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Introduction

No man can properly command an army from the rear. He 
must be at the front ... at the very head of the army. He must 
be seen there, and the effect of his mind and personal energy 
must be felt by every officer and man present with it …

General William T. Sherman

Welcome to Frontline Leadership! 
I’m happy you’ve decided to buy this book. In these pages 
you will discover many new things which will make you th-
row your ideas and views about leadership out of the win-
dow once and for all. 

When writing this book it was particularly important for 
me to give you not only theory, but also what is probably the 
most effective leadership system of modern times: Front
line Leadership.

My goal is to offer you many “Aha!” moments, interesting 
insights and radical new ways of thinking that genuinely 
work in practice.

My almost thirty years of management experience in an 
international finance corporation have given me the drive to 
process all the knowledge I’ve gathered into a system which 
will help you lift your leadership qualities to a level you ne-
ver even dreamed of.

That’s a big claim, I know, and a very bold declaration for 
the start of a book!

But believe me: Despite – or rather because of – these de-
clarations and claims, I am proud to say that up to now every 
company and every management team to which I’ve given ac-
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cess to my Frontline Leadership System has been able to chalk 
up new levels of goal achievement and team performance. 
My wish is that, when you finish this book and snap it shut, 
you will have not only adopted my opinions on leadership, 
but also a new attitude to life which can make your future 
not only better, but also more exciting and satisfying.

Because it doesn’t matter if you’re a newbie or an old 
hand, or whether right now you’re having to be convincing 
as a leader for the first time, or whether you’ve already led 
thousands of people: Frontline Leadership raises these qua-
lities to a new, even higher level.

Actually, this book should really be about pirates. Yes, you 
read that right! About pirates.

On the one hand, the word “pirate” makes you think of 
a robber, a dangerous species; on the other hand an image 
of freedom and adventure also comes to mind. We see free 
people with character on the hunt for great treasures, and a 
never-ending voyage of adventure and excitement.

We can also see solidarity, unconditional trust and a code 
of honour which stands above everything, and which in any 
situation has precedence over an individual’s life or their own 
greed. And throughout these tales and these situations worthy 
of a story, we always imagine one person worthy of our grea-
test respect: the captain. This captain is not a leader because 
of theoretical qualifications or through inheriting a title… 
He is a true leader, a powerful boss, whose role is at the cen-
tre of events, who pushes forward and accepts one hund-
red percent of the responsibility for the victories and the 
defeats. If the captain leans back and does no more than 
delegate, he’s risking a mutiny; but when he brings up the 
treasure, he is granted glory and riches, and the task of sha-
ring out the booty fairly. He’s my idea of a true leader, and 
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comes very close to my philosophy of the perfect manager. 
But even if pirates and captains are completely lost on you, 
in this book you will find out a lot about leadership, and 
above all you will learn a lot about yourself. Every process 
in this area always begins with the self. Only those capable 
of leading themselves, and of allowing themselves to be led, 
will in the long run be in the position I would want for them. 
Because for me, leadership is not simply “directing” or “de-
creeing what will be done”.

To me, leadership is an attitude to life, and striving for 
exceptional performance within a group of people who are 
pursuing the same goal.

To me, leadership is the collective consciousness, the 
feeling of belonging, and the dynamic of a team which 
needs a central individual who will bravely and unhesita-
tingly push forward and actively take over responsibility. 
Perhaps you’ve noticed that I’ve used the term “true leader” 
several times. This is on purpose, because I’m convinced that 
many managers and theoretical leaders in companies simply 
aren’t leaders. Because someone who spends the whole day 
sitting behind their desk, just organising and delegating, is 
not a leader; at best they are a manager.

I’ll come back again to definitions in the first part; at the 
moment I just want you to be able to distinguish between 
“wannabe leaders” and “true leaders”.

Unfortunately in European companies we find far too few 
true leaders. Mostly we find only wannabe leaders, who may 
well work according to leadership theory, but who in reality 
fail dreadfully.

No doubt at every level of your company you too can 
think of several examples of people who are completely 
devoid of any leadership qualities, whom you only have 
to watch for a short time before asking yourself just how 
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it is that these people find their way into these positions. 
You certainly also know at least one “true leader”, someone 
whose simple physical presence seems to make everything 
run smoothly. Whenever this person enters a room, they 
are immediately accepted and respected, other people will 
follow them, and every situation will see results generated 
or a problem solved. 

