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Sparkenation  
a spark that ignites passion that leads to action that changes what’s normal. 

Co - jointly, mutually, shared, connected. 

Deliberate Practice - purposeful, systematic, focused attention. 
Worth a read https://jamesclear.com/deliberate-practice-theory 

Case Studies 

Each Sparkenation concludes with a short case study. 

Each case study contains my reflections of what happened with the permission of each 
person. Some names have been changed to respect those who wish to remain 
anonymous. 

https://jamesclear.com/deliberate-practice-theory
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Two co’s not part of the 13 yet crucial to you 
successful acting on each one in your own best 
way 
I am deeply indebted to Aaron Dignan and his wonderful book ‘Brave New Work’ for 
the following insights: 

A complicated system is a causal system, meaning it’s subject to cause and effect. 
Problems with complicated systems have solutions. 

A complex system is not causal, it’s dispositional. Complex problems cannot be 
solved, only managed. 

Car engines are complicated; traffic is complex. 

Aeroplanes are complicated; what happens to people onboard is complex. 

Building a skyscraper is complicated; cities are complex. 

Organisations are complex adaptive systems, not complicated technical ones. They 
are living systems, not machines.  

80% of co-creating and sustaining remarkable workplaces is dealing effectively with 
complexity. 
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Traditions continuing from the first two books 
in this trilogy 
In the first two books in this trilogy, ‘Changing What’s Normal’ and ‘The Appreciative 
Leader’, I end each chapter (which I call sparkenations) with the words ‘Do Your 
Work’. 

We will continue these traditions in this final book. 

‘Do Your Work’ is inspired by Steven Pressfield’s book ‘Do The Work’.  

There’s a link to Changing What’s Normal, The Appreciative Leader, and Steven’s book 
at the companion resources web page to this book 
http://www.ianberry.biz/remarkable-workplaces/ 

‘Do The Work’ is about overcoming resistance.  

Steven believes, and I agree, that the pain of running away from doing what we know 
we should is greater than actually doing the work! 

I encourage you to Do Your Work even when you experience cognitive dissonance 
herein.  

Cognitive dissonance is a psychological term that refers to stress or discomfort 
experienced when you encounter a belief, idea, or insight that contradicts your own. 

In my experience contradiction presents a wonderful opportunity to widen, deepen, 
modify or change what we know and therefore what we do. 

“To know and not to do is really not to know.”  
attributed to Stephen R. Covey in some circles and simply as Zen wisdom in other 
places.  

This book also continues the following tradition that has been key to all of 
my work since 1991:  

What I say is important, yet nowhere near as important as what you hear yourself say 
to yourself, who you become and then do your own unique work. 

In Changing What’s Normal I explored my key philosophies and proven practices for 
changing the status quo when sameness is no longer serving you. Each Sparkenation 
concluded with possible actions. Changing What’s Normal is a book per se. 

The Appreciative Leader is more of a handbook. 

Remarkable Workplaces is a workbook. The emphasis therefore is on your work and 
the work of your colleagues. 

http://www.ianberry.biz/remarkable-workplaces/
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The change I’m seeking to make and therefore 
the purpose of my work and this book 
I’ve loved books since I was a child. 

For almost 50 years I’ve been reading a book a week. 

Authors have influenced and inspired my life and my work more than any other genre.  

The following books make up my current top 21 recommended reading list. 

You’ll find a list of these books and my full recommended reading list at the 
companion resources web page to this book 
http://www.ianberry.biz/remarkable-workplaces/ 

There is also a list of the books that most influenced this workbook at the end. 

Seth Godin, the author of Purple Cow and at last count 19 other best sellers, has 
challenged me the most. 

Seth has three questions about products and services that I continuously ponder:  

Who’s it for?  
What’s it for? 
What change are you seeking to make? 

On the next page are my answers to these questions.  

Through them you can decide whether or not this workbook is for you. 

http://www.ianberry.biz/remarkable-workplaces/
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Who’s it for?  

Should you own a business or be part of a leadership team; or work with these people 
believe in enlightened self-interest; 
and want to be better, wiser and/or more valuable in the human side of business in 
alignment with best use for you of technology then this is for you. 

What’s it for? 

So that people have the deep, lasting feeling that their contribution is valuable and 
valued. 

This leads to people feeling that they’re being the best version of themselves and that 
they’re doing work that is meaningful for them and highly valued by other people. 

The change I’m seeking to make 

The change I’m seeking to make with you are shifts in being, feeling, thinking and 
doing that mean the maximum number of people in your workplace feel valued, live 
values and are delivering value. 

The key consequence for you and the people important to you will be better business 
results at less human and operating cost, and more purposeful, peaceful and 
prosperous communities where you operate. 
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Law of the farm refresher 
Every challenge you’re facing right now in your life and in your workplace has system 
or process and human origins because we created the systems and processes.  

Every solution has to do with changing/modifying processes. These are often too 
complicated. Processes include policies, procedures, practices, philosophies, principles, 
systems and structures.  

The challenge is that we humans are complex. We are not problems to be solved.  

There are a limitless number of solutions available to process problems because we 
live in a quantum world of infinite possibility.  

This book contains my best 13 possible solutions with in the context of human 
complexity. Each is for you to determine how to apply in your own best way. Each of 
the 13 uses the Law of the Farm as an operating model/system/process. 

Following this law in your own best way is about who you are and what you do when 
things don't go according to plan, as much as when everything comes together. 

I first learned this law as a teenager as I explore in Sparkenation 17 in Changing 
What’s Normal.  

There’s also a short video (Grandpa’s Story) that you can view at the companion 
resources web page to this book http://www.ianberry.biz/remarkable-workplaces/ 

The video is also a part of the Reasons, Relationships, and Routines Guarantee Results 
mini online course that I reference in this book and at the companion web page. 

I learned from my Grandfather that relationships with people committed to following 
proven processes should be cultivated and that relationships with people focused only 
on outcomes should be avoided. 

http://www.ianberry.biz/remarkable-workplaces/
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Over time I developed what has now become my mother model for working with 
clients. It is also an overview of the contents of this workbook. 

The Fertile Ground  
Elevate people through increased self-governance and accountability. 

Ploughing 
Reinvigorate purpose through wise alignment of personal, community and 
organisational aspirations and values. 

Seeding 
Simplify processes so that meaning in human work is maximised as is delivery of 
value. 

Reminder: processes include policies, procedures, practices, philosophies, principles, 
systems and structures. 

Nurturing 
Reflect on learnings from performance through after action reviews (what happened 
and why? what did we learn, relearn, and unlearn? How can we be better, wiser and 
more valuable in applying these learnings? Who will we become? What will we do 
next? 

Harvest 
Integrate new perceptions with what is already working well. 



Page !  of !9 106

6 elevating people sparkenations - common-
cause, cognition and convention, consciousness, 
compete with yourself, concentration. 
You no doubt know about one of my top 21 recommended books ‘Start With Why’.  

I love the philosophy.  

It’s author Simon Sinek got it absolutely right when he said “People don't buy what 
you do; they buy why you do it.”  

With no disrespect meant to Simon I think why comes from who which is why I 
suggest Evoke who first. 

For many years I’ve been encouraging my clients with the phrase ‘who before do’ to 
stress that people and relationships of value and mutual reward precede any doing 
that has meaning and long lasting value. 

I can’t claim any credit for who before do. Aristotle himself (384 - 322 BC) was onto 
this! 

‘The way we do things around here’ has long been the catch cry to describe culture. 

From 48 years working at the coalface my conclusion is that do is at best a third of 
the equation with who and why the far more powerful two thirds, because they dictate 
the doing.  

If you want your workplace culture to get better, wiser and/or more valuable start 
with who, and then get your why right. The following sparkenations will help you. 
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Sparkenation One Common-Cause 
In a nutshell 

In the late 1990’s, a time some writers have noted as the beginning of another 
renaissance, I observed that values and value based businesses were on the rise.  

I saw this accelerate over the next decade. I wrote about this, which you can read at  
https://blog.ianberry.biz/2012/02/values-and-value-based-businesses-are.html  

This blog post created a lot of interest with clients of the day and subsequently I 
created presentations and programs to help my clients move to or strengthen their 
positioning in the top right hand box of the quadrant pictured below. 

A consequence of client work and conversations with clients was the realisation that 
people need to feel genuinely valued before they will consistently live values and 
deliver remarkable value. 

Forthwith I began to use the following words to describe the common-cause 
of remarkable workplaces:  

people feeling valued, living values and delivering value. 

It had become obvious to me that having the common-cause to increase the number 
of people feeling valued, living values and delivering value was the simplest yet most 
profound process to achieve what everyone deep down really wants - better business 
results at less human and operating cost. 

By 2014 my feelings and thoughts evolved to the model pictured on the next page. 

https://blog.ianberry.biz/2012/02/values-and-value-based-businesses-are.html
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By the time the second book in this trilogy ‘The Appreciative Leader’ was published in 
2016 the model had grown to below. 
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Through further work with clients it became obvious to me that leadership needs allies 
to thrive. In part this is because leadership has been degenerated by political, 
religious and business people over generations. Real leadership is important yet more 
is needed. 

I’ve thought long and hard about this and took a detailed look back at the wonderful 
people I have been privileged to work with searching for commonalities. I concluded 
that the most inspiring and influential people making the greatest positive 
difference were all in their own best way living seven relationship roles 
remarkably. 

As a collective I named this being a Sparkenator from the verb I created in Changing 
What’s Normal sparkenation (a spark that ignites passion that leads to action that 
changes what’s normal). 

Sparkenator - person committed to the life-long process of mastering the 7 
relationship enhancement roles (wise, witty and warm communicator, candid and 
convivial conversationalist, engaging and inspiring speaker, maestro mentor, 
compassionate coach, change champion and appreciative and value driven leader, and 
trusted adviser). 

I also upgraded the other roles to 21st century managers (people ensuring processes, 
policies, procedures, practices, philosophies, principles, systems and structures are 
simple, real world and focused on value delivery), and culture champions (people who 
role model agreed behaviours and the who before do concept as well as what it means 
to be a human being fully alive which we will explore further in the next 
sparkenation). 

Hence a further evolved model below: 
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In the law of the farm language the Valued, Values, Value model now looks like this: 

3 recommended actions 

1) Decide once and for all that no matter what, people and the planet are always 
before profit in your workplace.  

If you can’t do this put this book aside until you can. 

2) Discuss with your team how well you’re going in ensuring people feel valued. 

Below is a short list of actions you must be doing. What would you add to the list? 

