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Theodore B. Kinni Editor of The Business Reader Review, a free electronic
newsletter of capsule reviews of new business books. Al Ries Voted one of
the top 100 most influential public relations people in the 20% century by
PR Week.
Savvy business people and investors around the world are asking, what
do we have to do today to prosper tomorrow, next month, next year?
That's the question that started Al Ries and Theodore Kinni working on
Future Focus, the book that answers the question:
what will it take to succeed in business in the next century and new
millennium?
They found the answers among twenty-one focused, innovative, and
protean companies. Future Focus explores each of these 21 companies in
turn. Each company is introduced by a quote from one of its leaders, an
Executive Snapshot that offers a fast insight into the strategic vision of
the company.
What can you learn from Future Focus?
There are many practical business lessons in the book. They revaolve
around four major themes:
e 21" century success is focused.
e Almost all of the Future Focus 21 have flirted with diversification.
e Almost all have lost money on the outside ventures and are
extremely focused as of today.
e Those that continue to operate outside their core businesses are
usually in related businesses and are building a vertically
integrated operation.
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The lesson: Get and stay focused.

21" century success is innovative. The Future Focus 21 are innovators.
They are busy searching out original products and services or they
are busy introducing existing products and services in markets that
have never seen them before. Either way, they are innovators in the
marketplace.

The lesson: Be Innovative.

21" century success is global. With a single exception, each company
in the Future Focus 21 is a global business and is trying to get more
global. A well-focused company replaces the urge to diversify its
businesses with the drive to diversify its markets.

The lesson: Go global.

21* century success has speed bumps. There isn't a single, sustained
upward ride in any of the Future Focus histories. Sooner or later, a
competitor beats you to the next best thing or the bottom drops out of
your customer’s market or the whole economy heads south for a
breather.

The lesson: Be prepared for hard times.
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SECOND EDITION

4] 7

A COMMONSENSE APPROACHTO A
CONTINUOUS IMPROVEMENT STRATEGY

Written by Masaaki Imai, pioneer of modern business operational excellence and founder of the
Kaizen Institute, Gemba Kaizen, Second Edition is an in-depth revision of this renowned, bestselling
waork.
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The book reveals how to implement cost-effective, incremental improvements in your most critical
business processes. Global case studies from a wide range of industries demonstrate how Gemba
kaizen has been successfully used to:

Maximize capacity and reduce inventory at Unga Limited, one of Kenya's largest flour-
milling operations

Change the IT culture at Achmea, a large European insurance firm

Exceed customer expectations at Walt Disney World in the United States

Improve quality at Inoue Hospital in Japan

Transform retail processes at Sonae MG, Portugal's largest employer

Practice daily kaizen at Tork Ledervin, a weaving plant in Brazil

Stamp out Muda at Sunclipse, an industrial packaging distributor in the United States

Manage quality improvement by total workforce involvement at Xuji Group Corporation, an
electrical manufacturer in China

Implement Gemba kaizen at many other companies worldwide

To thrive in today's competitive global economy, organizations need to operate more effectively

and profitably than ever before. Developing problem solvers, increasing productivity, impraving

quality, and reducing waste are essential success factors. Proven strategies for achieving these
goals are included in this pioneering guide.

This comprehensive resource offers detailed coverage of important Gemba kaizen topics,
including:
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Duality, cost, and delivery in the gemba

The five steps of workplace organization

Identifying and eliminating muda—any non-value-adding activity
Visual management

Supervisors' roles in the lean workplace

Gemba managers’ roles and accountability in sustaining high performance



e Just-in-time and total flow management
o The CED's role in leading a kaizen culture

The methods presented in Gemba Kaizen, Second Edition reveal that when management focuses on
implementing kaizen (incremental, continuous improvement) in the gemba (the worksite) unique
opportunities can be discovered for increasing the success and profitability of any organization.
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Added Change In An Organization ,New York: John Wiley & Sons, Inc .2001.
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Contemporary Management Gurus



Top 10 Management Gurus of all time
Guru is someone who acts as a guiding light for that path on
which we decide to embark our journey. In every field, there are
pioneers and revolutionaries who have created disruption in
order to break-free the primordial practices. Here, we present
some of greatest management gurus of all times who will inspire
you to do well in your career
In the field of management, Management Gurus are pioneers who
have achieved name and fame with the tried and tested formulas
that have helped them evolve theories and practices that you as
an aspirant read in the books and magazines.
Be it in the domain of finance, marketing, human resource,
advertising, retail or other 83 specializations that contributes to
enhance the revenue of an enterprise, these management gurus
of 21 century have invested their grey matter to take the
organizations to greater heights.
The valuable lessons that they have imparted in the field of
management can surely let you broaden your perception to think
the unthinkable.
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Interview with.henorary doctor Michael Porter

Eredoctoraat Michael Porter
Kortrijk, 8-10-2018

P M o) 0:09/635

https://youtu.be/FoagunDwEl

Tom Peters on the Attributes of Great Leaders

tompeters!

P P o) 006/26:16

https://youtu.be/nAgHaD7bf0w
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https://youtu.be/FoagunDw6I
https://youtu.be/nAgH5D7bfOw

PNTV: The Effective Executive by Peter F. Drucker

[ne Crrective .

1T

7 CONRIRdToN”

3 Skanghs= 14
G CONCERIRATI ' .‘

5 DEASNS

P M o) 0:11/1942

https://youtu.be/3KG7-cr-y78

Peter Drucker's Five Questions

Drucker’s Five Questions:
Thefirst questions he asks about a
business.

&
«<\¢

&/
Mgy 3 vad >

——————
An e-Learning Company

P o) 000/316

https://youtu.be/tRUGjhRIFGY
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https://youtu.be/3KG7-cr-y78
https://youtu.be/tRUGjhRI9GY

Situational Leadership Model Explained

Situational
Leadership

Model

Ken Blanchard - One Minute Manager

LONDON
BUSINESS
FORUM

Ken Blanchard

One Minute Manager:
Techniques to increase productivity and profits

Wednesday 24th October 2012

P M R 0:09/601

https://youtu.be/ZRUIER;-GtM


https://youtu.be/pykuvuA-QFU
https://youtu.be/ZRU9ERi-GtM

Business Strategy - Core Competencies
utor2u

BUSINESS TOPIC VIDEOS

Core Competencies

A Level & IB Business

Hosted by Jim Riley

> M N 001/814

https://youtu.be/M3RotAAWOWY

Reinventing Management

Business

Gary Hamel
F Visiting Professor

London School Of Business

VIDEO PROVIDED BY UNIVERSITY OF PHOENIX LECTURE SERIES

> M W) 001/417

https://youtu.be/wwqvtgp3djs
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https://youtu.be/M9Rot4AWOWY
https://youtu.be/wwqvtgp9djs

= Prahalad @ MSM Beyond competing for the future 1/6
§

Prof. C.K. Prahalad

speaking at the

]
MAASTRICHT

May 20, 2008

4 P > R 00171000

https://youtu.be/Ugycvk zeVk

e Ak Prffice Peter Senge

hel A(*;lrl;ﬁﬂ ii.;lni/;\(it)n
l Author of

metfici. The Fifth Discipline

https://youtu.be/ve2ruCErTok
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https://youtu.be/Ugycvk_zeVk
https://youtu.be/vc2ruCErTok

Peter Senge, The Fifth Discipline

ThelkifthiDiscipline:
The'Art.and Practice

ofthe
LearningOrganization

-~

D M X)) 025/1:1749

https://youtu.be/FIn7GnBNWmo

BUSINESS TOPIC VIDEOS

tutor2u’

Kaplan & Norton's Balanced

Scorecard

A Level & IB Business

Hosted by Jim Riley

https://youtu.be/0ZtNk__7Byg


https://youtu.be/Fln7GnBNWmo
https://youtu.be/OZtNk__7Qyg
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l. A Survival Guide for Startups in the Era of Tech
Giants?

