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Introduction
With so much structural change happening within the world economy, people recognize that we need leaders more than ever before. Developing commitment in a world of "free agents" and "volunteer" talent is not an easy assignment...and… will require effective leadership skills.
Leadership is an interactive conversation that pulls people toward becoming comfortable with the language of personal responsibility and commitment. For more information, go to: www.WhatisLeadership.info
From 1975 to 1995, according to the Library of Congress, books on leadership appeared at a rate of about 24 a year. In the past 15-20 years, that output has more than doubled. That's a new book on leadership every week, or enough over the decade to wallpaper every classroom at Harvard Business School. We've been graced with leadership lessons from everyone from Jesus to George W. Bush to Geronimo to Colin Powell.
This book is based on leadership book reviews and coaching tips previously published on The Leadership Blog at www.CoachingTip.com . Future leadership blog postings can be downloaded automatically to your Kindle by subscription through the Kindle store.
Self-Knowledge
Leadership development is self-development. We begin our book reviews by first taking a look at leadership books that increase our self-awareness.
Being unaware, we unconsciously engage our default behavior. Only when we become aware of something, are we able to make choices as to the action we wish to take.
Sometimes, just being aware, allows the problem to solve us--rather than requiring us to solve the problem. We really don't know how the world works. We only perceive how the world works and our unique perception is based upon who we are and what we are aware of that is happening around us.
Here is a mental model to use in your world:
Beliefs influence perception.
Perception structures reality.
Reality suggests possibilities.
Possibilities generate choices.
Choices initiate actions.
Actions affect outcomes.
Outcomes impact beliefs.
Awareness facilitates change.
Managing the Influences that Govern Our Behavior
Most people blame lack of willpower for their inability to change a bad habit.
But it turns out willpower has surprisingly little to do with it. A book based on the latest psychological and medical research, Change Anything: The New Science of Personal Success, documents a study of more than 5,000 people at the Change Anything Lab in Utah.
When it comes to kicking bad habits, we have far less control over our behavior than we think. That's because our behavior is governed by outside influences that make us susceptible to bad habits. For example, if your fridge is stocked with junk food, your likelihood of eating fruits and vegetable decreases significantly.
The good news from these findings is that while we don't have as much control over our behavior as we'd like, we do have control over the influences that govern our behavior and that puts the power to change back in our control. Here are four strategies to create enduring change:
Identify crucial moments: Find what specific temptations distract you from your primary goal.
Create vital behaviors: If you establish rules for avoiding temptations in advance of crucial moments, when you encounter them, you are more likely to change your behavior.
Engage all six sources of influence: For example, change your environment and turn your enablers into allies in accomplishing your goal.
Turn bad days into good data: Don't look at failures as an opportunity to fall off the wagon, instead, learn from your failures and adjust.
Here is how you can use those six sources of influence to improve your performance at work and thus secure the promotions/rewards you deserve (from the MIT Sloan Management Review, 2008):
1. Flash forward to the future. Motive yourself by visiting your default behavior; think about the money you'll lose and the opportunities you'll miss.
2. Invest in professional development. New habits require new skills. Identify the skills you need to progress in your career. Actively develop those skills by attending seminars and reading books to expand your expertise. Then apply those new skills.
3. Hang with the hard workers. The bad attitudes and habits that keep you back are likely being enabled, tolerated or encouraged by others. Use positive peer pressure by surrounding yourself with hard-working friends who share your career goals.
4. Find an Outside Coach and Inside Mentors. Changing habits requires help. Get a coach and you'll make change far more likely. Find an executive coach and trusted mentors to encourage your progression and help you navigate the career development opportunities that exist within your organization or industry.
5. Put skin in the game. Reward yourself for reaching short-term goals by placing money at risk.
6. Control your workspace. Make your new habits easier by enlisting the power of your surroundings. For example, just add a few visual cues that help you focus on your goals, and your behavior will change rapidly. Remove items that distract you from performing meaningful work. When possible, turn off electronic interruptions that keep you from being as productive as you need to be to move ahead.
Kerry Patterson: Change Anything: The New Science of Personal Success
Powerful Leadership Emotions
Albert Einstein once said, "We should take care not to make the intellect our god; it has, of course, powerful muscles but no personality. It cannot lead; it can only serve."
Leaders know and science has discovered emotionality's deeper purpose: the timeworn mechanisms of emotion allow two human beings to receive the contents of each other's minds. Emotion is the messenger of love; it is the vehicle that carries every signal from one brimming heart to another.
Because human beings remember with neurons (the cells of nerve tissue), we are disposed to see more of what we have already seen, hear anew what we have heard most often, think just what we have always thought.
Within the brain, every mental activity consists of neutrons (electrically neutral subatomic particles) firing in a certain sequence. An "Attractor" is an association of ingrained links that can overwhelm weaker information patterns. If incoming sensory data provoke a quorum of the Attractor's units, they will trigger their teammates, who flare to brilliant life.