Catching people doing things right and doing the right thing. 
Giving people genuine compliments. 
Informally and formally celebrating with people what is going well for them. 
Always saying please and thank you and meaning it. 
Being courteous and kind. 
Sharing stories about the successes of your people. 
Being compassionate. 
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3) Systematically begin to review all your processes (includes policies, procedures, 
practices, philosophies, principles, systems and structures) and upgrade when 
they’re not in alignment with the defintion of being a 21st century manager on 
page 12. 

Recommended deep work 

In most workplaces values are words. In remarkable workplaces values are behaviors. 

Most organisations have stated values. Very few are lived. Rarely is there a shared- 
view around the behaviours that demonstrate values. Of course if you are the 
exception rather than the rule you have competitive advantage. 

Should you not yet have agreed behaviours in place for each of your values 
begin to do this work.  

There must be alignment between personal, organisational and community values. 
Any disconnect means trouble. So begin here. Often conversations around behaviours 
that are acceptable in families is a good starting place. 

I suggest 3 to 5 behaviours that cover key aspects of human relationships as plenty. 

On the next page are some examples from one award winning workplace. 
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Should you love some help with this deep work please give me a shout. 

Do Your Work. 
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Case Study 
Situation 

Brian is employed on a contract. Like many portfolio workers he is a subject matter 
expert faced with the need to integrate into a new culture as quickly as possible. 

In Brian’s case one of the teams he has been given responsibility for is going well and 
the other underperforming. 

Challenges 

Brian is also working in the not for profit sector and due to the nature of the business 
employees reporting to him work primarily at various client locations, rather than in 
one location. 

Prior to Brian’s arrival team gatherings were spasmodic and lacked purpose. 

Solution/s Story and Result/s and Value 
  
Brian quickly adapted to his new role by establishing that most of his employees had 
bought into the organisations primary purpose. 

Brian used this common-ground to build relationships gradually focusing on people 
feeling valued as a common-cause that was in alignment with the organisations 
primary purpose. 

Brian then proceeded to update people’s role clarity statements and individual 
development plans and used these as conversation focusing tools. It didn’t take long 
for most individuals to improve their performance. 
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Sparkenation Two Cognition 
In a nutshell 

We learn, grow and understand primarily through experience, what happens to our 
senses as a consequence, and what we intend, feel, think about, our behaviour and 
the actions we take. As a process this is called cognition. 

My hope is that this book will be a great journey of cognition for you.  

My desire is that you will be inspired to better your cognitive skills. I encourage you to 
think, read, listen, watch, learn, remember, reason, and pay attention with the never-
ending curiosity of a child and the hard-earned wisdom of a grandparent. 

The five faces of a fully alive human being 

A key to cognition is context. 

Through working with more than 1000 leaders, women and men, in over 40 
countries since 1991 I’ve learned that there are intentional/spiritual (the 
fertile ground), emotional (ploughing), mental (seeding), physical 
(nurturing) and universal (harvest) components to every solution to your 
challenges. 

Let’s look at these components as five faces of a fully alive human being which I first 
explored in my Changing What’s Normal book, the first book in the trilogy, and which I 
regard as excellent context. On the next page is a refresher. 
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Notes: 

The Law of The Farm States of Being 
(The Five Faces)

Personal Practices

Intentional/Spiritual 

Fertile Ground 

Be/Is

Spiritually Alive 

Feeling Valued. 

Appreciating and 
respecting and being 
aware of self and others.

Intention 

Mine are to make a 
difference and inspire 
others to make a 
difference. 

What are yours?

Emotional 

Ploughing 

Feel

Emotionally Healthy 

Feeling at peace. 

Passionate.

Feelings 

I am appreciative, joyful, 
allowing, grateful. 

How are you?

Mental 

Seeding 

See

Mentally Alert 

Feeling clear.

Thoughts 

Mine are positive and 
productive. 

How are yours?

Physical 

Nurturing 

Do

Physically Active 

Feeling well. 

Being accountable. 

Being a role model.

Behaviours 

My best are collaborative, 
open, passionate, 
committed, inspirational. 

What are your best 
behaviours?

Universal 

Harvest 

Know/Have/Fulfill

Universally Aware 

Feeling connected.

Outcomes 

Mine are to have made a 
difference, inspired others 
to make a difference, 
achieved personal 
aspirations and helped 
others to achieve theirs. 

Yours are?
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3 recommended actions 

1) Complete the pulse check below yourself and with your team. 

Five faces of a fully alive human being pulse check 

Please place an X where you are now  
and a ✔ where you believe you need to move to 

2) Create a performance improvement plan for yourself for the next 90 days. Then 
repeat this process or move to one of the other solutions in this book and integrate 
into your plan. There’s a performance improvement plan template at the companion 
resources web page under Sparkenation 13 Co-promises http://www.ianberry.biz/
remarkable-workplaces/ 

Good 
i.e. basic standards 
of performance are 

being achieved

Great 
i.e. above average; 
better than basic

Remarkable 
(conspicuously 
extraordinary)

1) Spiritually 
Alive 
personally 

team 

2) Emotionally 
Healthy 
personally 

team 

3) Mentally Alert 
personally 

team 

4) Physically 
Active 
personally 

team 

5) Universally 
Aware 
personally 

team

http://www.ianberry.biz/remarkable-workplaces/
http://www.ianberry.biz/remarkable-workplaces/
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3) Create a performance improvement plan for your team for the next 90 days. Then 
repeat this process or move as recommended in 2) above. 

Recommended Deep work (recommended actions are on page 20) 

In the third last paragraph of his wonderful book ‘Deep Work’ Cal Newport says "To 
leave the distracted masses to join the focused few, I'm arguing, is a transformative 
experience." 

Cal won the argument with me. Studying and applying Cal’s book has for me been 
transformative. 

Early in his book Cal says: "A deep life is a good life." I agree. 

I’ve been on a quest to live a deep life for over half my 65 years. Five years ago I took 
this to my deepest level so far when I set a goal to travel for business by air only 10% 
of the time, and to do 90% of my work with people no more than an hour and half by 
car from my home. 

My journey experienced a high note while working with two of my mentors who 
recommended the book 'Essentialism' which articulates the concept of 'less but 
better.' 

Integrating 'less but better' into my personal and business life helped me to do more 
valuable work with my clients. 

Integrating 'Deep Work', in my own best way, has enabled me to increase my value 
even more. 

"Deep Work: Professional activities performed in a state of distraction free 
concentration that push your cognitive capabilities to their limit. These efforts create 
new value, improve your skill, and are hard to replicate." 

"Shallow Work: Noncognitively demanding, logistical style tasks, often performed 
while distracted. These efforts tend to not create much new value in the world, and 
are easy to replicate." 

3 key benefits of doing deep work and less shallow work 

http://calnewport.com/
http://blog.ianberry.biz/2015/11/less-but-better.html
http://blog.ianberry.biz/2015/11/less-but-better.html
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1) More time and energy to do meaningful work that's rare and highly valued by other 
people. 

2) Less distraction and therefore more joy in the moment. 
3) A new and vital understanding of attention and that our brains construct our 

worldview based on what we pay attention to. 

What I witness in most workplaces is that many people are distracted more often than 
not. (the misuse and abuse of smart phones and email, and addiction to social media 
are three key ways we get distracted). 

Distraction means that the most valuable work is not getting done. A consequence is 
that value required is not being consistently delivered. It follows therefore that the 
value of your business/enterprise/organisation is far less than it should be. 

Three recommended deep work actions: 

1) Make deep work as a personal practice at least a once a week ritual. 

2) Over the next 3 months eliminate shallow work. Keep a log of your time, energy 
and money savings. (You’ll be surprised!) 

3) Set up a value-delivery deep dive conversation which each person your role has a 
relationship with. Ask them to tell you what they must have from you and their 
delivery preferences. Update your Role Clarity Statement (in the old out of date 
20th century language that’s your ‘Position Description’). Ask people to describe 
how they feel about their relationship with you and for feedforward on how you 
could be and do better. Commit to a series of quantum leaps to improve your value 
delivery and check-in regularly with those you’re delivering to. 
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The Aggregation of Marginal Gains 

I love this insight. 

It’s a perfect fit with taking quantum leaps. 

I first learned about the aggregation of marginal gains via the writings of James Clear 
which he has now included in his great October 2018 published book ‘Atomic Habits’ 

Read the appropriate piece from his book at https://jamesclear.com/marginal-gains 

The insight comes from the success story of British Cycling and the instigator, 
Performance Director Dave Brailsford*.  

James Clear says: 

Brailsford had been hired to put British Cycling on a new trajectory. What made him 
different from previous coaches was his relentless commitment to a strategy that he 
referred to as “the aggregation of marginal gains,” which was the philosophy of 
searching for a tiny margin of improvement in everything you do.  
Brailsford said, “The whole principle came from the idea that if you broke down 
everything you could think of that goes into riding a bike, and then improve it by 1 
percent, you will get a significant increase when you put them all together.” 

By choosing to be and do just a little bit better, wiser and/or more valuable you can 
achieve your own version of the British Cycling Team's success summarised by James 
Clear as follows: 

"Just five years after Brailsford took over, the British Cycling team dominated the road 
and track cycling events at the 2008 Olympic Games in Beijing, where they won an 
astounding 60 percent of the gold medals available.  Four years later, when the 
Olympic Games came to London, the Brits raised the bar as they set nine Olympic 
records and seven world records. 
 
That same year, Bradley Wiggins became the first British cyclist to win the Tour de 
France. The next year, his teammate Chris Froome won the race, and he would go on 

https://jamesclear.com/marginal-gains
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to win again in 2015, 2016, and 2017, giving the British team five Tour de France 
victories in six years.” 

*I’m aware that there are some stories floating about concerning the use of performance enhancing 
drugs by teams associated with Dave Brailsford. I’m not aware at the time of writing of any proof or that 
there is any substance to these stories. Regardless his insight is a great way to ensure improvement. 

More about the aggregation of marginal gains in due course. 

Do Your Work. 
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Case Study 
Situation 

Prior to entering the business world Petra was an elite athlete of many successful 
years. 

While understanding the workplace as being a very different environment she desires 
as many people as possible to bring the best version of themselves to their work 
every day. 

Challenges 

Petra’s own work role is very demanding with many people requiring her attention and 
engagement. 

Added to Petra being time poor is the fact that all of her direct reports are busy 
people. 

Solution/s Story and Result/s and Value 
  
Petra engaged me to provide group mentoring to herself and three people identified as 
being ready to step up performance. 

She also engaged me to run a series of workshops to give others exposure to the 
same learning as the three selected.  