Why this is, and how you too can become such a lea der whom 
people follow and who gets results, are what this book is about. 
Take the necessary steps, and take the Frontline Leadership 
System to heart, and everything else will happen by itself. 
As soon as you work with the right attitude and the right 
tools, you and others will recognise your hidden abilities 
and qualities which will completely change your leadership. 
Now and in the future.

I wish you every success and a lot of excitement on your 
journey.

Your Harald Psaridis



the right attitude 
for successful 
leadership

PART 1 
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What is Frontline Leadership?

In the first chapter I would like to do away with traditional 
and classic leadership methods, and in some way also settle 
a score with them, as many people completely misunder-
stand the term “leadership”.
 The worst thing about this is that not only do they misun-
derstand the term, they also pass this misunderstanding on 
to future generations, who then keep this vicious circle in 
motion.
 This is why so many managers also have so much trouble 
carrying out their tasks of hitting targets and building win-
ning teams. The reason for this is simple: they themselves 
are not part of the group.
 It seems hard to grasp, but in reality here is what often 
happens: a manager tries – from outside and with a lot of 
pressure and other means – to get a group of people to do 
something. This usually happens due to a tenuous situation 
with neither acceptance nor backing from those who really 
should be doing the job.

But Frontline Leadership is different.
It is leading “from the front”, that is, the leader is the ful-
ly-accepted central point, setting an example by pushing 
forward, who through a high level of proactivity and com-
petence generates a kind of snowball effect, which in turn 
lends so much momentum to colleagues’ motivation and 
initiative that a truly successful team is created, in which 
every member knows their role and wishes to do their part 
towards reaching the established common goal.
 This is what leadership is about: it is not about building a 
great team, not about being accepted and liked as an indi-
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vidual by colleagues, and also not about producing specific 
work outputs.
 This all helps to reach the overriding goal, the thing that 
is actually the point of the exercise: the result!
Because results are the reason that leadership exists at all. 
If results were unimportant or immaterial, then everyone 
would simply be happy to do whatever they felt like.
 Unfortunately this basic assumption is lost on many com-
panies from day to day, and the desired result appears to be 
that the management do as little as possible, and the staff as 
much as possible.

But the system doesn’t work like that.
Leadership is give and take, a down-and-dirty game, with 
interpersonal relationships, with highs and lows, which 
should always remain focused on the goal, the result.
 And the next time you need to make a decision requi-
ring your leadership qualities, take a moment to think about 
what your ideal answer would be to the question about the 
best way to get to the desired result as quickly and surely as 
possible.
 In this way, “It’s Smith who does that” will often turn into 
“I do that, with my team. We’ll have a solution in five days, 
guaranteed!”

A true leader has to take on responsibility and sometimes 
also step outside their comfort zone. As you will see, the 
rewards for this are disproportionately greater, and it pays 
to sometimes take a leap of faith.

Frontline Leadership is fast, progressive and extremely ef-
fective: as simple as that. And, indeed, yes, also a little radi-
cal and brash.
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 But every great invention and revolutionary idea was at 
first somewhat “different” to accepted and standardised 
thinking, and I am convinced that you will do your job as 
a leader much more satisfyingly and successfully than ever 
before, once you have taken on board the contents of this 
book.

The name “Frontline Leadership” came about because I 
spent half my life searching for a system of leadership which 
worked not only in theory, but also one hundred percent in 
practice. Then I looked around me and thought about where 
leadership carries particular weight. I hit gold, in a system 
which is about much more than money and reputation, in a 
system where a single decision can mean the difference bet-
ween life and death, and where any incorrect decision can 
cost hundreds of lives: the military. While I was thoroughly 
involved in leadership training in the military, I became fa-
miliar with many interesting approaches which I wanted to 
add to my own repertoire.

But who is this system actually aimed at? Isn’t it all rather 
martial, and only suitable for men?
 
I am often asked this question when I’m talking about 
“Frontline Leadership”, but in fact the exact opposite is true! 
This system is at its most powerful and effective when we 
step away from the pressures around us and being “the boss”, 
and look at how leadership actually works.

Instead of pressure, I’m talking here about an attractive 
force, a pull which brings the kind of results you probably 
could never have imagined until now. This book may indeed 
be written in a very “masculine” style, but it is not only sui-



17

table for men; rather it is for anyone who wishes to hugely 
improve their leadership qualities.