Thales S. Teixeira

February 21, 2020

e S

Startups and established companies all face a dilemma when
building new technology products. If they hit upon something
innovative that has high potential, they invite the scrutiny of large
technology companies such as Amazon, Google, Facebook, and
Microsoft. Big Tech has the money, technology, data, and talent to
replicate and enhance any technological innovation that is not

2 https://hbr.org/2020/02/a-survival-quide-for-startups-in-the-era-of-
tech-giants

43


https://hbr.org/search?term=thales%20s.%20teixeira
https://hbr.org/2020/02/a-survival-guide-for-startups-in-the-era-of-tech-giants
https://hbr.org/2020/02/a-survival-guide-for-startups-in-the-era-of-tech-giants

fully protected by patents — which encompasses most digital
products.

Recent episodes have shown this copycat behavior to be quite
common and life-threatening to startups. The copying comes in
various flavors. Sometimes tech giants simply copy innovative
features. When Snapchat was doing well with stories that
disappeared after 24 hours, for example, Facebook retaliated by
introducing the same feature to its products, including Instagram
and WhatsApp. Subsequently, Snapchat's usership stalled. It has
had trouble regaining momentum, and its stock price went down
dramatically.

In more egregious cases, whole “form factors” (in Silicon Valley
jargon) have been copied. After years of growing its user base at
nearly 3% per month (!) Slack’s adoption rate has slackened and
started to show signs of decline. The pivotal event? The
introduction of Microsoft's knockoff product, Teams. Microsoft did
what it does best: waited to see signs of success (four years, in
this case) then copied the offering and later integrated it into its
other products.

A third approach is to copy a niche product. Allbirds acquired a
cult following by developing a line of wool shoes sourced in an
environmentally responsible manner. In response, Amazon copied
the top-selling product almost point-for-point and sold it online
for nearly half the price.

a4



Despite this predatory behavior — and the resulting reluctance of
some venture capitalists to invest — a few startups have
managed to survive beyond their early stages and become sizable
players in the same space as the tech giants. On the surface, it
looks as if they succeeded due to luck or lack of interest on Big
Tech's part. In reality, though, these challengers succeeded by
using the companies’ strengths against them. This strategic move,
although counterintuitive at first, can lead to copy-proof
innovation.

Consider Wayfair. Today it's the largest online seller of home
goods and furniture. Back in 2014, a Harvard case| co-authored

described how the company had just merged more than 200 niche
product websites into the Wayfair brand. When | spoke with its
co-founder and CED, Niraj Shah, it was clear that Amazon was the
constant threat. Over the years, Wayfair had implemented many
features that it had seen work for Amazon, and Amazon
developers also copied features from Wayfair.

One thing that Amazon did not replicate — and that worked
remarkably well for Wayfair — was taking its own pictures of and
measurements for the furniture and home furnishings that it sold.
This additional detail helped consumers visualize the home decor
they were planning, and it helped Wayfair to differentiate itself

and get traction. (lts five-year revenue growth has been an
astounding 43% [CAGR], compared to Amazon's 26%.) Yet,

da


https://store.hbr.org/product/building-an-e-commerce-brand-at-wayfair/516028?sku=516028-PDF-ENG

Amazon continued to show only the pictures provided by the
manufacturer.

Why? | suspect it's because Amazon has 3 billion items for sale,
whereas Wayfair offers 14 million. The infrastructure and added
cost that Amazon would require to take unique pictures of
products is daunting, particularly given that more than half its
sales comes from the marketplace listings that are managed
independently by third-party sellers. And it's not just about costs.
To succeed with Wayfair's approach, Amazon would need longer
lead times for adding new products, reducing the speed of growth
at the “everything store.” Plus, it would cause the website to load
slower and be more visually cluttered. Amazon could have copied
Wayfair, but it chose not to, as that was not in its own interest.
Lulily, which sells women's and children's clothing online, found
another approach to competing with Amazon in a way that the
giant retailer chose not to emulate. Amazon is relentlessly
customer-centric: Shoppers tend to get lower prices, quicker
delivery times, and great customer service. However, in retailing,
catering to the shopper above all else comes at the expense of
the supplier — and Amazon's suppliers put up with a lot. Amazon
routinely withholds or delays payment, often arbitrarily. Worse, it
copies suppliers’ products and undercuts them, often putting the
supplier out of business.

So, it made perfect sense for Zulily to offer suppliers high-quality
service, commit to volume purchases, and offer fair purchase



prices. As a result of Zulily's approach, many suppliers accepted
exclusive supply deals with the startup instead of selling on
Amazon's much larger marketplace. This, in turn, allowed Zulily to
offer novel and unique items not available elsewhere. The
company grew revenues tremendously — from 2008 to 2014 at a
CAGR of 161% — until it was acquired by Burate, owners of QVC
and HSN, in 2015 for $2.4 billion as this Harvard case study shows.
Outside of e-commerce, in its early days Dropbox took advantage

of Microsoft's massive enterprise software sales prowess. For
years, Dropbox was a tiny startup with only a few dozen
employees and no salesforce to sell cloud storage to enterprise
CI0s and CT0s. Instead, Dropbox offers its service for free to
individual consumers. As people adopted the service and it grew,
Dropbox got this network of people to start using its product at
work. Over time, those users lobbied their bosses, Cl0s and CT0s,
to purchase and offer Dropbox for Business, the subject ofa
Harvard case study. In other words, they used personal

consumption as a Trojan horse.
Thisjudo-like approach, in which a smaller challenger leverages

the opponent's larger size and strength, is promising, but it's
certainly not guaranteed to work or to be sustainable over the
long haul. If they don't copy you, the giant you're challenging
might opt to build a standalone competitor and still copy point-
for-point what you built. That said, it's generally easier to
compete with a stand-alone spinoff than the “mother ship.” When
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TikTok offered a video-sharing app that allowed users to share
music snippets, it appealed to younger users who thought
Facebook was for their parents and grandparents, and it quickly
grained traction. In response, Facebook launched a nearly
identical stand-alone app called Lasso, which thus far has not
gained traction.



2. Monopolies and Tech Giants: The Insights You Need
from HBR (Advance Edition)

Alternatively, Big Tech might simply attempt to acquire the threat.

But that's not guaranteed to succeed, either. Acquisition is
sometimes very costly and increasingly it's just not an option.
Facebook did try to buy Snapchat and was denied. Microsoft did
try to buy Slack without success. In these cases, it was the
startup founders and investors that rejected the offers. Amazon,
reputationally the least acquisition-prone of the Big Tech bunch,
has historically preferred to develop in-house rather than
acquire from outside.

| have been using this approach with the startups that | advise to
various degrees of success. In order to leverage Big Tech's
strengths against them and avoid being besieged by copycat
behavior, you will need to address these guestions:

|. Does the opponent have g major strengtfthat is predominantly
responsible for its success?

2. Can you identify a product offering (niche, feature, or format)
that a segment of customers value and the delivery of which is
made harder by possessing the above-mentioned strength?