Over approximately 15 months through the above and the role modeling by Petra and 
the three others a further seven people raised their performance to what can easily be 
considered as elite levels in business. 
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Sparkenation Three Convention 
In a nutshell 

Convention is simply the agreed ways we make things happen and get things done. 

Below is my convention for you to adapt to best suit yourself. 

Here’s my mantra: 
Enlightened Language elevates conversations,  
Conversations enrich relationships,  
Relationships enable business. 

Language is the fertile ground (starting place) for achieving your personal and 
business purpose and any outcome you desire. When language elevates conversations 
and conversations enrich relationships the work (transactions and interactions) is 
enhanced and results take care of themselves. 

My objective is to make my language enlightened. I use the word enlightened as a 
reference to enlightened self-interest the philosopy in ethics that’s about ‘doing well 
by doing good’, or as Zig Ziglar so wonderfully put it “You will get all you want in life, 
if you help enough other people get what they want.” 

Your language (intention, words, tone, timing, body language) must be exactly right 
for the right person/people at the right time for them. Your language package must be 
such that people are not left in any doubt that you are here for them. 

Conversations are elevated when we use such language. 
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Language too is about eliminating words that do not serve other people. 

In other parts of this book we will explore conversations, presentations and 
communication, relationships and purpose in depth.  

For now your work is to get your language enlightened. 

3 recommended actions 

1) Take a very careful note of language being used in your workplace (any place for 
that matter) that causes people to roll their eyes or visibly withdraw. Examples I’ve 
seen are bandwidth, engagement, empowerment, disruption, scale, pivot, 
leverage, synergy. 

2) Eliminate slogans and sound bites from your business. We get annoyed when the 
media and politicians use them so why on earth would we make our people suffer? 

3) Invest time and energy in bettering how you speak, your messaging, making eye 
contact, using tone variations and pausing. 
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Recommended deep work 

1) Invest time in other cultures where different languages to your native tongue are 
used. Note observations about how the best communicators and conversationalists 
operate. France, Germany and Italy and many parts of Asia have been favourites 
for me as an Engish speaking person. 

2) Commit to reading more or listening or watching if reading is not your preference. 

I was interested to note recently that more than a third of Seth Godin’s sales in his 
latest best seller ‘This Is Marketing’ have been audio books.  

You have no excuse for not tapping into other people’s experience and wisdom 
through reading, listening or watching at least once a week. 

3) Learn new words regularly and test and evaluate their value in your overall 
communication, conversations and presentations. 

Do Your Work. 
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Case Study 
Situation 

Nathan’s capacity to do whatever it takes to achieve desired outcomes is legendary. 

A downside is that often this has meant that Nathan has been left to do the work as 
others have fallen by the wayside or just let Nathan do the work. 

Challenges 

Of course being overworked and under-valued has often been a consequence. 

Nathan decided to meet this challenge by being very specfic in his use of language to 
inspire people to contribute and not leave him to do the hard yards or avoid what they 
should be accountable for. 

Solution/s Story and Result/s and Value 
  
The more Nathan has tailored his language to suit the situation and the individual/s 
involved, the better he has been able to delegate. 

Over time Nathan’s natural conversational style has become more other person 
focused yet deliberate in being clear about shared expectations. 

Nathan’s working relationships are now universally strong including overcoming a one 
time hurdle of getting through to people who were less than cooperative because of 
Nathan’s age. 

Nathan has always been a confident communicator. Today he has added a certainly 
that not only elevates his relationships, people are inspired to do the work that 
Nathan once felt was on him. 
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Sparkenation Four Consciousness 
In a nutshell 

A defining moment occurred in my life as I left hospital following a life-saving 
operation over 40 years ago. I share my experience via a short video (‘Don’t die with 
your music locked in you’) at the companion resources web page  
http://www.ianberry.biz/remarkable-workplaces/  

I was to go on and discover that the number one skill of being the best version of 
ourselves is self-awareness. And the number two skill is awareness of others. 

A key to both is unlocking our music i.e. our unique gifts and talents and helping other 
people to be and do the same. 

There’s nothing quite like a human being who is fully alive as we explored in 
Sparkenation 2. The five faces overviewed there are one way to establish that your 
own and/or someone else’s music is unlocked. I’ll suggest a few more ways in the 
recommended actions and deep work section of this sparkenation. 

http://www.ianberry.biz/remarkable-workplaces/
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Self-awareness and Awareness of others is a pre-curser to genuine empathy which in 
turn precedes helping others to achieve what’s valued by them as referenced in the 
Zig Ziglar quote at the bottom of page 25. 

The key consequence of ESI (enlightened self-interest) is that you will achieve what 
you value. 

3 recommended actions 

1) Meet with your team to discuss the insights below and to answer the questions. 

What Employees Really Want From Employers 
(from my research over the past two decades) 

✓ Appreciation. The eminent psychologist William James observed: “The deepest 
craving of human nature is the need to be appreciated.”  

✓ To be held to account via regular, constructive performance feedforward and 
feedback  

✓ Autonomy 
✓ Opportunity to master something 
✓ Role satisfaction  
✓ A feeling that their work contributes to a higher purpose  
✓ Knowing that their work is helping them to achieve their aspirations 
✓ Open, regular, truthful, information gathering and sharing 
✓ Remuneration perceived to be at least equal to effort 
✓ Trust and trustworthiness 
✓ Happy and healthy working environment 
✓ Fairness in all dealings 
✓ Flexibility 
✓ Hope for the future 

How well are you providing your employees with the above?  

How can you do better? 
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Would you add anything to my list? 

What Employees Really Want From Each Other 
(from my research over the past two decades) 

✓ Goal and strategy alignment  
✓ Promises kept  
✓ Open communication  
✓ Understanding of personal needs  
✓ Trust, trustworthiness, and confidence  
✓ Appreciation, support and encouragement  
✓ Authenticity  
✓ Sense of family  
✓ Acceptance of the merit of ideas 
✓ Mutual respect  

How well are your employees providing each other with the above?  

How can your employees do better? 

Would your employees add anything to my list? 
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What customers/clients really want 

Geoffrey James has sold and written hundreds of features, articles and columns for 
many publications including Wired, Men's Health, Business 2.0, SellingPower, Brand 
World, Computer Gaming World, CIO, The New York Times. 

Geoffrey believes all customers want the same 12 things, regardless of who they are, 
who is selling to them or what they’re buying. 

In my work over the past 28 years I would concur with every one of these. 

1. They want to feel important. 
2. They want to be appreciated. 
3. They want you to stop talking about yourself. 
4. They want you to stop talking about your firm. 
5. They want you to truly listen. 
6. They want to be understood. 
7. They want to teach YOU something. 
8. They want and need your help. 
9. They want to buy something. 
10. They want you to delight and surprise them. 
11. They want to pretend they make logical decisions. 
12. They want success and happiness. 

On a scale of 1 - 10 with 10 being remarkable how well are you delivering on 
the above 12? 

How can you and your employees do better? 

Would you add anything to Geoffrey’s list? 
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2) What further modifications will you make to your processes (and/or policies, 
procedures, practices, philosophies, structures and systems) to ensure more 
stakeholders of your workplace are receiving what they want? 

3) In your recruitment what tools do you use to help you to uncover people’s unique 
music/gifts/talents? How will you do better? 

Recommended deep work  

1) Seeing people as they can be is the first step to helping people to discover their 
unique music/gifts/talents. 

My ‘You’re Special’ story illustrates how I believe we should see and treat people. 

Schedule a session just for the purpose of watching the video of this story at the 
companion resources web page http://www.ianberry.biz/remarkable-workplaces/ and 
answer the following questions: 

Share with your team what you feel is special about you and What you love to do that 
you are good at? 

Ask each member of your team to share as you did. 

Have a candid, convivial and compassionate conversation about how much you are all 
doing what you love to do, and your levels of performance. How could you increase 
this? What processes (and policies, procedures, practices, philosophies, structuresand 
systems) would you need to have in place in your workplace to ensure that you and 
all of your people are continually enhancing what you love to do and are good at? 

http://www.ianberry.biz/remarkable-workplaces/
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2) Pay careful attention to defining moments in your life and in the lives of other 
people and engage in regular conversations with colleagues about them. 

Defining moments are those times that make or break a situation or sustain the status 
quo. 

From defining moments emerge stories, those we share and those we tell ourselves. 

Know the stories you are telling yourself and that other people are telling themselves. 
To improve performance change your stories and help other people to change theirs. 

There’s a back story to everything. When something happens we all play a story or 
stories we made up and act them out as part of our response/reaction to situations. 

Sharing stories and helping each other to change the stories we tell ourselves are not 
just a key to music/gift/talents enhancement, they are also key to developing high 
value and mutually rewarding relationships because trust is an outcome. 

There’s more on music/gifts/talents in the next Sparkenation. 

Do Your Work. 
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Case Study 
Situation 

Jamie is blessed to lead a team of elite business development managers.  

When Jamie and I first started working together in 2016 he was overwhelmed, 
overworked and feeling his situation was more of a curse than a blessing. 

Challenges 

Jamie and his team were facing significant challenges from competitors and a degree 
of complacency and loss of edge. 

Jamie was also faced with personal and family challenges that seemed impossible to 
overcome. 

Solution/s Story and Result/s and Value 
  
Jamie has worked very hard on himself becoming incredibly self-aware. 

Jamie has also worked very hard to understand other people and increase his capacity 
for empathy. 

Jamie and all of his team have raised their own high performance bar that has led to a 
better and wiser employee and customer experience meaning best results ever in 
their business. 

Jamie and his family have also, through amazing displays of gratitude, courage and 
diligence, overcome some of their significant health and well-being challenges. I’m 
sure all will be overcome soon. 
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Sparkenation Five Compete With Yourself 
In a nutshell 

We start comparing ourselves to others very early in our lives. Doing so is a journey 
to dissatisfaction, unhappiness and mediocrity. 

We are all unique. We are not comparable to anybody else. 

Not a single duplicate in the 100 billion lives that have walked planet earth. 

The quest is to become the best version of our one-of-a-kind selves. This means we 
must continually compete with ourselves. 

You are accountable for your intentions, feelings, thoughts, actions/behaviours, never 
anyone else’s.  

3 Recommended Actions 

1) Create a profile of what the best version of you looks like on one page. 

The following will be helpful as you create a picture of your best you. 

Remarkable people don’t bully others. 

Remarkable people don’t show their lack of intelligence by being violent towards 
others. 

Remarkable people respect views and opinions that are different to theirs. 
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Remarkable people are passionate and persuasive yet never arrogant enough to think 
and act as if their way is the only way. 

