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Maximise Your Teams Potential
Creating dynamic teams is about enabling leaders
and teams to balance Relationships with Results by
earning Respect. This is achieved, in part, by
hearing what needs to be heard and saying what
needs to be said - it's about developing the skills to
speak the unspoken.

INTRODUCTION TO CREATING DYNAMIC TEAMS

THE BIG CHALLENGES THAT PREVENT DYNAMIC TEAMS

When we don’t understand something or someone we often feel
exposed. Feeling exposed is similar to feeling vulnerable. And feeling
vulnerable generally invokes a fear based fight, flight, or freeze
response – you’ll do whatever it takes to make the feeling go away.
These automatic responses are counterproductive to creating a dynamic
team culture.

One of the loneliest times in a managers’ career is often their transition into a leadership role.
This loneliness is most evident when the transition is a promotion from team player to team
leader.

To create a dynamic team culture first, you must create an
environment where staff feel safe. When we feel safe we are more
willing to adopt a mindset of curiosity instead of one of judgement.
And when we become curious about the people around us we open up
possibility, create strong connections and improve on our ability to
listen and understand.
In his article '5 Things That Really Smart People Do', Kevin Daum talks
about the benefits of being curious. He says that everyone can benefit
from being curious and suggests that the “next time you are listening
to information, make up and write down three to five relevant
questions. If you are in a conversation you can ask the other person.”
He concludes that by doing this you’re likely to “learn more, and the
action of thinking up questions will help encode the concepts in your
brain”.
Being curious about others, particularly when we don’t understand
them, allows us to overcome the fear of the unknown and accept that
everyone is different. Curiosity gives us permission to see the world
from a different perspective and become truly influential as leaders.

One day you’re an individual contributor, achieving high results and showing
enthusiasm and promise. The next day you’re responsible for the performance of
an entire team. The team look to you for direction and guidance as you struggle
to keep your head above water.
Rarely is there structured training or guidance to support new leaders and feeling
eager to make a good impression you’re unlikely to ask other for help. So you try
to do the best you can with the resources you have…all by yourself!
An article by Carol Walker, called ‘Saving Your Rookie Managers From
Themselves’, talks about the challenges new managers face and gives comfort
that while you may feel alone you are de nitely not on your own. She speaks of
an individual who, prior to taking on a leadership role, was a great individual
contributor. When he stepped into the leader role however, “he had started to
doubt his abilities. His direct reports, once close colleagues, no longer seemed to
respect or even like him. What’s more, his department had been beset by a series
of small crises, and he spent most of his time putting out these fires. He knew this
wasn’t the most effective use of his time, but he didn’t know how to stop.”
One day you’re an individual contributor, achieving high results and showing
enthusiasm and promise. The next day you’re responsible for the performance of
an entire team. The team look to you for direction and guidance as you struggle
to keep your head above water.

When we're going through this lonely leadership transition,
it’s easy to see how the biggest challenge for us is where we
should be focusing. Leaders will generally gravitate to
focusing on...

Some great advice in his book, ‘Do Nothing: How to Stop Over Managing and
Become a Great Leader’, J. Keith Murnighan stresses the importance of
delegating tasks to competent staﬀ. He writes, "The key insight here is simple:
you will be a more eﬀective leader if, rather than doing the work yourself, you let
other people do it. In other words, stop working and start leading."

Results at the expense of relationships
Leaders with a focus on results will
often pay more attention to getting the
task completed than how their team feel
about a particular change. They don’t
intentionally ignore their people they just
don’t see them as a key component to
their success.

WHAT IS THIS COSTING YOUR ORGANISATION?

OR

Often the cost of replacing an employee is secondary to the pain we feel through
the recruitment, induction and training process for new entrants. Various studies
estimate the cost of replacing an employee is no less than 50% of their annual
income. For someone on a $50k salary the cost to replace them is around $25k.
This cost includes the obvious recruitment and training fees but also the cost of a
managers time, sitting in interviews, plus the loss in productivity while the new
entrant is coming up to speed.

Relationships at the expense of delivering results
Leaders with a focus on relationships
will often pay more attention to how a
particular change impacts their team
than on getting the task done. They
avoid saying what needs to be said for
fear of impacting the relationship they
have with their people. Often these
leaders will do the task themselves in
order to maintain peace and harmony.