For me, the following terms define the system:

Frontline: The frontline of an army or team, where victory 
or defeat is decided.

Leadership: The ability of a leader to win people over who 
will follow their example. A leader stays with their colle-
agues, guides them to do the same as they do, in order to 
then give them their independence.

My many years of experience tell me that a good leader has 
to fulfil above all the following conditions:

They must know the subject matter themselves.
They must be able to teach others.
They must be ready to set an example.
They must recognise the essential task and visibly  
do it themselves.
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For example, in our normal business environment apparent 
decisions are often made which in the end lead to nothing. 
Particularly in politics, not a day passes by without the fol-
lowing scenario:
 Party A brings a totally reasonable proposal to the table, 
which party B must initially talk down and reject for stra-
tegic reasons. Subsequently, representatives of both parties 
quarrel for so long and so intensively that eventually only 
a few bedraggled remains of the original idea are left and 
which no longer have any real meaning.

Of course there are absolutely necessary and constitutional 
basic mechanisms, but in your own management and decis-
ion-making work do try not to fall into the same trap.
 This gives rise to a basic rule which you must heed wit-
hout fail, and which I would like to borrow from General 
Schwarzkopf: ”When put in charge, take charge.”

In other words: if you are passed the reins of leadership, 
you too must lead and make the decisions! That is all 
that is expected of you, and nothing else brings so many 
and such good results as courageous and experienced 
decision making.
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This and other observations made it clear to me that the 
classic leadership approach cannot work, because there is a 
chain of command which should then be implemented at its 
weakest point.

And that cannot work, for one purely logical reason:

This is how I came to Frontline Leadership. Because in this 
system the implementation of tasks leading to the goal does 
not start at the weakest point of the whole system, but rather 
at the strongest: the true leader!

Now we will leave the two-dimensional management sys-
tematisation and give the whole process a third dimension:

broad range of abilities

small range of abilities

EXECUTION

COMMAND
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Here the leader (you) stands at the centre as the mainstay, 
that is, your position is not purely strategic, rather it is in 
the centre of events – right there in the thick of it – at the 
position which is decisive for success. This new position as 
a central element of the team increases the leader’s accep-
tance level, strength of leadership, and chances of success, 
and it offers them completely new perspectives.

Frontline Leadership makes you not only the trainer, but an 
active member of your team.

You are an active part of the process and you are raising 
your chances of success in that you have taken a very special 
position: you are right there where success or failure is deci-
ded; you are now the “pivot point” of events.
 Let me pick up on this point for a moment: every project, 
every task has its sticking points and problems which have 
to be solved in order to achieve the desired goal on time and 
at the desired quality level.

COMMAND

EXECUTION
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 These sticking points and problems do not usually plague 
the more pleasant and attractive activities. This is why many 
“fake leaders” prefer to pass the actual critical tasks on to 
others, and concentrate on other things themselves. And 
this is precisely the wrong thing to do! A classic example of 
responsibility being handed over to the weakest links, and 
thus jeopardising the success of the whole project.
 This scenario is repeated in enterprises of every size and 
at every level of the hierarchy. It is a typical example of how 
incorrect behaviour and nonsensical approaches are han-
ded down from generation to generation and an awareness 
of problems gradually fades.
 This scenario looks very different with the Frontline Lea-
dership System: with this system the leader recognises whe-
re their help is most needed right now and where the rapid 
progress of the team is in jeopardy. This recognition makes 
them head directly to these points and take over the princi-
pal tasks in order to find a solution as quickly as possible.
 Try comparing this approach to the construction of an 
oil pipeline, where you are faced with the following situati-
on: During the first tests of the new pipeline the technicians 
discover a sudden drop in pressure, and it is assumed that 
a pipe has ruptured and that oil is now pouring out of the 
leak.
 The classic leadership approach would see the manager 
send a technician off in a small service vehicle to assess the 
situation. However, the leader who follows the Frontline 
Leadership Method proceeds very differently.
Rather than waiting at base for the technician to find the 
problem, the leader organises a squad of capable people, 
gets in a helicopter and heads straight off to tackle the pro-
blem as quickly as possible and to get a picture of the situa-
tion on the ground.
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 Even if this example is rather extreme, in most compa-
nies with classical management approaches this is exactly 
the procedure which takes place – or at least something 
very like it. The managers remain rooted to the floor and 
send their staff out to tackle the problem, instead of getting 
proactive themselves.
 And this is also where we find the difference between a 
leader and a manager.
The manager does not act themselves, rather they have an 
administrative role away from the action, and they tend to 
delegate tasks. This means they have no direct and practical 
connection to current projects or daily business.
 However, the true leader knows that it requires their per
sonal commitment and their personal help to make an or-
dinary team into an extraordinary team with extraordinary 
results.
 While the manager is a distant, generally unpopular boss, 
governing by pressure and directives, the true leader once 
again finds themselves in a totally different situation.
 They are a solid component of the team, are recognised 
and participate actively in day-to-day events, standing si-
de-by-side with colleagues. They lead by setting a positive 
example and by steering a clear-cut course, which affords 
them a high status in their colleagues’ eyes. They are admi-
red, without the necessary distance being lost.
 In the end, and we will see this in one of the next chap-
ters, it is far more satisfying to be a leader than a mana-
ger, even though it is sometimes somewhat more deman-
ding. And this is precisely why we need a new, fresh kind 
of leadership, which breaks down outdated structures and 
thinking, and which also, in our competitive world, causes 
more consideration and understanding to be shown to an 
individual.



