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“If you’re looking for leadership-wisdom, rather than leadership-jargon, 
then Myatt’s High Challenge, Low Threat is the book for you.”

Toby French, teacher, blogger, author of Show and Tell

“Mary Myatt has managed to perfectly capture the essence of what makes 
successful organisations: high quality engagement from everyone involved.”

Andy Buck, author of  
Leadership Matters: How leaders at all levels create great schools

“Inspiring chunks of very readable and reassuring wisdom.”
Helen Wright, past President of the Girls’ Schools Association,  

author of Powerful Schools

“Mary manages as a writer what she demonstrated herself as a leader 
and as an inspector – a rare capacity to inspire people not to do their 

platitudinous best, but to become better than they imagine their best to be.”
Barry J Hymer, Professor of Psychology in Education,  

University of Cumbria in Lancaster

“Mary is deeply concerned about the development of the human spirit in 
every one of us and is passionate about the power a human being has to 

help another develop and grow.”
Fergal Roche, chief executive, The Key

“High Challenge, Low Threat provides a welcome alternative to the top-
down leadership model that inexperienced school leaders can too easily fall 

into in the face of an unforgiving accountability framework.”
Alison Critchley, Chief Executive, RSA Academies

“It’s great. Makes me think and reflect. Smile and nod when it is 
something I recognise in my school and stop and think when it’s something 

I could do better.” 
Vic Goddard, headteacher of Passmores Academy,  

author of The Best Job in the World
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This is a book about the things that wise leaders do. It is informed 
through thousands of conversations with leaders and argues 
that these leaders do not shy away from the tough stuff. It 

points to the conditions which these leaders create to allow colleagues 
to engage with difficult issues enthusiastically and wholeheartedly.

It is taken from observations of leaders at work in a variety of settings. 
While these are mostly schools, these observations are checked against 
what is happening in wider leadership and management thinking. This 
book makes the case that any leadership role is concerned primarily 
with the relationships between individuals. It is the quality of these, 
whatever the size of the organisation, which make the difference 
between organisations which thrive, and those which stagnate.

This is not to argue for soft, easy and comfortable options. Instead 
it considers how top leaders manage to walk the line between the 
impossible and the possible, between the undoable and the doable 
and to create conditions for productive work which transcend the 
difficulties which come towards us every day. Instead of dodging 
them, they embrace them. And by navigating high challenge, low 
threat, they show how others can do the same.

Mary Myatt
February 2016
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Foreword

I have always believed you can establish a school where the spirit 
is joyous and the examination results are great. For my entire 
career I have had pinned on my office wall a quotation from 

Roland S. Barth, the nub of which is about creating schools whose 
ethos is founded upon the optimal relationship of low anxiety and 
high standards. No surprise, then, that I think Mary Myatt’s book is 
a belter!

In an educational world which is increasingly output driven, where 
a culture of fear engulfs too many schools, we have to remember that 
as school leaders we are only as good as our colleagues. School leaders 
cannot teach all the lessons; instead we have to create an environment 
where our colleagues can perform as well as they possibly can. This is 
something Mary Myatt has learnt from her years of working in schools 
and her leadership learning is articulated with utter clarity within the 
covers of this book.

At a time of teacher shortages, when retaining our best teachers 
couldn’t be more important, High Challenge, Low Threat couldn’t be 
timelier. Here, Myatt considers a range of leadership challenges and 
explores how the best leaders in the world overcome those challenges 
to run highly efficient, humane organisations.

School culture matters. A lot. We may not like it, but a school’s 
culture is shaped by the school leadership team. As friend and 
colleague Vic Goddard says, head teachers make the weather.

One of the core messages which resonates throughout this book is 
that to make people feel valued you have to invest time in them. What 
the book explores is how leaders may not realise how much impact 
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their everyday behaviours have on colleagues. A smile or frown can 
determine the mood of someone’s day. All the micro interactions you 
have as a school leader with colleagues will, incrementally, define the 
culture of a school.

A great strength of High Challenge, Low Threat is the way Myatt 
reaches beyond the education bubble. She uncovers, through discussion 
of the performance of leaders from a wide-range of backgrounds, 
that authenticity is hard-earned, that reciprocal vulnerability is key 
to developing a learning culture and that the most important capital 
in any organisation is human capital. Love your employees. It’s that 
simple.

