
 Story 
The Leader Who Wanted to Know Everything 

Once upon a time, there was a CEO named Bob who wanted to become the 
best leader in the entire world. A friend of his told him about a wise old wizard-

consultant who was known for having coached some of the best leaders in the world. 
Perhaps the wizard-consultant could show Bob how to become a great leader. 

Bob decided to visit the wizard-consultant, so he set off. When he found the old man, 
Bob asked him, “Do you really know how to make people become great leaders?” 

“Yes, I do.” replied the wizard-consultant. 

“Could you make me a great leader?” asked Bob. 

“Certainly. It’s not hard,” replied the wizard-consultant. “Take this packet of 
herbs to the shores of the river north of here. At sunset, build a fire and take three 
rocks from the river and place them in the fire. Sprinkle the contents of this packet 
over the rocks. At exactly midnight, pull the stones out of the fire. They’ll be cool to 

the touch. Hold the stones in both hands, and you will become a great leader.” 

Bob thanked the wizard-consultant and rushed off to the river. He gathered 
three stones and some firewood, and sat down to wait for sunset. As he sat, 

he became restless. “This is far too easy!” thought Bob. “That wizard-
consultant must have certainly left something out. There must be more to 
becoming a great leader than this!” Seeing that the sun had not yet set, 

Bob rushed back to the house of the old man and confronted him angrily. 
“You haven’t told me everything!” shouted Bob. 

“You are correct,” replied the wizard-consultant calmly, “there is one more 
thing. It is very important, but you do not want to know it.” 

“I must know it!” cried Bob. “For there can only be one right way to do this spell.” 

“No, there isn’t,” said the wizard-consultant. “There are many ways to do it right.” 

“It doesn’t matter how I do the spell?” said Bob in amazement. 

“Yes, it does, it matters very much.” said the wizard-consultant. 

“You’re not making any sense! Please tell me everything about the spell!” shouted Bob. 

“Very well,” sighed the wizard-consultant. “There is one more thing. When 
you do as I have told you, be sure not to think of panda bears.”





Introduction
Eating the Same Thing Every Day:

The Five Core Problems
Facing Leaders Today 

“I think it’s dangerous to talk too much… I’d rather listen to your war stories than 
rehash mine, and you’d rather listen to mine than tell your own… So why don’t we 
call a moratorium on the war stories entirely, and instead talk about how we are 
going to get out of this mess. How are we going to change our lives? How are we 

actually going to do it?”

- Terry Dobson 

Leaders of today’s organizations face enormous challenges. Some of the 
challenges are perennial while other challenges did not even exist as 

little as five years ago. Smart leaders already know the challenges exist. Now, 
to paraphrase Terry Dobson’s question, “What are we going to do about 
those challenges?” Like Bob, the CEO in our opening story, some leaders 
believe that somewhere out there, someone has a magically simple 1-2-3-
step plan that will create highly effective leaders. Those same leaders believe 
that the plan hasn’t been discovered yet because we’re just not looking hard 
enough. This is simply not the case. As leaders, we can continue to search 
for the one “right” way to lead people, but this approach is, as we will see, 
simply chasing smoke. A better answer lies in leaders using the existing 
knowledge about leadership in ways that better serve our organizations, the 
people within them, our society and the world community at large. 

Laying Blame or Finding Solutions?
As leaders, we can waste energy assigning blame for the escalating complex-
ities of today’s leadership challenges, or we can begin to find solutions. The 
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choice is ours. The issues facing us in our organizations are not Republican 
or Democratic, feminist or machismo, or management versus line staff. 
These issues are not caused by Boomers or Generation X or Generation Y, 
nor do they belong exclusively to either non-profit or for-profit organiza-
tions. Like throwing gasoline on a fire, attempting to blame leadership 
problems on one societal element over another simply makes those prob-
lems greater. In the end, we are all responsible for the leadership quagmire 
in today’s organizations. 

