 9-10 in Tampa with Guy

November 29-30 in Washington DC with Carl
www.theultimatecommunicator.com/?promo=B2BKE3

Leadership Training Camp 2-day Workshop
November 14-15 in Orlando with Kevin
www.LeaderTrainingCamp.com/?code=B2BKE3

"M wao dvoolwle THE BEST Waving | have
evex attevded. The cdaoo was velaxed and the
wmdtenia wao excellevt. | can use wmost dl The
coufeurt e The vext few woihs. | wish ' was
lamgr/(." ~L. Schroyer, Brewer Science Inc.