23

 The trend is shocking: more and more people feel under 
growing pressure from their managers, and then – no lon-
ger able to cope with the demands made of them – comple-
tely collapse under the pressure and are finally diagnosed as 
having “burnout”. Or they react by resigning inside.
 This became more than just a side issue a long time ago: 
according to a BKK study 84 percent of respondents admit 
to often feeling “burned out”, “sluggish” and are constantly 
on “standby”. In addition, half complain of problems slee-
ping.
 It goes without saying that these workers are likely to suf-
fer from severe drops in performance and working capacity, 
but unfortunately up to now this situation has hardly chan-
ged at all.
 In my work with companies both large and small, whe-
re I install the Frontline Leadership System, I am always so 
happy to see how positively this system is taken on board at 
every hierarchy level. The fact is that all sides usually want 
improvement; it is just that up to now the right way to bring 
it about has been missing.
 As the Frontline Leadership boss is closer to the team 
than the classical manager, there is more potential for in-
fluence and control, so that such problems of burnout and 
resignation can be contained.
 The advantage of leadership through “pulling” rather than 
through “pushing”, which we’ll talk more about later, rounds 
off the whole management system and thus leads to greatly 
increased capacity and preparedness for all those involved.

But can just anyone be a true leader?
Let’s be clear about this: No!
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Not everyone can be a true leader, but anyone who likes peo-
ple and is ready to stick their head above the parapet from 
time to time, to roll their sleeves up and look for new possi-
bilities can at least become a better leader than 98 percent of 
the rest. But anyone who is a little work-shy, unusually timid, 
and unqualified, will have great difficulty adopting and using 
the Frontline Leadership System.
 But given that you have bought this book and have read 
it up to this point, I believe you’re open to new things and 
will find a lot in this book which you can effectively take 
forward.
 However, before we jump in, I would just like to tell you 
my story, so that you know who you’re dealing with and why 
I’m sure that I’m the exactly the one you should be listening 
to.
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My story:  
Why you have to read this book

No-one would ever have believed that the underprivileged 
child of a migrant worker, Harald Psaridis, would become 
one of Europe’s best-known leadership experts, because the 
omens were really not good.

The child of a Greek immigrant worker, I grew up in Vien-
na. Although I was born there, and that was where I felt “at 
home”, every day my environment wanted me to feel other-
wise: I was teased, ridiculed and shut out, because for my 
classmates I didn’t count as a “real” Austrian; I was always 
treated as a second-class citizen.

My father, who migrated from Greece to Austria in the 
fifties and who worked as a fitter in a car tyre firm, did his 
best to support his family financially and enable me to com-
plete my schooling.

Not only was our economic situation tough, above all it 
was the personal attacks and insults which hurt me to the 
core. During this period, when others made fun of me and 
teased me, an irrepressible desire grew in me: I didn’t want 
to be the “second-class” in the eyes of the outside world, I 
wanted to become Number One, and I’d show everyone.

But who exactly were “everyone”?
I had no idea.

