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Nin Zhao [neen jow]and Xiexie [ssee eh ssee eh] 
“Good Morning”and “Thank You”

It is a great pleasure and honor to be invited to present ICP’s 2004 Keynote address by incoming President and Program Chair Natividad Dayan.  Naty and her husband have become cherished friends, as well as colleagues, across our 20 years of ICP conferencing.  Warm memories take me back to Banff, to Toronto, to Graz, to Taipei, and, especially, to the Regional ICP meeting Naty hosted in her home city, Manila. 

· At the banquet in Manila, Chok Hiew, our intrepid Jinan  logistics organizer, entertained us all with a lively dance with Amelita Martinez Ramos,  wife of the President of the Philippines  -- Naty’s psychology colleague and our banquet guest speaker.

· And,later, Naty and her husband Roger went with me on a boat excursion to the Manila Bay island Corregidor. Today Corregidor is a place of quiet beauty and playful monkeys with memorial parks commemorating it’s  tragic past that links my family history with Naty’s.  

· And I always smile when I think of Roger making his debut as Hamlet in ICP’s Toronto 2003 rendition of Pittu Laungani’s play,The Strange Affliction of Hamlet, Prince of Denmark. 

 Xiexie [ssee-eh-ssee-eh] Thank you, Naty, for special memories, for your unflagging support for my work, and for this opportunity to share with our colleagues a few of the ideas I’ve synthesized from my studies and practice these 49 years.  

Across my career, my passionate commitment --  perhaps, I should say “strange affliction”-- is one shared by numerous U.S. psychologists – a determination  to understand and to promote effective and constructive leadership.  In Western cultures Psychologists’ fascination with the leadership phenomena may be only surpassed by quests for the fountain of youth and the holy grail, or:   In Eastern cultures, surpassed by the  striving for Ying-Yang balance and the Supreme, Transcendental Nirvana State where there is “no more work left for self improvement.”  

Naty Dayan’s preference for my keynote message today was for me to talk about the “self improvement” book for I wrote for next generation leaders, The Quest for Executive Effectiveness (2000), a book that assumes most of us, perhaps, especially fast track leaders, have not yet reached the Nirvana State.  The book is written to and for organizational managers and executives, and to provide an informal text or desk reference book for use by Organizational Consulting Psychologists who provide executive coaching services.

In contemporary Western realms of fast foods and free enterprise, psychologists and other health care providers speed-up assessment processes and offer short-term therapy services…for example, psychologists in my field of organizational consulting may be hired to speed-up productivity of assembly lines in automobile manufacturing, or speed-up the process of selecting the best candidates for high level jobs and high stress job assignments – such as for expatriate management jobs.

U.S. psychologists have accumulated nearly a century of scientific evidence about workplace effectiveness, especially about managers and leaders.  This stream of inquiry is providing an increasingly clear paradigm of leadership behaviors likely to make a positive difference in workplaces – in Western cultures.  The goal of leadership studies has been to discover conditions conducive to productivity and wellness, and to suggest which management behaviors are effective in which workplaces. 

 Productivity entered the equation earliest, in 1911, with Frederick Taylor, a behaviorist, who conducted time-motion studies to discover more efficient ways  of performing tasks.  The famous Hawthorne Studies of the 1933 added the importance of attention to the people who carried out the tasks.  The Ohio State findings of the 1940s, calling attention to Task and Consideration behaviors, continue to prove a sound platform.  Recently re-packaged as Forceful and Enabling Leadership by Kaplan & DeVries in 2002, these two dimensions   continue to be viewed as pivotal variables of leadership behavior and skill that can be measured and cultivated.  

Evidence supporting  salience of the executive/leader role gained attention in the mid 1900s through the work of, Fred Fiedler and Bernie Bass, pioneers in international applied psychology.  Together with the work of other influential US psychologists, such as, Henry Murray, David McClelland, Harry Levinson, Gordon Lippitt, Ken Blanchard & Paul Hershey, to name only a few, and researchers in related disciplines of business administration, sociology, and anthropology, a compelling empirical foundation is established for pointing out ways for making a positive difference in workplaces – in Western cultures.