An Attractor can overpower other units so thoroughly that the network registers chiefly the incandescence of the Attractor, even though the fading, firefly traces of another pattern initially glimmered there. A network then registers strikingly new sensory information as if it conformed to past experience. In much the same way, our sun's blinding glare washes countless dimmer stars from the midday sky.
The limbic brain (i.e. the emotional brain) contains its emotional Attractors, encoded early in life. Primal bias then forms an integral part of the neural systems that view the emotional world and conduct relationships. If the early experience of a limbic network exemplifies healthy emotional interaction, its Attractors will serve as reliable guides to the world of workable relationships.
No individual can think his way around his own Attractors, since they are embedded in the structure of thought. And in human beings, an Attractor's influence is not confined to its mind of origin. The limbic brain sends an Attractor's sphere of influence exploding outward with the exuberance of a nova's gassy shell. Because limbic resonance and regulation join human minds together in a continuous exchange of influential signals, every brain is part of a local network that shares information--including Attractors.
Limbic Attractors thus exert a distorting force not only within the brain that produces them, but also on the limbic networks of others--calling forth compatible memories, emotional states and styles of relatedness in them. Through the limbic transmission of an Attractor's influence, one person can lure others into his emotional virtuality. All of us, when we engage in relatedness, fall under the gravitational influence of another's emotional mind with ours. Each relationship is a binary star, a burning flux of exchanged force fields, the deep and ancient influences emanating and felt, felt and emanating.
The limbic transmission of Attractors renders personal identity partially malleable---the specific people to whom we are attached provoke a portion of our everyday neural activity. Ongoing exposure to one person's Attractors does not merely activate neural patterns in another--it also strengthens them.
Business Leadership Emotions
Business has a long tradition of ignoring emotions in favor of rationality. Feelings are dismissed as messy, dangerous, weak and irrelevant to day-to-day operations.
But a growing body of evidence reveals that subconscious feelings drive decisions. Psychologists, neuroscientists and behavioral economists now agree that leaders who fail to understand how emotions drive actions will ultimately fail.
Emotionally astute leaders leverage feelings to gain employee commitment, engagement and performance, according to Dan Hill, CEO of Sensory Logic and author of Emotionomics: Leveraging Emotions for Business Success (Kogan Page, 2008).
Similarly, experts featured in a Time magazine cover story (January 17, 2005) confirmed the link between satisfaction and productivity, citing a 10 percent improvement in job performance among fulfilled employees.
A company’s emotional climate may account for up to 30 percent of job performance, according to Daniel Goleman, Richard Boyatzis and Annie McKee authors of Primal Leadership. CEOs, they note, are responsible for creating more than 50 percent of this climate.
“Leadership isn't something you do writing memos, you've got to appeal to people's emotions. They've got to buy in with their hearts and bellies, not just their minds” Lou Gerstner, former CEO, IBM
Dan Hill D.V: Emotionomics: Leveraging Emotions for Business Success
Daniel Goleman, Annie McKee, Richard E. Boyatzis: Primal Leadership
Realize the power of emotional intelligence in becoming an effective leader.
Thomas Lewis, Fari Amini, Richard Lannon: A General Theory of Love
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Spiral Dynamics: A Meta Model
Improving our perception of how the world works is important. Learning new mental models helps us, and the groups we participate in, move from where we are to where we want to be.
One mental model you may or may not be familiar with is Spiral Dynamics® a meta-model ('a model about other models') of evolving perceptual, thinking and values systems within people, groups, organizations, nations and subcultures.
This research originally derived from the psychologist Clare W. Graves, has been spearheaded by two students, Dr. Don Beck and Chris Cowan. Canada's Macleans magazine labeled this 'the theory that explains everything' in a 1970s article.
The best source for this meta-model, while not a 'quick' read (which the authors admit), is Beck and Cowan's book "Spiral Dynamics: Mastering Values, Leadership and Change" (Oxford: Blackwell Publishers, 1996).
A mini-course is posted in an Adobe Acrobat PDF, by Chris Cowan and Natasha Todorovic, his colleague at: http://www.spiraldynamics.org/learning/intro2SD.pdf
(Please note that you must have Acrobat Reader installed on your computer in order to read any pdf file).
Don Edward Beck: Spiral Dynamics: Mastering Values, Leadership and Change
A Leadership Perspective Shift
The shape and force of outside pressures surely impacts how a company works to respond.
Inside the walls of corporations today, the pressure to continuously improve is relentless. The world of centralized organizations, multi-year product cycles, and one-way communication to customers and markets is fading fast. All this change brings with it some good news: a more diverse and educated workforce.