Maya Angelou once wrote that the aim of a writer is for the reader to 
read the first thirty-five pages of a book and not realise he or she has 
been reading at all. I read High Challenge, Low Threat in one sitting. 
Myatt’s conversational style is deceivingly-well crafted. Its genius 
lies in its apparent effortlessness. No point is laboured, yet the points 
Myatt makes are profound. I found the book impossible to put down.

At one point Myatt notes that “thoughtful leaders make the time 
to read”. I would suggest that our school system’s most thoughtless 
leaders should read this book because it will surely get them thinking 
about their practice. If, after having read High Challenge, Low Threat, 
just one school leader changes the way he or she speaks to colleagues, 
which results in one great teacher remaining within the profession 
and so ensures that children in our country receive a better education, 
Myatt’s book will have been worth the writing.

John Tomsett  
March 2016
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High challenge, 
low threat

‘It is not enough to tolerate failure, 
you must celebrate failure.’

We are a challenge-seeking species. The leaders who 
understand this are prepared, first of all, to push themselves. 
At the same time they encourage their colleagues to push 

themselves. It is one of the most satisfying things in the world to do 
something to the best of our ability. To know that we are making a 
difference. There is a deep satisfaction which comes from doing things 
that are difficult. Then mastering them. It takes guts, a willingness to 
get things wrong, and to keep going back and trying. Again and again.

We all know someone who spends some of his or her downtime 
working on a crossword, doing a Sudoku, a puzzle, or a word search. 
Why are we spending money and time on things which are essentially 
testing ourselves? Businesses are making large profits out of the fact 
that we like testing ourselves. What is that about? Is it because we 
enjoy the deep satisfaction of struggling with something, thinking 
hard about it, getting it wrong, going back and correcting it, realising 
our mistake and then getting the right solution? Critical to this is 
that it is done in private. No one is watching, no one is making us 
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feel stupid. We get cross with ourselves, but that’s different. There is 
no one out there pointing at us and making us feel inadequate. The 
struggle and the joy are personal and private.

Top leaders tap into this deep satisfaction of grasping difficult 
things and doing them well. They know that the struggle is part of the 
process. But what is crucial is that this is not a publicly humiliating 
struggle, which dehumanises the person; it is the private conversations 
we have with ourselves about what is working and what isn’t. In order 
to open this up, wise leaders talk about their own struggles, how things 
did not fall into place without working and reworking – and that this 
continues to be the case. They talk about how they enjoy the process, 
that the discomfort involved is sometimes uncomfortable and even 
painful, but that it is always worth it.

The second strand here is that the circumstances are always low 
threat. No one else can see our struggles to get the solution. No one is 
pointing the finger. No one is making us feel that we have failed. It is 
when we feel safe at this deep level that we are prepared to risk things 
and have a go. When this happens it is because we feel intellectually 
safe, because the conditions are about critiquing the work, not the 
human being.

This notion of acknowledging and accepting mistakes is reflected in 
literature such as Farson and Keyes’ Whoever makes the most mistakes 
wins1. They argue that both success and failure are steps towards 
achievement. In making the case for ‘productive mistake-making’ they 
say that by rewarding success and penalising failure, organisations are 
creating a false dichotomy. What is needed is an honest look to learn 
the lessons from both. They talk about ‘Failure Pride’:

‘At the cutting edge of today’s economy, creative minds have already 
embraced the symbiotic nature of success and failure. A more relaxed attitude 
toward both is routine among innovators throughout the country. Failure, 
they say, is “a step on the road to success.” Some consider setbacks a badge 
of honor, unmistakable proof that they’re bold risk takers. Far from hiding 
their blunders, they brag about them.’

If we are a challenge-seeking species, how does this translate into 
practice? Sensible leaders talk about challenge and why it is satisfying. 
And that sometimes we don’t get the right answers early on, but 

1 Farson, Richard and Keyes, Ralph. Whoever makes the most mistakes wins. Simon 
and Schuster, 2003.
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the journey is always worth it, for the deep satisfaction and insights 
that it brings. And sitting alongside that is that notion that making 
mistakes is good. Health and safety aside, mistakes are a trigger for 
new learning. Increasingly we know from cognitive science that we 
need to learn something, forget it and come back and learn it again. It 
is then that the deep connections are made. But it is in the struggle of 
the challenge, when we are working our imaginative muscles, that the 
real work of improving our practice takes place.