Along with this knowledge explosion came leadership development programs, designed and staffed primarily by psychologists.  Leadership institutes have long been offered by the National Training Laboratories (NTL), the American Management Association (AMA), the Center For Creative Leadership (CCL), and universities such as, Harvard, Yale, and Stanford.  This year, using an internet “google” search for “leadership development”, over  8,340,000 references were at my fingertips in .39 seconds. A growing emphasis on “positive psychology” and the internationalization of business is escalating programs and studies that gather data identifying commonalities and differences in leadership effectiveness around the world. 

 Robert House’s multinational “Globe Study”  (2004) is an important recent contributions.  House, who began with a PhD at Ohio State – at the time of ground breaking leadership behavior studies - is now Professor of Organizational Studies and Management at the Wharton School at the University of Pennsylvania.  Together with his team of over 100 co-authors, he  collected data in more than 62 societies  in order to describe leadership similarities.  The Globe study found  a charismatic or inspirational factor ranked number one in leader attributes  This factor, as first defined in the work of Burns and Bass, is a cornerstone of the Invitational Leadership Approach [ILA], a synthesis model I developed for the Quest book, and describe briefly today.

 The ILA is an  “aspirational” alignment of psychological principles and methods empirically proven as useful to executives in a variety of workplace settings, especially those interested in making a positive difference in the lives of employees.  I juxtapose separate streams of psychological principles in the interest of being client-centered and  “user friendly”.  The intent is to “give psychology away” to CEOs, to managers, and to leadership development trainers.  An updated edition of the Quest book is in-process with a fresh, sound-bite title, EXECUTIVE WISDOM.  

Executive wisdom can be said to begin with knowing thyself, BUT NOT TAKING IT TOO SERIOUSLY.  We as individuals can change, and will change across the life span.  A belief in human potential for lifelong growth and development means a belief that we need to keep information /beliefs about ourselves updated and assess ourselves with a sense of humor.  Psychological information relevant in each domain of executive responsibility - individuals, groups, and organization -- provides an infrastructure for Executive Wisdom.

The three domains of executive responsibility, labeled to coincide with the language and view of the leader, are discussed as Vision, Motivation, and Action.  

One:  Vision. Information from Perceptual Psychology Provides Background Information for Understanding Individual Behavior.  This is the psychological foundation for Personal Wisdom. An individual executive is the carrier of the vision, the mission, and the purpose of the organization.  In order to generate, and later, update that Vision, an executive works from inner priorities, values, knowledge, and experience.  The consulting psychologist contributes to the development of an executive’s personal wisdom by being a confidant, a trusted advisor, the “container” and “safe house” where a CEO can take care of necessary mental housekeeping, and strengthening of a positive view of self, others, and tasks, demonstrated to be linked with leadership effectiveness (Combs, Miser, A.B., & Whitaker, K.S., 1999; Combs, Richards, & Richards, 1976). 

Two. Information From Behavioral Medicine and Health Psychology leads to Emotional Wisdom. The charismatic characteristic, found in 62 societies to be the attribute associated most strongly with successful leadership, is labeled the “inspirational” level in transformational leadership models and training programs (Avolio & Bass, 2002).  The ILA model offers insight into charisma by reporting psychological information from research in behavioral medicine and health psychology.  These data suggest that: Underlying the expression of inspirational / charismatic behavior are three basic emotions – curiosity, anxiety, and anger.  These three emotions that are linked to neurochemical activity, drive behavior.  By understanding and modulating emotions in the self and in others, leaders behave in ways that are charismatic and motivational.  Psychologists working as executive coaches contribute to an executive’s understanding and strategic use of emotional wisdom.
Three. Psychological information from several schools of organizational psychology is the background for Leadership Wisdom.  An organization –  whether it is a corporation, a firm, or an agency; whether it is profit or non-profit; governmental, educational or religious  -- any organization, is lifeless without people.  The executive holds the reigns and weaves the threads of human activity; the executive communicates the vision, coordinates departments and functions, and initiates the action.  Psychological research suggests more favorable outcomes in Western cultures when management philosophy and practices is guided by Executive wisdom, which works to integrate charismatic with participatory behaviors, as in the Invitational Leadership Approach (ILA) model. 