In 2010, there are more millennials (Gen Y) than Baby Boomers in the workforce. This new workforce not only expects to be involved, but applies their talents only when they can be fully engaged. The way strategy creation takes place inside organizations is the key to being able to respond rapidly and fluidly as a whole organization to what's happening in your marketplace. Winning depends on fully completed strategy now more than ever before.
The question becomes, "How does each of us create the most value for ourselves as individuals while enabling value creation for our teams and for the business as a whole?" Each of us, of course, works at creating value at all these levels, and more. Our firms seek to add value to the larger industry, and that industry hopes to add value not just for shareholders but to society at large. Creating value fuels businesses.
Strategy creation is about understanding, debating, and co-building ideas.
Generating great strategies is the creative act of people on a team. Why does that matter? Because if you're not in the room to advocate, deliberate, and contribute what you have to offer--essentially, to fight over the value of ideas for the benefit of the company--then you and your firm are missing a huge opportunity. Just by saying that you don't agree, or that you don't know enough yet, or that you've identified conditions that need to be met, your participation is key to making the whole thing work. Without each of us showing up with our best contribution, we cannot change the way strategy gets created. We must show up and engage.
For most of us, leading is a privilege that comes in addition to our regular, everyday workloads, work that each of us must perform flawlessly because resources (talent, budgets, headcount and schedules) aren't as abundant as we might want or need. Leading collaborative strategy is not as easy as it looks.
Managing cadence, generating ideas, nurturing a safe culture, developing connections, engaging the issues, and tracing the topography of the conversation, workflow and decisions are task independent. Meaning that, when you do them, you are leading co-creators, not just a leader of any particular effort to solve a problem.
As a leader, you will foster the necessary learning, discovery, debates and discussions; provide the context; set the cadence; decide when to move on; and know what happens next. It's a tough role, but it's a fun one, because you get to help an entire crew of people brings their passion and ideas to the table to benefit the company.
And without someone managing these responsibilities, the collaboration process won't work.
Nilofer Merchant: The New How: Creating Business Solutions Through Collaborative Strategy
The Problem-Seeking Mindset
It’s not enough to wait for performance reviews and project completion to deliver feedback. Praise must be frequent, ongoing and specific to current behaviors—not vague or general.
Sadly, we’re predisposed to look for the negative: in ourselves, in others and for external events. We rarely scan our environment and ask:
· “What’s working right now... and how can we do more of it?”
· Instead, we look around and ask: “What’s broken—and how can we fix it?”
The problem-seeking mindset is one of the brain’s shortcomings, while also serving as a protective device to spare us from danger and making mistakes.
In Switch (2010), Dan and Chip Heath write about “finding the bright spots” in our work and lives. After extensive research, the two business school professors have documented how we’re wired to focus on bad over good.
It’s no wonder performance reviews and feedback are usually aimed at what’s not working. Yet, some successful individuals can override this brain tendency and focus on the positive, at least enough to create successful relationships both at work and home.
John Gottman, a psychologist who studies marital conversations, finds that couples who sustain long-term marriages use language that reflects five times more positive statements than negative ones. In fact, he calls this “the magic ratio” and claims it will accurately predict if a marriage will last. He urges managers to use a ratio of 5:1 positive statements in conversations with employees.
Chip Heath: Switch: How to Change Things When Change Is Hard
Understanding Personal Leadership Power
One of the key facets of effective leadership is in the creation and use of personal power. Leadership is a process and in cultivating your leadership style it is important to understand the sources of your personal power. The sources are infinitely varied and a number of social scientists have tried to identify them.
Lee Boleman and Terrence Deal (2003) in Reframing Organizations: Artistry, Choice, and Leadership summarized some of the key sources of power in groups and organizations:
Position power where the position confers certain levels of formal authority.
Information and expertise power that flows for those with information, competence, and know-how.
Control of rewards power refers to the ability to deliver rewards, such as, jobs, money or political support.
Coercive power that rests on the ability to constrain, block, interfere, or punish.
Alliances and networks that get things done in organizations through complex networks, individuals, or groups.
Access and control of agenda enable power through access to decision arenas.
Framing control of meaning and symbols refers to establishing the context within which issues will be viewed and decided.
Personal power where individuals with charisma, energy, political skills, or the capacity to articulate a vision are imbued with power independent of the sources.
How do you use or overuse your power?
All sources of power yield influence and there are both positive and negative impacts from the use of power. In cultivating personal leadership it is important to consider the impact of your choices. It can be an indicator of your individual effectiveness within your group or organization.
Lee G. Bolman: Reframing Organizations: Artistry, Choice and Leadership (JOSSEY-BASS BUSINESS & MANAGEMENT SERIES)
How We Understand Life
Do our "everyday illusions" obscure our perceptions and cause us to place undeserved trust in our instincts and intuition?