So wise leaders ask themselves: what is the one thing I want to work 
on? And they talk about it. This exposure is showing to others that it 
is OK to be working on developing their practice. In doing this they 
are creating the conditions for high challenge, low threat. It is the 
work or the project which is discussed and critiqued, not the human 
being. They are prepared to talk about where things are not going 
well, to laugh about it and to ask for feedback. And in doing this 
they are making it clear that it is the work which needs to get better, 
not the human being. We are already good enough. The low threat 
environment is created through making the distinction between the 
work and the human being.

It is important that it is one big thing at a time, that we are prepared 
to go in deep to discover the gems, sifting out from the coal dust and 
irrelevance to distil this element of improvement. Wise leaders talk 
about this work with their teams. In modelling it, they are showing 
that it is OK to make mistakes, that the wider picture and the result 
are worth it. Then they ask colleagues to think about their own 
practice. What is the one big thing that would improve their work? 
This is not about greater quantities of work but rather about refining 
and honing aspects of our practice so that it becomes effortless and 
efficient. Then we can move on to the next big thing, because we have 
nailed it and it will just need the odd dusting-up to keep it polished 
and shining. And although this comes with some sweat, it doesn’t feel 
like a sweat because it is the result of satisfying work where we exert 
our best efforts on something worthwhile.

Underpinning this way of working is the asking of questions. So 
many teachers are reframing their planning for learning around big 
questions. Big questions are a tease, because the answer is not there 
immediately. As learners, we have got to do some deep work to get there, 
often by trial and error. Some are using resources, whether pictures, 
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puzzles, conundrums or dilemmas, as a way in to the learning. They 
offer these to their classes and ask them to consider what might be 
going on here. What are some of the questions we might have about 
this, what will we need to do to find out the answers? How are we 
going to get some deep work going?

The interesting thing about questions is that they have enormous 
power. Not only in terms of opening up a curriculum, but also in 
terms of being highly motivating. If I have asked a question or 
pondered what might be going on, I have a much bigger incentive 
not only to find the answer but also to persevere in the process. The 
answers matter because I have invested in the questions. This is what 
happens when high expectations for learning mean that we want to 
get to the meat of the matter and it is going to take some tough work 
to get there. But it is interesting, because the questions asked provide 
the context for high challenge, low threat. There is no such thing as a 
stupid question, as long as it is legal, decent and honest and is related 
to the matter in hand.
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Human beings 
first, professionals 

second

‘When you show deep empathy toward 
others, their defensive energy goes 
down, and positive energy replaces 

it. That’s when you can get more 
creative in solving problems.’2

Stephen Covey

This doesn’t mean that everyone is their best friend, but it does 
mean that thoughtful leaders see the human being beyond the 
function. Men and women are more than their work. They 

have a life beyond the confines of the daily nine-to-five. They have the 
joys and the sadness which are the lot of every human being. While 
they might be put on hold when at work, they are still there in the 

2 Covey, Stephen, R. The 7 Habits of Highly Effective People. Simon and Schuster, 
1990.
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background, bubbling away. This background doesn’t need to be 
brought to the table but it does need to be acknowledged.

There is an excellent example of this in a Birmingham school I 
recently visited. This Head is never in his office, because he is out 
and about. He cares passionately about his school and everyone in it. 
At the start of the school day he is at the school gate and often in the 
street outside, urging students to come in, hurry up, get a move on. 
Because he doesn’t want them to miss a moment of the good things 
that are in store for them. He sees them as humans first and students 
second. He cares about them as individuals, he knows that for many of 
them life is tough, but he makes no excuses. While they are with him 
and his colleagues, he makes it clear that he enjoys their company and 
expects them to do well.

This is a feature of many top leaders. A combination of warmth and 
tough love. Another Head, a towering personality, exudes a warmth and 
a critical concern for all he works with and teaches. He cares about them 
as human beings first and as professionals second. I once saw this through 
a window as he spoke to a student. I couldn’t hear the conversation but 
I could see the expression on his face. He addressed the student sternly, 
asked her a few questions, waited for her response and managed a smile 
in his eyes. She turned on her heels and headed back to where she was 
meant to be going. It was a moment of ‘extreme’ care. And it said, get 
cracking with what you are meant to be doing, stop bunking your lesson. 
You matter and your work matters. The subtext was, you are a human 
being and your success matters to me.

