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Host: Welcome to D Talks, the EMEA EmpowereD Podcast Series. Mary Shier, a Director in Tax & 

Legal in Deloitte’s Ireland, is here to share her thoughts on developing strengths. Mary, firstly, 

please tell us about your career at Deloitte. 

My name is Mary Shier, and I’m a Director in the Deloitte Ireland firm, and I have been with the firm 

over 30 years. I’ve seen a lot of change in that 30 years; both in terms, I suppose, of how we deliver 

services and also in terms of the technology we use, and the growth of the firm has been ginormous 

in that 30 years.  

Initially, I was teaching and decided there was too much discipline to that, wasn’t going to do that 

for the rest of my life, disciplining other people’s children, so I suppose that training in terms of 

education and training has stayed with me. And I bring that into my teams and into my daily life and 

have always done so. I’d be very much a believer in sharing the knowledge in educating people and 

people educating each other, and therefore, I suppose, the mentoring programme to me is vital in 

terms of Deloitte. I like that idea. We would always do that when we bring a new person in. We put 

a buddy with them. We put a mentor with them. We would always check what has the person done, 

what have they not done? I get them to do a list of two or three things that they haven’t been 

involved in and to make sure that they get those two or three things in the following six months, and 

then we look at it again in six months’ time. And that’s how we grow and develop our staff really, 

and that’s vital to me.  

Host: How do you work with your team to identify and connect their strengths and facilitate 

knowledge sharing? 

People do have strengths and people have weaknesses. You need as a manager to recognize those 

strengths, in the first instance, and also communicate your view of the strengths to the individuals 

because a lot of the time people may not necessarily see it as a strength themselves. Part of the 

personal development of that person is saying to them, “look you are really strong at this. I want you 

to develop that. One of the key areas for us on the legal side; we do a lot of presentations to clients. 

We do a lot of presentations to conferences and groups. I have found most people, when they start 

off, don’t want to do that. They hate speaking. Therefore, I think you need to encourage them to do 

that, and the one way to do that is to put them with somebody who has a strength in that area. So 

that’s how I’ve sort of developed people with that, and I don’t take no for an answer as such. I 

encourage them gently.  

You get them working with the person to put together the presentation, so they get that aspect of it 

together—and always with somebody who’s very comfortable doing it, and watch that person 

preparing, work with them. So, they almost feel a part of the presentation, if you like, without 

actually doing the presentation. You know, so they’ve done that part already, and then getting them 

to do a little piece the next time. So, you just do a couple of minutes; you do the intro or whatever 

and build it up as you go along. 

In terms of technical areas and changing legislation and that type of thing, we had a huge change in 

legislation in Ireland with a whole new act introduced in 2014. It was the biggest piece of legislation 

ever introduced in the Irish state. So, it was a daunting task for us. So, what we did was, we divided it 

up amongst the team. And the senior members of the team, and they each got a junior member of 

the team to help them with their particular section, and we divided it among the team based on 

what they were most comfortable with.  



So, some people were most comfortable with incorporating companies and setting companies up, so 

they got that section. So, you play to the strengths, but always putting somebody junior with them 

so that you are developing the person all the time.  

And the reason for doing all that, is that to me, being 30 years with the firm, I want to look back on 

my career and say it’s a success. To me, the judgement of success isn’t the fees. I suppose that’s the 

wrong thing to say maybe. It should be the fees, but it isn’t necessarily the fees or the expansion of 

the client, which are all obviously very important, but to me it will be will that department be as 

successful as it is in 10 years’ time, 10 years after I leave? That will only happen if everybody is on 

the same page; if everybody has the knowledge; if everybody carries on as normal, and if one person 

leaves, because invariably people are going to leave, and you get new people in, you don’t lose a 

whole raft of knowledge just because one person has left. That to me is key, and that’s what I will 

see as being a success; if that department is going still 10 years later and is growing from strength to 

strength. I want to leave it in a better condition than I found it. And I suppose it’s important to me 

also to give that message to the people who I work with—you know that they have the same 

message, that they try to do the same thing. Then we’ll go from strength to strength, and I think that 

should be across every department it shouldn’t matter what department it is really. 

Host: How do you support mentoring? What mentoring techniques do you employ and how do 

you encourage your reports to mentor the people who report to them? 

Mentoring happens all the time. I don’t think it should be a slot, once a week or once a month, or 

whatever. I think that’s wrong. For bigger groups, you would have a technical update or whatever, 

and that’s all fine. But I think for mentoring really to happen, it must happen on a daily basis. How I 

generally would do it is I sit them down beside me literally and I go through it step by step and then 

ask them to go away and try and have a go.  

Failure is not a bad thing. Failure is a good thing, if you learn from it. I think that’s vital, and that’s in 

every task. If you get them to try it out and get that message that it isn’t bad to have it wrong, that’s 

not necessarily a bad thing, that’s not a failure. But you go, come back, and correct it, and show 

them the mistakes. Now if that happens 10 times, then there’s something wrong, we’re in trouble, 

but generally it doesn’t. So, the next time they go to do it they are gaining in confidence all the time, 

and they are seeing where their mistakes are. So, it’s possible to be able to mentor that way, and I 

encourage them to go and do the same thing with the next level down.  

Host: Mary, you started as a teacher. Are there things you learned through your teacher training 

that you now use with your Deloitte teams? 

