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Exercise Your Freedom to Choose Success

By Paul J. Meyer

others. The choice is yours.

You may lead a rich, full life or a shallow, empty exist- You are eminently more qualified than anyone else| to
ence. But whatever you gain from life is largely a matter ofchoose what is best for you, what course you should fake
choice — your choice. You are free to choose whatever yoand what destiny will be yours. The world stands asjde

want to do or to be. Your greatest power is the power tdor you when you know where you are going, but it gives
choose your own destiny. That freedom of choice is youtittle notice or attention to one whose choices are ¢
birthright and no one can steal it or deprive you of it. Thetated by others.

reality of the power that comes from your freedom of choigeThe choice determines the consequences.

becomes evident when you understand

C-

the unalterable principles under whig

this freedom works.

A Choice is a talent that you mus
develop and use.
Like any other talent, the power ¢
choice can be developed. If you als
reluctant to make choices and de@@.
sions because you fear failure, yq®

experiences that could lead to ma
ing better choices. Good decisio
are based on prior decisions.

A You must choose for yourself.
Because no two people are exac
alike, no one can make a complet
satisfactory choice for someone elg
When you allow others to make yo

You may select any action yo
choose; but once you make a choige,
the consequences follow the princip
of cause and effect. A poor choice leagls
to undesirable results as surely as| a
wise choice produces a favorable cop-
sequence. Often a desirable result miist
be paid for in advance with work an
effort while the resulting penalty of
poor choice is often deferred. Post-
ponement of the date when we must
“pay the piper” may lull us into the
| belief that we will somehow escap
making the payment, but it doesn’t hap-
pen that way. You cannot have the plea-
sures of one choice and the rewards|of
another; nor can you blame fate or lu¢k
when you must subsequently pay the

D

choices, you hand over to them your

destiny and rob yourself of your birthright. You then bear decision. To control the outcome of your ventures, gugard
your decisions and choices with meticulous care.

Certainly it is wise to collect all the facts before yoy ONce you accept responsibility for exercising your free-
m of choice, you can use it to make whatever changgs o

the consequences of borrowed choices.

choose or make a decision, but the opinions you so
should be considered for what they are — the opinions of

price of a carelessly-made choice ¢r

- continued on page 2 -
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— continued from page 1 —

habit or attitudes are necessary for developing personalWhen you know where you stand and where
leadership and self-motivation. Give your choices time to ou are going, your confidence knows no

yield results; be patient. Today’s habits are the result og .

choices made long ago. Tomorrow’s habits will be the resul?0Unds because you are motivated by results,
of the choices you make today and the attitudes and habitsot by methods.”

you adopt.

Making Choices with Self-Confidence — 40pieve heyond our self-imposed expectations. You must
Self-confidence comes from practical know-how; KnoWg,gerstand and exploit the natural tendency of becomjing

how comes from knowledge and experience; and expgfiscisely what you imagine yourself to be. Your mental
ence necessarily involves confrontation and engagemgpt e of expectancy is most likely to become a reality.

When you know from first-hand experience that you can dogeconq you must ardently desifae more vivid your

something, you are incomparably more confident thane{fnectancy, the stronger your desire becomes toward| the
you have merely observed how someone else did it. You ggffevement of your goals. An ardent desire burning within

always acquire knowledge; libraries are full of it. Byleates a success consciousness that develops habits ¢
experience is something else. Real experience — the ‘§§ cess. Those habits drive dividends commensurate ith

that turns theoretical knowledge into practical, persoay,, investment: they consistently challenge you to climb

know-how, and results in self-confidence — comes ORly greater heights. You enthusiastically accept the chal-
when you are willing to become involved in situations thl%tnge of accomplishing your dreams.

others avoid. Conflict and involvement give you the assur-tpirq you must sincerely believkhe accomplishment

ance that you are truly in control of the situation. Once Ygpiyour goals, however vividly imagined and ardently

recognize the significance of practical experience - whaiisired, also depends upon a sincere belief in your abllity