Remarkable people have ditched dogma and instead lead by example. 

Remarkable people are not attached to their ideology, belief system, or political party 
bias, instead they debate ideas and then collaborate to achieve what really is good for 
humanity. 

Remarkable people have roles not jobs. They understand that jobs are part of roles 
and that all roles are about relationships and delivering value to others as perceived 
by them. 

Remarkable people are candid and authentic. They say what they mean and mean 
what they say. 

Remarkable people promise big and deliver. 

Remarkable people do their deep personal work and show it through their acute self-
awareness, and therefore their willingness and ability to be highly aware of others. 

When remarkable people are in the room, they’re in the room (thank you Nigel 
Risner). 

Remarkable people share powerful stories, the kind that others can see and feel 
themselves in. 

Remarkable people co-create cultures of candour where elephants in the room are 
named, and closets are absent of skeletons. 

Remarkable people tell the truth as they see it, yet never in ways that are a put down 
of others. 

Remarkable people ... Please insert your thoughts. 

Now create your one page. Start with putting your name on the top, today’s 
date and the heading I am remarkable when 

To help you to live your one page choose a theme song for competing with yourself 
and play it regularly to help you to get into the state right for you. 
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2) Write down what you stand for 

Below are two examples to help you, my own and my client Jamie Wilson. 

What I stand for - Ian Berry 

The change I’m seeking to make with you are shifts in being, feeling, thinking and 
doing that mean the maximum number of people in your workplace feel valued, live 
values and are delivering value. 

Homes, workplaces and third places where it’s standard practice for people to feel 
heard, understood and appreciated. Therefore I stand for: 

1) People being willing and able to have the candid, convivial and compassionate 
conversations essential for other people to feel valued, live values and deliver value. 
2) Every person having continuous opportunities to be the best version of themselves 
and to do work that is meaningful for them and highly valuable for others. 

3) Sparkenators inspiring, reminding and persuading others to be and do as above. 

What I stand for - Jamie Wilson 

I stand for OUR People, OUR Team. Our people should not be managed, they should 
be lead, guided and encouraged to prosper, achieve and be their best. 

Business objectives are achieved as a consequence of individuals achieving their 
objectives 

We need to manage processes, procedures, policies, practices and systems to ensure 
our people can deliver their and our objectives 

I stand for OUR culture. A culture that everyone invests into and leads from example 
and owns their unique piece of it 

I stand for communication improvements across all areas of the business. We are the 
BEST at what we do, lets not let this bring us down 

I STAND FOR EVERYONE IN THIS ROOM. TOGETHER EVERYONE ACHIEVES MORE 

Now go create your own. Clue: What you stand for is the change you want to see/
make happen. 
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3) Develop and stick to a one page for your rituals or standards 

You can download my one page via the companion resources web page to this book 
http://www.ianberry.biz/remarkable-workplaces/ (See link just under Compete With 
Yourself). 

Use it as a guide to create your own. 

Recommended Deep work 

There are 3 areas I recommend you focus your deep work on. 

1) Regularly transform yourself by undertaking the compete with yourself exercise 
which you will find at the companion resources web page (it’s in the short and succinct 
Reasons, Relationships, and Routines Guarantee Results Course). 

2) Discover, unleash and enhance your own and other people’s gifts. I believe this is 
the number one role of leadership. 

3) Get better everyday at engaging in candid, convivial and compassionate 
conversations with fellow humans. 

http://www.ianberry.biz/remarkable-workplaces/
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Should you not yet be familiar with the Enhancing Your (Their) Gifts concept you’ll find 
links at the companion resources web page.  

You will also find at the companion resurces web page content to consider about 
conversations. It is key from a self-leadership perspective and therefore competing 
with yourself that you master all conversations in the essential conversations matrix 
you'll see at the link.  

Visit this companion resources web page now http://www.ianberry.biz/remarkable-
workplaces/ to access these resources that will assist you as you undertake your deep 
work. 

Do Your Work. 

http://www.ianberry.biz/remarkable-workplaces/
http://www.ianberry.biz/remarkable-workplaces/
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Case Study 
Situation 

Allan initially struggled with the weight of expecations of others following a significant 
promotion. 

He was in no doubt that he had all the skills requrired, nevertheless he found it 
difficult to bring the best version of himself to his work consistently. 

Challenges 

Allan is certainly not alone in feeling stress because of carrying the weight of other 
people’s opinions, particularly those that are unsupporting. 

His challenge was to deliver value to other people that they wanted while being true 
to his best self. 

Solution/s Story and Result/s and Value 
  
Allan gained self confidence over time by making sure his intention (purpose) was 
clear. 

In small yet significant ways (quantum leaps) Allan began to stand his ground when 
others pushed back negatively because he knew his intention was pure and that he 
has the best interests of others at heart. 

Allan has empowered himself to be more self-confident through improving his self talk 
over time. 

Allan has made it his delibrate practice to be in the now and to always have the 
intention to bring his best to each interaction with others in a spirit of collaboration.  

Allan has stopped comparing himself to others. His theme song is We could be heroes! 
And the improved efficiency and effecivness of his team is self-evident. 
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Sparkenation Six Concentration 
In a nutshell 

I'm very grateful to my friend, colleague and mentor Glenn Capelli who was the 
special guest presenter at the master-class on this topic. Glenn's inspiration, wisdom, 
work and wit has greatly influenced this chapter. You can download Glenn’s handout 
from the master-class via the companion resources web page http://
www.ianberry.biz/remarkable-workplaces/ 

Fertile Ground - Embrace 'essentialism', Ploughing - Choose one-thing, Seeding -
Stretch your mind, Nurturing - Create and Take, Harvest - Integrate. 

I’m often asked what do I focus on or how do I maintain focus. The context is usually 
a conversation about all the distractions, shiny objects and the myriad of choices we 
are all confronted with.  

My answer is always to concentrate on being better, wiser and more valuable and 
helping other people to do likewise in their own best way. 

When I’m faced with a choice I quickly (mostly silently) ask will this lead to being 
better, wiser or more valuable? If the answer is no then the choice is obvious. I 
recommend this practice to you. 

http://glenncapelli.com/
http://www.ianberry.biz/remarkable-workplaces/
http://www.ianberry.biz/remarkable-workplaces/
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I engaged Nick Haines and Matthew Newnham from Five Institute as my mentors for 
about a year in 2015/16. 

'Essentialism' was a book they recommended. There’s a link to this book at the 
companion resources web page http://www.ianberry.biz/remarkable-workplaces/ 

I have since integrated the central philosophy of "less but better" into my whole life 
(it's a work in progress!) in conjunction with Cal Newport’s deep work as previously 
referenced. 

Working with Nick and Matthew also highlighted the fact that I was offering too much 
at once to my clients and particularly prospective clients. They suggested a "less but 
better" way was only offering one-thing at a time. This fitted perfectly with my use of 
the science of quantum leaps. 

Fascinatingly I was blinded to this in my work offerings and so this became a very 
large FBO (flash of the bloody obvious). 

The above work helped to quiet my mind and as well as stretch it. I also began to 
revisit some of Glenn Capelli’s thinking insights. 

All of the above has been instrumental too in helping me to integrate change in my 
own life as well as help my clients to integrate their learnings with what is already 
working well for them. 

3 recommended actions 

1) Choose one of the 'Essentialist' ways of being every month and integrate each into 
your life and work. 

http://www.ianberry.biz/remarkable-workplaces/
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2) Do some activity every day that will stretch your mind. 

3) Fully embrace the science of quantum leaps and The Aggregation of Marginal Gains 
in all your becoming and all your doing. 

The great thing about living your life as a series of quantum leaps and then combining 
them for overall improvement is that when you have missteps, make mistakes and 
encounter mayhem, you can move on armed with new learning literally in the next 
moment. 

Recommended Deep work 

1) Contact Glenn Capelli http://glenncapelli.com/ and get your personal copy of his 
book 'Thinking Caps' and work your way through each section. 

In the context of pursuing daily being better, wiser and more valuable (Concentration) 
I recommend the concepts of kaizen and widezen, pages 81 - 89, as a great place to 
start. 

http://glenncapelli.com/
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2) Make it your personal mission to keep your mind agile. And nurture taking an agile 
mindset into everything you do in your life. 

The ‘How Leaders Can Improve Their Thinking Agility’ article by Jesse Sostrin for 
Strategy + Business may help. I personally like their model used (see below). 
Read the article yourself at https://www.strategy-business.com/blog/How-Leaders-
Can-Improve-Their-Thinking-Agility 

https://www.strategy-business.com/blog/How-Leaders-Can-Improve-Their-Thinking-Agility
https://www.strategy-business.com/blog/How-Leaders-Can-Improve-Their-Thinking-Agility
https://www.strategy-business.com/blog/How-Leaders-Can-Improve-Their-Thinking-Agility
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3) Create a process where you will always integrate new learning with what you're 
already doing that is working well for you. 

Your use of the Plan and co-promises on a page referenced at the end of this 
workbook is a great tool for this. 

Do Your Work. 
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Case Study 
Situation 

Melanie’s primary role is to review customer interactions and transactions data and 
provide management with useable insights. 

Challenges 

3 of the 7 member management team value Melanie’s input, 3 don’t and 1 is a fence 
sitter. 

The fence sitter is also the leader of the team. Melanie reports to him. 

Solution/s Story and Result/s and Value 
  
I introduced Melanie to the concept of ‘essentalism’ and it’s central theme of “less but 
better”. 

Melanie was familar with the idea of more with less and perceived this as a negative 
given that members of the managment team were consistenly demanding more and 
providing less resources. 

Through a series of conversations we decided that Melanie would focus her monthly 
report on just one thing of value for each of the 7 members of the management team 
and one for the overall business. 

Each one thing was determined after asking each person a series of questions about 
what they really wanted. 

Over time Melanie was able to provide insights to management that were acted on 
and resulted in small wins that when aggregated made a big difference to company 
results. A consequence was Melanie became universally valued. 
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3 reinvigorating purpose sparkenations - 
communication, collaboration, communities. 
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Sparkenation Seven Communication 
This sparkenation is divided into 3 sections: Ask the great questions essential for 
sustaining shared-view, matching conversation type to situation, and the four success 
principles of powerful presentations. 

Ask the great questions essential for sustaining shared-view 

In a nutshell 

Most of our troubles, personal, local, organisational, national, and international, are 
fundamentally based in our perceived need to hang onto the world in here (my view), 
our issues with the world out there (other people's views), and, our failure to focus 
more on the world we share (ours). 