3. Would mimicking the novel offering somehow hurt the larger
opponent’s main business?

4. If the product offering eventually has traction in the market,
would the Big Tech opponent necessarily need to give up its
strength to copy or compete?


https://store.hbr.org/product/monopolies-and-tech-giants-the-insights-you-need-from-harvard-business-review-advance-edition/10359?referral=02560
https://store.hbr.org/product/monopolies-and-tech-giants-the-insights-you-need-from-harvard-business-review-advance-edition/10359?referral=02560

If you can answer “yes"” to these questions, then you too may
have found a way to deter blatant copying and to succeed
unencumbered. Of course, no single strateqy can deliver an
advantage forever. In order to thrive, constantly creating copy-
proof innovation is essential.
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3. The Digital Talent Gap Extends Into The C-Suite,

Ton?

Joe McKendrickcontributor

[ track how technology innovations mave markets and careers

Top executives still need to up their digital game, studies show.
With automation, Al and other technology-driven changes to
their workplaces, it's a challenge keeping up with the training
or educational requirements of the workforce. But perhaps
upper-level executives could use an educational boost as well.
As explained in a recent post, business leaders need to up their
games in terms of digital transformation. Now, more industry
surveys confirm that C-level executives could really use more
education on business technology.

Many business leaders are held back by a deficiency in digital
savviness coupled with outdated mindsets, according to
astudy of 4,394 global business leaders out of MIT Sloan
Management Review. “Executives around the world are out of
touch with what it will take to win, and to lead, in the digital
economy,” according to Douglas Ready and his co-authors.

2 https://www.forbes.com/sites/joemckendrick/2020/02/19/the-
digital-talent-gap-extends-into-the-c-suite-ton/#167773d8a0082
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“Digitalization, upstart competitors, the need for breakneck
speed and agility, and an increasingly diverse and demanding
workforce require more from leaders than what most can
offer.”

The MIT survey shows finds only 12% of executives strongly
agree that their leaders have the right mindsets to lead them
forward. In addition, only 40% agree that their companies are
building robust leadership pipelines to tackle the demands of the
digital economy. While 82% believe that leaders in the new
economy will need to be digitally savvy, less than 10% of
respondents strongly agree that their organizations have
leaders with the right skills to thrive in the digital economy.
Another survey of 400 IT executives released by Logicworks
finds more than four in five (84%) wish their company's
leadership better understood what IT does, and 76% think their
company's leadership doesn't grasp how the cloud really works.

Today In: Innovation
How can executives build their digital leadership abilities? The

MIT researchers offer the following advice:

Be bold and clear. “Articulate a powerful leadership narrative
that courageously lays out what you believe is important for
leading in the digital economy,” Ready and his co-authors state.
“Don't mince words. Be an authentic role model for the new
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leadership. A forceful, clear leadership narrative will send a
message that it is high time to bring about change.”

Look for potential. “Promote a culture that identifies future
leaders early in their careers,” the authors advise. “Signal
which people with which behaviors and mindsets best reflect the
values expressed in your leadership narrative.”

Emphasize community. “Build communities of leaders by
empowering employees at all levels. Shed the baggage of dense
hierarchies. Understand that your employees’ value and respect
your ability to connect with them far more than your title.”

Build trust. “Make transparency and trust the cornerstone of
your culture to unleash the energy that exists at every level and
in every corner of your organization,” the MIT researchers
state.

Demand diversity. “The research is clear that diverse teams
perform better, so stop talking about diversity and make it
happen. Use data and insights to identify where diversity is lost
and how to preserve it."
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4. Don't Let Negativity Sink Your Organization

Bill Taylor
February 17, 2020

—_— e — ———

Every so often, you encounter academic research that snaps into
place a whole bunch of tensions, issues, and problems that you've
noticed but haven't been able to understand. That happened to me
when | read a new book called /52 Power of Bad- How the

Negativity Effect Rules Us and How We Lan Rule /t The authors of
the book, renowned research psychologist Roy F. Baumeister and

award-winning journalist John Tierney, offer lessons from social
science about life, love, parenting, even palitics.

For me, though, the book provided eye-opening insights into a set
of questions about business and leadership that | have been
wrestling with for years — questions that get to the heart of why
so many organizations find it difficult to transform themselves
despite the best of intentions. Questions such as:

Why do so many big, established, well-funded companies remain
so cautious and conservative, even in the face of radical
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technology advances and head-spinning disruptions in the
marketplace? Why is change so hard?

Why are so many executives so deadly afraid of failure, even
though most of them will admit that successful innovation rarely
comes without setbacks, that the very nature of launching new
products or rethinking old processes requires risk-taking,
experimentation, and inevitable bumps in the road?

How is it that just one discordant colleague, a single voice of
negativity in a business unit or project team that is upbeat and
enthusiastic, can cast such a long shadow on group morale? How
does one bad apple always seem to spoil the whole bunch?

John Tierney and Roy F. Baumeister help us wrestle with these
and other questions about strategy, culture, and creativity by
starting with a defining principle of human psychology — bad is
stronger than good. We humans are wired in such a way, they
argue, that there is a “universal tendency for negative events and
emations to affect us more strongly than positive ones.” We are
“devastated by a word of criticism” but “unmoved by a shower of
praise.” We “see the hostile face in the crowd” but “miss all the
friendly smiles.”

| don't know about you, but for me, as a parent, an author, and a
public speaker, these observations ring painfully true. But this
built-in “negativity bias” also has huge implications for us in our
roles as leaders, colleagues, and change agents.
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For one thing, it explains why so many organizations remain so
reluctant to change, even in the face of massive evidence that the
risk of trying something new is much lower than the cost of
clinging to what's worked in the past. Too many of us are “safety
junkies,” according to Tierney and Baumeister. “We pay so much
attention to bad things — reliving them, imagining them, avoiding
them — that we let fear run our lives and become irrationally
cautious.”

The social-science term for this mindset is “loss aversion” —
most of us prefer to play not to lose rather than play to win,
because we feel the sting of defeat so much more intensely than
the pleasure of success. But for leaders who want their
companies to win, especially in fast-changing, hyper-competitive
fields, allowing their organizations to remain addicted to safety is
the ultimate losing proposition. I've found that the best leaders
infuse their organizations with what John Gardner, the leqendary

leadership scholar, called “tough-minded optimism” —

excitement, enthusiasm, grit. The future, he insisted, “is rarely
shaped by people who don't themselves believe in the future.”
Effective leaders keep their people excited about the future and
break their addiction to safety.

The power of bad also explains why it is so hard to sustain
innovation over the long term, even when things are basically
going well. It turns out that the impact on morale of even a small
setback — a project that goes over budget, a product that doesn't
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deliver quite as promised — can overwhelm all the successes that
surround it. Tierney and Baumeister call it The Rule of Four: “It
takes four good things to overcome one bad thing.”

I've found that the most effective leaders go out of their way to
remind colleagues of the progress they are making, to celebrate
small wins as frequently and colorfully as they can. There's a
reason somany startups ring a bell (or lately, it seems, a

qong) every time they land a new customer, or organize Friday
celebrations to revel in the week's good news. Much of our day-
to-day experience in business, from building a new company to
changing an established one, is tinged with disappointment — the
customer we didn't land, the meeting that didn't go well. The Rule
of Four means leaders should make it a point to emphasize (even
over-emphasize) good news in order to drown out the bad news.
The power of bad explains one final element of the hard work of
big change, this one more personal than strategic. |'ve always
been struck by how a small number of discordant voices inside a
company — a loud skeptic, a died-in-the-wool traditionalist — can
slow down or paralyze a change program that enjoys widespread
support. As it turns out, one “bad apple” really can spoil the whole
bunch (the lyrics of that Dsmond's song notwithstanding), so it's

urgent for leaders to rid their teams of the three different kinds
of bad apples that Tierney and Baumeister describe: the jerk, the
slacker, and the downer-.
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Researchers have documented the positive impact of “social
support” — friends, colleagues, neighbors who pump you up and
cheer you on. Researchers have also documented the negative
impact of “social undermining” — people who gossip, carry
grudges, and otherwise bring you down. Not surprisingly, “Social
undermining was found to have a bigger impact than social
support.”