While leaders have always faced difficulties, contemporary challenges 
are intensifying due to pressurized factors such as downsizing and 
global economics. Yet all the research indicates that the solutions to our 
organizations’ most confounding leadership issues are fairly straightforward. 
Those solutions reside in the people—in us—in all of us. But these solutions 
must start with you, the leader.  

A basic fact of leadership is that leaders need to understand people and 
develop the necessary skills to effectively relate to them. Yet some leaders 
seem to be willing to face almost any difficulty except the challenge of leading 
people. Often, when faced with a people problem, these leaders freeze and 
seemingly slip into a state of suspended animation before retreating into 
their wood-paneled fortresses (otherwise known as executive suites). Like 
all leaders, those who retreat in such a manner are doing the best they 
can. They just have not been trained to handle the complexities of leading 
people. This book helps fill in some of those blanks. 

The Five Core Problems Facing Leaders Today
Throughout my years of working with individuals and organizations, and 
as a result of my two-and-a-half year journey of researching and writing 
this book, I have discovered the Five Core Problems that leaders face 
today.  They are: 
1. Organizations pay an enormous price when leaders ignore 

emotions.
2. Organizations suffer when leaders mistakenly believe there is only 

one right way to lead people.
3. Organizations fail when leaders refuse to believe there are wrong 

ways to lead people.
4. Organizations flounder when leaders think that there are easy 

answers to leading people.  
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5. Organizations lose viability when they follow the old structures that 
serve people at the top first. 

Core Problem #1: Organizations pay an enormous price when leaders 
ignore emotions. Like using a gun that explodes in your face in order to 
protect yourself, many of today’s leaders are using organizational policies 
that have devastating consequences. These processes are causing financial 
damage in ways that are often unseen until the losses are irreparable. In fact, 
some management policies used in organizations today are eerily similar to 
those used by totalitarian regimes around the world. While many of these 
policies are honest attempts to address situations that have occurred in the 
past, the excessive fear that surrounds these policies creates an unhealthy 
emotional ripple effect throughout organizations.  The ripple effects from 
these policies include:

• People being required to spend more time navigating the political 
waters of an organization than completing their tasks. 

• People avoiding innovation out of fear of backlash from within the 
organization.

• People finding their years of service to an organization abruptly 
terminated with a quick meeting and a security escort out of the 
building. 

• People remaining behind to experience the internal chaos that ensues 
when colleagues, friends and co-workers are terminated and simply 
vanish one day, never to be heard from again.  

A logical result of these fear-based policies is that many people in 
organizations are afraid—afraid of speaking up, afraid of offering new ideas, 
afraid of doing anything at all that might be seen as making waves. Many 
people have simply given up caring about their jobs, creating a tremendous 
financial drag on their organizations. For years, these policies have been 
mistakenly accepted as facts of life in the “hard” reality of organizational 
life. In the pages that follow, we will debunk the misconceptions around 
so-called “hard” leadership styles by examining the recent, overwhelming 
evidence that reveals the high price organizations pay when their leaders 
use these “tough” approaches to leadership.1  

The importance of people’s emotions in organizations has been 
understood since 1995 when Daniel Goleman published his groundbreaking 
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book Emotional Intelligence. Despite the fact that over 10 years have 
passed and countless books and enormous amounts of research have been 
published, a significant percentage of leaders remain unaware of emotional 
intelligence and emotionally intelligent leadership skills. As a means of 
comparison, consider the Internet. Most leaders became aware of the 
Internet in the middle-to-late 1990s, approximately the same time that 
emotional intelligence was being brought to the attention of leaders. While 
the existence of the Internet in organizations today is almost universal, 
the existence of emotionally intelligent leadership practice in these same 
organizations is still scattered and uneven. In other words, while one rarely 
finds an organization that does not use e-mail or the Internet, one would 
also be hard-pressed to find an organization where all of the leaders are 
fluent in the language and processes of emotional intelligence.  