The exciting news is that when we find and sustain shared-view (ours) we can triumph 
over all our troubles. 

In business it's essential to sustain shared-view in 7 areas of significance.  

Do so and I can guarantee you better business results at less human and 
operating cost. 
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Below are the 7.   
You’ll find a short video on each of the 7 at the link below and also a diagnostic tool. 
http://www.ianberry.biz/sustaining-shared-view/ 

The diagnostic is also pictured on page 51. 

1. Where are you now (reality)? 
2. Where are you going (possibility)? 
3. Why are you going there (purpose)? 
4. How will you get there (strategy)? 
5. Who will do what and when (execution)? 
6. How will you know you're on track (progress)? 
7. How will you behave along the way (culture)? 

Sustaining shared-view in these seven areas of significance where the most successful 
leaders stand out, is part three of The Appreciative Leader handbook at http://
www.ianberry.biz/appreciative-leader-handbook-ian-berry/ 

This chapter is an addendum to the above. 

The fertile ground is determining what question to ask through carefully assessing 
the situation and therefore ensuring your question is in the right context.  The right 
question in the wrong context can cause trouble!  Ploughing the ground is then to 
ask the question. Seeding is being silent yet completely attentive while the person or 
people answer your question. The nurturing lies in how well you acknowledge their 
answers. 

The cycle is complete (harvest) when you align answers with who people will become 
and what they will do next to implement their answers and/or integrate their answers 
with what is already working for them. 

http://www.ianberry.biz/sustaining-shared-view/
http://www.ianberry.biz/appreciative-leader-handbook-ian-berry/
http://www.ianberry.biz/appreciative-leader-handbook-ian-berry/
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3 recommended actions 

1) In the master-class that workshopped the content herein participants prepared for 
the session by completing the diagnostic below.  You can download yourself at the 
companion resources web page http://www.ianberry.biz/remarkable-workplaces/  

Undertaking this exercise yourself will give context to all that follows. A strong 
suggestion would be to ask each member of your team to complete the diagnostic and 
indicate each of their answers on one form. This will pave the way for great 
conversation leading to shared-view. 

 

http://www.ianberry.biz/remarkable-workplaces/
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2) Participants also prepared for the master-class by answering the following two 
questions: 

What’s the greatest question you’ve ever been asked? 

And what’s the greatest question you’ve asked somebody else? 

What are your answers? 

My favourite answer was one from a female participant who challenged one of her 
bosses with “Would you talk like that to your sister?” 

3) We also had great conversation in the master-class around the following quote:  

"In leadership the conversation isn't about the work, 
the conversation is the work." 
David Whyte 

What are your thoughts? Who can you become and what will you do next to 
embrace these concepts? 
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Recommended deep work 

1) Access the companion resources web page http://www.ianberry.biz/remarkable-
workplaces/ and download and use 'The great questions remarkable leaders often ask' 
ebook. 

2) Over time develop a set of questions you can ask at appropriate times. I have a list 
of over 100 questions that I have tried, tested and proven. I simply wait for the right 
context to use them.  

Usually I invest a great deal of time and energy contemplating which is the best 
question that will help this person be the best version of themselves. 

3) Regularly take courses or participate in programs that will help you to continuously 
better your language, communication, presentation and conversation skills and 
attitudes. 

Do Your Work. 

http://www.ianberry.biz/who-before-do-companion-resources/
http://www.ianberry.biz/remarkable-workplaces/
http://www.ianberry.biz/remarkable-workplaces/
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Matching conversation type to situation  

In a nutshell 

Leadership has much to do with building and sustaining high value, mutually 
rewarding relationships. 

A key component is seeing/hearing behaviour (acceptable and not), calling both out 
and facilitating conversations that appreciate acceptable behaviour, help people to be 
accountable when there's been slippage, and sustain or restore alignment. 

Post these conversations it's important to document agreements and how progress 
will be made visible. 

Mastery of 8 styles of conversations (includes communication in general as well as 
presentations) and 7 situations are essential for success. 

These 15 elements are the subject matter for my ebook Communication, 
Presentations and Conversations That Sustain Remarkable Businesses which you 
downloaded as The Essential Conversations Matrix in the Compete with yourself 
sparkenation. 
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3 recommended actions 

1) Download the ebook above if you haven’t already. Commit to mastering each of the 
elements. 

2) Undertake the performance possibility pulse check inside the ebook involving as 
many people who you work closely with and who know you well. 

3) Commit to undertaking the pulse check regularly and sharing it and your proposed 
actions with your colleagues. 
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Recommended deep work 

1) Commit to formal learning each year that means your continually improving your 
communication, presentation and conversation attitude and skills. 

2) Work with mentors both inside and external to your workplace who will help you to 
apply your formal learning. 

3) Become a communication, presentation and conversation mentor yourself to people 
inside and external to your workplace. 

Do Your Work. 
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The four success principles of powerful presentations 

In a nutshell 

 

I began speaking professionally in 1991. Five years later I engaged my first coach/
mentor, the genius David Griggs from The Speakers Studio in Adelaide, Australia. I 
wished during my first session with David that I’d hired him 5 years earlier! The full 
story is in Changing What’s Normal. 

Since that defining moment in 1996 I’ve left nothing to chance.  

Now I’m not saying here that you need to be able to speak professionally. What I am 
suggesting strongly is that you must be professional when you speak.  

The world doesn’t need any more death by powerpoint or boring presentations that 
fail to inspire. 

I’ve learned that there are 4 principles that you really must learn to apply in your own 
best way. 

The first and therefore the fertile ground is knowing your audience.  

You need to know their needs, wants, expectations and desires.  

You need to know what they believe in and what they don’t.  

You need to know their worldviews on the subject you’re speaking about.  

You need to understand where they are, where they want to move to and why. 
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Such knowing makes the second principle (the ploughing) simpler, that of crystalising 
your message so that it is just right for your audience. 

David used to continually ask me what my message was because in my early work 
with him I wasn’t crystal clear. In the deep work recommended below I’ll share some 
resources that I rely on to ensure my message is precisely right for the audience on 
the day. 

Stories that match your message is the seeding of the ground. The best stories are 
those that people in your audience can feel themselves in.  

Becoming a great story teller or story-sharer as I suggested in The Appreciative 
Leader is a must have passion and skill for everyone being a Sparkenator in the 21st 
century. 

Principle 4 and the nurturing component of powerful presentations is your use of 
pauses and how you make your points. 

David taught me to not speak while moving and to always make my points from 
centre stage. I learned over time and deliberate practice to become a master of short 
and long pauses. You can become a master too. 

3 recommended actions 

1) Speak or present to groups as often as possible. Make this part of your community 
service. Community organisations are always wanting speakers. Assuming the 
right kind of practice you will get better, wiser and more valuable the more you 
speak. And you will enjoy the enormous privilege that presenting is. 

2) Learn who the best presentation skills coaches and mentors are in your area and 
work with them. 
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3) Ask these people to be in the room ocassionally and meet afterwards to explore 
your messaging, stories, pausing and point making and impact on the audience. 

Recommended deep work 

Immerse yourself in the following resources: 

1) For messaging I highly recommend ‘The Presentation Coach’ by Graham Davies 
and ‘Think’ by Matt Church and Peter Cook.  

2) For speaking in general I recommend ‘Speakership’ by Matt Church, Sacha Coburn 
and Col Fink. 

3) The above resources also contain some great insights into sharing stories. There’s 
other great books and resources too which are referenced at the companion 
resources web page http://www.ianberry.biz/remarkable-workplaces/ 

Do Your Work. 

http://www.ianberry.biz/remarkable-workplaces/
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Case Study 
Situation 

Donovan has only been in his first senior leadership role for less than one year. 

He is acutely aware that being as good as he can be as a communicator is a key to 
being successful in the his new role. 
  

Challenges 

The value of input from Donovan’s team to the rest of the organisation in the past 
wasn’t fully appreciated by all. 

In part this has been due to the organisation not really knowing what it wants and 
needs and therefore team members being uncertain of their roles. 

Solution/s Story and Result/s and Value 
  
Donovan successfully applied the principles of this sparkenation to a) receive a 
promotion to his new role and b) make his new role successful. 

In particular Donovan has elevated conversations and therefore enriched relationships 
(see Sparkenation three). 

Donovan has been volunteering to speak at every opportunity. Of course the better he 
has become the more his presentations have been well received and acted on. 

Donovan realises that being an engaging and inspiring speaker is just one of the 
seven relationship enhancement roles and so he has the Sparkenator seven picture on 
his office wall. 

In addition to the above Donovan uses the seven areas of shared-view to help to focus 
himself and team members on delivering value to the rest of the organisation as 
perceived by them. 
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Sparkenation Eight Collaboration 
In a nutshell 

Every problem/challenge in our world today (and in your life) is a human one. Every 
solution has relationships with other humans at heart. 

My friend and colleague Keith Abraham says:  
“Achievement is never an individual activity.” 

And it’s literally about matters of the heart. 

As reflected in the compete with yourself exercise to change an outcome/results we 
must modify/or change intention, feelings, thoughts, behaviours/actions. Intention 
and feelings are the fertile ground and ploughing, the hard work! 

“Most of us think about ourselves as thinking creatures who feel but we are feeling 
creatures who think, and we live in a society that values what we think over what we 
feel” 
Dr. Jill Bolte Taylor, a leader in the world of neuroscience. 

There’s a link to a great TEDx talk by Jill at the companion resources web page  
http://www.ianberry.biz/remarkable-workplaces/ 

The other side of the compete with yourself coin is collaborate. 

At the heart of collaborating of course is relationships. To improve/sustain highly 
valuable and mutually rewarding relationships we must change or modify how we 
contact, connect, establish/sustain common ground or shared-view and demonstrate 
commitment with other people. 

http://www.ianberry.biz/remarkable-workplaces/


Page !  of !62 106

3 Recommended Actions 

1) Write down your greatest collaboration or relationship story and one where you 
failed. Who will you become and what will you do next to better live the lessons 
from these experiences? 

2) Review the seven special steps to successful collaboration on pages 99, 100 of 
Changing What’s Normal with your team/performance partners and explore 
changes/modifications you could make to your relationships. The seven steps are 
available for your convenience at the companion resources web page http://
www.ianberry.biz/remarkable-workplaces/ 

3) a) Review your diary for the past month. Are more than 75% of your actions some 
form of communication or conversations with family, friends, colleagues and 
stakeholders? How could you better invest your time and energy to build and grow 
high value mutually rewarding relationships? b) Choose a theme song for 
collaboration and play it regularly to get into the state right for you. 

