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Personal Responsibility



When I Betray Me, I Betray You

How we see 
others: 
Inconsiderate 
A Poor Leader 
Insensitive 
Controlling 
Unappreciative

How we see 
ourself:  
A Victim 
Hard-working 
Right/Good 
Generous 
Fair/Sensitive

 Self-Betrayal

I am Self-Deceived

When I betray myself, I 
inadvertently do harm

I Inflate others’ faults 
I Inflate my virtues 
I put on an ideal 
image 
I blame others 
I’m angry and 
resentful 
I poison the well

Authority 
Figure

I have to 
(no choice) Other-

Directed

“I have to”

“I ought to”
“I should”

“I need to”
“I can’t”
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Responsibility-Based Culture Model

  Distributing Skills to All

Trustworthiness

Emotional 
Intelligence

Social Interest 
& Teamwork

Intrinsic Motivation 
& Responsibility
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4 Emotional Intelligence Competencies
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1. Self-Awareness  - I am aware

2. Self-Management  - I am on top of all
There is for me to manage

3. Social-Awareness  - I have social interest;
I am mindful of what others feel and what I
cause others

4. Relationship-Management  - I influence
And inspire trust and harmony

Mentally, Spiritually, Financially, Physically, Emotionally

Reading the Politics, Teamwork, Leadership



3 Relationships to Manage as Leader
1. With Self: One’s own integrity, character, wisdom,

knowledge, time, temperament, words and acts, how to use
your power wisely, and taking care of yourself physically,
mentally, financially, emotionally and spiritually.

2. With Authorities/Superiors: Bosses, Directors, Supervisors,
Principals, Regulators, Customers, ad infinitum. Without their
consent or support, you can't follow your convictions, exercise
your judgment or create conditions aligned with your values,
in which everyone can achieve.

3. With Peers: Co-workers, competitors, neighbors, relatives,
customers and suppliers.Those over whom you have no
power and who have no power over you, for they can
make your life miserable and thwart your attempts to
achieve as well as those of your direct reports.
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Their YardMy Yard
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4 Control & 1 Responsibility Model
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Intrinsic 
Motivation



4 Intrinsic Motivators
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Disengagement
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Actively Disengaged 
16% of US workers 

Costs: $16K/each or $256K/100 

Disengaged 
55% of US workers 

Costs: $0 loss or gain/each  

Fully Engaged 
29% of US workers 

Gains: $32K/each or $928K/100 

Putting at risk: $1.3M per every 100 people!



4 Core Needs
We all want a sense of belonging and 
significance and need to feel...

Empowered - I know I am influential 
and my potency is welcome 

Lovable - Who I am uniquely, is 
delightful to others. I am recognized, 
seen, appreciated and enjoyed 

Connected - I belong in the 
organization; I experience community 

Are You Encouraging Them?

Contributing - My special gifts and assets are important, wanted, 
needed and received. 

How can you eliminate anything that diminishes 
them and encourage anything that increases them?
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8 Values That Build Trust
1. Straightforwardness. Being open and direct in expressing

and communicating requests and expectations 

2. Honesty. Being ethical. Not lying, stealing, or cheating

3. Disclosure. Communicating openly one’s ideas, feelings and
opinions without holding back 

4. Receptivity. Giving other people’s feelings, experiences,
viewpoints, opinions, ideas and methods a fair hearing 

5. Respect. People are valued as worthy, treated with dignity, and
as people with wants and needs; not as objects 

6. Recognition. People are appreciated for differences and
contributions with acknowledgments and compliments 

7. Keeps Commitments. People follow through on their
responsibilities and what they say they will do 

8. Seeks Excellence. Giving best effort; striving to be exceptional
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4 Ntrinsx Colors and Their Values
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4 Stages to Authentic Teamwork
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2. Chaos:
We experience differences and try to
eliminate them with control, pressure.  (We
try to fix, convert, heal, change others).
Power struggle

1. Pseudo-Community:
We avoid conflict, unpleasantness, problems,
“bad” feelings.  We act as if we all agree and
think alike. (fake, inauthentic, boring, safe)



4 Stages to Authentic Teamwork

Page 14

3. Empty:
We start opening to each other in new ways.
We really listen; we stop trying to control, fix,
convert, and heal others. We respect, offer
recognition, provide receptivity, and share
through disclosure.