The illusion of memory shows itself in vivid but embellished recollections of events, based only loosely on reality. This illusion turns out to be especially common in the case of emotionally charged events, such as 9/11 or the Challenger explosion. While we clearly remember more about such terrible days than the days that preceded them, the memories are much less accurate than we suppose—our recollection just isn't that good and often includes details that are plausible but inaccurate.
There's illusion of knowledge—we know less than we think—and the illusion of cause, where we mistake correlation for causation. For example, the appearance of autism symptoms soon after childhood vaccinations has widely—and mistakenly—been interpreted to suggest that vaccines are responsible for autism. Although scientifically discredited, this firmly held belief has led to many skipped vaccinations—and has left many children vulnerable to preventable disease.
While these illusions would presumably be damaging enough, what really does us in is the illusion of confidence: We profoundly underestimate our capacity to be fooled. This susceptibility seems both pernicious and pervasive, exacerbating our other failings while remaining a criterion for professional success.
Most of us tend to overestimate our intelligence, attractiveness, sense of humor and even our driving skills. In all these areas, data suggest, most of us believe that we are above average. Our overestimation of our abilities has especially profound consequences, when it causes us to lose sight of our limitations and forget how fragile our perceptions may be. Our knowledge of financial systems might be less robust than we recognize, but it is overconfidence in our spreadsheet models that can lead us to ruin.
Equally troubling is our tendency to overvalue self-assurance and confuse confidence with competence. Not only do we seek confident leaders, doctors, executives, advisers and workers but we believe their confidence reflects their ability and knowledge. On the one hand, this makes sense: We tend to speak more confidently about things we know best, so when people speak with confidence we assume that outward self-assurance is evidence of an underlying capability.
The trouble is that confidence is a trait, a "consistent quality that varies from one person to the next, but has relatively little to do with one's underlying knowledge or mental ability." An intrinsically confident person might exude confidence even when he knows very little, while someone less confident might appear hesitant even when he knows a lot. Our trouble recognizing this distinction can lead us to trust the wrong people and to underestimate the aptitude of those who are most self-aware.
Source: The Wall Street Journal, June 11, 2010
Christopher Chabris: The Invisible Gorilla: And Other Ways Our Intuitions Deceive Us
Emerging Leaders Allow Themselves to Be Found
You know that Facebook is for fun. Tweets have a short shelf life in promoting someone or something. So if you're serious about being found and matched to your ideal job, the social network site of importance is LinkedIn.
In today's talent management marketplace an invitation to "join my professional network" has become more obligatory than swapping business cards with people you know and respect. The reason is if you try to hard using social networks to get executive recruiters' attention, you'll turn them off. However, if someone else recommends you, that's not the case. As an executive and business coach who works with leaders and emerging leaders, recruiters often send me their job specs asking if I know someone who would be a good fit.
More than 60 million members have logged on to LinkedIn to create profiles, upload their employment histories and build connections with people they know. You can also connect your online professional interactions in one place, join groups on the site (LinkedIn has more than 500,000 of them, based on companies, schools, etc.), offer advice and link your Twitter account and blog updates to your profile.
Visitors to the LinkedIn site have jumped 31% from last year to 17.6 million in February. They include your customers, your colleagues, your competitors, your boss and maybe even your neighbors. And being on LinkedIn puts you in the company of people with impressive credentials: The average member is a college educated 43-year-old making $107,000. More than a quarter are senior executives. Every Fortune 500 company is represented. That's why recruiters rely on the site to find even the highest-caliber executives: Oracle found CFO Jeff Epstein via LinkedIn in 2008.
The reason LinkenIn works so well for professional match-making is that most of its members already have jobs. This population is more valuable to recruiters because they are looking for passive candidates. The $8 billion recruiting industry is built on the fact that they are hard to find. LinkedIn changes that. It's the equivalent of a little black book--highly detailed and exposed for everyone to see.
Source: FORTUNE, April 12, 2010
Therese Marie Boldt: Yes! You Can Land A Job (Even) In A Crummy Economy
Intrinsic Motivation
In 1949, psychologist Harry Harlow placed puzzles in monkeys’ cages and was surprised to find that the primates successfully solved them.
Harlow saw no logical reason for their motivation. The monkeys’ survival didn’t depend on it, and they didn’t receive any rewards or avoid any punishments.
Harlow offered a novel theory: “The performance of the task provided intrinsic reward.” The monkeys performed because they found it gratifying to solve puzzles.
Further experiments found that offering external rewards to solve these puzzles didn’t improve performance. In fact, rewards disrupted task completion.
This led Harlow to identify a third drive in human motivation:
1. The first drive for behaviors is survival. We drink, eat and copulate to ensure our survival.
2. The second drive is to seek rewards and avoid punishment.
3. The third drive is intrinsic: to achieve internal satisfaction.
But Harlow’s theory was met with disdain from the behavioral scientists who dominated motivational theory at the time. It took almost two decades for scientists to return their attention to intrinsic drives.
