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Introduction
Drawing upon research and literature in the areas of attachment, emotional
intelligence, mindfulness and coaching, Conscious Mindful Leadership
(CML) assists leaders to become increasingly insightful, to have greater
relatedness with others, and to experience fulfillment as a leader.
Many of our responses and behaviours occur automatically and
subconsciously. In order to respond effectively as a leader, one must
become aware of patterns of behaviour and responses that are creating
connection and cohesion and those that are creating difficulties and
disconnection.
In order to address the current challenges of working and leading, today’s
leader must be in tune with the needs of employees, to be able to listen
and understand, support, encourage, and provide the kind of stability
and inspiration that directs others forward. People want to be in positive
environments and surrounded by those who are passionate about what
they do. As a leader it is your job to take personal responsibility for your
own relationships, to do your part to build a sense of community, and
consider the well-being of our planet in your actions. As each one of
us takes on this mission, we will collectively experience a positive shift
towards health and well-being.
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While working as a mental health therapist and leadership educator, I
have met many people who report feeling stressed, overwhelmed, isolated
and uninspired. Because of this, there is a great need for leaders and
managers to be cognizant of the emotional climate of their employees
and workplaces. Furthermore, the new four letter word of this generation
is “busy.” Being busy prevents inner and outer connection and peace of
mind. When we are running full out, we lose touch with what brings
us passion and vitality, and we become ungrounded, unhappy and
egocentric.
I have found in my own life that I tend to thrive on busyness and I
love connecting, socializing, and engaging with others. Because I love
doing these things, I sometimes neglect my need for quiet time, yoga
and meditation. When I am grounded, I am much more in tune with
my environment and I am able to ride the ups and downs of life in a
calm way: life becomes much easier! With clarity of focus, I become
much more capable of leading my own life and more in tune with how
to assist others.
Although leadership is a complex, extensively discussed topic, the
majority of literature that explores effective leadership does not delve
deeply into the intersecting influences of early family relationships,
attachment, and relationship style on leadership potential and ability.
In order to be an outstanding leader, self reflection and mindfulness are
crucial. Summarizing a study by the Gallup Management Group, David
Conchie (2008) noted that self-awareness is one of the top factors in
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effective leadership as it assists leaders to be in tune with themselves and
with others. Although self-awareness is essential to effective leadership,
its importance is often overlooked or viewed as inconsequential.
In the following chapters you will have the opportunity to investigate
what brings you fulfillment and to explore whether you currently bring
your best self forward when dealing with others. In the first half of the
book, you will gain insight into what values are driving you at work and
what causes your responses in times of conflict. By having the courage to
ask questions about what others think of you as a leader, you will learn
about some of your blind-spots which may be preventing connection
and efficacy. The latter half of the book addresses how you can bring
the knowledge you have learned to your team. Some information on
the dynamics of teams is shared to support you in understanding toxic
behaviours that pull teams down. The final chapter of the book provides
exercises which can be practiced anytime to help you gain clarity in your
life and in your leadership.
I hope that you enjoy Conscious Mindful Leadership: Your Path to Greatness
in Work and Life. My wish is that the mindfulness and self-reflection
exercises assist you to achieve your full potential and live a life of joy!
All the best to you!
Heather Good
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It is through the power of

reflection that we clearly
see who we are

Photo by C. Toews
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1.

Historical Overview of Leadership
- What Employees Need Now
Over the years, leadership has been influenced by modernization,
globalization, changes in markets and technology, downsizing/
outsourcing, and even a global recession. In the past, leadership focused
on hierarchy and stoicism in the workplace. Rigid, hierarchical, and
traditional managers and work environments may have kept employees
fearing for their positions. In today’s more competitive market, employees
move more often between and within organizations and are less likely
to tolerate abuse, criticism, or being treated in a condescending manner.
In addition, employees are looking for a sense of purpose, connection
and job satisfaction. Today’s employees look for workplaces that are
supportive and healthy.
Due to the changing work culture and the needs of an inter-generational
workforce, it is important to ensure that a positive and supportive
work environment is developed to assist people in feeling valued and
appreciated. Randstad, the second largest provider of staffing services in
the world, found that there is a distinct difference between the needs of
employees in the different generations. In a 2008 survey, it was found
that 16.8% of people in the Canadian workforce were born between the
years of 1980 and 1988. This group, sometimes known as Generation
Y, responds to leadership by being collaborative and generally multitasks
with ease. A second group of individuals, born between 1965 and 1979,
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often referred to as Generation X, make up 29.2% of the workforce
and tend to display competence, general adaptability, independence,
self-reliance and pragmatic thinking. The Baby Boomers, born between
1946 and 1964, make up 41.3% of the workforce and are service as well
as team oriented and are driven by the need for personal satisfaction.
People in the “mature” category, born between 1900 and 1945, make
up 12.7 % of the workforce and are generally familiar with hierarchy
in organizations as well as being dedicated, hard-working, stable, and
patient (Randstad, 2008).
Many examples from our own lives and from occurrences around the
world can be described as situations where we look to that other person
to change, to be different, to give us what we want, and mostly, to stop
being difficult. In fact, some organizational change strategists suggest that
if a company employs people who do not share their values they should
be removed from the organization. This, however, could be viewed as
“throwing in the towel”, and although it may seem as if this strategy will
solve the problem there can be negative effects such as scapegoating and
fear of sharing an opinion that may be different from the norm.
Feelings of helplessness often lead to finger-pointing and blame, and we
thus relate to others as either obstacles or supporters in our endeavors
to reach our goals. When this happens, we create a disconnection
between ourselves and others. Additionally, although we may say we are
committed to peace and cooperation, we become angry out of frustration
and disempowered because things do not go as we had planned.
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