All I knew was that my classmates had come up with every 
possible variation and corruption of my surname, and that 
something had to change.
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Because I’d regularly been given a good thrashing by 
other kids, and knew what it felt like to get a clout, the first 
step was to get my physique up to a level which could end 
this state of affairs. To earn the respect I felt I deserved, and 
actually purely by chance at first, through a friend I got into 
bodybuilding.

Although I didn’t really have the build or the genetic pre-
disposition to get far in the sport, the regular training ena-
bled me to significantly change my physique. My new body 
shape (which might usefully be described as “ripped”) now 
put me at the top of the tree. For the first time in my life I’d 
got a sniff of something like success, and I wanted more of it.

Aside from new outer and inner strength, bodybuilding 
had another fascinating lesson to teach me, which to this 
day remains one of my maxims. This sport taught me what 
discipline really is! Year after year, with no ifs or buts, I trai-
ned almost every day and watched what I ate, so that at 
some point I could enter my first competition.

Unfortunately it turned out that I’d listened to the wrong 
advice about how to prepare just right for competition, 
which led to my spending my first event not on the stage 
as planned, but stuck in the toilets of the event hall with 
unbearable stomach pains. As I listened through the wall to 
the loud music and the audience’s applause, I made a decis-
ion: I would become the Austrian Bodybuilding Champion! 
Easier said than done. At subsequent competitions I look a 
good look at the competition and had to accept the fact that 
I would never make it into the top six.

Demotivated by my failures, which really grated on my 
ego, I was close to giving up and throwing in the towel. Just 
like that, I went off to my trainer and told him that I would 
not enter the Austrian championship and that it was all over 
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for me. My trainer replied to this with just one line, which 
has left its mark on me to this day and which radically chan-
ged my life:

When someone says it’s all over, it’s only over because 
they either didn’t even start, or they only set about it half
heartedly.

Read this sentence through again and grasp the enormity of 
this statement! In my case, it kept me awake that night. We 
often fail simply because we don’t put everything we have 
into it!

Long story short, two weeks later I was the new Austrian 
champion, and proud as a peacock. I’d vanquished my inner 
beast, I’d been through the vale of tears, and beyond all ex-
pectations I’d won the thing after all.

I am convinced that our entire business culture would be 
different if its leaders would take on board and apply my 
trainer’s statement: When someone says it’s all over, it’s only 
over because they either didn’t even start, or they only set 
about it half-heartedly.

After reaching this milestone I had to accept that even at 
this level there was no money in bodybuilding, so I stayed 
with my main job in catering.
One day a training partner at the gym asked me if I might 
be interested in a career change. If so, I should have a word 
with his boss.

No sooner said than done... it was a job in finance, and 
about building something up in the industry. Although I 
had already been warned off such offers several times in the 
past, I immediately felt confident and said to myself: Well 
why not? Give it a go!



28

Thanks to my consistent approach, which I brought with 
me from sport, within a month I was already bringing new 
money in and had left the other novices behind. A brand 
new world was opening up to me: Here performance was 
rewarded. It didn’t matter what your name was or how 
much you had; all that counted was that you did something 
and you did it well!

What this meant for me is that I now finally had a chance 
to be valued for my performance and my results, with my 
family background having no importance at all.

At the end of my sales internship I started building and 
training my own sales crew, with the long-term goal of crea-
ting a genuine team.

I found good, interesting and capable people whom I trai-
ned in the basics of my business and who generated area-
sonable revenue for me every month. Business was so good 
that I decided to quit my catering job, hang up my oven 
gloves and really put everything into my new business.

But at precisely that moment, disaster struck. I’d quit my 
job and was on the way to a seminar with my best colleagues 
when it happened: our car had a blowout and we came off 
the road at 180kmh, rolling several times. I was at the wheel. 
Up until that moment I’d always looked to the future with 
hope, but over the following weeks I had to get over not just 
a broken nose, but also genuine blows and pain.

Three of my best workers left the company and turned 
to other things after a crisis of direction brought on by the 
accident. They had spent so long conferring with each other 
that each of them felt they would find their “purpose” in 
their new calling.

All of this would not have been half so bad had I been able 
to earn enough money myself or through new staff.
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But what sort of impression would you have had if you 
had come to a customer meeting or recruitment interview, 
and your opposite number looked like he’d just gone 35 
rounds with the Klitschko brothers.

There I sat, with a plaster cast on my swollen nose and two 
bloodshot black eyes, not knowing what day of the week it 
was. I was certain that I’d already hit rock bottom and that 
there couldn’t be much more waiting to happen.

