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OPENING PROVOCATION

What got you here won't get you there.

The skills that built your career — technical mastery, individual performance, personal ambition — are
exactly the skills that can become your ceiling as a leader.

The most dangerous leader in any organisation is the one who is brilliant at delivering results but blind to
the human infrastructure that makes those results possible.
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"The function of leadership is to produce more leaders, not
more followers."

— Ralph Nader



What We'll
Cover Today

A journey from self-focused achievement
to others-centred leadership.

01 The Leadership Identity Crisis

02 Ego & Hubris — The Hidden Enemies

03 What 'Beyond Self' Really Means

04 The Five Disciplines + Case Studies

05 The Culture You Leave Behind

06 Commitments, Legacy & Your Purpose Card



PART 1 - THE LEADERSHIP
IDENTITY CRISIS

The shift from individual performer to institutional leader is the hardest transition in any




THE IDENTITY CRISIS

Most leaders are promoted for what they
did — not for what they'll need to become.

In the early years, success is personal. You hit targets. You solve problems. You outperform peers. Then
one day, the organisation places other people in your hands — and the old playbook stops working.

The crisis isn't about competence. It's about identity. Can you let go of being the best performer in the
room to become the person who builds the best performers?

This transition is where most leaders stall — or fail.

Leading Beyond Self - Corporate Keynote



The Three Identity Traps That Stall Leaders

The Performer Trap Signs: You're the bottleneck. Nothing
moves without you. You're exhausted.

You built your career on being brilliant at the work itself. Now your job is to make
others brilliant at it. But stepping back feels like stepping down. You keep doing rather
than developing — and the team never grows beyond your bandwidth.

The Title Trap Signs: Feedback feels personal.
Disagreement feels disrespectful. You
You've fused your identity with your position. Your rank, your office, your authority — confuse deference with loyalty.

these have become who you are, not just what you hold. When someone challenges
your idea, it feels like an attack on your person. Defensiveness becomes your default.

The Heroism Trap Signs: Your team stops thinking
independently. They escalate everything.
Every crisis becomes your opportunity to be the one who saves the day. You love being They clap when you arrive.

needed. You rescue projects, override decisions, and swoop in at the last minute. The
team learns to wait for you rather than solving problems themselves.




TH

E

SHIFT

The question changes completely.

How do | perform better?

How do | solve this problem?

How do | prove my value?

What do | achieve?

What do | know?

How do | make my team perform better?

How do | build people who solve this problem?

How do | multiply the value of everyone around me?

What do | enable others to achieve?

What do | help others discover?



The Cost of Leaders Who Haven't Made the Shift

82% 70% 2-7x

of employees would leave due to of team engagement driven the cost of replacing an employee
poor management directly by the manager who leaves due to leadership

GoodHire Survey, 2023 Gallup State of Work, 2015 SHRM Research, 2019




CASE STUDY - PART

LEADERSHIP IDENTITY CRISIS

Ford Motor Company: Alan Mulally — Shedding the
~Hero Identity, 2008

THE SITUATION

In 2006, Ford was losing $17 billion a
year and on the edge of bankruptcy.
The board brought in Boeing executive
Alan Mulally — an outsider with zero
automotive experience. Ford's culture
was secretive, political, and built
around individual heroism. Executives
hid bad news to protect themselves.

Leadership Lesson

"The moment Mulally stopped needing to be the smartest person in the room was the moment the room got smarter. Leaders who

WHAT THEY DID

Mulally introduced a weekly Business
Plan Review where every leader

reported metrics; green, yellow, or red.

When no one showed red for weeks
despite the company haemorrhaging
cash, Mulally stopped the meeting and
said: 'We're losing $17 billion. Is there
anything that isn't going well?' He
modelled vulnerability. He gave away
credit visibly. He refused to be the
hero.

THE RESULT

Ford became the only Detroit
automaker to avoid a government
bailout in the 2008 financial crisis.
Revenue recovered from —$12.6B in
2006 to +56.6B in 2011. Ford's stock
rose over 1,000% under his tenure. The
turnaround was built on culture before
strategy.

hold onto the hero identity shrink their organisations to the size of their own bandwidth. Mulally's greatest act was making himself
ordinary — and making everyone else extraordinary."




Two Types of Leaders — Which Are You?

THE SELF-FOCUSED LEADER THE SELF-TRANSCENDING LEADER

* Measures success by personal output * Measures success by team output

* Hoards information as power e Distributes knowledge as investment

e Builds dependency, not capability e Builds leaders who build leaders

e Sees talent as a threat e Sees talent as the mission

e Leaves a void when they exit e Leaves a machine, not a void

Result: Fragile organisations that collapse when the hero Result: Resilient organisations that outlast any individual.

exits.