Is and what it can do for you — you usually welcome eveny \orthiness to attain them. Speaking of the power of

those stressful experiences that stretch you to the limiggky, pejief Benjamin Disraeli said, “Man is not the crea-

your abilities. ture of circumstances. Circumstances are the creature of
When you know where you stand and where you agn, » wiilli

) \ William James affirmed the same truth when he said,
going, your confidence knows no bounds because you-@g; helief at the beginning of a doubtful undertaking |s
motivated by results, not by methods. But if you do not kn

: ®Me only thing that insures the successful outcome of pur

where you are going or what path to follow, you haygniyre

confidence in nothing and are fearful of everything. Fourth, you must enthusiastically anthusiasm and
Self-confidence allows you to be realistic instead iy are effective partners in bringing imagination, de-

dependent on vague hopes. When you are realistic, YOWiflo and belief into reality. You must plan the short-tefm

not wait for time and circumstances to come along aittions required to accomplish your goals. You must con-
transform your dreams into reality. You take the lead agd

: ; _ \ er all the obstacles you expect to face and accept them
work progressively toward achievement; and most impals onnortunities for creativity. Actions empowered

tant, you have confidence in your own ability to lead, [gynsiasm breed a positive state of acceptance of youfsel
grow, and to make the internal changes necessary to r%ﬁﬂF others. In such an atmosphere of acceptance |anc
your objectives. You believe in the concept of continuglifessness you find that the more you give, the more you
change. You know that you are mdee_d a creature of Cha%@@-capable of giving, and the more you give the more You
Your response to new experiences is that they are natiigive in return, The unfailing cycle of giving and receiy-
and to be expected. They pose no threat to you. ing reinforces your commitment to positive expectancy.
Plan Each Day with Positive Expectancy When you live with positive expectancy, it does not
An attitude of positive expectancy is crucial to accormean that life will be free from disappointment, frustra-
plishment and success. Here are some tips on how to fitam, and difficulties. Positive expectancy allows you {o
each day with positive expectancy: transform problems into procedures and adversity into
First, you must vividly imagin&/ou must develop the opportunity. With the pervading thoughts and concise
faculty of seeing, with your mind’s eye, a concise and clemaental picture of positive expectancy, you seek persopal
image of your expectations. The law of attraction is demamewth and welcome change.
strated by the tendency to draw to ourselves that which weChallenge yourself today to plan and live each day wjth
set out for ourselves. It is difficult, if not impossible, tthoughts and dreams filled with positive expectancy.
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Positive Expectancy

Positive expectancjosters
exciting, worthwhile goals that
motivate and inspire. Psycho-

logical studies repeatedly dem-  Every company needs to experience positive, sustainable growth, and it
onstrate that expectations, posi- |eaders at all organizational levels to achieve it. In the years ahead, leaders w
tive and negative, tend to be tryly help their organizations produce profitable growth are the ones who wil
fulfilled. Positive expectations themselves moving into positions of increasing responsibility and control. Succs

capture the imagination and this area can only be achieved, however, by adopting the skills and habits g
constructively influence reac- |eaders possess.

o oroacits eieia 21 Working through Others N

of mind — the determination to Growth leaders demonstrate personal commitment to increasing the comy

make the most of every prob- revenues. With that as the base, they get the rest of the organization as engagsd
growth as they are. To do that, they show:

lem or project — produces re- o _ _ _
markable feats on both indi- L' A beliefin peopleEffective growth leaders believe people possess the potentiz
vidual and group levels. Itgives ~ development and achievement. They believe people are basically intelliger
individual team members and  creative and that they want to do a good job. This message is communicated tl
the team as a whole the desire Words, attitudes and other nonverbal cues. They expect peak performance §

and courage to become proac- quality, but treat people with tact and respect.

