
LEAD 
 
 Competency: 

Develop the Potential in Others 

 



Develop Potential in Others 
Help people grow and lead 

 What It’s Like… 

 

Coach – offer guidance and direction to those in one’s sphere of 
influence 

Mentor – invest in the development of others in service to the 
mission of the Y 

Equip – teach and train others 

Initiate – have the difficult conversations when needed 

Challenge – orchestrate productive challenges for others 

Support – empower people with presence, guidance, and 
opportunity 

Encourage – celebrate the progress and successes of others 



Develop Potential in Others 
Help people grow and lead 

 Level 1 Behaviours 

 

Taking the initiative to contribute beyond performance expectations 

Being open to receiving feedback (being coachable) 

Encouraging others to learn, develop and grow 

Acknowledging the contributions of others and showing appreciation 

Being willing to push colleagues to reach goals 

Making a positive contribution to the team and proactively identifying areas for 

growth and development 

Helping co-workers produce quality work in a timely and efficient manner  

 

 



Develop Potential in Others 
Help people grow and lead 

 Level 2 Behaviours 

 

Setting clear direction and individual performance expectations 

Prioritizing coaching and feedback as imperatives of the role 

Enabling growth and development by designing and initiating growing edge 
plans for employees 

Actively recognizing performance excellence and employee contributions 

Encouraging staff to push themselves and reach stretch goals 

Empowering others to maximize their strengths and develop their weaknesses 

Addressing performance issues in a timely and constructive manner, including 
having difficult conversations 

 



Develop Potential in Others 
Help people grow and lead 

 Level 3 Behaviours 

 

Communicating the vision and strategic direction and translating strategy into 
measurable outcomes 

Creating an environment conducive to ongoing feedback and coaching 

Creating the culture and systems that enable staff to develop and grow 

Building a culture of recognition 

Fostering development by pushing people out of their comfort zone  

Building a high performing team by maximizing individual and team strengths 

Ensuring performance is monitored and assessed and performance issues are 
addressed 



“We’re imperfect people pursuing perfect ideas, and 

there’s tremendous frustration in the gap.  Writing code, 

one or two people, that’s the Platonic ideal.  But when 

you want to impact the world you need one hundred 

people, then one thousand, then ten thousand – and 

people have all these people issues. 

 

A world of just computers wouldn’t work.  But a world of 

just people could certainly be improved.” 

 
 

Marc Andreessen 
Quoted by Tad Friend 

Tomorrows Advance Man 

New Yorker, May 18, 2015 



Develop Potential in Others 
Help people grow and lead 

 

 

What does it mean to develop? 







Colonialism Tourism 

Development 



 

Peter Senge 

MIT 

Society for Organizational Learning 

 

 

 

 

 

Excerpts from “The Fifth Discipline: 

The Art and Practice of the Learning Organization 



On Personal Mastery 1 

 

Personal mastery goes beyond competence and skills, though it is 

grounded in competence and skills. It goes beyond spiritual 

unfolding or opening, although it requires spiritual growth. It means 

approaching one's life as a creative work, living life from a creative 

as opposed to reactive viewpoint.  

  

When personal mastery becomes a discipline—an activity we 

integrate into our lives—it embodies two underlying movements. 

The first is continually clarifying what is important to us. We often 

spend too much time coping with problems along our path that we 

forget why we are on that path, in the first place. The result is that 

we only have a dim, or even inaccurate, view of what's really 

important to us. The second is continually learning how to see 

current reality more clearly.  



On Personal Mastery 2 

 

"The total development of our people," Bill O'Brien adds, "is essential 

to achieving our goal of corporate excellence." Whereas once the 

"morals of the marketplace" seemed to require a level of morality in 

business that was lower than in other activities, "We believe there is 

no fundamental tradeoff between the higher virtues in life and 

economic success. We believe we can have both. In fact, we believe 

that, over the long term, the more we practice the higher virtues of 

life, the more economic success we will have."  

 

In essence, O'Brien is articulating his own version of the most 

common rationale whereby organizations come to support "personal 

mastery"—or whatever words they use to express their commitment 

to the growth of their people. People with high levels of personal 

mastery are more committed. They take more initiative. They have a 

broader and deeper sense of responsibility in their work. They learn 

faster. For all these reasons, a great many organizations espouse a 

commitment to fostering personal growth among their employees 

because they believe it will make the organization stronger.   

 

 



On Personal Mastery 3 

 

People with a high level of personal mastery live in a continual 

learning mode. They never "arrive." Sometimes, language, such as 

the term "personal mastery," creates a misleading sense of definite-

ness, of black and white. But personal mastery is not something you 

possess. It is a process. It is a lifelong discipline. People with a high 

level of personal mastery are acutely aware of their ignorance, their 

incompetence, their growth areas. And they are deeply self-confident. 

Paradoxical? Only for those who do not see that "the journey is the 

reward." 

  

 

 



On Creative Tension 1 

 

The juxtaposition of vision (what we want) and a clear picture of 

current reality (where we are relative to what we want) generates 

what we call "creative tension": a force to bring them together, 

caused by the natural tendency of tension to seek resolution. The 

essence of personal mastery is learning how to generate and 

sustain creative tension in our lives.  