Consider what these challenges are costing your business - to have staff who aren’t invested
and don’t feel empowered.They...
1. Leave the organisation (average cost of >$20k to replace)

That's without considering the impact on the person coming into the role. Starting
a new role is probably one of the most stressful times in a persons’ professional
life. When you consider that “about one-quarter of all new hires won't make it
through their rst year, according to research from the Employment Policy
Foundation”. There is a massive opportunity to save on costs through retaining
‘good’ staff instead of letting them leave.

OR

What’s causing them the most pain - and swinging between results
and relationships like a pendulum
These leaders don’t have a particular
preference
to
either
Results
or
Relationships, they just want to succeed in
their role. So they will focus on Results
when they’re not achieving targets and will
focus on Relationships when the
engagement of the of the team is low.
They are also inclined to do the job
themselves if they think they can do it
quicker or better rather than relying on
others to get it done.

2. Stay but aren’t productive (10-40% below top performers)
The ﬂipside to ‘good’ staﬀ leaving is that they stay and disengage. The catalyst
for them withdrawing is commonly around: the role being diﬀerent to what was
expected; feeling undervalued; not using their true potential, etc. Unfortunately,
leaders see these team members as "under performers" without considering
whether they've played a role in then becoming disengaged. And, rather than
putting in the eﬀort to reengage, managers will either ignore the behaviour or
manage the individual out of the organisation. What we often forget is that they
weren’t hired this way!

3. Annoy customers who then complain (average cost to resolve
~$350)
When staﬀ don’t feel appreciated or empowered it has a ﬂow
on impact to their customers. When customers call with
concerns staﬀ may place blame on other people, processes
or use the Terms and Conditions to place blame back on the
customer. Formal complaints are often lodged at this point,
sometimes through an ombudsman service, and the cost to
the organisation can escalate very quickly.

4. Let customers leave (it costs 5-10 times less to retain a customer than
aquire a new one)
Research suggests that only one in four customers who are
unhappy actually complain. Many customers will take their
business elsewhere. If you have a team of people who aren’t
committed, they will simply let them leave. Managers usually
solve customer retention by providing staﬀ with ‘more
training’ around the process when the real issue that needs to
be addressed is around engagement.

5. Avoid change (cost of time retraining systems/processes and lost
productivity)
Humans, in general, will follow the path of least resistance,
unless there’s a compelling reason not to. Mostly we prefer to
continue what we’ve always done instead of trying something
new (even if it’s faster, better, etc). We prefer to do what we
know because we do it automatically and it doesn’t take eﬀort
or concentration. And so if a change is implemented without
appropriate engagement, it is likely to fail.

THE VALUE OF INVEST, INSPIRE & INFLUENCE
When there is a singular focus in a team it is often at the expense of
something else. This leads us to becoming reactive and shifting from one
burning platform to another. When we begin to invest in Relationships,
inspire Respect and influence Results the potential of our team grows, as
demonstrated in the table shown.

Unproductive Teams
Teams that are ‘Unproductive’ have usually withdrawn from the values and direction of the
organisation. They’ve spent time and energy trying to make a contribution and succeed but,
for a variety of reasons, have eventually given up.
They often relinquish control of their career, stepping out of the driver’s seat and
becoming passengers. This leads to a culture of blame and avoidance and
creates a ‘them’ and ‘us’ divide with management. Unproductive teams will do
what is asked of them and generally NO MORE! Their thought process is often
“why should I do anything for them, they’ve done nothing for me” or perhaps
“I’ve invested so much of ‘me’ and I got nothing back so I’m not giving anymore”.
In her TEDx Talk, Detective Kim Bogucki, highlights a similar challenge with the
divide between police and the general public. She worries about the perception
many people have about the role of a police oﬃcer, who's primary objective is to
protect and keep people safe. Instead, the conversations she had with teenagers
and young adults, indicated that they were seen as a threat or someone to be
afraid of. So she started an initiative called the 'Donut Dialogue' where homeless
youth meet with police oﬃcers to have diﬃcult conversations in an attempt to
break the ‘them vs. us’ mindset.

She says “through honest dialogue and the breaking of bread
they learnt a lot about each other” and is a sound reminder
that we’re all just human. The conversations are based around
three questions:
1. What is one belief or perception I have about you?
2. What is one thing you don’t know about me?
3. What would make our contact easier?