Utilizing Resources to Grow

tive, to ask questions, and to [ Are realistic.If an objective seems unobtain -
assume greater responsibility able, many of a leader’s direct reports wi
for achieving goals. disengage and simply move in the direction

Hold positive expectations  least resistance. While the best leaders est -

for your team. The attitude of
positive expectancy is captured
in this truth:

Whatever you

vividly imagine,

ardently desire,

sincerely believe and

enthusiastically act upon . . .
must inevitably come to pass!

lish challenging goals, they are also obtainabji
Establishing realistic goals consistent with t
organization's stated purpose while considé
ing possible constraints is a critical determina
for success.

[ Take risks on peopl&ood leaders are willing
to take some chances with people. They [
them in stretch assignments, and then help th
implement the ideas they come up with. Th
nurturing fosters creativity and inspires the
people.

Celebrate success and failuiés one thing to
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culture is determined by what happens when a project succeeds — and parti
when one fails. Celebrating failure seems counter-intuitive, but sends a mess
everyone that risk-taking is to be encouraged, even when it doesn't work.

Inspire, communicate and delegateaders in growth organizations must wo
effectively in inspiring, communicating and delegating critical objectives af
levels. Especially critical is that the same sense of urgency expressed by a
Is consistently displayed by the senior management team.

Instill accountability.Delivering growth goals while building a culture of contin
ous improvement demands a high level of accountability. Stakeholders
believe that they have been given the tools, training and direction necessg
success and that everyone is held to a high and consistent level of accountal
delivering objectives successfully.
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Sharing a Message/Instructions Effectively

Messages — E-mails, faxes, memos, letters — bombsirite they're so widely used in business organizations. The\
people relentlessly from every direction so the ability toay deal with simple announcements or with complex or
write clearly and persuasively is more valuable than eveghly confidential matters involving personnel, new prad-
before. Whether your purpose is to provide information, ot research, financial affairs, or company policy. Make
change an attitude or behavior, or to persuade someorietters, memos, and E-mails long enough to cover the mes
perform a specific task, written communication is a subgage but short enough to be read and the message heed
tute for your presence. But at other times, writing is thdake E-mails brief and to the point, and limit letters gnd
method of choice — even more effective than spoken wormi€mos to one page as often as possible. Cover only| on
When do you “put it in writing™? subject; it's better to send two separate E-mails, letters, o
[1 To save timeWriting reduces the need for timememaos to the same person than to mix two different subjects

consuming meetings. Writing saves time by te”"@iving Instructions

team members ahead of time what will be done at arpe"more expert you become in giving instructions, the
meeting and what each individual's responsibilities gg) e everyone benefits. Team members understand exact
for the meeting. what you want and comply consciep-
-l To remind Written plans of ac- | " | tiously and cheerfully. Here are sug-
tion serve as a remindety y gestions:
of what needs to be done, who [ Preparation — Be sure you know ex-
responsible, and when the ag actly what you want to communicate. |f
tion should be completed. A you need to ask for information or con-
duct a discussion or brainstorming ses-
sion before reaching a decision abqut
what orders to give, separate that ses-
sion from the actual giving of instrug-
tions or orders. Any apparent indegi-
sion or confusion on your part creates
doubt and lack of confidence.
ﬁ Consideration — Check on the team member’s time fanc
workload before directing any change in procedure or
priority. Be sure you have the right employee for the job.
éAIong with instructions, assign a priority to the job.
Presentation — Give instructions in a logical sequence]ant

mance.
[J To prevent misunderstanding jmme
Putting important information
in writing prevents misunder-
standings. People can reread di-
rections, instructions, or important information whe
it's at their fingertips in writing.
Planning before sending an E-mail, dictating, or writing
ensures the best possible reception for your messag
Ask yourself these guestions:

7] What is my purpose for sending this message? in clear, concise language geared to the team memper’
7 What response or action do | want as a result of thisintelligence and education. Check to see that your| in-
message? structions were understood, and explain again any [par

7 What do | know about the recipient of this message thatat seems unclear. If the order has several parts, jor |
will help me present it in a form that's most likely to be IS t0 be a permanent procedure, follow oral instructions
positively received? with a written message.