So, leaders with great ideas and good intentions won't succeed
unless they are prepared to deal with their bad apples.
Ultimately, the good news is that bad news doesn't have to drag
down your company or your team. But it does require all of us, as
executives, entrepreneurs, and change agents, to infuse well-
designed strategies with a healthy dose of psychology. In
business, as in life, it's hard to get to the good unless you
overcome the power of bad.
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5.The Power of Bad?®

HOW THE
NEGATIVITY EFFECT
RULES us anp HOw

WE CAN RULE T

JOWN TIERNEY

AND ROY \;-R
1St

BAUHE AUTHORS

SESTSELLING

'3 WILLPOWER

Take the bad with the good, we stoically tell ourselves. But that's
not how the brain works. Dur minds and lives are skewed by a
fundamental imbalance that is just now becoming clear to
scientists: Bad is stronger than good.

This power of bad goes by several names in the academic
literature: the negativity bias, negativity dominance, or simply
the negativity effect. By any name, it means the universal
tendency for negative events and emotions to affect us more
strongly than positive ones. We're devastated by a word of

2 https://www.penguinrandomhouse.com/books/ 313665/ the-power-of-
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criticism but unmoved by a shower of praise. We see the hostile
face in the crowd and miss all the friendly smiles. The negativity
effect sounds depressing-and it often is-but it doesn't have to be
the end of the story. Bad is stronger, but good can prevail if we
know what we're up against.

By recognizing the negativity effect and overriding our innate
responses, we can break destructive patterns, think more
effectively about the future, and exploit the remarkable benefits
of this bias. Bad luck, bad news, and bad feelings create powerful
incentives-the most powerful, in fact-to make us stronger,
smarter, and kinder. Bad can be put to perfectly good uses, but
only if the rational brain understands its irrational impact.
Beating bad, especially in a digital world that magnifies its
power, takes wisdom and effort.

The negativity effect is a simple principle with not-so-simple
consequences. When we don't appreciate the power of bad to
warp our judgment, we make terrible decisions. Our negativity
bias explains things great and small: how countries blunder into
disastrous wars, why neighbors feud and couples divorce, how
economies stagnate, why applicants flub job interviews, how
schools are failing students, why football coaches punt much too
often. The negativity effect destroys reputations and bankrupts
companies. |t promotes tribalism and xenophobia. It spreads
bogus scares that have left Americans angrier and Zambians
hungrier. It ignites moral panics among both liberals and
conservatives. It poisons politics and elects demagogues.

Bad is universally powerful, but it is not invincible. You are most
affected by the negativity effect during your younger years,
when you most need to learn from failures and criticism. As you
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age, the need to learn diminishes while perspective increases.
Oid people tend to be more contented than young people because
their emotions and judgments aren't as skewed by problems and
setbacks. They counteract the power of bad by appreciating
pleasures each day and recalling happy moments instead of
dwelling on past miseries. Their lives may not seem better by
objective standards (particularly if they have health problems),
but they feel better and can make sounder decisions because
they can afford to ignore unpleasant learning opportunities and
focus on what brings joy.

That's the sort of wisdom we're promoting in this book. We'll
explain how to use the power of bad when it's beneficial and
overcome it when it's not. Thanks to a recent surge of studies of
the negativity effect, researchers have identified strategies for
coping with it. Evolution has left us vulnerable to bad, which
rules a primal region of the brain in all animals, but it also has
equipped the more sophisticated regions of the human brain with
natural cognitive tools for withstanding bad and employing it
constructively. Today these tools are more essential than ever
because there are so many more skilled purveyors of fear and
vitriol-the merchants of bad, as we call them, who have
prospered financially and politically by frightening the public and
fomenting hatred.

We'll show how to deploy the rational brain to keep bad at bay in
both private and public life-in love and friendships, at home and
school and work, in business and politics and government. Abave
all, we want to show how good can win in the end. It is not as
immediately powerful and emotionally compelling as bad, but
good can prevail through persistence, intelligence, and force of



numbers.

By learning how the negativity bias affects you and everyone
else, you see the world more realistically-and less fearfully. You
can consciously override the impulses that cause crippling
insecurities, panic attacks, and phobias like the fear of heights
or public speaking. A phobia is a discrete illustration of the
power of bad: an exaggerated reaction to the possibility of
something going wrong, an irrational impulse that prevents you
from enjoying life to its fullest. Phobias can be overcome, and so
can more generalized problems once you understand the
negativity effect.

Instead of despairing at a setback, you can look for ways to
benefit from it. Instead of striving to be a perfect parent or
partner, you can concentrate on avoiding the basic mistakes that
matter much more than your good deeds. In any relationship,
you can learn how to stop fights before they begin, or at least
prevent them from spiraling out of control, by recognizing how
easily a small affront can be misinterpreted and exaggerated,
especially when romantic partners are trying to make sense of
each other. At work, you can avoid the pitfalls that ruin careers
and doom enterprises.

The upside of bad is its power to sharpen the mind and energize
the will. By understanding the impact of painful feedback, you
become better at dealing with criticism-at absorbing the useful
lessons without being demoralized. You also become better at
dispensing criticism, a rare skill. Most people, including
supposed experts, don't know how to deliver bad news because
they don't realize how it's received. When doctors ineptly deliver
a grim diagnosis, they compound the patients’ grief and
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confusion. When students or employees are evaluated, many
teachers or supervisors deliver critiques that serve mainly to
dishearten, while others just duck the problems by giving
everyone good grades and evaluations. They could do their jobs
more effectively with techniques that have been tested recently
in schools, offices, and factories.

Criticism and penalties, when administered deftly, spur much
faster progress than the everybody-gets-a-trophy approach.
They inspire people to learn from their mistakes instead of
continuing to jeopardize their careers and their relationships.
Criticism and penalties teach people how to improve themselves
and get along with others, whether they're collaborating at work,
juggling family responsibilities, or trying to keep romance alive.
Properly understood, the power of bad can bring out the best in
anyone.

The negativity effect is a fundamental aspect of psychology and
an important truth about life, yet it was discovered only
recently, and quite unexpectedly. Roy Baumeister's research
began, as usual, with a vague question, the sort that's no longer
fashionable among his fellow researchers in psychology. As an
undergraduate he had wanted to become a philosopher
contemplating broad questions about life, but his parents
considered that too impractical a career to justify Princeton’s
tuition, so he compromised by going into social psychology.
Once he became a professor, first at Case Western Reserve
University and then at Florida State and the University of
Queensland, Baumeister did his share of highly specialized
research and experiments, the kind of work favored by today's
journals and tenure committees. He became known for his work
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on self-control, social rejection, aggression, and other topics.
But he also took on questions far beyond his specialties. Why is
there evil? What is the self? What shapes human nature? What is
the meaning of life? He answered each one in a book by
surveying the literature in psychology and other disciplines to
spot patterns unseen by the specialists.

In the 1990s he became intrigued by a couple of patterns in good
and bad events. Psychologists studying people's reactions found
that a bad first impression had a much greater impact than a
good first impression, and experiments by behavioral
economists showed that a financial loss loomed much larger
than a corresponding financial gain. What gave bad its greater
power? When and how could it be counteracted?