Negative Impact of Rewards
In 1969, psychologist Edward Deci ran a series of experiments that showed students lost intrinsic interest in an activity when money was offered as an external reward. The results surprised many behavioral scientists.
Although rewards can deliver a short-term boost, the effect wears off. Even worse, rewards can reduce a person’s longer-term motivation to continue a project.
Deci proposed that human beings have an inherent tendency to seek out novelty and challenges, to extend and exercise their capacities, to explore, and to learn.
Open Source Innovations
The third drive has become more important as our society moves from a manufacturing-based economy to one of knowledge and services.
As proof, examine the case of two companies that set out to publish online encyclopedias:
1. Microsoft hired the best people and devoted considerable funds to achieve Encarta.
2. A global force of volunteers created Wikipedia with no budget or salaries.
Encarta no longer exists, while Wikipedia thrives as a fully functional volunteer project.
Still, most businesses continue to pursue short-term incentive plans and pay-for-performance schemes in the face of evidence against them.
Daniel H. Pink: Drive: The Surprising Truth About What Motivates Us
Your Three-Part Brain
Our brains evolved from lower animals:
Our primitive reptilian brain remains responsible for split-second survival reactions (i.e., the “freeze, fight or flight” response).
The middle mammalian brain or your limbic brain is the seat of emotions, where the inner drama queen reigns.
The upper primate/human brain or your neocortical brain weighs a situation logically and generates a conscious plan of action. It may collect data from the reptile and limbic brains, analyze it, and make practical decisions.

Because our neocortical brain has expanded over time, most people believe they think analytically when making decisions. However, some on us have come to believe that all decisions are emotion and we rationalize and justify them analytically.
These three brains may at times work together but they also function independently, especially under stress. This is what happens when people shift, becoming difficult and hard to reach.
The Amygdala Hijack
The amygdala is a part of the brain that processes memory and emotional reactions (especially fear and anger).
When it takes over, the primitive reptile brain runs the show, and surges of adrenaline keep us from thinking clearly over the next few minutes — an effect that may take hours to fade.
The term “amygdala hijack,” first coined by psychologist Daniel Goleman, refers to what happens under acute stress.
When you try to reason with someone in a full amygdala hijack, you’re wasting your time. You must speak to him before the hijack occurs — or talk him down from it using empathy.
Mirror Neurons
Years ago, when scientists were studying Macaque monkeys’ brains, they found that specific nerve cells fired when the monkeys threw a ball or ate a banana. To their surprise, these same cells fired when one monkey watched another perform these acts.
When the brain’s “mirror neurons” fire, we have the ability to feel what the other person is experiencing. These cells are nature’s way of teaching us to care about other people.
Psychiatrist Mark Goulston suggests that many of us suffer a “mirror neuron receptor deficit.” CEOs and managers feel they give their best, only to be met day after day with apathy, hostility, or worse, no response at all. Their brains don't get enough mirror neuron receptor activity. In other words, there's not enough empathy going around the office.
Daniel Goleman, Annie McKee, Richard E. Boyatzis: Primal Leadership
The Power of Respect in Leadership
The level of cohesion and degree of personal connection between leaders and followers can make a difference. Leaders who connect well with their followers are likely to enjoy greater success.
Ms. Ann Moore, former chairman and CEO of Time, Inc., oversees roughly ten thousand employees around the world who publish more than 115 magazines. Moore is convinced that the majority of people who worked for her are overwhelmed by the amount they have to do, frustrated by the paucity of time they have to do it in, and paralyzed by an inability to prioritize.
Paying attention to help workers and managers eliminate time wasters, that distract them from the job at hand, is an example of how she leads. For example, Time Inc. took a look at email usage at the firm and found employees were receiving on average twenty thousand emails a year. That figures to seventy-five full days managing email accounts. Even worse, email traffic was growing at 15 percent annually.
Moore says the company set a goal to reclaim fifteen days from the email swamp. Time Inc. now bans emails after hours or on weekends, unless it's regarding a breaking news story. Employees have been told to disable the "out-of-office" auto reply and stop using the "reply all" button, both of which generate emails that generally are simply deleted. One survey found Americans spend 2.8 minutes per day deleting email, which calculates to $21.8 billion in lost productivity on an annual basis. Instead of email, employees are encouraged to pick up the phone or speak to a colleague in person. "We have to go back to having more human contact," the Time, Inc. executive says.
It seems a small thing for the head of a multibillion-dollar company to focus on. But Ann Moore's success stems from her ability to capitalize on the seemingly insignificant. She says the power of respect has been key to her success. "I got the corner office because I figured out how to have respect for women readers," she says. "You can look all over American industry and see people who do not respect their consumers and are not walking in their shoes." She says you have to ask, "How do you make their lives better? How does he or she feel?"