As you write or dictate, try to visualize the person of Attitudes — “Ask” rather than “tell,” but make it clear yqu
group with whom you wish to communicate. Assume an €xpect compliance with your request. Be consideratg of
appropriate tone in the writing and choose language thateam member needs and desires, but never apologize fc
communicates just as you would if you were in a face-to-giving an order. You represent the organization, so 1make
face meeting. it clear that you support the organization and its gogls.

Choose an appropriate form for each written messageGive individuals an opportunity to ask questions or gx-
In most business situations, E-mail is the logical choice. Itpress opinions, but do not feel bound by those opinipns
is quick, readable, and easily copied. For some speciaFollow-up— Check on compliance with your requests and
purposes, a handwritten note may serve your purpose jushstructions. Amend your instructions when that segms
as well. logical. Express appreciation when your requests [anc

Skill in writing E-mails, letters, and memaos is invaluable instructions are carried out well.
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Improve Productivity with Postive Feedback

One of the most effective methods of developing produc-sisting in current habits, the person misses a valuable
tive attitudes in people is to give specific feedback aboutopportunity to reach higher levels of development gand
both effective and ineffective behavior. Even people with achievement. Ideally, you should give much more pqsi-

mance review several months ;
ter the good work is first acco
plished. Likewise, immediate co ,
rection of an error accompani¢®s |
by positive suggestions for infis
provement is more likely to prg
duce a desirable change in beh
lor than an unfavorable perfo

mance review at some time in t [1 Make feedback Speciﬁc to bet
distant future. N _ havior. Effective feedback focuses
"I Give feedback on both positive and negative factors.qn 5 specific situation, action, or decision and the cpn-
Giving feedback only to correct errors causes people tsequences. Praise and correction alike are most effegtive
become discouraged. They may believe that the only wayyhen they are specific. Non-specific over-generaliza-
to gain your attention is to do something wrong. Sincetjons, on the other hand, are confusing and counterpro-
most people crave recognition, a lack of positive feed-qyctive, In addressing negative situations, dealing with
back often encourages negative performance. Being Critispecifics helps separate the unacceptable behavior fron
cized is better to some people than being ignored. Attenyne person. For example, if you tell an associate, “Yoy're
tion of any kind can be a form of reward. Watch for one of the sloppiest individuals in our organization,” the
outstanding performance, improved performance, andsarson might wonder whether to buy new clothes, reor-
continued quality performance in your team members, ganize the work area, or be more meticulous with paper-
and at least mention that you have noticed it. Visibly work. Instead, state the unsatisfactory behavior in spe-
reward positive performance when possible. Give extragific terms and give the person an opportunity to analjze
compliments for work well done, for innovative ideas the cause. You might say, “You have missed two of ypur
pursued, and for extra effort expended to meet a deadlingjeadiines in the last week, and | have noticed your desk
People who regularly receive praise and recognition for|qokg disorganized. How do you see these two items
work well done are less likely to react defensively when being related?” Listen carefully. You may learn that the
you find it necessary to correct errors. .. cause is beyond the person’s control. But if you dedide
"I Regard feedback as coaching for growth. Keep in mindynat the person’s behavior is the cause, first explain why
that if a team member’s behavior is inappropriate, avoid-jt js unacceptable. State what you expect in the way of
ing confrontation usually prolongs and intensifies the changed behavior, and the benefits for making this
negative situation. As long as the behavior continues,change. Emphasizing the benefits increases your atjility

person’s less-than-effective performance. And by per-

efit of the doubt. » Avoid sarcas
and joking about serious issues.|¢
| Avoid words like always and never.
« Confront only specific factors the
person can change. ¢ Give the per-
son ideas for fixing the problem. ¢
Affirm the individual as a valuable
team member.
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Overcome Negativity with Positive Attitude