Core Problem #2: Organizations suffer when leaders mistakenly 
believe there is only one right way to lead people. “Good leadership” is 
a context-dependent phenomenon, which simply means that in order for 
leadership to be effective and successful in any given organization, leaders 
must take into account multiple factors including, but not limited to: 
organizational culture, type(s) of people being led, strengths and weaknesses 
of the leader, institutional support, broader cultural perspectives, purpose 
and mission of the organization, ethics, morality, and adult developmental 
and educational theory. There is no one single right way to combine all 
of these factors into a leadership approach that will be effective in every 
organization. Consequently, every leader must accept the challenge of 
applying appropriate leadership technology to his or her organization.  

Great leadership is a lot like great cooking. What constitutes “great 
cooking” differs from place to place throughout the world because different 
people have different expectations about what comprises a “great” meal. 
Will dinner tonight be spicy or bland, complex or simple? Will we eat meat 
or only vegetables? The foods we eat and how we cook them are largely 
learned preferences. While I absolutely love sushi, you could not pay my 
wife enough money to touch the stuff. The wide variety of ethnic foods 
found around the world evolved precisely because different people with 
different requirements in different places had access to different types of 
food. The same is true with leadership. 

Sadly, many leaders today take a “one-size-fits-all” approach to leading 
people. If you can imagine eating the same thing—boiled oatmeal, for 
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example—at every meal of every day for a year, you get some sense of 
what I am talking about. “Unappetizing” would be an understatement! 
But many organizational management teams have been locked in the same 
leadership rhythm for decades. We need a change. We need to throw out the 
old leadership menu and create a new one, a menu that keeps the best of the 
old while introducing tasty new dishes in-demand by people today. This 
way, leadership becomes a creative blend of leaders’ approaches and styles 
best-suited to the needs of unique individuals and specific organizations. 2 

Core Problem #3: Organizations fail when leaders refuse to believe 
there are wrong ways to lead people. Just because there are many right 
ways to lead people, that doesn’t mean that there aren’t any wrong ways. 
Though chicken is cooked differently throughout the world, burning the 
chicken creates an inedible lump of charcoal in any country. Chicken a lá 
gasoline served anywhere in the world is a poisonous dish. Again, the same 
is true of leadership. The factors that impact the roles of leaders vary greatly 
from organization to organization, just as ingredients and spices change 
from culture to culture. But across all organizations, there are ways of 
leading people that are nourishing, and there are other ways that are quite 
toxic. In general, toxic leadership styles can be classified as either Pushing 
Leadership styles or Pulling Leadership styles, two harmful approaches to 
leading people that we will be discussing throughout this book. 

Another way to consider the many wrong approaches to leading people 
is to think of leadership as a test. Ineffective leaders approach leading 
people as a true/false test. Because there are few, if any, true/false answers in 
leadership, approaching leadership from such a concrete perspective invites 
failure. Mediocre leaders approach leadership as a multiple-choice test. 
While multiple-choice thinking is better than the black and white thinking 
of true/false leadership, this approach is simply not effective enough for 
organizations to survive in today’s global economy. Great leaders view 
leading people as an on-going essay test, understanding that there is always 
more to say and learn about leading people. 

Core Problem #4: Organizations flounder when leaders think there are 
easy answers to leading people. Simply put, there aren’t any easy answers 
to leading people. Every leader must wrestle with his or her problems, 
seeking individualized solutions that provide a best-fit for each unique 
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organization. Reading sterilized examples from leadership textbooks can 
unintentionally lull new leaders into believing that leadership issues are 
easily solved, as if the problems of leading people were as simple and neat as, 
say, a problem in an Accounting 101 textbook. However, the stark reality 
is that today’s leadership problems are enormously complex. Otherwise, 
simple answers would have been discovered decades ago.  