Deborah Norville: The Power of Respect: Benefit from the Most Forgotten Element of Success
Traditional Communication Style Doesn’t Work
The traditional communication approach follows this sequence:
Define the problem ► Analyze it ►Recommend a solution
This approach appeals to reason and has been a revered intellectual tradition in organizations since the ancient Greeks. It works well when the aim is to pass on information to people who want to hear it, or who are obliged to comply and follow without question.
But if your aim is to get people to change their behavior and act in some fundamentally new ways with sustained energy and enthusiasm, old-school communication has two flaws:
1. It doesn’t work.
2. It often makes the situation worse (negative impact).
People who disagree with you or have other ideas and habits won’t respond well to your list of reasons to change. In fact, lecturing them on your beliefs will often lead to greater entrenchment in their long-held approaches and behaviors.
Confirmation Biases
A significant body of research shows that asking people to change often drives them more deeply into opposition. In study after study, people display a phenomenon called confirmation bias.
Confirmation bias is a tendency to search for or interpret new information in a way that confirms one’s preconceptions and to irrationally avoid information and interpretations that contradict existing beliefs. All of this happens instantaneously in the part of the brain that’s responsible for emotional reactions.
This explains why traditional persuasion techniques fail, especially when delivered too early in a presentation. You risk speaking to a skeptical, cynical and/or hostile audience whose confirmation bias has been activated.
Stephen Denning: The Secret Language of Leadership: How Leaders Inspire Action Through Narrative (J-B US non-Franchise Leadership)
Effective Leadership Language
What does it take to transmit bold new ideas to people who don’t want to hear them?
How can the language you use facilitate enthusiastic, energetic implementation?
Generate enduring enthusiasm for a common cause
Present innovative solutions to solve significant problems
Catalyze shifts in people’s values and ideologies
Demonstrate a willingness to sacrifice personal interests for the greater good
Help others get through crisis moments
Inspire people to want to change, creating a positive energy that sustains the change
Generate followers who will ultimately become leaders
The what of transformational leadership is reasonably clear. It’s the how that’s usually obscure.
How do leaders communicate complex ideas and spark others into enduringly enthusiastic action?
What words do they use to inspire others to become new leaders?
Why are some leaders able to accomplish the feat while others fail miserably?
Stephen Denning, a senior scholar at the University of Maryland’s Burns Academy of Leadership, makes the case for transformational communications in his book The Secret Language of Leadership (Jossey-Bass, 2007). More than anything, it’s what leaders say — and the way they say it — that generates sustained energy and exponential results.
Stephen Denning: The Secret Language of Leadership: How Leaders Inspire Action Through Narrative (J-B US non-Franchise Leadership)
Quantum Physics for Leaders and Dummies
We have difficulty in contemplating events of our everyday lives as quantum phenomena.
Yet, the principles of quantum physics are an essential component of what is happening around us. We still tend to see our world operating within the empirical science that is based upon seventeenth century, Newtonian cause and effect, mechanical physics and the Cartesian split of mind and body.
Leaders need to understand and embrace what we know of reality through quantum physics, cosmology, neuroscience and the evolution of consciousness. Principles of quantum physics have led to high technologies like lasers, transistors and CAT scans but we have difficulty in figuring out and translating our thoughts of these 'subatomic' matter processes into our business language.
Way back in 1900, physicist Max Planck wrote a mathematical formula, on a postcard to a friend, that introduced to the world the notion of tiny, discrete bundles of energy, which behaved both as waves and as particles, and came to be known as quanta.
This formula has become the basis of quantum physics, the strange new science that tells us reality is discontinuous and deeply paradoxical---a reality that doesn't follow the cause and effect rules of our ordinary empirical science.
Now, Lewis Little’s long-awaited book, The Theory of Elementary Waves: A New Explanation of Fundamental Physics, will revolutionize the science of sub-atomic physics. It is as ground-breaking as Benoit Mandelbrot’s Fractal Geometry and even more radical in overturning 80 years of bad science. Little writes for the intelligent layman, so you can follow his discussion of a field that has often posed as being too obscure and anti-intuitive for the common mind to grasp.
But anything real can be explained, and Little spares no words in tearing down the edifice of magical thinking that permeates quantum mechanics and then erecting a new structure of reasoning from real, physical action and reaction that, as he puts it, “any 8th-grader can understand.”
Lewis E. Little: The Theory of Elementary Waves: A New Explanation of Fundamental Physics
The Mindful Leader
Before you dismiss mindfulness as New Age rhetoric, pay attention to the research. Recent studies in management science, psychology and neuroscience point to the importance of developing mindfulness and experiencing meditation.
Mindfulness meditation has long been practiced by Buddhists and others seeking greater calm and peace of mind. A Buddhist-trained HR executive, Michael Carroll encourages business leaders to take time to sit and be still. Stressed-out executives, he maintains, need a way to reconnect with themselves to become more open and, consequently, more effective.