But I hadn’t reckoned with my wife at the time. In the 
week after the accident she let me know she was leaving me, 
as she had met someone who didn’t work as much as I did.

With that, for the first time, I was really destroyed.
I couldn’t work and had no income. Everything I had so 

carefully built up had come crashing down in the space of a 
few days.

All I had left were my dog and my debts. My car was gone 
and I urgently had to find a way forward.

The doctor’s report made it clear that the evidence of my 
contact with the steering wheel in the accident would be 
visible in green, blue and red for a long time yet. This me-
ant that my way back into the sales job, where I would have 
had to visit customers, was blocked for the time being, and 
I would have to think of other ways to knock my personal 
finances into shape.

With my beaten-up face I might have found work scaring 
small children, but instead a friend helped me into a posi-
tion as sales manager in an insurance firm. Getting the job 
was easy, but what came with it was so extreme that I still 
have to laugh about it now.

Had I only known what was waiting for me in the job I 
probably would have run backwards back out of the office 
on the first day. Whoever thought that the function of a sa-
les manager would be to manage sales would probably also 
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think that a tyre iron is for ironing tyres. In brief: instead of 
heading up a real sales crew I was given the job of leading a 
band of total losers who everyone else in the company had 
already given up on as a lost cause, and whose revenue figu-
res lay somewhere between “zero” and “absolute zero”.

So I got to work with my seven “dead ducks” and lost two 
of them on day one. They preferred to leave the company 
rather than change anything. But I really set about the five 
who stayed. We worked like dogs and trained new colle-
agues, so that within just nine months we had worked our 
way up in the company’s revenue figures from last place to 
first.

This once again showed me just what is possible if you are 
willing to do what is necessary to reach your goals, and you 
actually do it. In nine months as a team we had gone from 
being the ridiculed “five failures” to being the admired and 
acknowledged Number One. What else is interesting here 
is that from this original quintet I still have a very special 
relationship with one: she is now my wife!

Without my wife and children my success would never 
have been possible. She is my rock, and I owe her more than 
words can say. Today our whole family works together in 
and for the company, which shows that the economy is ab-
solutely not as hostile to families as many claim. Those nine 
intensive months struggling to the top together were worth 
it, if only for the fact that it led to my getting to know my 
wife.

And although this success had been granted to us, I neit-
her wanted nor was able to do more. I wished to create so-
mething again as an entrepreneur, and started to work in-
dependently once more alongside my main job as head of 
sales.
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But nothing brought me that same “fever” and passion 
that I had felt when bodybuilding. The desire to experience 
that again was still with me.

One day I was sitting waiting in my then boss’s outer office, 
when I noticed a magazine with the title “Cash” on the table 
in front of me.

If I had known then the unbelievable changes this maga-
zine would bring me, my hands probably would have been 
shaking and clammy with sheer excitement as I opened it. 
But, thank God, I was unaware of the importance of that 
moment, and flipped open the first page.

At the top was something like “Movers, Shakers and Mil-
lions”, and beneath that a list of Germany’s largest finance 
companies. What I saw there was incredible for me at that 
time: In contrast to Austrian companies, here were serious-
ly large businesses with a wide product portfolio and huge 
opportunities. From experience I knew the Austrian market 
very well and was surprised that there were many financial 
products which didn’t exist in Austria.

Today, nearly 30 years later, even I find my reaction amu-
sing, but back then I really thought I had seen paradise! Af-
ter all the waiting for THE opportunity all the cogs in my 
head just clicked into gear, like in a Swiss watch.

I had an idea, a demand, a market and an answer! I quickly 
shoved the magazine into my inside suit pocket and raced 
home to get cracking. Starry-eyed as I was back then (thank 
God), I thought to myself: I’ll just start making some calls!

So I took the list of German companies and wondered 
which to call first. I figured that the number one would be 
too big for me to handle, and thought: So I’ll call number 
two. They’re bound to want to become number one! No 
sooner said than done … a few weeks later I sat down with 
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the heads of this “number two” and realised that in business 
we wouldn’t get along.

What now? I asked myself, and the answer was: Well 
then, I’ll call number three! And then it was like magic. Fate 
had ordained that I was in the right place at the right time, 
and I got the information that the company was just about 
to enter the Austrian market. What a stroke of luck!