“I didn't have time to write a short
letter, so I wrote a long one instead.” ~
Mark Twain
One of the key components to appropriate engagement is our
ability to communicate with staﬀ on a level they understand. It
involves taking the necessary steps to clearly articulate the
'why' around the change and give opportunity for staﬀ to
input their ideas.
Neeli and Venkat Bendapudi convey a great message in their
article ‘How to Use Language that Employees Get’. They say
“resonant messages involve audience-appropriate delivery”
and highlight the importance of rst stopping to think about
your audience – which allows you to use language in a way
that’s credible and compelling to them.
Too often as leaders, we default to the easiest approach of
communicating and then wonder why nothing changes. Often
this is a brain dump of everything in our head with no
attention given to the structure, language and ﬂow. At other
times it’s too short with a single line requesting information –
without greeting the reader or giving context around why it’s
needed.

For unproductive teams to improve, their key focus needs to be around
re-engagement and establishing direction.

Erratic Teams
Above unproductive teams are those that are ‘Erratic’. They are fast paced, reactive and
constantly putting out fires. Their focus constantly changes and staff often feel confused about
the direction they’re supposed to be heading.
In erratic teams the leader is often trying to do it all and can be known to
micromanage staff for fear they’ll make mistakes or get it wrong.
Because they’re so busy leaders will rush through team updates and which leads
to further failure. They take a ‘tick-the-box’ approach to their work and the
interactions with their team. For this reason they are constantly having to do
things over.
Psychologist Gary Klein wrote an article called ‘Why Good Leaders Make Bad
Decisions’ which says “our brains leap to conclusions and are reluctant to consider
alternatives. Moreover, we are particularly bad at revisiting our initial assessment
of a situation—our initial frame”. Erratic leaders don't stop long enough to assess
what's in front of them and consequently make poor decisions.
One of the key lessons for leaders of erratic teams is to stop, take a look at where
they’re at and create a sustainable plan. The danger of not doing this is the teams
will become exhausted, burnout and potentially withdraw!

For erratic teams to improve, their key focus needs to be around establishing rhythm and
becoming more proactive.

“Be quick, but don't hurry.” ― John
Wooden
Structured Teams
Above erratic teams are ‘Structured’ teams. They have discovered their rhythm and are clear on
how to allocate their time in order to be successful.
They still nd themselves taking a ‘tick-the-box’ approach but they’ve learnt to let
go of the control and delegate a lot more to their team. They are becoming more
collaborative and seek input from their team when considering changes. Their
actions are very deliberate as they embed an operating rhythm. Sometimes they
undermine their progress by rushing ahead to meet deadlines. They need to work
on effectively managing expectations instead of trying to please all the time.

Leaders of structured teams still struggle with eﬀectively
communicating with their team and to take more
responsibility for this process. They need to assume 100%
responsibility for communicating effectively to their staff.
According to Marco Nink’s article, ‘Many Employees Don't
Know What's Expected of Them at Work’, many managers
don't really own the task of eﬀective communication. He
says “the best managers clarify expectations and support
employees by helping them structure their work and
prioritise their tasks. They help employees measure the
diﬀerence they make and hold them accountable for their
results. Additionally, they are available to answer employees'
questions and provide ongoing support, feedback and
communication so that employees always know whether
they're meeting expectations.”

When mistakes are made the team take it as an opportunity to learn and tweak
their approach to ensure it's avoided in the future and they have the full support
of their leader.
They have learnt to listen to others to understand their perspective and developed
a strong ability to influence through adapting their style.

The key focus for influential teams is to establish strategy and connect the big picture with the
detail.

“Making the simple complicated is
commonplace; making the complicated
simple — awesomely simple — that’s
creativity” ~ Charlies Mingus

Simply telling your team what is expected and leaving them
to work out the rest doesn’t set them up for success.

The key focus for structured teams is to establish intention and bigger
picture thinking around why they’re doing what they’re doing.

Dynamic Teams

Influential Teams

And finally, ‘Dynamic’ teams are achieving over 90% of their potential. They are like a welloiled machine with clarity of direction and the ability to influence. There is one manager but
the whole team are leaders and they assume that role without question.

Once you become an ‘Influential’ team you’re starting to realise 7590% of your teams potential. You have provided a compelling direction
and created a culture where everyone trusts and respects each other’s
opinions.

The Creative Group wrote a great article called ‘How to Show Your Leadership
Skills (When You’re Not the Boss)’. They say that “even though your oﬃcial title
hasn’t changed, there are many ways you can show your boss and colleagues
that you’ve got what it takes to be a leader and earn their respect”.