To investigate, Baumeister started by looking for situations in
which bad events didn't have such a strong impact. It was a
logical enough approach: To understand the source of
something's strength, look for examples of its weakness. To find
out what's supporting a roof, look for spots where it's sagging.
Baumeister and his colleagues proposed to "identify several
contrary patterns” that would enable them to "develop an
elaborate, complex, and nuanced theory about when bad is
stronger versus when good is stronger.”

But they couldn't. To their surprise, despite scouring the
research literature in psychology, sociology, economics,
anthropology, and other disciplines, they couldn't find compelling
counterexamples of good being stronger. Studies showed that
bad health or bad parenting makes much more difference than
good health or good parenting. The impact of bad events lasts
longer than that of good events. A negative image (a photograph
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of a dead animal) stimulates more electrical activity in the brain
than does a positive image (a bowl of chocolate ice cream). The
pain of criticism is much stronger than the pleasure of praise.
Penalties motivate students and workers more than rewards. A
bad reputation is much easier to acquire and tougher to lose
than a good reputation. The survey of the research literature
showed bad to be relentlessly stronger than good. Almost by
chance, the psychologists had discovered a major phenomenon,
one that extended into so many different fields that the overall
pattern had escaped notice.

While he was writing up the results, Baumeister happened to
visit the University of Pennsylvania and present his findings. A
professor in the audience, Paul Rozin, came up afterward and
told him he was working on a similar project, although from a
different approach. Rozin was already well known for his highly
creative research into neglected topics, including magical
thinking and disgust.

In a memorable set of experiments, he showed how little it took
to contaminate something good. When a sterilized, dead
cockroach was dunked into a glass of apple juice and then
quickly removed, most people refused to take a sip. (The notable
exception: little boys, who seemed incapable of being grossed
out.) Most adults became unwilling to drink any apple juice at all,
not even when it was freshly poured from a new carton into a
clean glass. The slightest touch with a disgusting bug could make
any food suddenly seem inedible.

But suppose an experimenter put a luscious piece of molten
chocolate cake on top of a plateful of sterilized cockroaches.
Would that make you willing to eat the bugs? Can you imagine
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any food so good that merely touching it to the plate would
render the cockroaches edible? No, because there is no "anti-
cockroach.” Rozin's study of disqust and contagion confirmed an
old Russian saying: "A spoonful of tar can spoil a barrel of honey,
but a spoonful of honey does nothing for a barrel of tar."

As Rozin pondered this asymmetry, he saw that this negativity
bias applied to a wide range of phenomena. In many religious
traditions, a person can be damned by a single transgression or
possessed by a demon in an instant, but it takes decades of good
works and dedication to become haly. In the Hindu caste system,
a Brahman is contaminated by eating food prepared by someone
from a lower caste, but an untouchable does not become any
purer by eating food prepared by a Brahman.

A few linguistic peculiarities also struck both Baumeister and
Rozin. Psychologists generally describe emotional states with
pairs of opposites: happy or sad, relaxed or anxious, pleased or
angry, friendly or hostile, optimistic or pessimistic. But when
Baumeister surveyed psychological research into good and bad
events, he noticed that something was missing. Psychologists
have long known that people can be scarred for years by a single
event. The term for it is trauma, but what is the opposite? What
word would describe a positive emotional state that lingers for
decades in response to a single event?

There is no opposite of trauma, because no single good event
has such a lasting impact. You can consciously recall happy
moments from your past, but the ones that suddenly pop into
your head uninvited-the involuntary memories, as psychologists
call them-tend to be unhappy. Bad moments create unconscious
feelings that don't go away. Fifty years after World War I, when



researchers compared American veterans who'd fought in the
Pacific with those who'd fought in Europe, there was a distinct
difference in tastes: The Pacific veterans still avoided Asian
food. One bad sexual experience can haunt a person for life, but
the most blissful tryst will become a hazy memory. One infidelity
can destroy a marriage, but no act of devotion can permanently
bond a couple. One moment of parental neglect can lead to
decades of angst and therapy, but no one spends adulthood
fixated on that wonderful day at the zoo.

Rozin noticed some other singular bad words. For instance,
there was no single word meaning the opposite of murderer.
When they tested this notion by asking people to name one, there
was no consensus. Some people couldn't think of any word;
others suggested words that were not quite right, like savior (a
broader term typically used for spiritual redemption and other
kinds of rescue) and lifesaver (which brings to mind something
on a ship's deck). Previous researchers had studied languages
around the world and found a negativity bias in the distribution
of words: There are more synonyms for a bad concept like pain
than for its opposite, pleasure. But for murderer there is no
opposite. The Penn researchers looked for other such "unique
nouns,” either good or bad, and came up with just a handful-all of
them bad.

They could find synonyms for sympathy (like compassion and
pity) but no single word to connote empathizing with someone's
good fortune. There was a word for an unexpected negative
event, accident, and also for the chance that something bad
could occur, risk, but most people couldn't think of an opposite
for either one. (Serendipity is a possibility, but it apparently
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wasn't familiar to most people.) Nor could most people name an
antonym for disgust. It was the same story when the
researchers looked for versions of these words in twenty other
languages, including the most widely spoken tongues as well as
less commaon ones like |celandic and Ibo. The results
demonstrated an extreme version of the negativity bias:
Sometimes bad is so much stronger that people don't even try
contrasting it with good.

By the time they finished comparing notes, Baumeister and Rozin
realized they had independently recognized the same principle,
and they coordinated the publication of their papers in 2001.
Both are now among the most cited papers in the social-science
literature. They've inspired psychologists and a wide range of
other researchers to conduct hundreds of studies of the
negativity bias, discovering it in new places, analyzing its effects,
and testing countermeasures. With this book we want to start
sharing this growing body of research, which has deepened our
understanding of the negativity effect while also confirming the
original papers.

Rozin's paper, coauthored with his Penn colleague Edward
Royzman, was titled "Negativity Bias, Negativity Dominance, and
Contagion.” They concluded that "negative events are more
salient, potent, dominant in combinations, and generally
efficacious than positive events." Baumeister's paper was titled
simply "Bad Is Stronger Than Good."” After surveying the
evidence, they concluded: "The greater power of bad events over
good ones is found in everyday events, major life events (e.g.,
trauma), close relationship outcomes, social network patterns,
interpersonal interactions, and learning processes.”



B. INNOVATING THE FUTLRE
How the Japanese Government's New “Sandbox” Program

|s Testing Innovations in Mobility and Technology
February 11, 2020
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From left to right: Narumi Teizo, CED of glafit, Dkai Daiki, CED of Luup, Hyuga Ryo, CEO
of mobby ride.

When the glafit E-bike was introduced in 2017, it offered a new
experience on Japanese roads: a ride on a lightweight two-wheeler that
could switch between motor mode, pedal mode and hybrid mode and then
easily collapse and fold up for storage.

But the E-bike came with a challenge: How should the use of E-bikes be
regulated? Japanese traffic laws covered bikes, scooters and
motorcycles, but it was unclear just where and how this hybrid innovation
should operate in all its different modes.

% https://hbr.org/ sponsored/2020/02/how-the-japanese-governments-
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glafit E-bike
Regulatory review threatened to slow the passage of new rules that would

allow the E-bike onto bike lanes or other off-highway paths - crucial to its
use when riders want to switch to pedaling in crowded cities or rural
settings.

But under the Japanese government's new “sandbox” program, glafit
entered a demonstration program with Wakayama City so the E-bike can
operate in multiple settings while the city and company collect use and
safety data that can be used to create new regulations.