PART 2 - EGO & HUBRIS

The two enemies that have destroyed more leadership careers — and more companies —
than any market downturn.




The two enemies of leadership greatness:

EGO

The belief that your position makes you the smartest
person in the room.

Ego shuts down listening. It mistakes authority for
wisdom. It surrounds you with people who only tell
you what you want to hear.

HUBRIS

The dangerous overconfidence that comes from
sustained success.

Hubris tells leaders that past wins guarantee future
results. It blinds organisations to risk, erodes
accountability, and eventually destroys what it took
decades to build.

Together, ego and hubris are the most common causes of leadership derailment at the top.



Warning Signs: Is Ego Running Your Leadership?

¥s You rarely hear bad news

If your team never brings you problemes, it
means they've stopped trusting you with
them.

Il The room changes when you
enter

People stop talking freely. Ideas die in your
presence rather than coming alive.

You surround yourself with
mirrors

Your inner circle agrees with everything

you say; they reflect YOU back, not reality.

K2 You've stopped learning

You haven't changed your mind about
anything important in the past year.

¥ You take credit for team wins

Success is personalised. Failure is
externalised. The team notices.

You confuse past success
with future wisdom

What worked in a different era, market, or
organisation may not work now.



CASE STUDY - THE COST OF EGO & HUBRIS

Enron Corporation:
The Company That Believed
It Was the Smartest in the Room

Once ranked 7th largest company in the United States. Collapsed in 2001 in what became the largest
corporate scandal in American history at that time.

Founded 1985 - Collapsed 2001



Enron - What Went Wrong at the Top

01

02

03

04

Ego disguised as vision

CEO Jeffrey Skilling cultivated a culture where admitting problems was seen as weakness. Leaders who raised concerns were sidelined or
fired. The feedback loop was deliberately broken.

Hubris over risk management

Enron's leadership genuinely believed they had transcended normal business rules. They called themselves 'the world's greatest
company'. This overconfidence led them to take on catastrophic, hidden risk.

Talent ranked, not developed

The infamous 'rank and yank' system — rating employees and firing the bottom 15% annually — created a culture of fear, internal
competition, and dishonesty. People hid failures to survive.

No courageous conversations

Sherron Watkins, an internal executive, wrote a memo warning of accounting irregularities. She was dismissed and marginalised. The
culture had no room for truth.




Enron - The Reckoning

$74B 20,000

24 yrs

Shareholder value destroyed Employees lost their jobs Prison sentence for CEO Skilling
In today's terms, over $130 billion And their pension funds Later reduced to 14 years
The Leadership Lesson:

Enron did not fail because of bad accounting alone. It failed because its leaders built a culture where ego replaced integrity, hubris
replaced judgment, and performance theatre replaced honest results. The same dynamics exist — at smaller scale — in

organisations everywhere.




"Whom the gods would destroy, they first make proud.”

— Ancient Greek Proverb



PART 3 - WHAT 'BEYOND SELF’
REALLY MEANS




DEFINING THE CONCEPT

'‘Beyond Self' is not selflessness. It is
strategic expansion.

Leading Beyond Self does not mean ignoring your ambitions or erasing your identity. It means
deliberately expanding your sphere of concern; from | to We to All.

It means your goals become inseparable from the growth of the people around you. Your success metric
becomes the capability you leave behind, not just the results you generate.
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The Leadership Beyond Self Pyramid

LEGACY

OTHERS' GROWTH
CULTURE & SYSTEMS

SELF-AWARENESS
COMPETENCE & DELIVERY




"A leader is best when people barely know he exists. When
his work is done, his aim fulfilled, they will say: we did it
ourselves."

— Lao Tzu



PART 4 - THE FIVE DISCIPLINES

Each discipline includes a real-world case studly.

Building Culture

Radical Self-Awareness Multiplying Others Intentionally

Decisions That Outlast Courageous
You Conversations




Discipline 1 - Radical Self-Awareness

You cannot lead others further than you have led yourself.

@ © 60 O

Separate Identity from

Know Your Triggers Audit Your Blind Spots Lead From Values

Role
Identify the emotional reactions Actively seek feedback from Your title is not your worth. Your Articulate what you stand for
that cloud your judgment under those with less power than you. character is the constant. when no one is watching.

pressure.