Staﬀ feel like they’ve been involved
in shaping the vision for the team
and are empowered to make
decisions and take action to achieve
outcomes. They understand the
overarching 'why' with everything
they do and time
isn’t wasted on tasks that don’t move them towards their end
goal.

Staﬀ who work in dynamic teams treat the business like their own. They’re free
to make decisions about the ‘how’ as long as they achieve the ‘what’ and align to
the ‘why’.

Everyone is in the drivers seat and taking control of their
own decisions and choices.

They know their strengths and use the people around them to assist with their
weaknesses. Their pride is fueled by their ability to work as a team and elevate
each other. They believe in abundance and that success can be achieved by all
through win-win solutions.

The key focus for dynamic teams is on succession planning, progression and 'what next'.

KEY ELEMENTS FOR CREATING A DYNAMIC TEAM
By focusing first on building Relationships and then gaining Respect
we are able to deliver sustainable Results over time. And this is
achieved through a three phased process:
‘Say’ – start the conversation, talk to your people
‘Do’ – walk the talk, make sure your actions align with what
you’re saying
‘Be’ – continuous focus which eventually leads to a cultural shift
Over and above the key elements for creating a dynamic
team is your genuine desire to learn more about yourself and
your team. The elements cannot be faked. You can’t pretend
to care about someone and expect that they’ll believe you.
Paula Niedenthal, Professor of Psychology at the University
of Wisconsin-Madison, says “we are programmed to observe
each other’s states so we can more appropriately interact,
empathise, or assert our boundaries, whatever the situation
may require”.
This means that if you say one thing but your body language
is saying something else your audience will subconsciously
register a lack of authenticity. She says “we are wired to
read each others’ expressions in a very nuanced way. This
process is called “resonance” and it is so automatic and rapid
that it often happens below our awareness.”

“As a leader, it’s really easy to tell your
team what they want to hear but
‘saying’ alone won’t improve culture.”

Invest First...in relationships
When a leader invests in developing authentic relationships with their staff they gain a
greater insight into what motivates and what demotivates them. They also become aware of
individual values and understand the need to adjust their style to suit the situation.
More importantly, when relationships are formed, a level of trust is established
which allows individuals to be themselves and experience the bene ts of
vulnerability. Anna Seppala sums it up in her ‘What Bosses Gain by Being
Vulnerable’ article. She says that human connection is missing at work because
“as leaders and employees, we are often taught to keep a distance and project a
certain image. An image of con dence, competence and authority. We may
disclose our vulnerability to a spouse or close friend behind closed doors
at night but we would never show it elsewhere during the day, let alone at
work.”

“Trust is like the air we breathe. When it’s
present, nobody really notices. But when
it’s absent, everybody notices.”
~ Warren Buffet

An article printed in the Guardian say “there's a widely held
assumption that showing weakness will relegate us from the
front of the pack, that admitting we can make mistakes means
we are somehow not built for the top. But where does this
attitude get us? An organisation that denies its vulnerability ends
up with scapegoating, an unpleasant atmosphere and a culture
of blame that leaves it drained of energy and enthusiasm”.

In the work environment, not only is humour good for building resilience but is
also thought to be a key to success for many leaders. It encourages people to
be their authentic self which is critical to building relationships with those you
work with. A survey found that “91% of executives believes a sense of humour
is important for career advancement; while 84% feel that people with a good
sense of humour do a better job.”

“A sense of humour is part of the art of leadership, of
getting along with people, of getting things done.” ~
Dwight D. Eisenhower
When investing in relationships you need to be mindful not to treat it like a tickthe-box action. It needs to be constant and in-the-moment in order to be truly
effective.

According to Robert Cialdini “informal conversations during the workday create
an ideal opportunity to discover at least one common area of enjoyment, be it a
hobby, a college basketball team, or reruns of Seinfeld”.
Being 'more human' allows us to be better leaders. And when
you consider that 50% of employees leave their job to “get
away from their manager”, according to one Gallup poll, it
makes sense to spend the time on being authentic and getting
to know your people.
Getting to know your team isn’t just about work related topics
either. A deeper level of trust is established when you take an
interest in understand the whole person, both in and out of
work. What is it that makes them get out of bed in the
morning? What’s important to them outside of work? Why are
they working in the rst place? What challenges are they
facing?
Equally as important is the need to bring fun and laughter to
the workplace, particularly during challenging times.
The saying that “laughter is the best medicine” actually has
some truth to it. According to Dr.Cynthia Thaik, laughter
causes physiological responses that protect your body from
disease and help vital organs repair themselves.