And while we’re referencing diaries; How much of your time is not scheduled. The 
very best Sparkenators I know have only a maximum of 50% of their diaries with 
appointments scheduled (including meetings). 

http://www.ianberry.biz/remarkable-workplaces/
http://www.ianberry.biz/remarkable-workplaces/
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Recommended Deep Work 

1) If you have not yet watched the compete/collaborate video and started to make 
the compete with your yourself and improve relationships exercises part of your 
routine then now is a good time to start You'll find a link to these at the companion 
resources web page. 

2) For your business/organisation staying in touch with customers/clients and 
continually adding value to the ways you delight them is fundamental to remaining 
relevant and valuable. Explore with your team how you could better utilise the 
contact-connection-common-ground-commitment as a service-sales-experience 
and value adding cycle. 

3) What is a major collaboration you have thought about however not yet acted on? 
Who will you become and what will you do next to better turn your thoughts into 
reality? 

Do Your Work. 
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Case Study 
Situation 

Brad has been a significant part of his organisation doubling their sales in the past four years.


Brad was once more of a loner rather than collaborator.


  
Challenges 

Brad was finding it increasingly difficult to stay on top of his workload. 

A lof of Brad’s work was created through employees and customers not following 
proven practices or being unclear of the best way to follow agreed processes. 

Solution/s Story and Result/s and Value 
  
Brad firstly began to ensure better access to data of customer interactions and 
transactions. 

In collaboration with agents Brad developed checklists to make their lives easier. Sales 
increases have resulted. 

Brad helped each employee to better clarify their roles, their relationships and value 
delivery. 

Combined with the above and through better analysis of data Brad now uses the 
collaboration process detailed in this Sparkenation (contact, connection, common-
ground, commitment) to sustain relationships with customers and agents. The 
continuity of these is reflected in increased sales. 
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Sparkenation Nine Communities 
In a nutshell 

There was no television in my home when I was born in 1953.  

Consequently I am in awe of the vast array of technological advances of my lifetime. 
Many are simply breathtaking. 

The only ones I truly value though are those that genuinely enhance the human 
experience ethically. 

Our lives are entangled in the so-called ‘Internet of Things’, the network of connected 
“things” that we have allowed to invade our lives. 

I’m grateful for the convenience that the things bring.  

Yet I’m increasingly skeptical of their real value because what I am seeing is more 
human disconnection, less sense of belonging, and an absence of meaningful and 
caring communities.  

Consider how much of social media is anti-social? 

And how much of this new media is really just the old media on steroids? Where 
would the social media companies be without advertising? 

Add to these Reality TV that isn’t real and artificial intelligence that by definition is 
artificial! 

There’s a better way forward. 
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In August 2018 I undertook a month long experiment of not participating in social or 
mainstream media because I was seeking more human to human connection. 

I faced some significant health challenges at the time and had lost touch with my 
proven methods for dealing with them. A friend had challenged me with these words 
“What’s going on mate? You’re obviously not feeling your best self.” 

I was grateful for his challenge. On reflection I realised that I become distracted and 
disillusioned. 

I wrote down that I was tired of social media, particularly the endless self-promotion, 
quoting of other people by so-called experts, and the lack of value. 

I wrote down that I’d had it with mainstream media too. Endless negativity, bad news 
and self-interest. 

I wrote down that I was tired of algorithms trying to dictate what I look at. 

The more I wrote the better I felt! 

My passion for ‘andorithms’, those qualities that make us human, reemerged. 

Here’s my 9 key lessons from my month’s experiment of no media. 

1) I've enjoyed and given and gained great value from conversations in person and 
online where there wasn't a smart phone distracting or disrupting us. 

2) I have a couple of hours per day to be a better human, and to better experience 
nature and other humans. 

I'm better and wiser for the experience particularly as I can invest in more deep work 
and by definition less shallow work. 

3) Life is so much better without the negativity, self-interest and bias, and the bullshit 
(fake news, lies and propaganda) of all forms of the media. 

4) As a consequence of unsubscribing from emails that are just fronts for trying to flog 
me stuff I don't want or need, my in-box is much easier to empty every day and my 
replies to other emails are better and more valuable to the recipients. 

5) I'm much more relaxed. I feel a better human. I'm free of the false feeling of the 
need to be liked, instead I'm more loved by family, friends, colleagues and clients 
(and my dog!). 

6) Living a life without the constant noise of the media in the background means that 
my life is more peaceful and in harmony and flow. 

7) My social network more than ever now is being in person with family, friends, 
colleagues and clients. Online still has a place in my future particularly in increasing 
the value of my relationships with my network through technology like Zoom.  

The big difference is that I'll be much more deliberate in choosing when, where and 
what. I've lost interest in algorithms and their undue influence. 

8) Just sitting and thinking and often just sitting are more of a practice now. Less 
distracted by technology and more distracted by life in a non shallow way. 
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9) I'm more valuable to the people who matter in my life. 

3 recommended actions 

1) Make it your personal practice to regularly take time out from all forms of media.  

2) Undertake a review of your personal and family philosophies concerning the 
‘Internet of things’. Ask, What is truly adding value to our lives? Disentangle 
yourselves from everything that isn’t adding real value. 

3) Of all the third places you feel you really belong to where are you giving and 
receiving the greatest value? What modifications/changes will you make? 

Recommended deep work 

1) Involve people at all levels in your organisation in an extensive review of your 
philosophies concerning the ‘Internet of things’. I suggest watching this TED talk by  
Chobani founder Hamdi Ulukaya first https://www.ted.com/talks/
hamdi_ulukaya_the_anti_ceo_playbook 

https://www.ted.com/talks/hamdi_ulukaya_the_anti_ceo_playbook
https://www.ted.com/talks/hamdi_ulukaya_the_anti_ceo_playbook
https://www.ted.com/talks/hamdi_ulukaya_the_anti_ceo_playbook
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2) Carefully consider with your team the concept of ‘Communityship’, see http://
www.mintzberg.org/blog/communityship and decide how you will embrace this in 
your team and how you will influence your wider organisation to do the same. 

It’s likely that while undertaking the above exercise you will discover that many 
people are still not doing work that is meaningful for them and highly valuable for 
others. 

There’s more about this in the designing and delivering meaningful and valuable work 
section of Sparkenation 12. 

For now consider the following diagram and ask as part of the exercise, How will we 
better our competitive advantage? 

Do Your Work. 

http://www.mintzberg.org/blog/communityship
http://www.mintzberg.org/blog/communityship
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Case Study 
Situation 

Faced with serious challenges in sustaining desired growth and profitability Darren 
decided in 2015 to review every aspect of his business with my help. 

It became clear at the outset that Darren’s good reputation in the communities in 
which he operates were a key factor to his past success. It was also clear that this 
could be leveraged better. 

Challenges 

A new franchise had just been purchased, there were rental agency changes and staff 
attitudes and therefore performance were inconsistent. 

The consequences of these were a drop in desired profitability. 

Solution/s Story and Result/s and Value 
  
Everyone’s role was reviewed and clarified with individuals. 

One consequence was a revelation that some key processes needed upgrading to both 
better enable people to fulfill their roles and also make interactions and transactions 
with customers simpler. 

Improvements in standard operating policies, procedures and practices followed, 
checklists were introduced as was better use of technology e.g. Google docs 

Now four years later Darren has doubled the size of his business, is sustaining good 
profits, plus employee and customer experience has reached industry enviable levels. 

The above has all been achieved while moving to much larger premises at the main 
branch as well as opening two further branches. 



Page !  of !70 106

 

3 simplifying processes sparkenations - 
contribution, coexistence and connections. 
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Sparkenation Ten Contribution 
In a nutshell 

Our lives are a continuous cycle of living, loving, leading and leaving (our 
contribution) which result in our legacy. 

Much gratitude to Helen Macdonald https://www.helenmac.com/ who presented a 
wonderful master-class on this topic of living on purpose and leaving a legacy on 28th 
November 2018 and who inspired the following: 

Living 
 
My quest each year is to be better, wiser and more valuable than I was last year. 
What's your quest? We have never arrived. Life is a journey not a destination. 
 
A key to living your best life are the laws, proven principles or standards you live by. 
In the recommended deep work associated with this sparkenation I share 11 laws that 
I follow and ask you to take action in your own best way. 

Loving 
 
We are all in love with significant people in our lives and with certain actions we take 
in our lives.   
 
If you know me well (or as you would have gathered from reading so far) you will 
know that I'm big on being before doing or who before do. 

Who do you love? How do you express this love to these people? How could you be 
better in being in love? 

https://www.helenmac.com/
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What actions do you love to take?  

As explored in The Appreciative Leader, living Steven Farber's beautiful line is a key 
for me. He said "Do what you love in the service of people who love what you do." 
 
What do you love to do?  
 
Who loves you doing what you do? 
 
How can you get better are what you love to do in the service of people who love what 
you do? 
 
Leading 
 
Our living and loving heavily influence our leadership. Your best leadership style is 
being yourself, that one-of-a-kind that each of us is. How are you bringing your living 
and your loving to your leading? How can you be better? 

"You lead best when the best version of you, leads the best version of us." 
Matt Church 
 
Leaving 
 
How we live (fertile ground), love (ploughing the ground), and lead (seeding) drive 
the feelings we leave behind (nurturing).  
 
Write down how people feel when you leave home, meetings and other regular 
interactions. 
 
Who will you become more of? What will you do better? so that when you leave 
anywhere people feel better because you have been with them. 
 
Legacy 
 
What's the impact you're making? In the master-class Helen Macdonald explored what 
she calls small l legacy. In other words the zillions of little opportunities that we have 
every day to leave a big impact. 
 
The actions below are designed to help you to optimise your impact. 
 
3 recommended actions 

1. In your daily routines, rituals, habits become more conscious of how you live, love, 
lead and leave. Make it a deliberate practice for the rest of your life to always be 
making quantum leaps (small yet significant shfits) that mean you're more 
valuable for others. 
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2. When you leave the planet what small yet significant actions or behaviours of 
yours will your loved ones and people you worked with remember the most? Make 
a list? Keep adding to the list at least once a month. 

3. Engage in feedforward with the people closest to you about your impact. Share 
with them that you want to make a greater impact in small yet significant ways 
and ask them for two suggestions. Say thank you and take action! 

Recommended Deep work 
 
Consider the following 11 laws for leading your best life and take action to integrate 
them into your own life in your own best way. 

1. We live in a field of infinite possibilities thanks to discoveries in quantum physics. 
Taxes, change and death are the only certainties. Your action? 