CASE STUDY

DISCIPLINE

1 — RADICAL SELF-AWARENESS

Microsoft: Satya Nadella (CEO, 2014-present)

THE SITUATION

When Nadella took over Microsoft in
2014, the company had stagnated. A
brutal internal ranking culture had
killed collaboration. Morale was low.
The stock had been flat for over a
decade. Microsoft was losing the cloud,
mobile, and Al race to more agile rivals.

Leadership Lesson

WHAT THEY DID

Nadella began with himself. He publicly
acknowledged his leadership limitations
and declared a shift from a 'know-it-all'
to a 'learn-it-all’ culture. He journalled
his assumptions, took coaching, and
modelled vulnerability — something
almost unheard of at the CEO level.

THE RESULT

Under Nadella's leadership, Microsoft's
market capitalisation grew from $300
billion in 2014 to over $3 trillion by
2024 — making it one of the most
valuable companies on earth. The
cultural transformation preceded every
commercial breakthrough.

"Self-awareness is not a soft skill. It is the precondition for every other leadership capability. Nadella's willingness to examine his
own ego and actively rewire his culture turned an entire company around. The change started not in strategy, but in the mirror."




CASE STUDY 2

DISCIPLINE 1 — RADICAL SELF-AWARENESS

Coscharis Motors: Dr. Cosmas Maduka, 1977

THE SITUATION

Cosmas Maduka dropped out of
primary school at age 7 and was paid
off by his master with just #200 after
seven years of apprenticeship. He had
no capital, no connections, and no
formal education. Most people in his
position would have defined
themselves by what they lacked.
Maduka chose to define himself by
what he could become.

Leadership Lesson

WHAT THEY DID

Maduka developed a habit of radical
self-inventory. He studied his own
values, tracked his decisions, and was
deliberate about the character he was
building and not just the business. He
attributed his discipline to lessons from
his Japanese business partners:
commitment, humility, precision. He
built those values into his identity
before he built them into his company.

THE RESULT

From #200 and a market stall, Maduka
built Coscharis Group into a
conglomerate worth over $500 million.
Coscharis became the sole BMW, Rolls
Royce, Jaguar Land Rover and Ford
distributor in Nigeria. Forbes Africa
named him the 'S500 Million Survivor.'
The business reflected the man he had
consciously chosen to become.

"Maduka never had a title to hide behind or a credential to lean on. What he had was clarity about who he was and who he intended

to be. That self-knowledge became the foundation of every business decision he made. When you know yourself deeply, you build
something that lasts."




Discipline 2 - Multiplying Others

The most powerful thing you can do is make the people around you more powerful.

Invest in People Coach, Don't Instruct Sponsor Talent Visibly Celebrate Others’' Wins
Spend 30% of your time on the Ask more questions than you Put your reputation behind Make it a habit to amplify
growth of your direct reports. answer. Develop thinking, not someone else's opportunity. successes that are not your own.

obedience.



CASE STUDY

THE SITUATION

Through the 1980s and 90s, GE faced
intense pressure to develop leadership
at scale. The question was not whether
GE had talent — it had plenty. The
question was: could leadership
capability be systematically built and
multiplied across the organisation?

Leadership Lesson

DISCIPLINE

2 — MULTIPLYING OTHERS

General Electric (GE): Jack Welch & the GE
_Leadership Factory, 1981

WHAT THEY DID

Welch transformed GE's Crotonville
leadership centre into arguably the
world's most influential corporate
university. Leaders were not just
trained, they were coached, challenged,
and sent back to apply learning in real
contexts. GE leaders were then
recruited by companies across every
industry.

THE RESULT

GE produced more Fortune 500 CEOs
than any other organisation in history.
Companies including Boeing, Home
Depot, Honeywell, and dozens more
were led by GE alumni. GE didn't just
build a company it became a leadership
multiplier for an entire economy.

"The most enduring competitive advantage any organisation can have is not a product or a patent. It is a system that produces great
leaders faster than competitors. Multiplying others is not generosity, it is strategy."




CASE STUDY 2

DISCIPLINE 2 — MULTIPLYING OTHERS

Nigerian Leaders Who Multiplied Others

Aliko Dangote

Chairman & CEO, Dangote Group

1981

WHO THEY MULTIPLIED

Tens of thousands of Nigerian managers, engineers, operators and
entrepreneurs across cement, fertiliser, sugar, oil refining and
agriculture — many of whom had never worked in a world-class
industrial environment before Dangote gave them that platform.
His group became the single largest provider of private sector
industrial employment and training on the African continent.

HOW

Built the largest industrial training infrastructure in sub-Saharan
Africa entirely within his own group. Deliberately chose to hire
and develop local Nigerian talent at scale rather than relying on
expatriates — embedding world-class operational capability
across his entire value chain. At the Dangote Refinery alone, over
10,000 Nigerians were trained in disciplines that had never been
developed locally before.