Wakayama City Hall official Kobayashi Kenta, Section Chief of the
Industrial Policy Division, said the experiment will both support a
hometown startup - glafit is based in Wakayama - and encourage the use
of hybrids, which could help the environment and the local community.
“We decided by supparting glafit, we have the possibility also of solving
social issues,” he said. “We have a shortage of transportation in our rural
areas, and we need to diversify affordable transportation methods for
elders. Inside the city, we think pushing [forward] with the usage of these
bikes will also relieve traffic congestion and reduce the environmental
footprint of vehicles.”

The Government of Japan introduced the sandbox framework in 2018 as
one mechanism for regulatory reform to support the development of
innovative technologies and business models in Japan. The framework
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does not limit the area of regulations, but currently covers those in
financial services, the health care industry, mobility and transportation.
Any company, including overseas companies, can apply to conduct
demonstrations under this new framework and test the possibilities of
innovative technologies such as Al, loT or blockchain for future business,
especially if they cannot start new businesses using these technologies
due to existing Japanese regulations. The projects are monitored, so the
government can review the social and economic viability of the
technology, how the technology fits in with current regulations, and what
changes need to be made.

Japanese experiments in innovation with blockchain and fintech have
garnered attention for the sandbox framework. But the program has
attracted a wide range of applications that are taking on social challenges
as well as creating economic growth in Japan, said Deputy Director-
General Kazeki Jun of Japan's Economic Revitalization Bureau.

The 129 companies that currently operate under the sandbox framework
are exploring a wide range of projects, from finance and insurance to
domestic recycling, health care services and transportation experiments.
“We have an aging population and a shrinking labor market, but with
technology we can develop new approaches,” Kazeki said. “We want to
create a broad range of projects with flexibility to experiment quickly.”
Speeding up the approval cycle for projects will increase investment and
economic returns, he added.

“In the past it has been difficult - particularly for startups - to do
business, and the path to approval was not clear,” he said. “Investors
were not sure they should invest in these companies. It took a long time -
and time is money. Now we can maove quickly, and if a company is
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approved for a project, the investors know this startup can obtain
results.”

The sandbox has attracted a number of companies in the transportation
space. mobby ride, for instance, has introduced an electric kickboard
scooter that integrates GPS and loT sensor technology to operate in a
controlled area, so that “share service” scooters could easily be set up in

mobby ride

In Fukuoka City, which has become a national strategic special zone for
scooter use, sandbox regulations allow city leaders to learn whether the
vehicles can help solve traffic and parking problems in a compact town
center where subway stations are few, bus routes are sometimes
complicated and it can be difficult for tourists to navigate. The company is
also running a demonstration project at Kyushu University Ito campus to
collect data about the scooters on different types of roads.

“There are many opinions about the electric scooter, whether it is
dangerous and just how safe it is, because it is a new vehicle,” said Atake
Shuichi, whao is in charge of mobby ride's business development and public
relations. “Now we can obtain quantitative data, such as how many
accidents occur (of course, zero is preferable), and use it as negotiation
data for future system reforms.”

Another mability company, Luup, also is running an experiment with
shared services vehicles, as well as a sandbox experiment program on a
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college campus that can evaluate the safety of several types of vehicles
for both young users and the elderly.

“Considering safety aspects for the elderly is important because Japan is
an aging society,” said Matsumoto Misato, Public Relations Manager of
Luup. “Aspects such as speed and the balance of the vehicle are
important. The university campus was a good testing ground because it
contains both walk paths and car roads.”

The Luup
For startups, whether in transportation or other industries, the sandbox

is an opportunity to introduce new ideas and technologies and speed up
regulatory reform, said CEO Narumi Teizo of glafit.

“Thanks to the approval of the requlatory sandbox framework, it is now
possible for us to demonstrate the ride on lanes other than car lanes in
our customers’ everyday use,” he said. “In addition, the approval under
the sandbox framework makes our problems widely recognized and
understood by stakeholders, including policymakers in Tokyo, the mayor
of Wakayama, police departments, media, and current and future
customers.”

“Without the sandbox framework, nobody would know about the regulation
problem and the challenges we have faced for so long. We hope that this
demo leads to regulatory reform in the near future.”
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7. HBR Guide to Managing Strategic Initiatives?

EVEI‘y so often, you encounter academic researnh that snaps into plane a
whole bunch of tensions, issues, and problems that you've noticed but
haven't been able to understand. That happened to me when | read a new
book called 742 Power of Bad: How the Negativity Effect Rules Us and How
We Lan Kule /t.The authors of the book, renowned research psychologist
Roy F. Baumeister and award-winning journalist John Tierney, offer lessons
from social science about life, love, parenting, even politics.

For me, though, the book provided eye-opening insights into a set of
questions about business and leadership that | have been wrestling with for
years — questions that get to the heart of why so many organizations find it
difficult to transform themselves despite the best of intentions. Questions
such as:

Why do so many big, established, well-funded companies remain so cautious
and conservative, even in the face of radical technology advances and
head-spinning disruptions in the marketplace? Why is change so hard?
Why are so many executives so deadly afraid of failure, even though most
of them will admit that successful innovation rarely comes without
sethacks, that the very nature of launching new products or rethinking old
processes requires risk-taking, experimentation, and inevitable bumps in
the road?

How is it that just one discordant colleague, a single voice of negativity in a
business unit or project team that is upbeat and enthusiastic, can cast such

2 https://hbr.org/2020/02/ dont-let-negativity-sink-your-organization
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a long shadow on group morale? How does one bad apple always seem to
spoil the whole bunch?

John Tierney and Roy F. Baumeister help us wrestle with these and other
questions about strategy, culture, and creativity by starting with a defining
principle of human psychology — bad is stronger than good. We humans are
wired in such a way, they argue, that there is a “universal tendency for
negative events and emotions to affect us more strongly than positive
ones.” We are “devastated by a word of criticism” but “unmoved by a
shower of praise.” We “see the hostile face in the crowd” but “miss all the
friendly smiles.”

| don't know about you, but for me, as a parent, an author, and a public
speaker, these observations ring painfully true. But this built-in “negativity
bias” also has huge implications for us in our roles as leaders, colleagues,
and change agents.

For one thing, it explains why so many organizations remain so reluctant to
change, even in the face of massive evidence that the risk of trying
something new is much lower than the cost of clinging to what's worked in
the past. Too many of us are “safety junkies,” according to Tierney and
Baumeister. “We pay so much attention to bad things — reliving them,
imagining them, avoiding them — that we let fear run our lives and become
irrationally cautious.”

The social-science term for this mindset is “loss aversion” — most of us
prefer to play not to lose rather than play to win, because we feel the sting
of defeat so much more intensely than the pleasure of success. But for
leaders who want their companies to win, especially in fast-changing,
hyper-competitive fields, allowing their organizations to remain addicted to
safety is the ultimate losing proposition. I've found that the best leaders
infuse their organizations with what John Gardner, the legendary leadership
scholar, called “tough-minded optimism” — excitement, enthusiasm, grit.
The future, he insisted, “is rarely shaped by people who don't themselves
believe in the future.” Effective leaders keep their people excited about the
future and break their addiction to safety.

The power of bad also explains why it is so hard to sustain innovation over
the long term, even when things are basically going well. It turns out that
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the impact on morale of even a small setback — a project that goes over
budget, a product that doesn't deliver quite as promised — can overwhelm
all the successes that surround it. Tierney and Baumeister call it The Rule
of Four: “It takes four good things to overcome one bad thing.”

