


l.eadership tutures: thoughts for aspiring
leaders

* Leadership: Where we came from
* Leadership: Where we are going

 Leadership: Getting practical
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100 years ago we managed differently

 Larger organisations — more resourcing, command and control, clear distinction
about what each division did,

* One gender (predominantly) in organisations
* (Clear societal expectations about work and non-work time (albeit unfair)
« No emails! No computers!

* Organisations ‘made’ stuff; no organisations create knowledge, innovations and value




WE ARE ‘RUNNING
INTO TROUBLE’
WHEN WE APPLY OLD
MANAGEMENT TO
NEW ORGANISATIONS




Mental stress Labour Productivly Growth, Total

Indicator 10e shows the proportion of serious claims due to Mental stress in Australia increased from |‘:(‘()Il()lll): GDpP per hour worked. ave ‘age
5.8% in 2014-15 to 8.6% in 2018—19. In 2019-20p: . al erowth rate
« Victoria had the highest proportion of Mental stress claims (12.0%). annua STOW th rate
e Seacare recorded the lowest proportion of Mental stress claims in the same year (3.3%).
However, this has increased from 0.8% in 2014-15.

MNew South Wales (T up 83%). Queensland (T up 39%), Victoria (T up 37%), Western Australia
(tup 33%) and Tasmania (T up 32%) all recorded notable increases in the proportion of
Mental stress claims between 201415 and 2018-19.

Indicator 10e — Proportion of serious claims involving Mental stress by jurisdiction
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A leadership framework for ‘Now’
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1. Supportive

Leaders develop relotional leadership
competencies and stotegies for connecting with,
coordinating, and supporting their team whenever
they are wiorking, including workers bosed ot
home and those with wvalnerabilities.

Competences include strategies for novigaoting
persenal and emoticnal isswes ansing through
their interaction with team members. This
strategy can prooctively manoge psychosocio
r=ks such os social isclotion, work-fomily conflict,
job insecurity, and role clarnty, os well os providing
support to vulnenabke workers in the team.
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2. Inclusive

Leoders develop competencies and strategies
for the development of an inclusive team
climate, utilising inchesive leadership
approaches that recognise uniqueness and
enhance excellence in diversity manogement,
team trust in the leader, and team belonging.
This approach is fundomental to manoging
interpesonal psychosocal hazards such as
budlying ond sexual harassment, while
prowiding support to team membsers and

cregting a peychologically safety work climote.

3. Growth-oriented

Throwgh recognition of potential and
achievement, leaders develop resilience
bullding competencies and strategies for both
their own growth and that of their team
members. These capacities help members to
mraintain wellbeing and performance dusing
pericds of high job demands and grow o= o
result of such experiences. This straotegy can
help promaote personal and teom resilence
and coping resources and reduce the risk of
harm from psychosocial hazards.

4. Now orlented

New woys of working require new woys of
leading. Leoden develop competencies and
strotegies for outcomes-based performance
management relevant to todoy's workplace,
setting goals for perfomance in partnership with
wicrkers and providing feedbock ot appropnate
pioants. This strategy is crucial where leoders
need to develop trust and where workers are
based at home or in remote work situations.
Leoders enhance their skillset around wvirtual
leadership for their team members who work
remotely or alone, in leading older members of
thieir team effectively to maintain o sustoinoble
ageing workforce, and o developing effective
wiadys to beod through changes to work browght
about through new technologies.



People Champion

Technical expert
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Activating _
Leadership Senlor Leaders

HR/WHS Leaders

Team Leaders

Self Leadership
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