Easy answers elude leaders because a paradox lies at the heart of 
leadership. On one hand, each of us is a leader to the extent that we 
influence and direct the behaviors of those around us. At the same time, 
some of us are “more” leaders than others by virtue of the power invested in 
us by our organizations. While every person is responsible for the problems 
of leadership as they exist today, our ability to impact those problems lies 
in direct proportion to how much power we have in the systems in which 
we work. The CEO of a company has far greater impact than the janitor 
who sweeps the floor at night. What some leaders fail to see is that greater 
leadership power comes with equally greater responsibility to use that 
power in a way that safeguards the leader and other people, both inside 
and outside of the organization.  

While responsibility for today’s leadership quagmires can be directly 
correlated to the amount of power a person holds in an organization, 
everyone else is not let off the hook. People who hold little power within an 
organization still carry responsibility, for there can be no tyrannical leaders 
without followers. There is a pull deep within every human being that invites 
us to turn over our responsibility to any leader we believe might hold easy 
answers to our problems. People with little power in organizations often 
give up their responsibility and perpetuate the problem by seeking a leader 
who will ride to their rescue and solve all of their problems—and such a 
leader does not exist. People with little power within organizations also 
avoid their responsibility when they demonize the leader while holding 
themselves blameless. None of us is blameless. To quote Pogo, “We have 
met the enemy and they is us.” 

Core Problem #5: Organizations lose viability when they follow the 
old structures that serve people at the top first. Initially, being served 
first might strike leaders as a good thing. In truth, being served first is 
a good thing—as long as you avoid looking under the surface. This is 
because most of today’s organizations are made up of pyramid-shaped 
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infrastructures with lots of room at the bottom and little room at the top. 
The closer leaders get to the top of these organizations, the less room there 
is. No matter how many talented and promising leaders exist in any given 
organization, there is generally only one position at the very top. 

Having less and less room at the top breeds unhealthy forms of 
competition. Our present organizational infrastructures create a zero-sum 
game—someone wins and someone loses. The game is rigged from the start. 
While leadership failures are often viewed as personal failings, this is not 
necessarily so. Today’s leadership problems are not anyone’s fault, including 
the person occupying the uppermost position. This zero-sum perspective 
is hard-wired into today’s organizations and has an enormous negative 
impact both within organizations as well as between organizations.  

The damage that today’s organizational structure causes within an 
organization is epitomized in the selection process for the highest spot 
in every organization. If, for example, both you and I are in line for the 
CEO position, then we are in a serious bind. Someone is going to win and 
someone is going to lose. If I help you reach your potential by becoming a 
CEO, then I lose, and vice versa. Or worse, the board of directors brings in 
someone from outside the organization to become the new CEO, and we 
both lose. This win-lose dynamic occurs in almost every organization, even 
those non-profit organizations whose explicit mission is to support people 
who have been marginalized. In fact, this dynamic stands out especially in 
non-profits, because the contrast of the support given to people outside of the 
organization stands in sharp relief to the organization’s very infrastructure 
that continues to marginalize people within the organization. Regardless of 
the mission or tax status of an organization, this type of win-lose dynamic 
has repercussions throughout all levels of the organization. 

To understand the damage that today’s organizational structure creates 
between organizations, consider Dr. I. Eat Sweets, a dentist who owns a 
practice in a mid-sized town. Dr. Sweets is both an excellent dentist and a 
wonderful teacher, and he freely passes along his knowledge to Sam, Pat, 
and Sally, young dentists who work for him. Soon, Sam, Pat and Sally 
decide to leave Dr. Sweets’ office in order to open up their own practices. 
Now there are four dentists in town. As with their mentor, Sam, Pat 
and Sally value the sharing of knowledge. So they each hire three young 
dentists, who, after “interning” open up three more individual practices. 
Now there are thirteen dentists in town. Soon these dentists, who initially 
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placed a high value on collaboration, are going to feel the pressure of too 
many dentists and too few customers. As each dentist struggles to have a 
practice that simply survives, he or she is going to be less willing to share 
information with any other dentist. 