In his new book, The Mindful Leader: Awakening Your Natural Management Skills Through Mindfulness Meditation (2008), Carroll explores the key principles of mindfulness and how they apply to leading organizations.
Mindfulness meditation addresses a wide range of topics, including:
How to heal toxic workplace cultures where anxiety and stress impede creativity and performance
How to cultivate courage and confidence in spite of workplace difficulties and economic recession
How to pursue organizational goals without neglecting what’s happening here and now
How to lead with wisdom and gentleness, not only with ambition, relentless drive and power
How a personal meditation practice develops your innate leadership talents
Recent research highlights the many benefits of mindfulness meditation:
1. Repaired immune systems
2. Heightened emotional intelligence
3. Reduced anxiety and depression
4. Sustained levels of joy and satisfaction
5. Greater career resilience
6. Improved cardiovascular health
7. Fewer days lost to illness and stress
But practicing meditation requires much…well, practice. It demands vulnerability and heart, rather than ambition and achievement—a tall order for hard-driving, results-oriented executives.
Practice mindfulness meditation with non-achievement in mind. Meditation’s benefits are attained by exercising unseen “leadership muscles” as you sit still.
Ten leadership talents developed through meditation are presented in Carroll’s book:
Simplicity -- Enthusiasm
Poise -- Patience
Respect -– Awareness
Courage -– Skillfulness
Confidence -- Humility
These skills develop with practice and can then be applied with a natural ease and familiarity.
As you know from experience, leading others is no small task, requiring a poised, courageous, down-to-earth acknowledgment of reality.
When you slow down, you gain a realistic picture of what’s going on instead of speeding through your day—or worse, speeding through your life.
Michael Carroll: The Mindful Leader: Awakening Your Natural Management Skills Through Mindfulness Meditation
Leadership Importance
Leadership and management are more important than ever before.
The days of the long-serving corporate man, safe and sound in the dusty recesses of the corporation, are long gone. Soon, the emphasis will be on getting a life instead of a career, and work will be viewed as a series of gigs or projects.
This is the age of time and talent, where we are selling time and talent, exploiting time and talent, organizing time and talent, hiring time and talent, packaging time and talent. The most critical resource wears shoes and walks out the door around five o'clock every day.
Leadership: Herding flocks of brains
We now own the major assets of society--our own minds. And power equals freedom. We are all potentially free to know, go, do and be whoever we want to be. But freedom is not something you are simply handed. It is something you conquer. And, today, power lies in controlling the scarcest of resources: human intelligence. As opposed to physical resources, knowledge grows with usage and is portable--you can take it with you when you leave.
As a result, management and leadership are keys to competitive advantage. They differentiate you from the mass. How you attract, retain and motivate your people is more important than technology; how you treat your customers and suppliers, more important than technology.
Jonas Ridderstrale: Funky Business Forever: How to Enjoy Capitalism (Financial Times)
Gullible Intellects
A Ponzi scheme is a fraud in which invested money is pocketed by the schemer and investors who wish to redeem their money are actually paid out of proceeds from new investors.
As long as new investments are expanding at a healthy rate, the schemer is able to keep the fraud going. Once investments begin to contract, as through a run on the company, the house of cards quickly collapses. The scheme gets its name from Charles Ponzi, an Italian immigrant to Boston, who around 1920 came up with the idea of promising huge returns (50% in 45 days) supposedly based on an arbitrage plan (buying in one market and selling in another) involving international postal reply coupons. The profits allegedly came from differences in exchange rates between the selling and the receiving country, where they could be cashed in. Pontzi began with 16 investors in 1919 and his pyramid scheme eventually took in $15 million. In 1920, Mr. Ponzi was convicted of mail fraud and spent several years in jail.
The basic mechanism explaining the success of Ponzi schemes is the tendency of humans to model their actions--especially when dealing with matters they don't fully understand--on the behavior of other humans. This mechanism has been termed "irrational exuberance," coined by economist, Robert J. Shiller, who later wrote a book with that title.
Mr. Shiller employs a social psychological explanation that he terms the "feedback loop theory of investor bubbles." Simply stated, the fact that so many people seem to be making big profits on the investment, and telling others about their good fortune, makes the investment seem safe and too good to pass up.
In Mr. Shiller's view, all investment crazes, even ones that are not fraudulent, can be explained by this theory. Two modern examples of that phenomenon are the Japanese real estate bubble of the 1980s and the American dot-com bubble of the 1990s.
While social feedback loops are an obvious contributor to understanding the success of Ponzi and other mass financial manias, one also needs to look at factors located in the dupes themselves. There are four factors used to understand acts of gullibility: situation, cognition, personality and emotion. Obviously, individuals differ in the weights affecting any given gullible act.
Situations. Every gullible act occurs when an individual is presented with a social challenge that he has to solve.