Now, a deeper look at the executive competencies: Vision, motivation, action.
One /  Yi [yee]                            VISION                            Personal Wisdom     

The first part of the Quest / Wisdom book is about recognizing “what’s important” – it’s about setting priorities for turning the organizational vision inside-out.  The psychological principles addressed here include: self awareness, self assessment, and self management of personal integrity.  This requires examination of beliefs, values, and assumptions that inspire and motivate.

Executive Effectiveness and Executive Wisdom begin with Personal Wisdom,  a willingness for self examination.  That examination begins in a spirit of openness, and a decision to do an honest self-assessment of what is not current, not relevant, not accurate, or not healthful.  This review can be done as a self development effort, or it can be guided by a consulting psychologist, someone trained in both coaching methods and organizational psychology.  To use a sports analogy, it means taking an executive “time out” from daily business pressures to to learn, to improve, to release untapped leadership potentials. 

 Harvard University seminars for executives emphasize the importance of identifying and cultivating High-Potential “Next Generation” leaders in their organizations.  Recognizing high potentials (HiPo) within and around you  is high on the  short list of “what’s important.” 

Turning individual vision into collective success is accomplished over time and through trust.  Due diligence for becoming a leader who can make a positive difference begins by assessing one’s assumptions about self, others, and work.  The Effective Leader Profile (Mink, Mink, Owen, Downing, 1994; Poling & Mink, 1979) is an assessment tool a colleague and I adapted for use in managment development programs for municipal utility organizations.  It is an early version of the 360 degree questionnaires used in many US companies, such as Pepsi, Westinghouse, Tropicana, Marsh/Aeon Insurance, as performance evaluations for managers.  It collects opinions from multiple coworker-raters: the boss, the peers, the direct reports, as well as  self ratings by the individual being assessed.  In the Effective Leader Profile, questions are associated with a nine dimensional model of leadership effectiveness.  Effectiveness is assessed in terms of the individual’s attitudes toward self and co-workers to organizational and global perspectives. 

Nine Dimensions of the Effective Executive

1.  A Sense of Self-Worth                                                          

     

2.  An Awareness of One’s  Knowledge, Skill, and Values                        


3.  Hearing and Responding to Others                                            



4.  Promoting Unity                                                                      



5.  Facilitating Interaction                                                            

     

6.  Representing the Group in the  Exchanges of Information     


7.  Being Clear about Essentials of the  Corporate Vision XE "vision"                                      


8.  Seeing How All departments Fit together in the Achievement of the Vision XE "vision"  
     

9.  Seeing How the Enterprise Fits into the World                         
For example:

PRIVATE 
How  do you think your staff and direct reports would respond to these questions about you?

(2) My CEO XE "CEO"  is unclear about beliefs and values XE "values" \b .                             My CEO is confident. Takes a stand for beliefs.


Is unwilling to take a stand on issues.  Perceives     
           Sees self as  competent and  worthwhile.    


self in defensive or helpless ways.

                        Secure enough to ask for feedback XE "feedback"  and criticism.
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(3 My CEO XE "CEO"  is blind to own deficiencies.

             My CEO is always looking for ways to improve

            Sees no need for building skills.                              self and skills.  Realizes deficiencies and acts to remedy



|========|=======|========|=======|========|========|=======|
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Much of what we discover by scientific investigation is far from being “news.” Over 2,500 years ago, listen to the people was the chief admonition to Chinese leaders.  That wisdom comes from Menicus, a student of Confucius.  Confucius, a magistrate who went on to become assistant minister of public works, and later minister of justice in the Chinese state of Lu, began his government career managing stables and keeping books for granaries.  After he fell out of favor with political power holders, at the age of 56-years-old, he turned his attention to the teaching for which he is still respected.  He was the first in that culture to concentrate on teaching as a means of improving society.  He established teaching as a vocation in China, advocated education for all the people, and initiated a humanities training program for potential leaders (Britannica, 16, 654).


