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spatial scientists. Building relationships, interpreting job 
requests, getting required resources. 
  

Good morning. Everyone. I like this photo because for me 
somehow it seems to combine the modern craze of planking 
with a feeling of balance.  

There are a few reasons we come to conferences like this, we 
want to find out where the Surveying profession is taking us in 
the future, we want to discover the latest technical innovations 
and applications, and we also use it as an opportunity to 
network and meet new people. I am wondering how many of 
us here have taken the time to introduce themselves to 
someone new today?  

 

Today I want to chat about the balance we can achieve in our 
working lives. Let’s make sure we consciously recognize the 
importance of building relationships in all of our daily activities, 
and more importantly let’s make sure we recognize the 
importance of building our social and leadership skills to enable 
us to do this, just as we strive to build our technical knowledge 
and ability.  

 

Instead of discussing feel good concepts that lack the detail for 
strategic implementation, I want to offer you a few tools that 
might be useful. I will be using a few quotes from Albert 
Einstein, a bloke who displayed a remarkable sense of balance 
between his work as a physicist and his philosophies of life. 
How’s this for an example of balance, from someone who 
helped unlock the secrets of atomic energy, "If you can't 
explain it to a six year old, you don't understand it yourself." 
Not bad for a bloke with his brain power. 

 



Let’s talk about emails. Have you ever been involved in a 
conversation where you or someone else says, ‘I sent them an 
email about that last week, but they haven’t done anything 
about it yet. And when the face to face follow up conversation 
happens, it might sound like something like this, ‘Oh yeh, I 
read that email, but I did not do the task because I thought 
you meant something else…’. It is almost as if they are thinking 
that if the task was not important enough to warrant a face to 
face interaction in the first place, then it was not important 
enough for them to let you know they were not going to do it. I 
would like to offer you a more well known quote from Albert 
Einstein.  

Insanity: doing the same thing over and over again and 
expecting different results.  

So what is going on here? How is it that email is such a 
powerful communication tool, but sometimes it does not get 
the results we desire? What is different? What changes? I 
would like to suggest a guide that might be useful. Prior to 
hitting the Send button rate your email against a set criteria. If 
the content falls under the heading ‘nice to know, good general 
information for all employees’, then Send Away! If the email 
contains information critical to the person in their role, or if it is 
directing a specific action to take place, then first go and have 
a face to face encounter with the person, listen to their ideas, 
answer their queries, understand how life is from their 
perspective, and then send the email afterwards as a form of 
documentation. You don’t have to solve other people’s 
problems, but understanding their problems from their 
perspective will engender a loyalty you will cherish, and maybe 
even aid you in creating a balanced and harmonized workplace. 

And what about errors? As Surveyors we are keenly interested 
in error, we categorize it, we investigate it, and sometimes we 
strive to control it. But of course I am talking about errors in 
measurement, and sometimes errors in calculations and 



presentation of data. I am thinking now about errors that occur 
in the world of people around us. Crossed lines, mixed 
messages, missed points, all these result in poor workflow, re-
work, or even worse, conflict. I am wondering how effective we 
could be if we applied the same rigour and discipline marshaled 
for data error analyses, and directed it towards reducing the 
gaps in our communication Imagine balancing the rate of error 
from our last survey with the introduction of a process where 
people are asked to report on frustrations on that job arising 
from message mix ups; and then working on our skills to 
minimize the communication error for the next job.  

 

And what about influencing the behaviour of the people who 
report to you at work. Have you got at your disposal a series of 
practical tools that you can call on to assist in getting less of 
the behaviours you don’t need, and getting more of the 
behaviours you want more of? Like many things in life, there 
are a number of ways of looking at this dilemma, sometimes it 
is just a matter of identifying and selecting the most effective 
tool, rather than reverting to your preferred style. Have you 
ever noticed that you seem to work best with a particular type 
of person, whereas someone else in the office might be better 
suited to dealing your special ‘problem employee’. Perhaps 
these are demonstrations of where your preferred style is 
more, or less, effective.  