Cognition. Gullibility can be considered a form of stupidity, so it is safe to assume that deficiencies in knowledge and/or clear thinking often are implicated in a gullible act.
Personality. Gullibility is sometimes equated with trust, but the late psychologist Julian Rotter showed that not all highly trusting people are gullible. The key to survival in a world filled with fakers or unintended misleaders who were themselves gulls is to know when to be trusting and when not to be.
Emotion. Emotion enters into virtually every gullible act. In the case of investment in a Ponzi scheme, the emotion that motivates gullible behavior is excitement at the prospect of increasing and protecting one's wealth.
Source: The Wall Street Journal, January 4, 2009 Read an excerpt from Stephen Greenspan's new book, "Annals of Gullibility" at www.WSJ.com/Lifestyle
Stephen Greenspan: Annals of Gullibility: Why We Get Duped and How to Avoid It
Please Allow Me to Tell You Who You Are
Human beings have long looked for signs of order in the unruly variety of our own natures.
Today, this need for coherence is met largely by theories about personality-- as measured, usually, by personality tests. All these personality self-assessments serve the same deeply felt needs:
They subdue the blooming, buzzing hive of differences among people.
They allow predictions to be made and advice to be dispensed.
They permit swift judgments about strangers.
They authorize the assignment of individuals, ourselves included, to the comforting confines of a group.
They often justify social arrangements as they are, extending a reassuring sense of stability to some.
And, most important, they offer to explain why---why we are the way we are.
Perhaps, the most potent effect of personality testing is its most subtle. For almost a hundred years it has provided a technology, a vocabulary, and a set of ideas for describing who we are, and many Americans have adopted these as our own.
Personality questionnaires are used even more widely in the workplace: a 2003 survey shows that personality tests are now administered by 30 percent of American companies, from mom-and-pop operations to giants like Wal-Mart and General Motors.
Perhaps, no other personality test has achieved the cult status of the Myers-Briggs Type Indicator, an instrument created in the 1940s by a Pennsylvania housewife.
Fiercely proud of the test she called "my baby," Isabel Myers believed that it could bring about world peace--or, at least, make everyone a little nicer. The Myers-Briggs, which assigns each test taker a personality type represented by four letters, is now given to 2.5 million people each year, and is used by 89 of the companies in the Fortune 100.
Employed by businesses to "identify strengths" and "facilitate teamwork," the Myers-Briggs has also been embraced by a multitude of individuals who experience a revelation (what devotees call the "aha reaction") upon learning about psychological type. Their enthusiasm persists despite research showing that many test takers achieve a different personality type when tested again.
For more on the Myers-Briggs Type Indicator, and other personality tests, please visit: www.SelfAssessmentCenter.com
Human beings are complex creatures, and we need simple ways of grasping them to survive. But how we simplify---which shortcuts we take, which approximations
we accept---demands close inspection, especially since these approximations so often stand in for the real thing.
"The Cult of Personality: How Personality Tests Are Leading Us to Miseducate Our Children, Mismanage our Companies, and Misunderstand Ourselves" tells the story of one very powerful and pervasive way of understanding ourselves: where it came from, why it flourished, and how, too often, it fails us. Every personality test publisher and all those professionals who use these instruments in their work should buy and read this new book.
Gaining Greater Self-Knowledge
Ayurveda, which literally means "knowledge of life and longevity," is a system of holistic medicine developed more than 7,000 years ago by the rishis, India's great physicians, physicists, and theologians. The rishis authored Hinduism's oldest sacred texts, the Vedas. Ayurveda is a cosmic blueprint for creating overall health, with principles deeply rooted in honoring the intricate balance between the body, mind, spirit and rhythms of the universe. The greatest purpose in life is to experience complete awareness. Healing is a reality that is happening at every moment of our lives if we are aware of it.
In Wise Earth Ayurveda (www.wisearth.org), cultivating inner awareness is accomplished in part through sadhanas--conscious practices that connect us to the Divine, to nature, and to ourselves. A sadhana can be a formal meditation or the creation of a wholesome meal for your family. Many sadhana prompt a pause from everyday life, particularly important for those struggling with illness.
Living with Awareness
"When we are in touch with the divinity within us," says Maya Tiwari author of the groundbreaking work Ayurveda: A Life of Balance, "we become free. We have a sense of freedom in expression, of lightness within, freedom of not being so compelled to live the goal-oriented, stress-driven lives that we all contribute to. Health begins to become more center-poised, and we are then quickly able to separate what serves us from that which does not. The main thing in life is no longer the accomplishment of specific goals at any cost. One of the things that women in particular endure today is a total inundation of stress, even with the holistic work they are doing. Everything seems to get fit into an already overdriven life.
Visit: http://www.smashwords.com/books/view/64141 to purchase this book to continue reading. Show the author you appreciate their work!