In the stream of Western cultural history, PLATO, a Greek philosopher who lived about 427 – 347 BC (Before the Common Era), so also about 2500 years ago, said about those being selected for leadership development:

We should prefer the steadiest and bravest …, the best looking. . … moral integrity and toughness, … natural aptitude for this kind of education. . . intellectual eagerness, and must learn easily.  . . [They must have good memories, determination, and a fondness for hard work. . . .If we pick those who are sound in limb and mind and then put them through our long course of instruction and training, …we shall preserve the constitution of our society.   ]   

 John Kotter of Harvard Business School wrote: “ most leadership skills are too complex to train the best we can do is to provide a catalyst to catch managers’ attention to some important skill areas”


And, most recently, Goleman, Boyatzis, and McKee, wrote in  their popular book about emotional intelligence, Primal Leadership:  “The fundamental task of leaders is to prime good feelings in those they lead. That occurs when a leader creates a resonance – a reservoir of positivity that frees the best in people.”

All agree that leadership truth begins with two.  More than one talented individual contributes to the realization of an organizational vision. The success of the undertaking means aligning appropriate talents for producing the stipulated result.  The vision is turned inside out, made manifest, with the collective enthusiasm and commitment of Hi-Po individuals who establish a bond of trust.

Building trust and enthusiasm among colleagues and co-workers, is the second watershed competency of the effective executive, a competency that calls for Emotional Wisdom

Emotional Wisdom               MOTIVATION                  Two / Er [ur]

 XE "Anger" Emotions enliven and motivate what happens along the way toward the vision.  The natural neurochemical power produced by curiosity, anxiety XE "anxiety" , and anger are emotional resources that can help shift the weight of inevitable organizational surprises toward constructive, positive adaptations or changes XE "change" .  XE "change"   Curiosity, anxiety, and anger are the precursors of behavior – depending on the dominance of one or the other of these emotions,  we are motivated to move toward, away from, or actively against some person, thing, or situation. They are also the triggers that leaders use to motivate action in others. Understanding and tapping into the power of the “vital sign” emotions (Spielberger, Ritterband, Sydeman, Reheiser,, Under, 1995) is the wellspring of an executive’s charismatic influence and emotional wisdom.

 In gaining Emotional Wisdom, executives come to learn how curiosity – the explorer emotion --  is behind entrepreneurial risk-taking;  how anxiety – the protector emotion --  keeps an executive from plunging into unknowns too quickly; and,   how anger – the hero emotion -- is associated with idealism, quality assurance, perfectionism and depression.

It is my observation that quality-of-worklife and enthusiasm emerge from relationships among co-workers. Where does the animating force come from?  What causes enthusiasm and passion for work?  Emotions are driving these characteristic dispositions.  Those dispositions generate a felt, but invisible energy, that is called attitude.  It’s a difference you sense when you go from one work group to another. 

 Differences in mixes of vital-sign emotions XE "vital-sign emotions" , curiosity, anxiety XE "anxiety" , and anger blend into more complex conditions.  Combinations of these emotions can generate prevailing attitudes such as entrepreneurism or fatalism.  

Curiosity as a motivator is a “hungry” emotion.  It’s a hunger to find, to explore, and to feel good.  Curiosity begins in infancy with our quest to satisfy the need to test out everything at hand as a potential source of food; and, it quickly diversifies.  Curiosity motivates our thirst for information and out fascination with physical well-being and pleasure.  Curiosity supplies a “go-for-it” enthusiasm that sets us off on adventures in pursuit of survival, adequacy, growth, and meaningfulness.  Curiosity is the Explorer Emotion.

One way that Curiosity manifest in Executives is seen in those who are perennially curious about how to create a business advantage and how to increase the Return-On-Investment and Assets.  While taking time to peer into the mists of the future, the long range and the big picture may at first bring to mind the Australian Walk-About when adults take to the Outback on solo treks to think about their lives and sort out themselves, the corporate leader, especially those facing the proverbial 100 day window for making a difference in company profits, rely on strategic visioning  and long range planning to forecast the most efficient pathway to becoming higher performing.  The process today is an all-hands effort to rethink the alignment of assets, the interpretation of market demands, and the most likely to be successful new directions. 