2. An "attitude of gratitude" I discovered through the doctor who saved my life 40 
years+ ago is paramount to daily fulfillment Your action? 

3. We are the observers and creators of our thoughts as many meditation masters 
have taught us, therefore we never need to let ourselves be held hostage to our 
thinking nor anyone else's. Your action? 

4. We’re making it up as we go along. Much of life is an ‘imagined reality’. Religion, 
laws, you name it, we make them up for our own reasons. I recommend Yuval Noah 
Harari’s 3 books on this topic and more. Start by reading this article https://
www.ynharari.com/topic/power-and-imagination/ Your action? 

5. Life/work balance is nonsense. Life/work harmony is possible which I wrote about 
in the first book in this trilogy Changing What's Normal. Here's a refresher. https://
blog.ianberry.biz/2010/01/lifework-balance-is-nonsense-lifework.html Your action?  

https://www.ynharari.com/topic/power-and-imagination/
https://www.ynharari.com/topic/power-and-imagination/
https://blog.ianberry.biz/2010/01/lifework-balance-is-nonsense-lifework.html
https://blog.ianberry.biz/2010/01/lifework-balance-is-nonsense-lifework.html
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6. Combining a series of small shifts is the key to significant improvement. Think the 
true meaning of ‘quantum leaps’ and ‘the aggregation of marginal gains’, as we have 
already explored. Your action? 

7. Systems and processes to achieve your goals are more important than your goals. 
Your action?  

8. Being an essentialist is a key way to live your best life. If you're not familiar with 
essentialism learn more at https://blog.ianberry.biz/2015/11/less-but-better.html Your 
action? 

9. Thinking about strategy and planning at the same time is a mistake. Strategic 
planning is an oxymoron. Think about strategy as a compass and your execution plan 
as a map. Your action? 

10. Making meaningful progress visible or the 'progress principle' is a key to being 
open and honest in reflection and after-action reviews. Your action? 

11. Beauty is in the eyes of the beholder. Value is too. And legacy? yep that too. Your 
action? 

Do Your Work. 

https://blog.ianberry.biz/2015/11/less-but-better.html
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Case Study 
Situation 

When Tim and I first started working together in early 2018 Tim was uncertain about 
the full positive impact of his decision-making and was keen to learn how to let go and 
more fully empower others to make decisions and thereby increase his capacity to 
work on his business rather than in it. 

Challenges 

Tim was a perfectionist and overly cautious about letting go of responsibility and 
accountability. 

Solution/s Story and Result/s and Value 

Tim has changed the way he thinks and acts with employees. He is more relaxed. His 
communicaiton style as he refers to it is more coloured. It is also more friendly and 
jovial yet still with a edgeyness when it comes to performance consistency. 

Three people are now fulfllling Tim’s old role. They have raised the bar. They have 
freedom in their roles. They now tell Tim what they’re doing and why and are trusted 
to get on with it. 

Cave Hill Creek is flourishing and still achieving 18% revenue growth. Tim is now 
focused on creating and executing a Blue Ocean strategy that will take his business to 
the next level. 

In 2018 Cave Hill Creek was inducted into the prestigious Victorian Tourism Hall of 
Fame after winning three consecutive golds at the RACV Victorian Tourism Awards. 
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Sparkenation Eleven Coexistence 
In a nutshell 

Why are we having trouble coexisting in some parts of our world? My short answer is 
self-interest, self-righteousness, greed, apathy, 

Why does us and them still exist in many organisations? My short answer in addition 
to the above would be change management! 

Change management for me is one of the three great oxymorons in business.  
The other two are strategic planning and performance management. 

Change and performance can’t be managed. They can be led. Your strategy and your 
execution plan are joined at the hip however they are both very different and must be 
determined individually. 

To sparkenate change we need a change process, not change programs. My change 
process is pictured below. This was addressed in ‘The Appreciative Leader’ handbook.  

There are several exercises in the companion resources web page to the handbook 
that will help you to master this process or develop and master your own.  

You'll find a a link to this companion resources web page at 
http://www.ianberry.biz/remarkable-workplaces/ 

The key to success in following a change process is three-fold: 

1) asking the right questions of the right people at the right time for them, 
2) listening intentionally for their answers, and 
3) understanding and utilising the power of silence. 

http://www.ianberry.biz/remarkable-workplaces/
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The comparison models on the next page are taken from a LinkedIn article by 
innovation guru Dr. Amantha Imber. Access her original article via the companion 
resources web page http://www.ianberry.biz/remarkable-workplaces/ 

 

The above are most likely adaptions of W. Edwards Deming’s work pictured on the 
next page. 

http://www.ianberry.biz/remarkable-workplaces/
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In workshops with clients I often workshop Deming’s work overlapping my own 
change process and in light of the following: 

“A bad system will beat a good person every time.” W. Edwards Deming.  

“Commit to a process (system), not a goal.” James Clear  
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Perhaps the most famous change process of all is Joseph Campbell’s The Hero’s 
Journey.  

Pictured below is one version of this: 

“The hero’s journey is like an operating system (or software in an operating system) 
that each of us received at birth, hard-wired into our psyches, to hekp us navigate our 
passage through life.” 
Steven Pressfield in ‘Nobody Wants To Read Your Sh*t’ 

3 recommended actions 

1) Meet with your team and schedule taking the actions relevant to the above change 
process that are at The Appreciative Leader handbook companion resources web 
page. You’re looking for the Appreciating what is (Sparkenation 15) and 'Shifting 
from reality (what is) to Possibility (What Can Be)’ (Sparkenation 16) exercises. 

2) At a to be scheduled team meeting discuss other uses of the change process or 
whether or not you should create and use your own process. 
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3) Choose a theme song for team meetings and always play it at the start of every 
meeting to get into the state right for the team. Encourage team members to 
choose songs and regularly change them. 

Recommended Deep work 

1) Ready and apply in your own best way my ebook ’19 Really Useful Techniques for 
making difficult conversations history’. 

2) Read and apply in your own best way my ebook ‘The great questions remarkable 
leaders often ask’. You’ll both these ebooks via the companion resources web page 

     http://www.ianberry.biz/remarkable-workplaces/ 

3) Decide together as a team how you will incorporate the teachings of the above 
ebooks in your own best way to uplift your culture. 

Do Your Work. 

http://www.ianberry.biz/remarkable-workplaces/


Page !  of !81 106

Case Study 
Situation 

Paul is unique. He is the CEO of an established and successful organisation as well as 
being the first employee of the company as a start up venture in another country. 

Challenges 

Paul has the twin challenges of keeping a highly experienced leadership team on a 
continuous quest to be better, wiser and more valuable as well as starting the 
business successfully in another country from scratch. 

Solution/s Story and Result/s and Value 
  
Paul has made it his business to know precisely where he is himself and where other 
people are (both employees and customers) in the change cycle. 

This has helped Paul to successfully bring about desired change through a series of 
quantum leap (small yet significant) actions. 

Following the change process of this Sparkenation has been a perfect fit with Paul’s 
inherent talent of been an enabler and getting people to be and do in ways that are 
good for them personally as well as for the organisation. 
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Sparkenation Twelve Connections 
This sparkenation is divided into 2 sections: making meaningful progress visible and 
designing and delivering meaningful and valuable work. 

Making meaningful progress visible 

In a nutshell 

For most of my 48 years working life I’ve observed that in the very best workplaces 
progress towards shared objectives has been visible via scorecards and/or 
scoreboards of some kind. 

When ‘The Balanced Scorecard’ concept began to be adopted from 1996 not only did 
the pictures get better, so did what was being pictured. 

In the last 8 years there’s been a further raising of the bar as the wisest people apply 
‘The Progress Principle’ which was rated by Harvard Business Review as the 
breakthrough idea of 2010. 

You can learn more about ‘The Balanced Scorecard’ and ‘The Progress Principle’ via 
the companion resources web page http://www.ianberry.biz/remarkable-workplaces/ 

The key for me about ‘The Progress Principle’ is the insight "making progress in 
meaningful work visible.” 

I’ve never thought much of the idea that what gets measured gets done. I’m much 
more aligned with the following: 

“Not everything that counts can be counted, and not everything that can be counted 
counts.” 
William Bruce Cameron in 'Informal Sociology' published 1963. 



Page !  of !83 106

3 recommended actions 

1) Have a candid, convivial and compassionate conversation with your team about 
your keeping score philosophy. 

Ask these questions: 

How much is our focus on tangibles or outcomes/results? 

How can we get better at focusing on intangibles or processes or routines/rituals, i.e 
the things that lead to our outcomes/results. 

2) Explore "making progress in meaningful work visible” with your team.  

How could you embrace it and make it integral to daily work in your workplace? 

3) Use visual formats and processes that the people involved relate to 

Beyond traffic lights, graphs, thermometers and the like, what visual formats will you 
use to “making progress in meaningful work visible,” and that people really relate to? 
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Recommended Deep work 

1) Over time create harmony between Key Human Indicators and Key Performance 
Indicators. 

I first learned the phrase Key Human Indicators from futurist Gerd Leonhard. Learn 
more at https://blog.ianberry.biz/2016/09/technology-vs-humanity-coming-clash.html 

I also love Gerd’s idea of androrithms "those qualities that makes us human" having 
more meaning than algorithms. 

In my work with clients the behaviours that demonstrate the living of values are key 
human indicators. Here’s an example from Jamie Wilson, Sales manager for Victoria, 
Australia for Haymes Paint: 

“In all interactions and transactions with fellow employees and business partners we 
perform with passion, pride in our work, professionalism, and the highest levels of 
honesty.” 

Key Human Indicators are also the essential skills required to thrive in the new world 
of work. 

Below is a partial list of these skills. What would you add to the list? 

empathizing, collaborating, creating, leading and building relationships. 
Influence, Self-leadership, Communication, Agility, Resilience, Proactivity, Teachability, 
Curiosity, Vulnerability, Humour. 

2) The skills referenced above are all critical to value delivery. What other lead value 
delivery indicators need to be maximised in your workplace. 

The format in which people receive what they want is one such lead indicator. 

Elements of your customer’s experience when doing business with you are indicators. 

https://blog.ianberry.biz/2016/09/technology-vs-humanity-coming-clash.html
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I love the insight that it's jobs being made redundant not people. Learn more about 
this at https://blog.ianberry.biz/2018/10/what-if-its-jobs-not-people-being-made.html 

Make a list of the jobs that you believe will never be redundant? What you've listed 
are a key to value delivery. 