I've found that the most effective leaders go out of their way to remind
colleagues of the progress they are making, to celebrate small wins as
frequently and colorfully as they can. There's a reason somany startups
ring a bell (or lately, it seems, a gong) every time they land a new customer,
or organize Friday celebrations to revel in the week's good news. Much of
our day-to-day experience in business, from building a new company to
changing an established one, is tinged with disappointment — the customer
we didn't land, the meeting that didn't go well. The Rule of Four means
leaders should make it a point to emphasize (even over-emphasize) good
news in order to drown out the bad news. The power of bad explains one
final element of the hard work of big change, this one more personal than
strategic. |'ve always been struck by how a small number of discordant
voices inside a company — a loud skeptic, a died-in-the-wool traditionalist
— can slow down or paralyze a change program that enjoys widespread
support. As it turns out, one “bad apple” really can spoil the whole bunch
(the lyrics of that Dsmond's song notwithstanding), so it's urgent for
leaders to rid their teams of the three different kinds of bad apples that
Tierney and Baumeister describe: the jerk, the slacker, and the downer
Researchers have documented the positive impact of “social support” —
friends, colleagues, neighbors who pump you up and cheer you on.
Researchers have also documented the negative impact of “social
undermining” — people who gossip, carry grudges, and otherwise bring you
down. Not surprisingly, “Social undermining was found to have a bigger
impact than social support.” So, leaders with great ideas and good
intentions won't succeed unless they are prepared to deal with their bad
apples. Ultimately, the good news is that bad news doesn't have to drag
down your company or your team. But it does require all of us, as
executives, entrepreneurs, and change agents, to infuse well-designed
strategies with a healthy dose of psychology. In business, as in life, it's hard
to get to the good unless you overcome the power of bad.
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8. 12 leadership styles of the most successful CEOs

gver
CW Headley

February 20, 2020

Most industry insiders draw a hard line between two
fundamental [eadership styles: prestige and dominance. These
broad strokes define the majority of iconic visionaries but closer
inspection reveals an alarming degree of gradations between
each.

According toa new study published in the Journal of Personality
and Social Psychology, effective leadership is reflected by a
stream of principles. Subtle alterations in policy, posture, and
office culture have major effects on the way authority can be
conveyed.

“Converging evidence suggests that high rank is communicated
through various nonverbal behaviors,” the authors write in the
new paper. "Given the divergent messages that prestigious and
dominant leaders need to send in order to attain and retain their
place in the social hierarchy, theoretical accounts would suggest
that individuals use distinct sets of nonverbal behaviors to
communicate these two forms of high rank.”

With this new paper in mind, Ladders unpacked 12 key leadership
styles employed by the heads of successful corporations. On

B hitps://www.theladders.com/career-advice/12-leadership-styles-of-

the-most-successful-ceos-ever
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balance, the most effective techniques air on the side of one of
the two approaches explored in the new study.

From the report: “Specifically, prestige, or the attainment of
rank through earned respect, and dominance, or the use of
intimidation and force to obtain power, are communicated from
different head positions (i.e., tilted upward vs. downward),
smiling behaviors (i.e., presence vs. absence of a symmetrical
smile), and different forms of bodily expansion (i.e., subtle chest
expansion vs. more grandiose space-taking). "

Transformational leadership
Transformational leadership, made famous by Microsoft founder
and CED, Bill Gates, is a form of prestige governance.
Transformational leaders try to inspire their team by appealing
to each member as an individual as opposed to a dutiful cog. If an
employee's professional ambitions align in some way with their
corporation’s vision, they'll be more likely to bring their unique
sensibilities to every venture. This management style requires a
great deal of tact because it steers clear of confrontation.

Gates has been said to avoid conflictin professional contexts.
Diplomacy is needed to inspire loyalty and dedication, but it can
just as easily diminish the perception of authority. How does the
tech magnate account for this potential liability?

He reserves his passion for ideals and the central objective of
his company. When a leader’s vision remains both clear and
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consistent, the daily tasks are constantly changing to
accommodate; driving productivity and net profit. On keeping his
team engaged, a 30-year-old Gates once said:

“The work we're doing. it's not like, you know we're doing the
same thing all day long. We go into our offices and think up new
programs, we get together in meetings, we talk to customers,
there's so much variety and there are always new things going
on. And | don't think they will ever come a time when that will be
boring.”

Vulnerable leadership

Ursula Burns, the chairman and CEO of VEON, senior adviser to
Tenen, and non-executive director of Diageo since April 2018,
makes a point to let her staff “see her sweat.”

Although Burns is a figure lauded for her spirited climb to
success, the mogul believes company morale can't persist
unless leaders remain vulnerable and relatable to their
employees. If anything, good work is perceived more admirably
when the gears are available for all to see.

“We have to know each other. We as a team make up the whole.
Me, alone, would leave a ton of blind spots, " Burns said ina
recent interview.

“I have invested in this company. I've been there for 33 years.
This is the long run. We need both missionaries and mercenaries
at work. Some of that in a leadership team is OK. But if we have a
leadership team where half of the people are there for the short
term, it's not very good.” As for diversity in leadership, she
added: “I think we should bring as many differences to the table
as possible. They are to be emphasized.”
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The learner

Co-founder, CED and product architect of Tesla, Inc., Elon Musk
motivates his team with the promise of new horizons.

The SpaceX engineer welcomes the potential for failure and
expects his staff does the same, saying in a recent

interview, “Failure is an option here. If things are not failing you
are not innovating.”

Although Musk demonstrates fidelity to his vision, he's a

big proponent of receiving evaluations from his colleagues,
irrespective of their rung on the ladder. How can you expect
workers to devote themselves to your mission if they're not
permitted to have a say in operations?

“I think it's very important to have a feedback loop, where you're
constantly thinking about what you've done and how you could be
doing it better. | think that's the single best piece of advice:
constantly think about how you could be doing things better and
questioning yourself.” Musk explained in a recent press
statement.

Operational leadership

Marilyn A. Hewson is the Chairman, President and Chief
Executive Officer of Lockheed Martin Corporation.

When asked about how she maintains focus within her work
branches, Hewson said it came down to strategic monitoring.
She segments every function of her firm with tangible metrics.
Starting at the very bottom, she determines what is needed of
herself and informs her staff on what she needs from them. The
goal post is always changing and the team is always kept up to
speed in regards to their latest objectives.
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“What kind of attrition are we experiencing, where are relative
to moving people into leadership rules. You have to monitor
things and you have to set metrics. That's making a difference.
Setting the tone at the top with metrics. It permeates all the way
down through the organization. It's expected and that's what we
focus on to take the business forward,” Hewson said during a sit
down with Catalyst.com.

The intuitive leader

“It's really easy to imitate the bad parts of Steve. He brought
some incredibly positive things along with that toughness ...Steve
is a very singular case, where the company really was on a path
to die and it goes and becomes the most valuable company in the
world with products that are really amazing. There won't be
many stories like that,” Bill Gates once said of the late Apple GED,

Steve Jobs.

Jobs relied heavily on intuition to govern everything from
picking new talent to deciding which horses to back in the tech
circus.

Working for Jobs necessitated a tentative belief in destiny. His
frequent gut impulsive decisions lead to a modest stack of
failures and a high turnover rate, but the scope of his success
preserved his legacy and validated the countless votaries that
followed him onto shaky territory.
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The participative leader

&

Richard Bransonis an investor, author, philanthropist, and
founder of the Virgin Group

On several occasions, Branson has cited a democratic approach
to team management aver a my way or the highway method.
When a team member proposes an idea that doesn't ally
perfectly with his own process, Branson makes an effort to give
said idea its day in court. If the majority is in agreement, the
motion passes and is then judged by its impact.