Anxiety, the Protector Emotion.  The survival role of anxiety, for leaders and especially enterprising executives, is to keep them from becoming overly curious, too adventuresome, to the point of being oblivious to realities -- the dangers and  downsides of corporate risk taking.  It is the natural “worrier” and protector emotion.  Assessing leaders with psychometric instruments has been a major aspect of my practice, and using the STPI (Spielberger) to look at curiosity, anxiety and anger, I found that while many executives carry strong levels of anxiety – they are acutely aware that there are no pat answers to how to make the company profitable  -- and, fortunately, they also carry higher levels of curiosity.  The curiosity measured by the STPI is intellectual curiosity which the emotion found to be at high levels in research studies tracking healthy T-cell generation and longevity  (Spielberger      Diamond). William James, and David Berlyne, suggest that curiosity touched with an optimal level of anxiety establishes the best conditions for creative thinking and learning.  

When the anxiety emotion takes control, it can inhibit performance excellence.  Sports psychologists have worked out a number of ways to help athletes overcome this form of fear or “stage fright” that keeps rehearsal champions from winning Olympic Medals.  Scandanavian psychologists have become quite effective in managing the delicate balance of anxiety through mental imaging and relaxation techniques.  The same type of treatment or intervention works well with executive stress management.  

Top level executives are well-acquainted with stress and anxiety.  They wake at 4 am flooded with images of all that must be accomplished during the day ahead.  Thy have nightmares about financial statements covered with red in.  They carry briefcases stuffed with unfinished work home each night.  It is an instinctive gearing up of the body’s strengths to wage the battles of business and commerce, especially in times of unsettled economic conditions.  This worrier emotion is saying to the leader, “If you remain alert to possible dangers, you can assure success…”  

The goals of the emotion are security and safety, the dangers and risks are preoccupation with work at the expense of attention to personal health and relationships; seeking immediate relief with alcohol, drugs, sex; and a reduced ability/willingness to adapt to changes.  Turning fears into productive objectives, such as determined efforts to insure that work sites are clean and safe, to insist that equipment be kept in working order, and to expect workers to be ready and able to do their jobs competenty, whould hardly be jusdged as bad motivations.  

Such objectives based on fears do not result in a freezing behavior, a too-frequent behavioral dysfunction when overcome by extreme anxiety.  The successful executive worrier, on the other hand, does not like ambiguous and disorganized operations, and moves into Action -- scheduling, programming, flow charting to assure things are in order and ready for getting the show on the road.

Anger, the Hero Emotion.  Anger is a normal survival emotion, yet is treated as if it were Pandora’s box.  If we dare open it to see what’s inside we will let loose a horde of evils. While that apprehension is not without foundation in tales of rages that cause violent, destructive outbursts, it is important to realize that it was Madam Curie’s anger at the senseless death of her husband that fueled her single purposed dedication to completing their unfinished research.  Her life of love, loss, sadness, anger, and purposeful work is an example of how justified anger is a valuable activating/motivating force.   

Anger is recognized today as a quality assurance emotion:  If I point out flaws when I see them, then the good things of life can be won….  The down side of the anger emotion is that it is also the killer emotion, the source of internal chemical reactions linked most directly with heart diseases.  Persons with high anger-in characteristics are prone to hypertension.  Persons with high anger-out behaviors are prone to sudden heart attack.  It was anger that was linked in studies in behavioral medicine most closely to the high incidence of heart disease among executives, and when coupled with a drive for perfectionism, anger was linked to depression and burnout, even suicide.

In The Quest for Executive Effectiveness, I take a first cut at characterizing an “Anger Attack,” which I find to be a cousin to a Panic Attack.  Managers who struggled with episodes of Anger Attacks and their after-effects were my most frequent and long term individual clients.  These moments occur unpredictably, yer may become attached to certain situations.  The disorder often begins in childhood or pre-adolescent years.  Anger attacks may be limited to a single brief perod or become chronic. 

It is important to be aware that our Anger reveals what we love most.  Anger is quite similar to love which is described as having three dimensions: eros, filial, agape.  Madam Curie’s anger stemed from an eros type of love, love for her husband.  