Because a positive attitude forms the foundation for aleaders from moving forward to the organization’s gogls;
positive self-image, building a positive attitude is the mostthey spend so much time gathering information, anglyz-
effective method for developing a positive self-image. ing data, and reconsidering issues that they nevel ge
Simply stated, a positive attitude is the opposite of aaround to making a decision and moving on. The most
negative attitude; it is entering every activity without giving effective individuals are those who gather information in
mental recognition to the possibility of defeat. a reasonable amount of time, assume a certain degfee

Almost all of us have at least a few negative attitudescalculated risk, and then make the best decision they ca
from time to time. In addition, you will often notice these based on the available information.
same debilitating habits of thought in others. RecognizingFeeling guilty This attitude is caused by conditioning that
negative attitudes for what they are is the first step towardimplies you're not smart enough, not good enough, o no
taking specific actionsto replage experienced enough to do ary-
them with more productive att thing right. People who accept
tudes; once negative attitud such conditioning suffer from g
are acknowledged, replaci low self-image and blame them-
them with more positive, co selves for everything that gogs
structive attitudes is a matter 4 wrong. Whenever one of your
commitment and persistenc team members appears to as-
Here are frequent negative at- sume false guilt, help that per-
titudes encountered in the son to analyze the causes of the
workplace: problems, what steps can be
[1 Blaming othersBlaming oth- taken to rectify the situation),

ers causes one to react w and how to avoid similar pi

hostility toward other peopl falls in similar situations in th

or circumstances in order to future. Help them to see the

avoid accepting personal responsibility. When you as athings “done right” rather than focusing entirely on the

leader in your organization assume responsibility for things “done wrong.”

your work, your decisions, and the results you produce,Unreasonable fearHelping people to understand that

those in your work group will be more likely to follow  fear robs them from using more of their potential may help

your example. Take strong, appropriate action to de-motivate them to change this negative attitude. Another
velop a corporate culture in which people do not blamejmportant approach is to analyze each situation in which

others but assume responsibility for the consequences Qfinreasonable fear is experienced and to formulate a

their decisions. appropriate plan of action to react more constructively in
[1 Giving up.One of the most common reasons for failure similar future situations.

is simply giving up before the goal is reached. To work oyerdependenc@®verdependence is often expressed as
on eliminating this negative attitude and habit, adopt a; strong need for the approval of others — a desire so stror

“Never Give Up” attitude on every goal you set, and it cayses people to act against their own best interest. Tr

demonstrate that determination as you lead your worky give the overdependent team member opportunitigs t

group through the action steps required to reach thagyperience success. Encourage them to enjoy the intfins

goal. View stumbling blocks as stepping stones. Learnsatistaction that comes from a job well done. As they|use

all you can from obstacles; then go over them, undermore of their potential and grow and develop, they il

them, around them—or straight through them. find that the positive attitude of being independent offers

[ Excessive worrylt has been said that worry is the more gratification than the negative attitude |of
interest, paid in full, on troubles that rarely happen. gyerdependence.

Worry fritters away valuable energy and immobilizes; ooy of 5 iccessdany people actually fear success. These
In contrast, facing each situation as it arises — identify-naoje feel unworthy and undeserving of success. A grez
ing a goal, developing a plan of action, and then takinge | of courage is required to leap this hurdle to a poditive
constructive steps — is the most effective way 10 OVer-geit image. Those who fear success need to be convince

come the crippling habit of excessive worry. that it is appropriate to like themselves, and that they ar
[1 Indecision."Analysis paralysis” keeps some intelligent worthy of success.
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Encourage Healthy and Dynamic Learning