It has a profound impact on staff engagement and the overall culture of the
team. He believes it is important to “establish the bond early because it creates a
presumption of goodwill and trustworthiness in every subsequent encounter”. In
a fast paced and constantly changing environment its the small things that make
the difference between outperformance and simply meeting expectations.
Relationships and human connection is the core foundation to a dynamic team
culture.
As this HBR article suggests, “to work out diﬀerences and get things done,
people in organisations need to work together. To foster this kind of
collaboration, managers need to develop personal relationships — and some
amount of trust — with potential partners. Without this foundation, negotiations
often become adversarial; parties question each other’s motives and neither side
truly listens to the other”.
“The bottom-line is that whether you are the president of the United States or a
mid-level manager, it’s worthwhile to be strategic and proactive about building
relationships.”

Then Inspire...respect
When a leader builds authentic relationships with their staff and holds
a level of trust they inspire the respect of their team.
One of the key elements in earning respect is to avoid taking
the path of least resistance, particularly if it’s not in the best
interest of the teams longer term objectives.
A commonly trekked path of least resistance is to spend your
time ‘telling’ your team what is expected of them. And even
leaders who proclaim to be good listeners might be falling into
the dependency trap where they ask a question but don’t wait
long enough for their staﬀ to respond. The most signi cant
impact is staff developing a reliance on their manager.
Research conducted by Mary
Rowe (1974) in schools found
that students, when asked a
question, needed “more than
just a few seconds to process
information and formulate a
response”. When this doesn’t
occur, students were more
likely to grow a dependence
upon the teacher to do their
thinking for them.
The same thing happens in the workplace where leaders have
unintentionally created a culture where staﬀ are reluctant to
‘speak-up’. Of the one-on-one discussions I have observed
over the years, very few leaders, when asking a question, wait
any longer then 1-2 seconds before oﬀering a solution,
rephrasing or providing hints on the answer. The staﬀ
member, unconsciously, learns to remain quiet long enough
for the leader to respond on their behalf and continue the
conversation…and so the strategy to 'keep quiet' is reinforced.
Letting everyone be heard, without judgement and without
interruption is a key component to earning 'respect’. No one
respects a leader who only ever gives their opinion and shuts
others down the minute they question their decision.

“When the teacher becomes a non-stop
talker, students have no chance to think
over what is being said, to formulate
intelligent responses, or to ask for
clarification.” ~ Mary Rowe
Complimentary to being able to eﬀectively listen, a good leader has the
awareness to know when to challenge a situation and when to let things slide.
They don’t ght for the sake of it, they consider both short-term and long-term
impacts and make a decision from a strategic perspective (not an emotional one).
As this HBR article puts it…“let’s be clear—alignment is important. But the
purpose of alignment is not harmonious agreement. It is to sustain an
organisation’s ability to ght for what really matters, and to pull everyone
together again once the fight is resolved”.
Think about some of the leaders you’ve observed. Do you enjoy working with the
ones who insist on maintaining harmony or those who do what is best for the
business?
A great leader will have a clear understanding of “what” needs to be achieved
and be open to “how” it is achieved. They will let their staﬀ do 80% of the
talking when discussing strategy and ask questions to guide them in the right
direction. By doing this, staﬀ feel like they’ve been heard and play an active role
in ensuring the success of the solution.

And Finally Influence...results
When relationships and respect are achieved it is only then that we should shift our focus to
influencing results – and in fact we shouldn’t even need to ‘shift’ our focus – by building solid
foundations, the results should come automatically. At the ‘results’ stage the priority moves to
accountability of both oneself and of others.

“Doing what you say you’re going to do,
because you said you would, is a pretty
simple definition of integrity”
~ Nate Zinn

If you expect anything to get done you need to have a strong
culture of accountability. You must be willing to stand by your
commitments and to hold your team responsibility to theirs.
One Full Circle Feedback study found that follow-up actions
are crucial to the success of a business. If they are not
conducted, “staﬀ members will feel as if their opinion is not
valued, become unmotivated, and lapse back into old
behaviours”.