Experts will tell us about the impact antecedents, or activators, 
have on influencing behaviour prior to starting work, and they 
will also tell us about the far greater impact consequences have 
on our behaviours. This can be witnessed in the field of safety 
when starting work at a mine site. We are inducted over a 
period of up to three days, where we are instructed about PPE, 
pre shift vehicle inspections, pre shift breathalysers, speed 
limits, rubbish tip rules, reporting of accidents and everything 
else that we need to comply with, and then when we start work 
we very quickly learn what the accepted ‘normal’ behaviour is 
onsite, which is sometimes not quite the same. The 
consequences we experience, such as ridicule from workmates, 



or contempt from the supervisor, are a faster acting and longer 
lasting form of behaviour modification.  

And so the next question I would logically ask would be, tell me 
more about consequences, I want to understand them, and 
harness their power. Lets look at anti smoking advertising. 
Originally the adverts told us that sometime in the future, there 
was a chance we might die, these consequences were a long 
time away (some time in the future), uncertain (we might), 
and negative (die). The latest round of adverts are almost the 
exact opposite, ‘Every cigarette you don’t smoke is doing you 
good’, If your last cigarette was on Friday, all the nicotine has 
now left your body. Soon, certain, and positive consequences. 
This is not by chance, research has shown that consequences 
that are soon, certain, and positive, have a far greater impact 
on our behaviour.  

So how could we make use of all this information, what could I 
do different at work tomorrow to make a difference to people’s 
behaviour. We could start by looking for and identifying people 
who are doing the right things, in the right way, and give them 
short, specific praise. This will encourage more of the same 
behaviour. It is not unusual for leaders to have the opinion that 
most of the people want to do the ‘right thing’, most of the 
time. Praising good behaviours lets people know which 
behaviours you really value, and promotes more of a good 
thing. 

If this gets me more of the things I do want, how do I get them 
to change an existing behaviour? If we turn to the experts 
again, we find out that people will naturally move through a 
series of positions on their way to a new way of working. 
Stages of change can be categorized into complacency ( I don’t 
see the need for this change), to blame and excuses (It’s not 
my fault we have to work in this way... it is the system... ), 
through to a mind set of genuine exploration, (I am looking for 
the best way to figure out a solution to this...), to finally arrive 
at a place we call committed action. For us to be affective 
leaders of our people, we need to develop the skills to 
recognise the stage our employee is  in, and then have a range 
of responses suited to where he or she is, designed to help 



move t6hem along to the next stage. Can you say you are 
skilled and practised at choosing the best strategy for the 
employee in his current position, instead of reverting to your 
‘type’ behaviour, and meeting success at irregular intervals 
when there is a match between your style and her position.  

Perhaps the most challenging level of changing behaviour is 
where we have an employee whose behaviour falls outside 
your accepted systems of work. If you do not have a 
systemised approach to your conversation, if you do not have a 
road map to guide you on your way, you may fail to help the 
person recognise the changes required in their behaviour, and 
fail to help them adopt new behaviours.  

Additionally I would like to offer two important points for your 
consideration; Firstly you cannot impact on someone’s attitude, 
this is something that belongs to them, and is beyond your 
reach as a supervisor to influence, however it is entirely 
legitimate, and also ‘doable’, to focus on their behaviour. The 
second point to remember is this, people need room and time 
to change. Just as it is uncomfortable to change your clothes in 
front of someone you don’t know at work, it is also very 
uncomfortable to change our behaviours n front of the boss. 
Give people time to ‘sleep on it’ after discussing new ways of 
working, and follow up on them the next day or the next swing 
to monitor their progress.  