Increasing the productivity of people in your work grouipg the status quo but for achieving constructive resilts.
automatically increases their ability to reach their persoyghen people sense undue pressure to agree and to cornfort
goals along with the goals of the organization. At the sathey avoid pointing out even the most obvious problems for
time, you reduce the time you spend personally to achigive sake of maintaining consensus and goodwill. The reuilt:
those team goals. One of the most effective strategiesdigs often embarrassing, and at worst, tragic. In contrast, :
improving the productivity of people in your work group iglynamic learning environment nurtures and supports pepple
involving them to an appropriate degree in the organiz@io express their ideas about existing policies and prpce:
tional goals program. dures that are not working well. Irate controversy, of couyse,

gain team commitment for continuous productivity intion to pursue answers to complex questions. One commol
provement, you may have to yet misguided approach related
nurture the “Let’s beat our best’ to time efficiency is the auto
attitude with team members o cratic demand for immediate
a one-on-one basis. Earn b answers and solutions. This ap-
hind-the-scenes agreement a proach rewards shallow thinking
commitment from key group on the part of team members and
members before presenting ne exerts pressure to be agreeable at
challenging goals to the entirg all costs. Give people adequate
team. Laying such a foundatio time and support to develop ir
through both formal and infor- sightful solutions.
mal communication is critical Valuable experience involve
in developing effective teams making mistakes and learnin
motivated by the benefits of from them. If you never make
team achievement. mistake, it is because you have never stretched to reach
Always remember that communication is a two-wayew challenge. Mistakes teach people what does not work
process. As you communicate organizational goals, soliitiien they are free to move in a new direction to repch
ideas and input from team members. Emphasize the posiiigsirable goals. Establish “safety nets,” policies that prgtect
aspects and benefits of the organizational and departmgséaple when they make honest mistakes in pursuit of
goals. Give people an opportunity to accept goals for gorporate goals. In so doing, you encourage them to she
creased productivity, to make a personal commitmenttheir protective, perfectionistic guards and to experience
their attainment, and to develop action steps for their pemthusiasm for innovation and learning.
sonal contribution to team progress. Then they have a cleaGive your team members the freedom to schedule| the
understanding of how they can achieve their personal gersessary time for job-related educational development.
by contributing to the achievement of organizational goakepropriate time allocation is a key factor in creating
Creating a Learning Environment a learning environment. Although continuing education and

A work environment that encourages learning is essentf@ining take time away from immediate results,
for continuous productivity improvement. First, clearly serifie investment of time now provides huge dividends Igter.
the message to your people that continuing mental &gl setting, leadership, and management develop
educational development — through both formal and inféf€ important for all team members’ continued professignal
mal plans —is vital. Then nurture the three primary freedofi@y/€lopment. _ _ _ _
that create a learing environment: freedom to expresé\ healthy, dynamic learning environment is character-
dissent, freedom to make mistakes, and freedom to inveéfl by freedom to express dissent, to make mistakes| an
time in learning. to invest time in learning. These elements of a learning

An indispensable aspect of a learning environmegitvironment provide the necessary backdrop for effeqtive
is the freedom to engage in solution-oriented discussion §aMunication, leading to continuous improvement and
discovery. Make sure people are rewarded not for maintdii¢reased productivity.

192
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Bridging the Gap Between Potential
and Performance

Since 1966, Leadership Management Institute
has been bridging the gap between potential
and performance by helping organizations
and individuals evaluate their strengths

and opportunities through implemen-

tation of the unique and proven

LMI Process.

The LMI Process..

pWARENES

o Develops leaders who, in turn,
empower their people to use their

O

<

Iy =

untapped talents and abilities. =
o

o lIdentifies key areas the organiza-
tion should focus on in order
to reach the next level of success.

¢ Gives direction to an effective solu-
tion and delivers measurable results.

o Practices a 93 percent effective

leadership model. I

The LMI Processis designed around a Strategic
Development model with four vital components:

o Awareness o Development s

. /1T
o Planning o Results Management. lll i
LMI” tools and processes have been making a difference in organizatic e
and individuals for 40 years in more than 60 countries. LEADERSHIP MANAGEMENT .NST.TUTETM
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