Teachers do this when they are waiting for their students to arrive. 
Whether they are standing at the door as they come in to the lesson, 
or are already inside, they convey a warmth which says “I am glad you 
are here, I’m glad you are in my lesson, we are going to be doing some 
interesting things today.” The temperature is different in these places. 
There is still the liveliness and bustle and boisterousness of a lot of 
young people making their way around a school, but there is a tangible 
sense of purpose because everyone knows they matter.

Now the teacher is able to do this because she knows that she matters. 
She may be lucky enough to have this sense of mattering in her personal 
life. She also knows that this is a place where she matters. So how does 
this happen? It is not always put into words, but is more often felt. She 
knows that her Headteacher values her not just for the professional skills 
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she brings to the job, but also for the individual that she is. How is it 
possible to pull this off in a large setting? Whether it is large or small, the 
principles are the same. The tone is set by the leader at the top, who knows 
that power must be underpinned by authority. And while power comes 
with the role, authority comes from the consistency and humanity with 
which a leader goes about his daily business. Everyone matters, and that 
means everyone, including teaching assistants, cleaning staff, lunchtime 
staff and caretakers. And it goes without saying that the students and 
parents are included in ‘everyone’. There are a number of things that top 
leaders do to achieve this. First they know everyone’s names. How is this 
possible in a setting with over 1000 students and adults in it? Simple: they 
make the decision that this is important, so they make it happen. What I 
have noticed is that the leaders who make the effort to know everyone’s 
names occasionally forget them. This seems not to matter because people 
realise that they are making the effort.

They know the names not only of all their staff, naturally, but they 
also make a point of noting something about their personal lives too. 
They are skilled in knowing the right information to refer to. Things 
like: ‘How did your son’s sports trials go?’, ‘How is your daughter 
getting on at university?’, ’How’s the allotment going?’, ‘Are things 
OK?’. They are investing in the wider part of the human being, 
beyond their work. And the impact of this? Everyone knows that they 
are valued, and why would they want not to do their best or want to 
work anywhere else? They are being affirmed at the deepest level and 
it is a deeply satisfying thing to experience.

At a classroom level, teachers invest time either at the beginning of a 
term or when meeting a class for the first time by getting to know their 
students. This is done not just to make the running of the classroom 
smoother but to make a deeper connection with the young people 
they are working with. They know that the people in front of them 
are more important than the piece of paper which is their lesson plan. 
This need not take long, but it signals an attitude about the way we do 
business here. It says ‘You matter, I matter and together we are going 
to be doing important work.’

The leaders working to the principles of ‘humans first, professionals 
second’ are not agony aunts. They are not everyone’s best friend. They 
don’t think it is their duty to sort out everyone’s problems, but they are 
signalling that, here, people are appreciated.
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What happens is that there is a ‘bank balance’ of goodwill. And it 
means that when it needs to be drawn on for tough conversations (and 
there are always tough conversations) the underlining message is that 
‘You’re OK, but this aspect of your work needs addressing. So, what 
are we doing to do about it?’

They distinguish the work from the human being. They know that it 
is possible to be robust but kind. But the kindness always comes first.
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Radical candour

When the tone of a setting has been underpinned by ‘humans 
first, professionals second’, something interesting happens. 
People are happy to be held to account. This is because they 

want to do their best work. They know that any aspect of their practice 
can be critiqued because it is not an attack on them as a human being.

This distinction between the human being and the work is one of 
the most important things which characterises top leaders. Their 
warmth and humanity underpins everything that they do. But this 
never translates into soppiness or an unwillingness to take tough 
decisions or to have difficult conversations. And what they expect of 
other people, they expect of themselves as well. This is not a one-way 
street but an open-ended agenda where only great work matters. And 
thoughtful leaders want to be held to account too.

Kim Scott3 has worked on the difference between feedback and 
guidance. ‘The single most important thing a boss can do, Scott has 
learned, is focus on guidance: giving it, receiving it, and encouraging it. 
Guidance, which is fundamentally just praise and criticism, is usually called 
“feedback,” but feedback is screechy and makes us want to put our hands 
over our ears. Guidance is something most of us long for.’