 

"Learning" in this context does not mean acquiring more 

information, but expanding the ability to produce the results we 

truly want in life. It is lifelong generative learning. And learning 

organizations are not possible unless they have people at every 

level who practice it  

 

 



On Creative Tension 2 

 

These gaps can make a vision seem unrealistic or fanciful. They 

can discourage us or make us feel hopeless. But the gap between 

vision and current reality is also a source of energy. If there was 

no gap, there would be no need for any action to move toward the 

vision. Indeed, the gap is the source of creative energy. We call 

this gap creative tension. Imagine a rubber band, stretched 

between your vision and current reality. When stretched, the 

rubber band creates tension, representing the tension between 

vision and current reality. What does tension seek? Resolution or 

release. There are only two possible ways for the tension to 

resolve itself: pull reality toward the vision or pull the vision toward 

reality. Which occurs will depend on whether we hold steady to the 

vision. 

  

 

 



On Resistance 

 

Who could resist the benefits of personal mastery? Yet, many people 

and organizations do. Taking a stand for the full development of your 

people is a radical departure from the traditional contract between 

employee and institution. In some ways, it is the most radical 

departure from traditional business practices in the learning 

organization. There are obvious reasons why companies resist 

encouraging personal mastery. It is "soft," based in part on 

unquantifiable concepts such as intuition and personal vision. No one 

will ever be able to measure to three decimal places how much 

personal mastery contributes to productivity and the bottom line. 

  

 

 



On Resistibility 

 

 

It must always be remembered that embarking on any path of 

personal growth is a matter of choice. No one can be forced to 

develop his or her personal mastery. It is guaranteed to backfire. 

Organizations can get into considerable difficulty if they become too 

aggressive in promoting personal mastery for their members.  

  

The core leadership strategy is simple: be a model. Commit yourself 

to your own personal mastery. Talking about personal mastery may 

open people's minds somewhat, but actions always speak louder 

than words. There's nothing more powerful you can do to encourage 

others in their quest for personal mastery than to be serious in your 

own quest. 

 



On Potential Complications 

 

Finally, some fear that personal mastery will threaten the established 

order of a well-managed company. This is a valid fear. To empower 

people in an unaligned organization can be counterproductive. If 

people do not share a common vision, and do not share common 

"mental models" about the business reality within which they operate, 

empowering people will only increase organizational stress and the 

burden of management to maintain coherence and direction. This is 

why the discipline of personal mastery must always be seen as one 

among the set of disciplines of a learning organization. An 

organizational commitment to personal mastery would be naive and 

foolish if leaders in the organization lacked the capabilities of building 

shared vision and shared mental models to guide local decision 

makers. 

  

 

 



On Mental Models 1 

 

We are coming increasingly to believe that this "slip 'twixt cup and lip" 

stems, not from weak intentions, wavering will, or even nonsystemic 

understanding, but from mental models. More specifically, new 

insights fail to get put into practice because they conflict with deeply 

held internal images of how the world works, images that limit us to 

familiar ways of thinking and acting. That is why the discipline of 

managing mental models—surfacing, testing, and improving our 

internal pictures of how the world works—promises to be a major 

breakthrough for building learning organizations. None of us can 

carry an organization in our minds—or a family, or a community. What 

we carry in our heads are images, assumptions, and stories. 

  

 

 



On Mental Models 2 

 

Mental models can be simple generalizations such as "people are 

untrustworthy," or they can be complex theories, such as my 

assumptions about why members of my family interact as they do. 

But what is most important to grasp is that mental models are 

active— they shape how we act. If we believe people are 

untrustworthy, we act differently from the way we would if we believed 

they were trustworthy. If I believe that my son lacks self-confidence 

and my daughter is highly aggressive, I will continually intervene in 

their exchanges to prevent her from damaging his ego.  

 

Why are mental models so powerful in affecting what we do? In part, 

because they affect what we see. Two people with different mental 

models can observe the same event and describe it differently, 

because they've looked at different details. When you and I walk into 

a crowded party, we both take in the same basic sensory data, but we 

pick out different faces. As psychologists say, we observe selectively. 

This is no less true for supposedly "objective" observers such as 

scientists than for people in general. As Albert Einstein once wrote, 

"Our theories determine what we measure." 

  

 

 



On Shared Vision 

 

When there is a genuine vision (as opposed to the all-too-familiar 

"vision statement"), people excel and learn, not because they are told 

to, but because they want to. But many leaders have personal visions 

that never get translated into shared visions that galvanize an  

organization. All too often, a company's shared vision has revolved 

around the charisma of a leader, or around a crisis that galvanizes 

everyone temporarily. 

 

But, given a choice, most people opt for pursuing a lofty goal, not only 

in times of crisis but at all times. What has been lacking is a discipline 

for translating individual vision into shared vision—not a "cookbook" 

but a set of principles and guiding practices.  

 

 



 

Skills to Use 

 

• Tell the why, not just the what 

• Appeal to the best version of the person 

• Cast a vision about them that motivates  

• Remember, growth is resistible 

• Do something about the toxicity…right now 

• Shape the mental models 

• Everyone needs supports; help your people find theirs 

• Provide feedback loops and markers of progress 

• Keep them thinking “in service to…” 



 

What is the mindset we need? 

 

• Why not develop? 

• How do we get in our own way? 

• What do we have to believe fundamentally? 

• What do we not mean by this competency? 

 



 

Steps going forward… 