And what about you? If you share a little of yourself with the 
people who report to you- they will return the gesture. You can 
not lead people if you do not know what inspires them, or put 
another way, know where the on button is. Learn about their 
fears, what gives them joy – use this knowledge to place things 
in a context that falls within their frame of reference. They will 
see you as speaking their language, they will understand you, 
they will work for you. Remember you do not have to be their 
friend, they do not even have to like you – just make a 
connection. Create a balance between being the boss 
(manager) and being someone they will follow. As a leader you 
will have influence over the discretionary time each of us has at 
their disposal, as a manager, by the definition of the word 



discretionary, you will not. Again we hear from Albert Einstein, 
who said,  

"I speak to everyone in the same way, whether he is the 
garbage man or the president of the university."  

 

Employees and colleagues are not just fixed cost units with an 
optimal revenue generating potential, they are also emotional 
beings in possession of this huge pool of discretionary time and 
effort. Office and Human Resouces procedures do ensure a pre-
defined system of work is prescribed for everyone, but they do 
not harness this often untapped resource – discretionary time. 
I wonder how the conversation would sound when you are 
trying to justify some personal development or team building 
expenses to the boss. Would you have the vocabulary to have 
that conversation? 

 

And what about integrity, I might hear you say. Is it ‘right’ for 
me to practice these people skills to achieve what I want at 
work? Or even, ‘I don’t want to be seen as a manipulator.’ 
Well, we need to be aware that our values are always are 
always on display. Every time we open our mouths to speak, 
we are advertising what we stand for, what is important to us. 
Last year I was having a chat about teenage girls with my 19 
year old son when I noticed my 15 year old daughter was 
listening with great interest. I was a little shocked at my own 
conversation when I realized the values I was sharing my son 
were on display, and were definitely not the same values I 
wanted my daughter to grow up with. Since then I have had 
time to re-think my own values, and hopefully these are now 
on display to my family in a consistent and credible way. If 
your motivation is to help better the other person, or to just 
create a healthy relationship with them, then this is the 
unspoken message they will receive and things scould be 
expected go well; however if you are only really interested in 
pushing your own barrow, then people will somehow pick up on 
this, and you would be well advised to re-think your strategy. 



When you are trying out a new style to lead your people, think 
of the skill as a new piece of clothing you are wearing, and 
ensure it sits comfortably on you. Don’t try out budgie 
smugglers or bikinis if you are normally a more modest 
dresser. I am not saying don’t try new things; just make sure 
you achieve a balance between the new style, and who you 
really are. 

 

For those of you who are wondering, the slides I have been 
showing are mostly friends and family of mine, with a few 
pictures of balance I found on the net also thrown in. They 
were my way of sharing a part of myself with you today.  

 

If you can think of a relationship you have at work that needs 
some attention, you might be thinking, YES, but that person 
needs to change, but who is responsible for change? If Albert 
Einstein were here he might tell us; and this is a quote from 
him,  

A human being is a part of a whole, called by us 'universe', a 
part limited in time and space. He experiences himself, his 
thoughts and feelings as something separated from the rest... 
a kind of optical delusion of his consciousness. This delusion is 
a kind of prison for us, restricting us to our personal desires 
and to affection for a few persons nearest to us. Our task must 
be to free ourselves from this prison by widening our circle of 
compassion to embrace all living creatures and the whole of 
nature in its beauty. 

Just before I finish, I would like to thank you all for listening to 
me today. Now can I ask everyone to stand up and have a 
short discussion with a person you don’t know, they might be 
standing behind you, or in front of you, or even right next to 
you. See if you are able to balance your quest for knowledge 
with the creation of a new relationship. 1, 2, 3 go. 



  



Ben started working in the mining industry 23 years ago as a 
trainee Surveyor, spending time at various mine sites across 
Australia. During this time he has competed in many mine 
rescue competitions across Australia, and has been involved 
in mine rescue as a team member, captain and coordinator at 
various stages. He currently spreads his time over a number of 
different activities; training mine rescue teams, delivering 
safety workshops, and facilitating leadership programs. He has 
an interest in identifying new leaders and developing existing 
leaders in our industry. Ben is also a member of the WA Mine 
Survey Board where he works in a team to develop and 
promote the Mine Surveying profession.  

 