“I never learned the rules in the first place. To change the game
is at the heart of what Virgin stands for, so the company culture
has always been: Don't sweat it: rules were meant to be broken.”

Value-Driven leadership

Oprah Winfrey's rise to icon-hood is defined by its humble
origins. A throng of rejections has made her sympathetic to the
plight of working-class Americans. More than metrics and
performance, Winfrey chooses to incentivise her team with
ethics and values.

In her estimation, this approach to leading a team elevates the
purpose of output by making monetary compensation a tertiary
consideration. If you commit to the principles and projects you
love everything else will follow.

“When you're doing the work you're meant to do, it feels right
and every day is a bonus, regardless of what you're getting
paid,” Dprah once wrote. ] had no idea that being your authentic
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self could make me as rich as I've become. If | had, I'd have done
it a lot earlier.

The pragmatic leader

Very much unlike many of the previously mentioned executives,
former president of basketball operations of the Los Angeles
Lakers of the National Basketball Association, Magic

Johnson believes it's important for an effective leader to know
when to quit.

When you're the head of a corporation, every decision you make
on behalf of your company ripples down the chain. This means
every risk has to be surveyed for its potential to negatively
impact workers who can't afford to take a hit that the top dogs
can.

When employees know that their leader has everyone's success
in mind, they'll be that much more likely to ensure goals are met
and that much less discouraged in the wake of failure.

“I have to tell you, I'm proudest of my life off the court. There
will always be great basketball players who bounce that little
round ball, but my proudest moments are affecting people’s
lives, effecting change, being a role model in the community,
Johnson said in an interview.

The Aggressive encourager

Facebook founder Mark Zuckerberg is known to insist on
constant innavation from his workers-balancing three core
leadership styles to do so (autocratic, democratic, and laissez-
faire). By his own admission, he doesn't always consult his board
before making major decisions. He does, however, welcome the
contrary view when it's presented.
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No one is muzzled based on position. Those who introduce novel
ideas and complete their allotted tasks enjoy as much stake in
strategy as everyone else.

“By giving people the power to share, we're making the world
more transparent. The basis of our partnership strategy and our
partnership approach: We build social technology. They provide
the music.| think a simple rule of business is, if you do the things
that are easier first, then you can actually make a lot of
progress,” Zuckerberg explained.

Steel disposition

As the Chairman and Chief Executive Dfficer (CEO) of The Walt
Disney Company, Bob Iger feels it is imperative that leaders
never |et their team see them shaken in the face of failure.

In his recent book. 7he Ride of 3 Lifetime. Lessons Learned from
15 Years as CED of the Walt Disney, the janitor turned
businessman revealed the core tenants of
successfulmanagement.

He expressed a “relentless pursuit of perfection,” on behalf of
himself and his staff-writing in his book:

“True integrity—a sense of knowing who you are and being
guided by your own clear sense of right and wrong—is a kind of
secret leadership weapon. If you trust your own instincts and
treat people with respect, the company will come to represent
the values you live by."

The micromanager

According to Dealbook's Evelyn Ruseli Zynga Founder, Mark
Pincus “obsessively tracks analytics for all staff, sets harsh
deadlines, and aggressively pushes his employees to meet
them.”
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Back when he was voted CED of the year, he attributed his
success to an emphasis on experimentation, refinement, and
repetition.

“My approach is that you have to earn the respect of people you
work with,” Pincus said on the topic of a relentless pursuit of
goals.

Persistence and efficiency define his management style and it
seems to work more than it doesn't.

Humility and accountability

Safra A. Catz is an American billionaire banker and CED of Oracle
Corporation. She holds everyone involved in Oracle’s

operations accountable-including herself.

When seeking new talent, Catz privileges emotional intelligence
over technical acumen. She believes that performance can
always be improved if collaboration survives on an open
dialogue.

“Employees who don't exhibit emotional intelligence frequently
lose sight of the team objective, becoming caught up in their own
personal agendas. We have built a culture of problem-solving,
not finger-pointing, and we want team members who approach
their jobs with the same mindset,” Catz told Forbes recently.
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d. Seven Unmistakable Traits of Highly Influential

Leaders?’

. They're good storytellers

Think about the most influential people in your life and career.
They either had agreat story, which inspired you to be like them,
or they told great stories about people you wanted emulate.
Basically, these people were interesting to you because they
were interested in allowing a good story to impact you—to make
you see yourself as the protagonist of a great story, and
impraove yourself accordingly. They, quite frankly, believed in
you.

2. They understand the other peaple who played a role in their
SUCCESS
The best leaders, more often than not, will give credit to the
people who helped them become who they are. Sometimes
they'litell stories about people who inspired them, and other
times they'll tell stories about people who taught them “what not
to be.” Either way, they're giving credit to others. They
understand that they didn't achieve their position without the
help of others. If you want to be great, start by recognizing the
people who helped you get to where you are today.

21 https://www.forbes.com/sites/toddnordstrom/2020/02/19/7-
unmistakable-traits-of-highly-influential-leaders/#3e012d0572e7
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3. They're unafraid of disagreement

The best leaders are quick to disagree. And, they're also the
people quick to seek disagreement. Great leaders understand
that disagreement can achieve greater thinking and results. And,
they don't see disagreement as arguing. They see it as
productive brainstorming. If you want to be influential, find
people who have the nerve to disagree with you. Respect their
opinion. Honor it.

k. They actually care about purpose—your purpose

The concept of purpose gets tossed around frequently in today's
corporate world. Of Course, your organization has a purpose.
But, when | ask people about the most influential people in their
lives and careers, I've never heard the answer, “They convinced
me to believe in their purpose.” Instead, |'ve heard, “They truly
understood where | wanted to go and what | wanted to do.” Your
job as a leader isn't to convince someone to change. It's to
convince them that they should become the best version of
themselves at work every day.

3. They actually care about peaple

Words and actions are two very different things. You know this. |
know this. The most influential leaders actually care about the
person, and the bottom line. How does that work? Well, it's
simple. Most likely you have past leaders in your life who have,
for some reason, stayed in your life. And, | would bet that these
are some of the people you think of as your most influential
leaders—whether you moved on, or the company no longer
needed you. The most influential people in your life care about
youwhether you're creating monetary value for them or not.
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B. They don't care when they're being watched

You might get surprised from time to time. However, the most
influential people in your life are probably the most likely to act
the same inside of the workplace, as they do outside of the
workplace. They're real. They're honest about who they are—
with all their strengths and weaknesses. And, you would bet
money on the fact that they are the person you know whether
someone is watching or not. That's called integrity. It's called
transparency. And, if you want to be influential, it's invaluable.

7. They understand criticism can be the ultimate act of
kindness
We all live in an oversensitive world. And, here's the rub. When
you look back at your own life and compare your worst leaders
(the people who made you feel belittled), to your best leaders
(the people who made you feel empowered), they both had the
same goal—to make you better. What's the difference? Great
leaders approach others with kindness—knowing that they're
cheating themselves, the company, and you if they can't
communicate how truly great, they think you could become.
Criticism isn't mean. It's a belief someone can do better. The
words you choose make all the difference in how someone
perceives it.
When you're a leader, influence is your job. But, unless you
understand that influence is also your opportunity to positively
change the course of someone's life, you'll never be great.
Choose to be a positive inspiration. As a leader, it's the most
rewarding and influential thing you can do.
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