4. Caring Community:
Due to no pressure and with trust and
caring, authentic community develops.
Straightforwardness, honesty, follow-
through, and seeking excellence become
norms.

Note: The 8 Values that Build Trust are underlined.



Mind Trust
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1. “I commit to you I won’t say bad
things about you behind your back.”

Delivered face to face: 

2. “If I have an issue with you, I’ll come
to you with it.”

3. “I won’t listen to anyone else say bad
things about you.”

4. “If anyone complains to me about
you, I’ll direct them back to you.”



Healthy Venting
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1. Don’t name names or specifics.
2. Share your doubts, feelings, fears and weaknesses.
3. Describe your highest vision of a positive outcome.
4. Clarify and state your plan in simple steps.
5. Role-play and brainstorm.
6. Do something to lift your mood when you finish.

Note: Always ask the person your go to if they are willing and if they have time

STOP 
With whom will you practice this? How will you commit? 
(e.g., put it on your calendar, to-do list, send an email?)  

“Is there more?”If they are 

not ready 
for this, 

slow down

Suggestion: Revisit Health Venting Often



Frustration Tool
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 “I don’t like it when you…” 

2. State your overall desire.
 (Unmet needs I want for me and us)

 “Because I most want…” 

3. State specific behaviors you
want changed.

 “What I want is… Are you willing?” 

1. State specific behaviors you
do not like.



Accountable Requests & Agreements

Page 18

Making A Request
 “What I want is… 
       Are you willing…?” 

An Accountable Agreement
     “What I hear you saying is… 

             Did I get that right? 
                My answer is…” 



Dialogue Tool
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4 Reasons To Speak & 5 Listening Styles

Page 20



Redirect Chart
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4 Presentations of Misbehavior
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Active Destructive Misbehavior Active Constructive Misbehavior

Passive Destructive Misbehavior Passive Constructive Misbehavior



Steps for Disclosing Mistaken Goals
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1. “Why do you think you _____________________?”                                  
(describe the chronic behavior) 

2. “Can I tell you what I think it might be?” 

3. “Could it be you want Attention? 

4.Role play or ask empathy questions to get the 
other person to walk in your shoes. 

5.Create an appropriate way to satisfy the  positive 
side of the goal.



• Upping the Ante:  
Reaction OTHER 
person gives when you 
redirect and refuse to 
give “sugar”. It’s their 
last ditch attempt to be 
the stronger influence.

The “Sugar”:  Reaction YOU give that’s “permissive” 
and supports fear

Adler: We create (individual) private logic (we develop beliefs)

We Are Subjective

Redirect Terms
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Encouragement

1. Get into a small groups of 3-4 people 

2. Pick one person to be “it” first. 

3. Each person goes around the circle and tells the person 
who’s “it” what they most appreciate about him/her. 

4. When the others finish, the person who’s “it” shares 
something he or she appreciates about self. 

5. The person on the left of the first person is now “it” and 
the process continues through everyone in the group.

Encouragement Feast

Encouragement Flood
1. Place a discouraged person in the center of 

your group. 

2. Everyone “floods” the discouraged person 
by speaking all good deeds, strengths, gifts 
or special qualities they see in this person.
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Appreciative Inquiry Model
Traditional Problem Solving Appreciative Inquiry

Identify problems. “He never helps 
with chores”

Appreciate what works. “When were 
you most in love? What is working?”

Conduct root cause analysis.  “I think 
it’s that his mom did everything for him 
and spoiled him”

What supports change? “What 
successes/strengths can help now? What 
new ideas do you have? What visions?”

Brainstorm solutions/action.  “How 
about making a shared schedule of 
chores and sticking to it?”

Determine what could be. “What 
would your marriage look like if it were 
the most supportive possible?”

Develop action plans.  “Write down 
the plan and review it weekly?”

Create what you want. “We will focus 
on the loving marriage we want.”

Metaphor: A problem to be fixed.   
“This is a problem and I have to fix it.”

Metaphor: An opportunity.  “This is a 
mystery; a great opportunity to re-
evaluate what we want and what makes 
us both the happiest.”

      “Digging through dirt”               v s.      “Panning for gold”
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The Change Process
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Thermometer Exercise

Neutral

Neutral

No matter the result (+ or -), each movement ask: “How did I get that result?”
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