In high functioning settings people want to be held to account for 
their work. But they don’t want to be made to feel like Muppets. No 
one wants to be made to feel like a Muppet. However, top leaders 
understand that everyone wants to get better at what they do. It is 
one of the most rewarding things to track our progress from novice to 

3 firstround.com/review/radical-candor-the-surprising-secret-to-being-a-good-
boss/ 
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expert, from clumsy to proficient, from unsure to confident. But we 
don’t do this on our own. We need people who are able to analyse what 
we are doing well so that we can do more of it and talk us through 
how things might be better. That’s when real efficiency comes into 
play because as we move from unconscious competence to conscious 
competence, we internalise the best things about our practice so that 
they are second nature to us. But another interesting thing happens 
when we talk about the strengths and areas for development in our 
practice. They become concrete. They become solid and we are able 
to analyse just why something works well, not just have a hunch that 
it does.

But there is a toughness underpinning this. This is not about 
soothing words when things are not up to scratch. Top leaders create 
the conditions where critical guidance is not only accepted, it is 
expected, both at regular intervals and also ad hoc. The healthiest 
settings are where people are confident to ask for this both formally 
and informally. ‘I tried this and it didn’t work out the way I expected. 
What do you think?’

So how do leaders get to the point where colleagues and students are 
in this space of wanting constructive guidance to improve their work? 
Kim Scott argues that it has to be underpinned by a deep concern for 
the person first. ‘Human beings first, professionals second’. She talks 
about her own mistakes, not least those she made when running her 
own company before she joined Google. At Google she recounts how 
Sheryl Sandberg offered her some feedback after a presentation Kim 
had made to the board. Sandberg told her, “When you use ‘um’ every 
second or third word, it makes you sound stupid. Would you like me 
to arrange a speaking coach to help you sort this?” At first Kim was 
dismissive, she didn’t think it was a problem. But Sandberg persisted. 
“No, you need to get this sorted, it makes you sound stupid.” And that 
stopped Kim in her tracks. Note that she wasn’t being told she was 
stupid. Only that she sounded stupid. Big Difference. It was this aspect 
of her work that was not up to scratch, not that she, as a human being, 
was stupid. Kim analysed what was going on here. Why was Sandberg 
insistent and why was Kim able to take the feedback in good grace? 
Because it had been underpinned by a deep personal concern for her 
as a human being. When she first arrived at the company, knowing no 
one, Sandberg had invited her to her book group, she had encouraged 
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her to take time out to care for a family member who was ill, and she 
had shown in a many small ways that Kim mattered as a human being. 
So when it came to giving her tough advice, the deep work had already 
been done. Without this, there would have been resentment, a total 
unwillingness to take on board the key message and a shutting down. 
So the two crucial aspects of this deep guidance were that Sandberg 
had built a bank balance of deep concern for Kim as a human being 
and had taken care to critique an aspect of her work rather than her as 
a human being. And the third thing was that the guidance was done 
in private.

It all links back to ‘human beings first, professionals second’. On 
the back of this, Kim developed her theory of radical candour. She is 
disarmingly honest about how she still suffers from the ‘um’ intrusion, 
but that it is better than before.

Sitting behind this is an effort made to support people, to note 
the difference when they do make improvements. Helping them to 
articulate what has changed for the better. Ron Berger4 in his example 
of invisible Austin and his famous butterfly, shows how it is possible to 
do this with pupils and students of all ages. What Berger argues is that 
once any of us has experienced the deep satisfaction of high quality 
work, often achieved after many drafts and amendments, we will never 
be satisfied with less. The locus of high quality work shifts from being 
external (not that there is anything wrong with that – good grades, 
correct answers, pleasing the teacher) to a deeper internal metric, 
one which consistently asks ‘Is this my best work, how can I improve 
it?’ And interestingly, Berger uses the same process as that identified 
in Kim Scott’s theory of radical candour. Making the feedback and 
guidance very specific, focusing on improvement of the work and 
without ever, ever being mean about the person. Powerful stuff.

4 www.edutopia.org/user/255536 
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Management by 
wandering around

Executives at Hewlett-Packard developed management by 
walking around (MBWA) in the 1970s. This is why it is 
powerful in the defining line between high challenge and low 

threat. Top leaders notice everything. They don’t do this by sitting 
in their offices all day. While the information and the spreadsheets 
of data flow through the system, they only ever tell part of the story. 
Thoughtful leaders know that behind every piece of data there is a 
bigger story of information, which comes from a wider context.