Martin Luther King expressed a filial/brotherly type of love in his anger about prejudice.  Full of righteous anger, he harnessed and channeled the anger of many people to more society toward a dream of equality and justice for all.  Anger can be considered as the “politician” of the vital sign emotions, drawing attention to what’s wrong with the way things are and pointing the direction to what needs to be better in the future.

The Mexican visionary, Don Juan, addressed an agape form of anger, a broader context for the roots of anger, arising from an attachment to social norms and biases.  Whether or not Carlos Costaneda invented Don Juan to represent Costaneda’s  own anthropological-psychological message about the importance of “controlled folly”, this message about freedom from externally imposed perspectives or limitations comes from an agape anger about people enslaved to ideas, or things, or people.   As we live out our days in the non-stop stream of experiences, we can count on anger to be an informed ally bent on improving and perfecting things around us.

Executive Wisdom                               ACTION                            Three / san [sahn]


The Invitational Leadership Approach [ILA] recommends using actions that are participatory in nature whenever possible and feasible.  A large part of executive activity is decision making, planning, and rainmaking.  Rainmaking, here, comes from the organizational jargon used to refer acquiring the resources necessary to do the work.  

Executive decision-making is powerful action because it is the path to organizational priority setting and agenda managing.  Formal decision-making models developed by Victor Vroom and adapted by Kepner & Trego for leadership training programs set criteria and  describe options for ways to make organizational decisions.  

The range moves from solo decisions, an autocratic behavior, to concensus decisions, where everyone has a say and openly agrees to support the decision of the majority.  The mode of decision making that is recommended is guided by three criteria: Time; Knowledge; and, Willingness of followers to go along with the decision.  If a decision is urgent there is less time available before acting.  With more lead time, then more information can be collected from knowledgeable sources, thus improving the likelihood of the best decision being made.  

The recent Bass-Avolio model of Full Range Leadership builds on insights from decision making research and helps to consolidate templates available to executives and consultants when sorting out the proven effective-and-efficient approaches to decisions, planning, and rainmaking activities. 

 Planning work can be looked at from strategic or operational perspectives as described by Kaplan & DeVries.  In other words, from short-term activities to long-range directions.  Tactical planning for short term projects calls for activities in developing Task-Time-Responsibility tables, PERT (Program, Evaluation and Review Technique) and GANTT charting  (named for project management innovator Henry L. Gantt showing a calendar tracking of each activity’s start, duration, and completion). 

Calibration consultation is a technique that can be useful in both project planning and strategic planning.  Calibration consultation is assessment based and ideally is implemented with the assistance of a consulting psychologist.  The process begins with collecting data, descriptions of the organization’s current situation and descriptions of the desired situation (O’Roark, Calibrating Productivity in the Workplace, S&E, Vol.17, Taylor & Francis, in-press, 2004).  When the desired situation is determined to be a long-range goal, then the Calibration Consultation shifts into a strategic dimension.

Strategic planning action programs range from the traditional SWOTS [a facilitated management analysis of corporate Strengths & Weaknesses, and Opportunities & Threats] to a recently popular and more complex project called by creator Peter Schwartz (1991) Scenario Building where a cross department, cross level group is first given assignments in  gathering information about the industry / business / service area.  Then they come together in a workshop session to create organizational futures: worst case scenario, best case scenario, no-change scenario.

Rainmaking activities for an executive include:

 financing; resource & equipment acquisition; talent scouting and educating/developing those with high potential,  and, problem identification & conflict resolution.   The downside of rainmaking is the negative potentials for developing hubris and other dark side characteristics of those who enjoy using power for self-serving manipulations (Shostrum wheel).  There is not time here to go into the destructive consequences of misused power – the harm done by those who will do anything to be Number One, who use organizations to feather their own nests. (Kets de Vries)

The paradox in executive effectiveness is that executive achievement starts out as an individual inspiration / vision but is meaningless, does not make a difference, until it is transformed into collective motivation and action.  The narrow passage is through trust.  In organizations with a future, invitational leadership bridges the individual-collective divide in order to assure that vision and power connect with trust and values.  One of my executive effectiveness classes composed this statement that sums up much of my message today:

The executive that makes a difference is one that is a strategic visionary. [This person] is fair, delegates to subordinates, allows them to perform and is interested in their development. [Moreover, the executive] realizes that there is life beyond the job and stresses [the importance of]  family values . . .