My first interview was in my home town, Vienna, where 
for its launch in Austria the company had set up a brand 
new, superbly-equipped office in one of the classical old 
buildings in the historic centre of the city.

I’ll certainly never forget what happened to me on the 
stairs up to my job interview. It could have come straight out 
of a kitschy Hollywood flick. A man was coming the other 
way on the stairs, and he greeted me and asked me why I 
was there. He said to me: You know, we’re not here to spend 
our lives dreaming, but to live our dreams! It may sound 
corny, but at that moment I knew: That’s it!

Then I simply started. But what does “simply” mean? I had 
no useful contacts and no customers in Vienna anymore, 
so my prospects looked anything other than rosy. I was the 
worst in the initial group, meaning that my lack of contacts 
made it impossible for me to complete my sales internship 
along with the others, and throughout those first months I 
was always rather behind.

As I knew nobody and had no circle of contacts whom 
I could approach, I started getting together with the office 
secretary over a glass of sparkling wine in the hope that she 
would recommend me to her acquaintances. This is how I 
started my new career: with the contacts of my only contact 
in Vienna. I may have been at a disadvantage then, but from 
day one I had a goal in mind.
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In summer 1992, at the first management function I was 
invited to attend, the company’s owner was delivering a mo-
ving speech which led me to a decision that would redefine 
my goals and my life.

Right there during the talk I took a slip of paper and wrote: 
Hello, Herr Maschmeyer, my name is Harald Psaridis and 
one day I will be your highest-generating manager!

I folded the paper in two and at the end of the talk I  
pushed it into Herr Maschmeyer’s hand. I doubt the paper 
meant anything to him or that he took my promise seriously, 
but that’s what I did. And I knew I could do what I promised.

It took eleven long years, but I am proud to say that I was 
able to keep this promise several times in a row, and am able 
to stand at the top of an extremely strong organisation with 
which I alone have been entrusted with over €5.5bn of de-
posited capital in Austria. And I say “am able to stand” be-
cause I have the honour of leading a team which has earned 
a total of almost 5,600,000,000 euros. In retrospect I can say 
that I could easily have earned double or even ten times this 
amount if I had done everything right from the start. Over 
the last 20 years I have worked with a total of over 2500 
colleagues, developed over 300 of them into managers, held 
more than 10,000 applicant interviews, and held around 
3,000 seminar days.

Today I head four separate enterprises within my holding 
company and see my chief task as passing my knowledge of 
leadership on to the next generation of leaders.

Up to now, almost everything in leadership is limited 
to the factors of motivation or pressure. But that’s not 
enough for real success!
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This is why, when I took on responsibility for personnel, my 
first reflections were as follows:

What do people need if they are to reach goals? 
and
Must we still “run people into the ground” and “use them 
up” in order to build up a successful company in which only 
the strongest survive? 
and
How can I help people bring the best out of themselves to 
everyone’s satisfaction?

Over the years that followed I found the answers by atten-
ding many seminars and learning from books, articles and 
good leaders, and then put the answers into practice myself.

Back then I didn’t use the term “leading”, but rather “sup-
porting”, because I believe this difference is a deciding factor 
for success. A worker wants to do something; that much is 
clear. Otherwise they would not have shown up at all. But 
often the necessary abilities or the right support are simply 
not there. I have always felt responsible for my people, be-
cause I am convinced that when we work together we have 
to see what we are and act accordingly: we’re people – and 
not mere agents of production!

I really did read everything there is on the theme of “Lea-
dership”, attended every imaginable seminar and invested 
thousands of euros training myself in theory and practice to 
become an absolute expert. At first I was very confused, be-
cause everyone in the field says something different. Today 
I can say, they’re all right.

I found my solution, which brings all the threads together, 
in the military. This is where you learn to lead, and not just 
with rules of conduct, pressure and clever slogans. Although 
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I was never in the military myself, one of my mentors, Bri-
gadier-General Josef-Paul Puntigam (retd), gave me much 
of the knowledge I can so successfully use and impart today.

I have always searched for a system which can as far as 
possible get past human weaknesses, and I installed a sys-
tem with which almost anyone can develop a strong and 
successful leadership personality. In doing this I made a 
shocking discovery: there are numerous systems for selling, 
but not for leading! Isn’t that absurd?