New Times, New Rules
The rules in today’s organizational structures have served us in the past, 
but those rules no longer work. As we saw above, a fundamental rule in 
most of today’s organizational structures is: “I have to step on others in 
order to help myself.” If you do not believe this, imagine that you have to 
make a choice between cutting either your job or that of a person under 
your direct report. Whose job gets axed?  

These are new times, and new times call for new organizational 
structures. Unfortunately, the answer is not as easy as simply inverting the 
pyramid, or even turning the organization’s infrastructure into a circle or 
square. The problem with all of these organizational shapes is that they 
remain flat, two dimensional structures. Because they are two-dimensional, 
these structures remain in what I like to refer to as flatland. (We’ll talk 
about flatland more in a minute.) 

New times call for new rules for leaders. We are living in an era of 
amazing changes, and no one knows for certain just what new organiza-
tional structures will look like. But one rule of the new leadership approach 
appears to be, “I have to help others in order to help myself.”  

Addressing the Five Core Problems calls for the creation of even 
healthier organizations, a process which requires personal development on 
the part of every leader. In fact, one important measure of the health of an 
organization is the amount of focus the organization places on employee 
personal development, especially that of the leaders. 3 Healthy leaders 
create healthy organizational structures. Healthy structures create healthy 
organizations. Healthy organizations create healthy people.  

The Five Core Problems can be resolved as long as leaders understand 
that “helping myself” is not the same as “being greedy.” Seeking a comfortable 
lifestyle for ourselves and our loved ones is not wrong. As with the oxygen 
masks in airplanes, leaders have to take care of themselves before they can 
take care of anyone else. If, for my example, my children are starving and I 
have just been evicted from my home, I am in no position to help anyone. 
When I earn enough money to meet the needs of my family, then I am in 
a much better position to help other people.  
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Strengths & Biases
Discovering solutions to these Five Core Problems of leadership is what 
this book is all about and will save you time and energy because you will 
learn about Black Belt Leadership. This approach is based upon cutting-
edge leadership technology as well as the principles of the Japanese martial 
art of Aikido, without requiring the extensive commitment of time and 
resources demanded by either traditional Aikido practice or graduate-level 
business schools.  

As we begin, I want to introduce the strengths and blind spots which 
I bring to this book. I am an independent executive coach, consultant, 
clinical counselor and martial artist. I am a father and husband, of Irish/
German/Polish descent, living outside of Cleveland, Ohio. In the past 
several years, some of the most exciting part of my work has been combining 
the principles from the martial art of Aikido with cutting-edge approaches 
to leadership. The clients and workshop participants with whom I work 
have successfully incorporated these principles into their own lives, often 
with astounding results. For years, my clients have told me that I should be 
sharing my theories in a book. Here, at last, is that book. 

Aikido
I have been studying the Japanese martial art of Aikido since 1989. One of 
the most modern of martial arts, Aikido was developed by Morihei Ueshiba 
(c. 1883-1968)—arguably the greatest martial artist who ever lived.4 Aikido 
is a revolutionary, non-aggressive martial art that seeks the resolution of 
conflict. Often called “The Way of the Spirit of Harmony,” Aikido is the 
physical embodiment of the Win/Win strategy.5 My many years on the 
Aikido mat led me to the central idea of this book: that pushing and/
or pulling people is always less effective than truly leading people. 
These words are easy to say, but difficult to actually put into action because 
humans are biologically hard-wired to either push or pull. However, leaders 
can learn to reprogram their impulses to push or pull others, and to learn, 
instead, how to authentically lead people. Leaders who master this process 
can then have the power to channel other people’s energy into practices 
and methods that generate success for entire organizations.  

Aikido is a very difficult art that demands an enormous investment of 
time and effort. Earning a black belt in Aikido typically takes anywhere from 
five to ten years of intensive practice several times each week. While the 
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results are well worth the effort, not everyone can make such an enormous 
commitment. In order to help you become an even more effective leader, 
I have distilled some of the principles of Aikido into the practices of The 
Black Belt Way.  