The greatest danger with teaching is that you know so much about the topic, that you can easily fall 

into the trap that everybody else is on the same page as you, and you move at a faster pace than 

you should do. What I try to do is determine the audience. So, I knew when I was teaching that I had 

13-year olds or 14-year olds or 18-year olds, depending on the class, and the level that they would 

be at. So, you have a fair estimate of what base they are starting with, and then putting yourself in 

their shoes and then explaining things on a step-by-step basis. I do that with clients all the time, 

because our area is a very technical area. You lose them very quickly if you go at a pace that they’re 

lost. So, I think It’s vital that you go step-by-step, and you build on it, and I’d ask you know questions 

that would indicate to determine whether they’ve understood what I’ve said before I go to the next 

thing.  

The other thing that I’ve always done is worked with diagrams. A picture tells 1,000 words. It 

absolutely does. I mean diagrams are fabulous to explain things, and examples demonstrate what 



you’re saying. And I do that with clients, and I do that with staff now as well as I did in my teaching 

days. It makes you go slower and makes you sort of stop and think. When you are explaining 

something, you really must know it very well, because if you don’t know it very well, you’re not 

going to be able to explain it. When you’re looking at staff now, when they’re preparing for 

presentations, and they’re doing their practice, and getting them to do the presentation to me 

before they do it to the client. It’s a good judge for me as to how they’ve understood the topic. 

Those teaching skills are very much transferable into that work place, and I think they’ll stay with me 

for life. With my children as well, with doing things with them, it’s the same thing. They are very 

valuable skills, I suppose really, in my view. 

Host: Is there someone in your career who you have looked up to and who has shared his or her 

strengths with you? 

Yeah. Absolutely. I mean we’ve all had mentors. And I’m very lucky. I’ve had two male partners who 

were superb from the very beginning. When I first joined Deloitte, I joined in a different role 

altogether, just literally filling in for three weeks. Now 30 years later, I’m still there, so it’s been a 

long three weeks. But, but in essence, it’s because of them that I did the accountancy exams. 

Because they came after about six weeks and brought me into the office, and I went, oh what have I 

done wrong now? And they sat me down and they said, “We want you to do the accountancy 

exams.” And I nearly fell off the seat because I’d been teaching accounting, and that was my field, 

and I loved it, and they said, “No, no we want you to do the exams. You know, you have the ability to 

do them. We want you to do them.” Two years later, I was qualified. I suppose I’ve never looked 

back.  

It was a small office. So, at that time when it was a small office, you did everything. So, I’ve worked 

in every single department: audit, I’ve done risk advisory, I’ve done corporate recovery, I’ve done 

projections, I’ve done everything other than a little bit of tax, which I’m now doing a little bit of tax. 

But all the way through kept the company law, and then when it came to specialize, absolutely, 

there was no question, I was doing company law because that’s what I’ve always loved. But it was 

because of them that I kept staying in Deloitte, and they were amazing because they were really; 

you know this term trusted advisor. They were trusted advisors—completely.  

I could tell you stories of things where one particular client—it was hilarious—they had a fire in the 

factory one day, and the client rang Ger, and basically Ger, was in a meeting, and he told the 

receptionist, “I can’t be disturbed.” So, the receptionist told the client, and the guy said, “No, no, no, 

I need to speak with him now.” Eventually, she put him through to Ger, and Ger was, “What’s wrong, 

what’s the panic?” And he said, “The machine has gone on fire.” And Ger said, “Well, did you ring 

the fire brigade?” And he said, “No, I thought I’d ring you first.” That’s a true story. His first thought 

when he was in trouble was to ring Ger. So, if that wasn’t a trusted advisor.  

Host: So, Mary how do you continue to play to your strengths? 

We are constantly learning. And the day you stop learning is a sad day, really. And I hope I’m still 

learning when I’m 90. The best way to learn is through experience. And like I said at the outset, a 

failure isn’t a failure if you learn from it. We all have failures, and I think the attitude to failure needs 

to change because you need to see failure as a good thing and not necessarily a bad thing. I would 

certainly look at things that I do that went very well and go, yes, that went well, and this worked, 

and therefore, I’m going to take that from it, and I’m going to use that in another place. And things 

that don’t work out, I would analyze and say, well, why do I think that didn’t work? And sometimes, 



it didn’t work for things that are beyond your control, and that’s okay. And there’s lots beyond our 

control.  

Host: What advice would you give some of the younger generation of our workforce about playing 

to their strengths? 

Having worked in the different departments, because being fortunate at coming in at the stage I 

came into Deloitte when it was a small office, I have an appreciation for what every other 

department does.  And unless you’ve worked and had those skills for that particular department, 

then you couldn’t possibly have a concept of what those different departments and different people 

do. When you make decisions, you need to make informed decisions. I mean that’s what we are 

saying to our clients. You do your due diligence. You do your research, and you make an informed 

decision. It’s the very same for them in their career. They need to make informed decisions. So, if 

they immediately go into an area and specialize straight away, they don’t know really what they are 

getting into because you can’t know an area unless you work in it and get as many skills as you can in 

the first couple of years, and every opportunity that you are given to work in something different, 

put your arms around that and take that and run with it. Because that’s giving you a different 

perspective, and at the end of all that, after three or four years, you can make an informed decision 

as to what area you like best and you want to go into. You can’t at end of the day beat experience. 

So, you need to build up those experiences in order to make an informed decision. 

Host: Thank you for joining me and Mary Shier to talk about developing strengths and her career 

at Deloitte. Check out our other D Talk podcasts. They’re easy to listen to when you’re in front of 

your laptop or you can listen on your next trip, commute, or while you’re working out. For more 

information or to suggest a topic for a podcast, please contact Ebru Mercangöz. I’m Michelle 

Rollingson. Thanks again for listening! 