Leadership Lesson
"Dangote did not just build Africa's largest conglomerate. He built the people who built it. Every time he chose to develop a Nigerian

over importing an expatriate, he was making a leadership decision — choosing multiplication over convenience. The size of his

business is impressive. The size of his human legacy is what will outlast it."




Discipline 3
Building

Culture
Intentionally

Name the culture you want

Culture is not what you post on walls. It's what you tolerate and reward.

Model the behaviour first

You cannot mandate what you do not demonstrate. Every eye is on you.

Call out misalignment early

Silence in the face of wrong behaviour is implicit endorsement.

Ritualise what matters

Create habits and ceremonies that reinforce your cultural non-negotiables.

Measure culture like performance

Run regular culture health checks. What gets measured gets managed.



CASE STUDY

DISCIPLINE

3 — BUILDING CULTURE

INTENTIONALLY

Netflix: Reed Hastings — The Culture Memo That

_Changed Business, 2009

THE SITUATION

In the early 2000s, Netflix was a DVD
rental company competing against
Blockbuster. As it scaled, Hastings faced
a fundamental question: how do you
maintain speed, accountability, and
trust in a rapidly growing organisation
without burying it in process and
bureaucracy?

Leadership Lesson

WHAT THEY DID

In 2009, Hastings released the now-
legendary 'Netflix Culture Deck' — 125
slides that defined exactly what Netflix
valued, how it would operate, and what
it expected of its people. It replaced
rules with context. It replaced approval
processes with judgment. It treated
employees as adults.

THE RESULT

The document was called 'the most
important document to come out of
Silicon Valley' by Facebook COO Sheryl
Sandberg. Netflix grew from a DVD
service to a $150B+ global streaming
powerhouse. Its culture of freedom and
responsibility became a template
studied by leaders worldwide.

"Culture is not a poster on the wall. It is a living system shaped by what leaders say, do, and tolerate every single day. Hastings did
not describe culture, he built it intentionally, wrote it down, and then lived it visibly. That is what self-transcending leaders do."




CASE STUDY 2

DISCIPLINE 3 — BUILDING CULTURE

INTENTIONALLY

Andela: Iyinoluwa Aboyeji & Co-Founders, 2014

THE SITUATION

In 2014, Nigeria and Africa had an
abundance of raw intellectual talent
but almost no structured pathway into
the global technology economy.
Brilliant young Nigerians were being
overlooked by global tech companies
simply because they lacked access, not
ability. The culture of the global tech
industry said Africa was a consumer
market, not a talent source.

Leadership Lesson

WHAT THEY DID

Andela built a radical counter-culture
from scratch: Africa is not behind; it is
untapped. They created rigorous
bootcamps, paid fellows to learn, built
world-class campuses in Lagos and
Nairobi, and embedded a culture of
excellence, accountability, and global
standards into every cohort. The
culture was not aspirational; it was
operational. Fellows lived it daily.

THE RESULT

Andela trained over 110,000
technologists across 49 African nations.
It became Africa's first tech unicorn,
valued at over $1.5 billion in 2021. Its
alumni went on to start companies,
lead engineering teams globally, and
mentor the next generation. Over 15%
of Africa's active engineering workforce
traces a connection to Andela's model.
The culture it built produced a
continent-wide talent revolution.

"Andela did not just train developers. It deliberately built a culture that told a new story about what African talent could do — and

then proved it at scale. Culture is not what you say about your people. It is the standard you hold them to, the environment you
create, and the story you refuse to stop telling until the world believes it too."




DISCIPLINE 4

Decisions That Outlast You

Every major decision you make either strengthens or weakens the institution's capacity to function
without you.

Beyond-Self leaders ask: 'If | leave tomorrow, does this decision still hold? Does this structure still serve
the organisation? Does the team still know what to do?'

Institution-building is a form of leadership legacy. Build systems, not empires.
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CASE STUDY

DISCIPLINE

4 — DECISIONS THAT OUTLAST YOU

Apple Inc.: Steve Jobs & Tim Cook — Succession as

Strategy, 2011

THE SITUATION

For years, the question haunted
investors and observers: what happens
to Apple when Steve Jobs is gone?
Apple had been built around the
singular vision and taste of one man.
The company, critics argued, was not
an institution — it was a personality.

Leadership Lesson

WHAT THEY DID

Jobs spent his final years deliberately
building an institution. He created
Apple University, an internal school to
teach Apple's decision-making
philosophy. He groomed Tim Cook not
just as a successor but as an architect of
processes that could operate without
Jobs's intuition.