Understanding Aikido principles is essential for leaders because these 
principles offer a sophisticated method for studying engagement that 
is unlike any other.6 In learning the principles of Aikido through this 
book, you will gain a deeper understanding of how to successfully create 
emotional engagement in the people you lead. This book will challenge 
you to examine, at multiple levels, how you engage with the people you 
lead. Those levels include the: 

• Verbal
• Emotional
• Mental
• Ethical
• Spiritual
• Physical 

Leading Out of Flatland
I draw the terms “integral” and “flatland” from the work of American phi-
losopher Ken Wilber, whose work is both groundbreaking and breathtak-
ing. An integral approach to leadership is an approach that coherently or-
ganizes the greatest number of truths out of the greatest number of valid 
leadership sources. Wilber’s four-quadrant model recognizes the subjective 
(intentional – Upper Left), objective (behavioral – Upper Right), intersub-
jective (cultural – Lower Left), and interobjective (social – Lower Right) 
dimensions of being.7 One of the fundamental causes of the Five Core 
Problems is that organizational structures have reduced people/workers/
human resources into what Wilber would describe as “flatland.”  

“[The] belief that only the Right-Hand world is real—the world 
of matter/energy, empirically investigated by the human senses 
and their extensions (telescopes, microscopes, photographic plates, 
etc.). All of the interior worlds are reduced to, or explained by, 
objective/exterior terms.”8 
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Not only does a flatland perspective hurt the people who work within 
organizations, but current data suggests that this flatland perspective 
hurts an organization’s bottom line. The way out of flatland is to create 
a three-dimensional, “second tier” organizational structure, and these 
organizational patterns are only beginning to emerge. While there are no 
second tier organizations in existence yet, the need for an integral model of 
leadership (and by extension, organizations) is tremendously important for 
creating organizational success in today’s global economy.9 This, then, is 
the main premise of the book when looked at through the lens of Wilber’s 
theory. 10 

Does the World Really Need Another Book on Leadership?
No—and yes. There are many books out there that offer leadership model 
after leadership model. The world does not need another leadership model, 
and I do not offer one. What I am presenting here is different. I am presenting 
an “un-model,” if you will, an approach to leadership that brings the art 
out of flatland. This book is not just about leadership, but rather about 
leading people—and there is a difference. Most leadership approaches 
turn people into objects and demand, “Do what I want!” Leading people, 
on the other hand, respects and honors people while seeking to co-create 
conditions that benefit the individual and the organization collectively. 

Learning to lead people authentically requires a commitment to self-
development by the leader. Just as every master chef completes years of 
in-depth study in the preparation and presentations of a variety of foods, 
herbs and spices, so too do effective leaders become masters of their art by 
practicing the discipline of self-development. In the pages that follow, I 
will show you the rewards that self-development holds for you in your own 
leadership role—information you can use immediately. I make no claims 
to have discovered something new, and I have little interest in discovering 
the “truth” about leadership so I can mount a plaque on a wall. Nor do 
I claim that Black Belt Leadership is the one and only approach. Today’s 
organizations are at a dangerous crossroads, and we need new kinds of 
leadership to move us successfully beyond this challenge. What I have 
done is to integrate leadership technology in ways that my clients have 
told me is both exciting and effective. Both individuals and organizations I 
have worked with have found this new integration beneficial. I offer these 
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insights as my contribution to the dialogue about new leadership that is 
taking place in all parts of the world today.11 

About the material in this book
Many concepts about leadership were researched for this book, and in 
deciding which to include, I tried to maintain a pre-established level of 
rigor. In order to be considered for inclusion, every concept had to meet 
three specific criteria: 

1. There had to be support for the concept from at least two independent 
sources in the existing leadership research. This allowed me to rule 
out theories and practices that were too individualized or one-sided in 
their approaches. 