Top leaders know where there is strong practice in their settings. 
They know where students are getting a good deal. Particularly 
those who are disadvantaged. And they affirm this by being around 
the school. They know that their presence is there to reinforce high 
standards of behaviour, courtesy and respect. That the school’s values 
and ethos are being lived out on a daily basis. They have established 
a climate where it is acceptable to walk into any classroom at any 
time. They have made it clear and colleagues know that they do this 
primarily to support and celebrate. There is never any intention of 
catching people out, only of moving practice on. They do this because 
they still keep their hand in. Even if they are not timetabled a regular 
class, and many top leaders make sure that they are, they regularly take 
a cover lesson. Not only to keep a finger on the pulse about behaviour 
and expectations but also to show that they know that teaching and 
learning are the core business, not an add-on. Managing by walking 
around is at the heart of ensuring quality, day by day.
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This means that they are entitled, because they have earned the 
right to go into every aspect of the business. And the main business of 
a school’s work takes place in classrooms. Which is a statement of the 
obvious except that it is something that sensible leaders make a top 
priority. They know that they can’t maintain or improve standards 
unless they are regularly at the coalface. One of the most important 
things which emerges from this is that everyone working in such 
settings knows that their work matters. They are not expected to be 
perfect, because they know that perfection doesn’t exist. But they do 
know that deep work is often messy, curious, sometimes boring but 
sometimes exhilarating. The leader that clocks this, notices it, shows 
interest and curiosity in what is happening in a classroom is mining a 
deep well of information about the real stuff of the setting. And this 
can never be gained simply by sitting in an office.

What they do themselves, they expect others to do as well. So 
the rest of the leadership team are doing pretty much the same. 
Checking, affirming, supporting. It is high challenge, low threat 
in practice. What happens when this is missing is that the piece 
of paper becomes more important than the practice; the points 
on a spreadsheet more important than the people; and that deep 
understanding of the strengths and areas for improvement are lost.

What else is happening through MBWA? Leaders are showing that 
they care, deeply, about what is happening here. No stone is unturned 
in the pursuit of deep information. Then, when the spreadsheets 
and data are considered, there is always a wider discussion about 
the practice that is sitting behind the numbers. I once spoke quite 
early in the term to one school leader about what standards were 
like. He replied by saying that the data drop was due the following 
week. I asked him whether he knew already what the information on 
the spreadsheets would say. Of course he did; he knew this because 
he was out and about. He knew where students were getting a good 
deal. He knew where there needed to be more challenge to practice 
to secure great results for every student. The data drop the next week 
was important because it confirmed that. But he was wise enough to 
know that this information needed to come from the real business of 
being out and about.

Some further benefits of MBWA: it gives leaders the chance to say 
things in private and also publicly, ‘this is what I noticed about your 
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lesson… students were all engaged, they were involved in interesting 
work, no one was distracted, there was a level of deep concentration. 
How did you achieve this?’ This gives the teacher the chance to reflect 
on their practice. They are moving from unconscious competence 
to conscious competence. They are likely to do more of it. Such 
conversations do not take long. A few minutes to affirm, reflect on and 
ask them to talk about it with someone else.

And what happens where there are tougher messages, where things 
are not going as well? What happens here? Sensible leaders make the 
assumption that everyone is trying their best, that no one is setting 
out to do a rubbish job. They also recognise that they might not have 
seen the full story. So they say things like, ‘I noticed that not everyone 
was on task. Did that appear the same to you too? Why do you think 
that was?’ This sends out two powerful messages. One, that wonky 
practice is being picked up and noticed. That not everything was 
going according to plan. Why weren’t they engaged? Why weren’t they 
cracking on with what had been asked of them? What could be done 
differently? Two, that the leader cares about supporting the teacher 
to make this better. A ‘leader’ here might be the head of faculty, a 
member of the senior leadership team or the Head themselves. What 
is underpinning this is that there are shared discussions about how 
to improve, rather than scapegoating and humiliating people. The 
leader doesn’t necessarily have all the answers. But they often signpost 
suggestions. Looking at another colleague’s practice: ‘They don’t get 
it right all the time, but they worked hard at it. Would you like me to 
come back and see how things are going?’

This is light years away from top down leadership: pointing out of 
errors which make an individual feel diminished, got at, and that it 
isn’t worth trying. The key message is that we are all in this together; 
no one starts off perfect and getting it right first time. We have all 
made mistakes and that’s OK as long as we learn from them. And we 
have all taught a terrible lesson and lived to tell the tale. And you only 
get to that by wandering around. Often.
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