All I found were various tools and principles, but no in-
tegrated, tested and working system! So over the years I’ve 
tried every angle and made every possible mistake, I’ve 
come unstuck time and again, in ways both big and small. 
Although I was never particularly talented in leadership, I 
was simply incredibly hard-working. After all this time I can 
assure you from my own experience that leading is really 
not that difficult, and that extraordinary results can be ex-
pected if you do the right thing at the right time, with the 
right people.

And so that in the future you can become the leader you 
want to be, without making all the mistakes I had to get past 
in my own life in leadership, I have created a system which 
will completely change your future life and work. That’s a 
promise!

You will make fewer mistakes, make faster progress and 
be better respected by your colleagues and your whole firm 
than ever before. Of course this will require somewhat more 
initiative from you, a little more guts and willpower on your 
side, but the new character of your leadership will show po-
sitive effects very quickly!

But enough about me. I hope my story can bring you some 
inspiration, and I hope you enjoy the finest and most advan-
ced leadership system in the world: Frontline Leadership.
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The life and trials of a manager

The life of a manager in the European economy is more of-
ten a road through hell than a true career. If it’s not sucking 
up to the members of the board and racking up overtime, 
then it’s the unpleasant task of keeping a herd of apparently 
incapable and unwilling staff in check. This lot manages to 
mess up in every imaginable way with astounding regula-
rity, and as for their motivation, you have the feeling that 
the hardest-working of them would have their hand cut off 
for their wages. Forgive me the strong wording, but a nor-
mal manager’s job is usually more frustration than anything 
else.

Being a manager means being exploited and overloaded 
with work, always in the hope of a promotion that someone 
else will get anyway, just because they know “the boss’s kid”. 
Despite this you still have to keep everything running and 
take on responsibility for the whole joint.

After 30 years in the job you receive a letter of thanks for 
your services and you’re released into your well-earned re-
tirement. Now you have plenty of time to think about how 
bogus and unfair the system is and what you would do diffe-
rently if you could start over from the beginning.

I am always hearing stories like this from managers. Many 
retired middle managers only noticed the fault in the system 
when it was already too late, and saw that they might have 
been able to do something about it if only they hadn’t simply 
taken over the leadership style and methods of their prede-
cessors. Because this is where the real danger lies: not only 
do staff unquestioningly take on old, outdated behaviours 
but leaders themselves have also scarcely developed in the 
last 20 years.
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This is why there have been such drastic cuts in such a variety 
of areas in so many companies.

Why is this?
We have a saying: A fish starts stinking at the head. That 
is, when mistakes are made at the top they then pass right 
down through the structure, not the other way round.

Many years ago, after a seminar, I had the opportunity to 
have dinner with one of the world’s finest leadership ex-
perts, and I started complaining that my staff were incapab-
le of thinking for themselves.

At first his answer hit me as hard, but since then I think 
very differently about it. He responded to my complaint 
succinctly: You always just get the staff you deserve!

Ouch! That hit home. He bluntly and plainly made it clear 
to me that everything that happened below me came under 
my own responsibility.

Then he added: If you’re a lousy guy with a lousy compa-
ny, then you’ll just get lousy people … If you’re a good guy 
with a good company, then you’ll get good people … And if 
you’re a bombastic guy with a bombastic company, then 
you’ll get bombastic people too.

How right he was. In life we get what we deserve, and if 
you’re a real superstar in your field, then you also deserve to 
work with other superstars and lead a great team.

But as you’re struggling to the top, don’t miss what is re-
ally important to you personally and what brings you satis-
faction. I know way too many people who have reached the 
peak of success, but who live alone and completely isolated.

These people then seek to secure the acceptance of their 
fellow humans by putting pretty things on show, to demons-
trate that they’ve “made it”. So they buy big, noisy cars, im-
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pressive houses, and deck themselves out with expensive 
baubles to let the world know how fabulous their life is.

But there’s one big catch here: We humans want to be va-
lued and appraised for who we are and what we have con-
tributed, whereas falling back on status symbols is an inade-
quate vicarious happiness which soon loses its shine.

And this is what Frontline Leadership is about: I would like 
you, both now and in the future, to find yourself in a totally 
different situation in which you and your motivated colle-
agues achieve significantly better results, and where you will 
be honoured and valued as a person who can deliver.

I will show you how this works in the next chapter, whe-
re you will realise that almost everything you knew about 
leadership up to now is wrong. You’re about to find out eve-
rything you need to know to become a better leader as from 
tomorrow.