THE RESULT

Apple's market capitalisation under Tim
Cook grew from $350 billion in 2011 to
over $3 trillion by 2022 surpassing even
the Jobs era. Apple launched new
product categories, expanded into
services, and became the first company
to reach $3 trillion. The institution
outlasted its founder.

"The true test of a leader is not what they achieve while present. It is whether the organisation they built continues to thrive after they
leave. Jobs made himself irreplaceable then spent his last years making himself replaceable. That is leading beyond self."




Discipline 5 - Courageous Conversations

Silence is the most expensive luxury a leader can afford.

Create Psychological

Tell the Truth Early Safety Listen to Understand Speak Up Upward
Address performance issues and People must be able to disagree Close your response mentally Leading beyond self means also
misalignment before they with you without fearing until the other person has fully challenging your own superiors

become crises. consequences. finished. with respect and data.



CASE STUDY

DISCIPLINE

5 — COURAGEOUS CONVERSATIONS

Toyota: The Andon Cord — Institutionalising

_Honesty, 1975

THE SITUATION

In most manufacturing plants and most
organisations, admitting a problem on
the production line meant slowing
down targets, angering supervisors, and
risking blame. Workers learned quickly:
hide the problem, fix it quietly, keep
moving. The result was defects, recalls,
and systemic failure.

Leadership Lesson

"Psychological safety is not a nice-to-have. It is an operational necessity. When people at every level feel safe enough to speak truth,

WHAT THEY DID

Toyota built a radical idea into its
assembly lines: the Andon Cord. Any
worker, regardless of rank, could pull a
cord to stop the entire production line

the moment they identified a problem.

No questions asked. No blame
assigned. The problem was examined,
solved, and documented.

THE RESULT

Toyota became the world's most
reliable automaker. Its quality systems
became the benchmark for
manufacturing globally. The
Lean/Toyota Production System is now
studied in business schools worldwide.
The courageous conversation
empowered at every level became its
greatest competitive asset.

organisations catch problems early, learn faster, and outperform those where silence is the safer option. Toyota proved it at

industrial scale.”




PART 5 - THE CULTURE YOU LEAVE
BEHIND




Two Kinds of Organisational Legacies

THE DEPENDENCY CULTURE

Built around one person's genius

Knowledge lives in one person's head

Decisions stall without the leader

Team is capable only with the leader present

"What happens when the leader leaves?"

THE LEGACY CULTURE

Built around shared principles and purpose

Knowledge is documented and distributed

Decisions follow frameworks, not hierarchy

Team gets stronger over time

"The leader becomes irreplaceable by making
themselves replaceable."”



PART 6 - PRACTICAL STEPS & THE
LEGACY QUESTION




Five Leadership
Commitments

Worth Making
Today

Schedule a listening tour

Spend 30 minutes each with 5 team members — no agenda except hearing
them.

Identify your next leader

Name one person you will deliberately develop this quarter.

Remove one decision from your desk

Push a standing decision down to the right level and stay out of it.

Have one overdue honest conversation

Choose the conversation you've been avoiding and have it this week.

Define your personal legacy statement

One sentence: what do you want people to say about your leadership in 10
years?



THE LEGACY QUESTION

When you are no longer in the room,
what does the room do?

Does it freeze?
Does it look for the next authority?
Or does it move — with confidence, with values intact, with the clarity you embedded over years of
leading beyond yourself?



"Don't aspire to make a living. Aspire to make a difference.”

— Denzel Washington



The decision starts now.

Not when you get the next promotion.
Not when the team is better. Not when the time is right.

Today, in every interaction, you can choose to lead beyond yourself.

Ask more Give more Build more

questions than you answer credit than you receive leaders than you manage




A FINAL REFLECTION

Your Purpose Card

Here is the insight that changes everything:

A leader whose purpose is bigger than their position has no reason to feel threatened S ALk

by the people they develop.

Why do I lead?

Beyond the salary and the title —
what is the real answer?

When your reason for leading is tied only to your title, every talented person around
you becomes a competitor. Every promotion someone else receives feels like a loss.
Every person who outgrows your team is a threat.

What problem am I here
But when your purpose is to leave an impact — to change something, build something, to solve?

shape something that outlasts your name on the door — then the more people you
develop, the closer you get to what you actually came here to do.

Not your KPIs. The deeper problem.

What will be different
because I was here?
Purpose is the antidote to ego. When you know why you're here, you no longer need to protect who you Not for you. For others.
are.




Thank You

LEADING BEYOND SELFTF

Questions & Conversation