2. The concept had to pass the test of effectiveness in my own life and 
work. I have no interest in offering ideas and advice to others that I am 
unwilling to try myself. 

3. The concept had to pass the test of effectiveness in the lives and work 
of other people. In the two-plus years I spent writing this book, I field-
tested these concepts with a variety of individuals and organizations, 
and those that showed merit were then included. 

A Word about Language… and “Leader”…
Like so many other writers, I struggled with the “he/she” difficulties of our 
language. I believe that “s/he” is awkward, so I use “he” and “she” randomly 
when referring to leaders. Despite the often misogynistic, patriarchal roots 
of the martial art world, my deeply held experience is that both men and 
women can be strong leaders, effective martial artists, and explorers along 
the path of emotional growth—with some wonderful people even doing 
all three! 

In this book, I chose to use the word leader to describe anyone who 
influences other people’s behavior. Using this definition, everyone leads at 
different times in his or her life, for one cannot be alive and not lead. I 
stayed away from words like “manager” or “supervisor” because these titles 
only apply to certain job positions. Since the fundamentals of leadership 
are the same for all people and professions, the information contained in 
this book is applicable to everyone in a position of leadership—whether 
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you are a foreman on a shop floor, an officer in the armed services, a CEO 
of a Fortune 500 company, an educator, a parent, an ordained clergy, an 
entrepreneur, a small business owner or a supervisor in a non-profit orga-
nization. Leadership is not limited to organizational structures, nor does 
everyone who leads within organizations carry the designation of leader. 
Neither is leadership limited by age. I have watched my six-year old daugh-
ter share leadership responsibilities with her same-age playmate as they 
led their energetic gaggle of friends off into a fantastic world of teen-age-
wizards-meet-child-spies-while-riding-on-ponies, as only six-year-olds can 
create. I have been humbled while watching a 78-year-old matriarch lead 
her family through the healing and recovery following the devastation and 
horror of discovering that a child in the family was being sexually abused. 
Yes, everyone will lead at some point in life, and I believe that everyone can 
benefit from the material contained in this book. 

Writing about leadership poses the dilemma of providing clear and 
specific details regarding individuals and organizations in order to illumi-
nate the concepts I am trying to convey. At the same time, I need to pro-
tect the privacy and confidentiality of the individuals and organizations 
involved. I have tried to balance both demands by altering the specifics in 
order to disguise the identity of those involved, without changing the es-
sential dynamics. Some examples that I provide are composite pictures of 
interactions that I have experienced frequently in my coaching or consult-
ing work, and any dialogue is not verbatim. 

 

You Get Two Books in One
What you are holding in your hands is really two books in one—the book 
as a stand-alone piece, and the book along with the extensive endnotes. I 
designed the work in this manner in order to meet the needs of leaders, and 
to blend with different leadership learning styles. Leaders today need to 
understand both the “Big Picture” of leadership, the view from 50,000 feet 
as well the “nuts-and-bolts” approach for working elbow-to-elbow with 
people in the trenches. This book provides both views. Read the book as a 
standalone for the aerial, 50,000-foot approach. Then, when you are ready, 
go back and re-read the book along with the endnotes for a deeper, more 
extensive view. 

I also wrote this book in a manner designed to appeal to different 
leadership learning styles. If you are a leader who is just learning the 
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fundamentals of leadership, or if you find endnotes distracting, please feel 
free to ignore the endnotes. The book will stand up quite well without 
them. On the other hand, if you are a leader who enjoys details, or one who 
is familiar with the existing leadership literature and ready to go deeper, 
then feel free to read the book along with the endnotes, cutting away to 
the annotations sequentially as they appear in the text. Most importantly, 
whichever way you read the book, please do so in a way that best fits your 
learning style.  

Finally, please do not accept anything as true or valid simply because 
the words are written on these pages. I invite you to carefully consider what 
I have said in light of your own experiences, exploring those things that 
you find beneficial and then incorporating them into your own leadership 
style as you see fit.

 