Arnold Glasow said, "a good leader takes a little more than his share of the
blame and a little less than his share of the credit. A great leader graciously
accepts her fair share of the responsibility when things go wrong. This doesn't
mean allowing yourself to become a scapegoat; it does mean claiming your
mistakes as your own.”

This will undo the hard work you’ve put into building
relationships and gaining respect.

“It takes twenty years to build a reputation
and five minutes to ruin it. If you think
about that, you’ll do things differently” ~
Warren Buffet

And if the reason for failing to hold yourself and others
accountable is because you're 'too busy' then consider how
you’re prioritising your time. If holding your staﬀ accountable
isn't in the top three priorities then I'm going to guess you're
spending an unnecessary amount of time doing the work
instead of guiding your team.

Your reputation as a leader is built around how eﬀectively you engage and
manage your team. No longer is a ‘command & control’ style of management
appropriate. You must focus on inﬂuencing your people to join you on your
journey and lead from behind.

In his book, Do Nothing: How to Stop Over Managing and
Become a Great Leader, J. Keith Murnighan stresses the
importance of delegating tasks to competent staﬀ. He writes,
"the key insight here is simple: you will be a more eﬀective
leader if, rather than doing the work yourself, you let other
people do it. In other words, stop working and start leading."
Make your priority around accountability and ensuring things
are delivered by the date committed to.

Travis Bradberry published an article which defines the
traits of irresistible people. One particular trait was
around what I would call etiquette, he said “…
irresistible people are unfailingly polite and respectful.
They understand that—no matter how nice they are to
the person they’re having lunch with—it’s all for naught
if that person witnesses them behaving badly toward
someone else”.

WHO WOULD BENEFIT?
This program is ideal for:
Teams who want to improve their results while not
compromising culture
Teams who need help to build con dence around healthy
debate and challenging conversations
Teams with leaders who are new to people management
Leaders who have recently transitioned into their role

“Great things are done by a series of small things
brought together” ~ Van Gogh

WHERE TO FROM HERE?

TESTIMONIALS

To learn more about how you Create Dynamic Leadership speak
with Shelley Flett.

A few words from past clients...

E: Shelley@shelleyflett.com
P: 0407 522 888
W: www.shelleyflett.com
SHELLEY FLETT
Leadership & Team Performance Expert Trainer | Speaker
|Facilitator | Coach | Mentor
Shelley Flett is an expert in leadership development and
team performance. With over a decade of experience in
Operations and Call Centre’s across the banking industry she
is focused on maximising eﬃciency and building high
performance team cultures.
She works with leaders and teams to increase:
Individual productivity
Staff retention and engagement
Customer satisfaction
Advocacy for change
With a key focus around:
Building authentic relationships and establishing a high
level of trust.
Generating respect by having ‘challenging’ conversations,
inspiring debate and healthy dialogue.
Holding themselves and the people they work with
accountable.
Empowering their staﬀ to make decisions and drive
results through influence (instead of authority).
Understanding their direction and how it aligns with the
direction of the organisation.

“Thank you Shelley, for clearing the noise, reducing the stress, and making me a
better operator. I would recommend you to anyone looking for some guidance,
either professionally or personally. You are fantastic at what you do.” Rachel Director
“This experience has changed the way I approach my work, making it more
meaningful” Mary – Team Leader
“I now have a greater self-con dence in my ability to lead and an increased
positive perception about my own leadership style and strengths.” Tim –
Manager
“Shelley asked me about my challenges and we role played them and discussed
ways in which I could have done things diﬀerently - that alone is what people
need. It’s the everyday, the here and now and she does that well.” Matt Supervisor
“I loved that Shelley showed no judgement, rather coming from a point of
honesty, genuine interest and a clear perspective”. Kelly - Manager
“I learnt how to approach my job with more con dence, to appreciate the value
of change and ﬂexible thinking, to be more eﬃcient, to diﬀerentiate between
what I want to do and what I need to do, and to recognize my weaknesses and
use simple strategies to overcome them.” Dominic - Supervisor
“I have completed a lot of professional development activities, throughout my
career and I can honestly say that until Shelley’s program, I never truly applied all
I had learnt.” Brylie – Team Manager
“She has a very good approach of looking ahead while keeping a grasp on reality
and perspective” Andrew - Manager

"It takes true leadership to admit you're part of the
problem and seek support to move forward"
~ Shelley Flett
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