Although ILA is a product of my learnings and work in the USA, it is consistent with wisdom provided to us in the small book, The Way of Life (trans. Byner, 1944), by Lao Tzu.  Lao Tzu was born in 604 BC, near here, in what is known then as the province of Honan.  Legend has it that he was born at the age of 62, the longest pregnancy reported.  He put his philosophy into five thousand words just before he rode off into the desert on a water buffalo.  By way of tribute and appreciation to our Jinan hosts, I quote from what he had to say about leaders: 

 A sound leader’s air

Is to open people’s hearts,

Fill their stomachs,

Calm their wills,

Brace their bones, 

And so to clarify their thoughts and cleanse their needs

That no cunning meddler could touch them.  . .

. . . of a good leader, who talks little, When his work is done, his aim fulfilled,

They will all say, “We did this ourselves.” 

 [this captures well the essence of invitational leadership and participatory action]

The final portion of my summary has to do with the importance of positive psychology.  Making a difference in the lives of others, others who are part of the healthy, achieving, normal populations, comes from the work of organizational consulting psychologists and other non-healthcare service – NHS – providers.  The benefits of positive psychology workers needs to be more widely recognized and accessed, if psychology is to make a difference in the quality of life globally and in the future.

Thank you, Madam Presidents and ICP colleagues.  You have made a difference in my life.
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 FREDERICK TAYLOR   








1911 





 APPLIED J.B. Watson’s BEHAVIORISM





         TO WORK PRODUCTIVITY

 HAWTHORNE STUDIES 


             

  
        1933




     SHOWED PRODUCTIVITY INCREASED





 WITH  ATTENTION TO WORKERS

LEWIN, LIPPITT, WHITE    


              


        1938




  
 Leadership in ONE DIMENSION:

         

     
 DEMOCRATIC STYLE  VS AUTOCRATIC STYLE


OHIO STATE STUDIES                                         

                 1945   




           Leadership with TWO DIMENSIONS

          



  STRUCTURE  &  CONSIDERATION 

FRED FIEDLER

 Contingency Theory          

                1960s    





 Effects of Personality and Situation  



 Three Dimensional: Leader’s Self in the situation
HERSEY & BLANCHARD                



       1960s&70s   






SITUATIONAL  LEADERSHIP training



    

      Three Dimensional: Workers’ ability & willingness

VROOM & YETTON     
Rational-Cognitive theory        

      1970s 





         Decision Making options


                   From Solo Action to Participative to Consensus XE "Action" 
DOUG BRAY



    


             1970s-1980s  





             Assessment Centers





 Behavioral Observations and ratings

Eduard Deming
  






              1980s  





TOTAL QUALITY MANAGEMENT




Statistical Control XE "Control" ; Team /  Worker Responsibility




 Continuous Improvement <<<<Re-engineering

BERNARD M. BASS  
  FULL RANGE LEADERSHIP

     2002      

                      
Transformational-Charismatic  Leadership





 vs Transactional Rewards Management  1990s

SYNTHESIS   AND  EXTENSION  OF   EMPIRICALLY   SALIENT    MODELS

The       INVITATIONAL      LEADERSHIP       APPROACH      (ILA)
CHARISMATIC       



INSPIRATIONAL, EDUCATIONAL, AND






AN EMPOWERING ROLE MODEL

PARTICIPATORY



INVOLVING OTHERS AS MUCH AS POSSIBLE





IN ORDER TO TURN THE VISION INSIDE-OUT
DEVELOPING OF LEADERS WITH INVITATIONAL POWER
1.  Entrepreneurial VISION.   
 WHAT’S IMPORTANT?     Self, Others, Task

2.  Charismatic/ MOTIVATION.  
 Dealing with SURPRISE & CHANGE: Vital Emotions 

                                                                                Curiosity XE "Curiosity" , Anxiety XE "Anxiety"  and Anger XE "Anger"                                                                                                                                                
3.  Participatory/ ACTION. 

Goals, plans, resources; high Hope Involvement
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