Being of value is the great quest we're all on. As Einstein put it: 

"Strive not to be a success, but rather to be of value" 
Albert Einstein 

3) Create and execute a plan over the next year to improve your communication, 
conversations and presentations in general and the other Sparkenator roles. Include 
your being better, wiser and more valuable as a Sparkenator in "making progress in 
meaningful work visible.”  

https://blog.ianberry.biz/2018/10/what-if-its-jobs-not-people-being-made.html
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Being a communicator, speaker and conversationalist are the outer ring of the 
essential skills and attitudes essential to thriving in the modern world.  

Do Your Work. 
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Designing and delivering meaningful and valuable work 

In a nutshell 

We all have needs, expectations and desires (NED’s). We rely heavily on other people 
to satisfy our NED’s. 

In the modern world the quality of the experience/s through which we satisfy our 
NED’s is paramount. 

To thrive in this new world of work it is essential to design your work so that it is 
meaningful for you and valued by others. In the words of Steven Farber previously 
referenced “do what you love in the service of people who love what you do.” 

3 recommended actions 

1) Observe your behaviour over the next week. When are you most doing work that is 
meaningful for you?  
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2) How will you do more of this kind of work? 

3) Ask the people you work with for feedforward concerning how you deliver what you 
do to them and modify your actions accordingly. 

Recommended deep work 

1) Establish a work group to read and discuss Steve Farber’s great book ‘The Radical 
Leap.’ 

2) With this group enact the modesl pictured on the next page that I first explored in 
‘The Appreciative Leader.’ 

Use the model pictured on when you work with people who are not willing and 
able.  

Revist The Appreciative Leader handbook should you need a refresher on either of 
these processes. 

Do Your Work. 
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Case Study 
Situation 

Outcomes have always the primary focus of Brianna’s almost 50 year old organisation. 

Of recent times outcomes have not been meeting expectations. 

Challenges 

Traditionally Brianna and her team have focused on numbers as in sales, margins and 
profitability. 

As a millennial Brianna has struggled with this. However she has a mandate being 
brought in as a person outside the family who own the business to modernize 
everything as they call it. 

After initial research I suggested to focus more on what leads to their results rather 
than the results themselves. This advice was meant with some skepticism (not from 
Brianna). 

Solution/s Story and Result/s and Value 
  
In workshops and follow-through conversations 1:1 with Brianna and each of the 5 
members of her team as well as follow-through conversations together we decided to 
focus on value delivery to the top 20% of customers.  

We determined a criteria for happy and productive relationships and incorporated 
actual input from customers into people’s role clarity statement. 

Using the criteria above we created a customer and employee experience happiness 
index 

The following traffic lights symbol with percentages is on display to reflect insights 
that are collated monthly. 
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Reflect on performance/Integrate new 
perceptions  
sparkenation co-promises. 
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Sparkenation Thirteen Co-promises 
In a nutshell 

‘The People Centered Economy: The New Ecosystem For Work’ makes my 
recommended business books to read list. One reason I like this book is that some of 
it’s authors are technology guru’s. And in the case of one, Vint Cerf, one of the fathers 
of the Internet. 

There’s a link to this book at the companion resources web page  
http://www.ianberry.biz/remarkable-workplaces/ 

I mostly like this book because it’s focus is on raising the value of people in stark 
contrast to what most business leaders are trying to do, lower the cost of tasks. 

To achieve this most noble of objectives requires not a compromise rather a co-
promise. Let me explain: 

In the Epilogue of the ‘Changing What’s Normal’ book I said: 

“In my year as President of the National Speakers Association of Australia Ltd (NSAA) 
(now Professional Speakers Australia (PSA)) in 2003/04 I chose Fulfilling Our Promise 
as my theme.  

It was our Association’s 16th year and I determined, after consultation with many 
members, and untold hours of soul- searching with fellow Board members, that is was 
time to change what was normal about how our organisation was going to get where 
we wanted to go.  

The process of changing what’s normal became known as Operation Stature reflecting 
our desire to be an organisation recognised internally and externally as one of 
stature.” 

I learned crucial lessons that year about being a Sparkenator (someone who is on the 
never-ending journey of being a wise, witty and warm communicator, a trusted 
adviser, a compassionate coach, a maestro mentor, an engaging and inspiring speaker, 
a change champion, an appreciative and value driven leader, and a candid, convivial 
and compassionate conversationalist). 

I learned that compromises lead to mediocre performance. It takes a series of co-
promises to achieve magnificence. 

I was learning the science of quantum leaps in those days. And although I didn’t know 
it then I was also practicing the art of the aggregation of marginal gains. 

Above all I learned that through small yet significant shifts and their combining, 
human capacity is something to treasure and value above everything. 

The following is a standout line early in The People Centered Economy book (page 
11). 

“Human capacity is probably the world’s most underutilized resource, the world’s 
largest potential market.” 

http://www.ianberry.biz/remarkable-workplaces/
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Although I detest referencing humans as resources (or even worse assets or capital!) 
and breaking everything down to markets or economies I value the sentiment of the 
wisdom above. 

To co-create a Remarkable Workplace requires the majority of your people to be 
operating at their capacity, i.e. as pictured: 

The journey to the majority of your people operating at their capacity begins with 
appreciating their character and is extended through care, compassion, commitment 
and courage, while improving competency. 

A lot of businesses focus is on increasing just competency or skill. Don’t be one of 
them. Go deeper and tap into the deep humanity of people. 

The recommended actions and deep work recommended so far in this book are all to 
this end as are the final recommended actions and deep work in this Sparkenation. 

3 Recommended actions 

1) Review your position descriptions and change them to role clarity statements. 
Make these about relationships and value delivery and not about tasks. Leave 
tasks to operating manuals and checklists. There’s a template that you can 
download at the companion resources webpage. 

     http://www.ianberry.biz/remarkable-workplaces/ 

http://www.ianberry.biz/remarkable-workplaces/
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2) Make sure that all your future recruitment is about hiring people of character, 
willingness and attitude first and abilities second. 

3) Review all your key relationships. Who will you become and what will you do next 
to be more compassionate and caring? 

Recommended deep work 

1) As a team complete your Plan and Co-Promises on a page. You can download 
recommendations and a template at the companion resources web page  

 http://www.ianberry.biz/remarkable-workplaces/ 

2) Translate the above into individual Performance Possibility Plan’s (PPP’s) by having 
individuals complete a personal Plan and Co-promises on a page. 

Should you not yet be familiar with PPP’s and their power as conversation focusing 
tools please reread ‘The Appreciative Leader’ handbook and check out the videos and 
other resources at the companion resources page to that handbook. 

Please also participate in my online first Monday of the month conversations as I 
explore PPP’s and related tools regularly. 

Learn more about these and other special events via  
https://www.eventbrite.com.au/o/ian-berry-5879090561 

Do Your Work. 

http://www.ianberry.biz/remarkable-workplaces/
https://www.eventbrite.com.au/o/ian-berry-5879090561
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Case Study 
Situation 

Stephen leads a highly successful family business. 

Success has been costly to Stephen personally including a bitter divorce. 

Challenges 

Stephen’s business was founded by his father, a world war two veteran who 
endeavoured to run his business like he did his platoon. 

While highly respecting his Father and being a chip of the old block Stephen has 
embarked on more modern practices yet with limited success. He was still working 
long hours and was reluctant to hand over accountability to others. 

Solution/s Story and Result/s and Value 
  
Stephen and myself went on a long walk together one day exploring the differences 
between 20th and 21st century leadership and management (summarised below). 

Involving all 72 employees we then embarked on an exerise over 90 days that 
resulted in everyone upgrading their job descriptions to role clarity statements 
emphasising relationships and value delivery. 

We then created performance agreements with customers and employees based on 
co-promises about how we treat one another and deliver value. 

Within 90 days of implementing the above Stephen is working 15 less hours per week 
and is feeling comfortable with how many people have become more accountable. And 
his blood pressure is now normal! Business results have also improved slightly with 
signs that continuing down this new path will have many human and business 
rewards. 

20th century management 

Command, control and manipulation based on military structures and industrial 
revolution efficiencies. Essentially dictatorship, bureaucracy and dogma (commentary/
instructions about the truth valued more than the truth). 

21st century management 

Processes, policies, procedures, practices, principles, structures and systems that 
mean it’s simple for people to deliver value, and to bring the best version of them of 
themselves to their work every day. 

20th century leadership 

Influencing others to achieve results that you want. 
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21st century leadership 

The art if ensuring people feel valued. 

In practice co-creating and sustaining remarkable relationships that inspire and 
support people to do work that is meaningful for them and highly valuable for other 
people. 
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Executive Summary 
Common-cause  

The change I’m seeking to make with you are shifts in being, feeling, thinking and 
doing that mean the maximum number of people in your workplace feel valued, live 
values and are delivering value. 

Cognition 

Think, read, listen, watch, learn, remember, reason, and pay attention with the never-
ending curiosity of a child and the hard-earned wisdom of a grandparent. 

Convention 

My way of making change happen is to use enlightened language that elevates 
conversations which enrich relationships. You can easily adopt my convention in your 
own best way. 

Consciousness 

Our aim in a our work together is to ensure that high levels of self-awareness and 
awareness of others are a hallmark of your workplace culture. 

Compete with yourself 

Your only competitor is the person you looked at in the mirror this morning. Your life’s 
quest is to be the best version of you, the one-of-a-kind human being you are. 

Concentration 

“Less But Better” is a great motto for life and work. You become who you focus on 
being and less but better ensures laser like focus. 

Communication 

Creating and sustaining shared-view (ours) in seven areas of significance (reality, 
possibility, purpose, strategy, execution, progress and culture) is a consequence of 
wise, witty and warm communication, powerful presentations and candid, convivial 
and compassionate conversations. 

Collaboration 

Opposition, Competition, Us and Them and references to They are all relics of the 
past. The best present and future are all about Us, We and Embracing Mwe (Me + We 
= Mwe) 

Communities 

We gather where we feel genuine connection with fellow human beings, and have a 
sense of belonging, meaning and being cared for. 
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Contribution 

Our lives are a continuous cycle of living, loving, leading and leaving (our 
contribution) which result in our legacy. 

Coexistence 

Enlightened self-interest, sustaining shared-view and noticing (mindfulness) are the 
essentials of coexistence and living in harmony with one another. 

Connection 

"Making progress in meaningful work visible” is one of the truly great success 
principles. It is one of the consequences of being deeply connected to fellow human 
beings. 

Co-promises 

Our ultimate success depends on fulfilling co-promises that mean people feel valued, 
live values and that ensure we’re better and wiser in delivering value. 
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