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"When you first become a
manager after being an

individual contributor, it's
about changing your
mindset from me to we."

— Kate Matsudaira, Entrepreneur and
former VP Engineering & CTO
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“The Union officers rode past us
Confederates smugly without any
sign of recognition except by
one. When General Grant
reached the line of ragged, filthy,
bloody, despairing prisoners
strung out on each side of the
bridge, he lifted his hat and held
it over his head until he passed
the last man of that living funeral
cortege. He was the only officer
in that whole train who
recognized us as even being on
the face of the earth.”

~Quote from diary of a
Confederate soldier 21




ligyou Iead well, you're goi

PISS SOme "eﬁie..of

) Rel IA,JJArJr JJJ [earns.
a0 Digwingines.
KNG Gt ISIO'I"IS
— rloleligle JJ : dards
= JJ‘/JH _J ? c when it's easier to say nothing.

s Chief:Ghris Mannino (ret.)
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-
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J l,a IdE rs |p is about:
> ;_;_-,: aFlng the call.
—  — Being consistent.

‘.} —

. _— Being clear....... even when the audience might not love the message.

—

- =

\

- e [f no one’s ever uncomfortable, you're just managing approval.

e Real leadership shapes teams and creates movement, and that’s not
always popular.
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-— ,ng FOLLOWERS

—

f‘}},Acéountable & Responsible

-® Humble (give the credit — take the blame)
® Empathetic
® Smart



feaadership Decisions
SRPIOIES IQ_nal e
SRliienmed

SRYIEaS e d

o Noje r) r)sz |ate (ethical, legal, within policy)
SEANC yze Information, consider multiple options,

—— ﬂ make choices that align with the
'Z'-"’ Organlzatlon s goals

et

e Requmng a balance between strategic thinking,
collaboration & risk assessment

® Being mindful of potential biases
® Adapting to changing situations



gheArt & Science of LEA —
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SNnrorder to successfully practice the
grL ol leadership, one must have
éred the scrence of leadership.

- _—
= - -

/—I

""-"—"

- 4 The sc/ence part comes from studying
~ past practices (both successes &
failures).

-
.'—’ '_.- ,
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to inspire effort
« Communicate the
vision
* Build enthusiasm
* Motivate
ng— ‘commitment, Controlling—
to set the direction ~ hardwork to ensure results

Management

process

Organizing—
to create structures
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hers say their work is peer-reviewed, it means thelr study was evaluated
by independent experts in the same field before being published.

; as a type of “quality control” filter for academic research.

Review Works
ﬁv A scientist finishes a study, and writes a paper. They send it to a
entific journal to be published.
—= Evalu: tlon The journal editor sends the paper to 2—-3 "peers" (other scientists who
== _‘::s r—stand the topic) anonymously to be reviewed.

-

= = ngthue. These experts check the hypothesis, methods, and data, for flaws.

= Replication: The experts run the same experiments, and compare results.

-

— Verdict: The experts recommend accepting, or rejecting the paper if the science is
not sound.

e Why It Matters
— Filters Errors: It catches sloppy math, weak evidence, or biased conclusions.

— Builds Trust: It signals to the public and other scientists that the research is
credible.

— Prevents Fraud: It makes it hard to publish fake data or stolen work.

13



Eac rInc;I ¥Id ual Jt—

o el “Jﬁee days™ & “Dad days’
2 Crlelp) J -~every day (never stable for long)

= qrev s / gets better
= ,ts discouraged / tired

== dapts to other people

..:_..—-

» Can be a LEADER of one group and a
FOLLOWER in another situation

‘-.

——

—
——
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sroups of Humans;
- VEED Lleader

IFSTsimplernuman nature.

"Seme |:)eople want to lead, and most people
willlveluntarily follow.

_f_;—: ‘Hierarchies in human groups are inevitable.

; * Researchers have found mo group where all
&= members have equal status.

When they observe people in families,
i - meetings, clubs, or other organizations — the
e pecking order always emerges in work or play.

-b"'

—

Northwestern University Q
Professor of Psychological ;
Anthropology

X g
Dr. Helen B. Schwartzman PhD &




Meanagement, Lea:de_rshiB,&&;,
SUpervision is:

SiVanagement via Synergy

e

— properly combing 1+1 can equal

— than 2
~ ¥¥FXMore than the sum of their parts

—
-

16
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a6h haVEoUROWIf J J/Jrl al “personalities” . ==

. ] .v'v-"

“n

SVETE m '*ave our own individual “leadership styles”
— (or m:%r gement/ supervision styles)
= F r@ n be changed or adapted — we will be talking about that

= We each have employees with different styles

e \We each work at agencies with a particular “culture”

17
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Wi CISE he-m@_t'vatlenw

o

J B r)JJ\ ees will teII/show you how they
EEQI T =be supervised / managed

= ‘7 f;.,.
e
_,',_~ o

s - _.,‘
e

_A-‘

o= %‘1ess about what motivates the
: .-superwsor or their “style” and more about

_c i

= ~ individual employees.

® One size does not fit all

18



The most expensive
fning 1IN tnis world 1s

TRUST

b can toke YEAKRS to EAKN
and only a matter of
SECONDS fo LOSE
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impoertant Decisions

SIB5IIS & Strikes
SRBESt information YOU HAD AT THE TIME
= S'Everyone makes mistakes

e

~ | EADERSHIP is all about how you handle it

20



et Themroff The Hook

GIVE
Sl accountability. /. responsibility = *

.“ ‘

EMm “permission s

| You and your team will ALL make

o
— -
-

-

| mistakes. Itis critical to actually take

steps to speak about them and offer
relief and forgiveness so that everyone
can move on. When someone makes a
mistake they usually are harder on
themselves than anyone else can be,

do them the service of relieving their

pressure and helping them move on. If

you are the leader, recognize that you

make mistakes, how you speak to your

team about them sets the tone for

your organization. 21
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’é thleve public mission

2. Satisfy the needs of the employees

22
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MIOEPRY'S Law,,
r\r]\7 flls MM ........

MURPHY'S LAW

ANYTHING TAXT CAN GO WRONG,
WiLL GO WRONG

‘09 \4INT3a
MdY¥OW

5

< Nu dnmms""l-
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.. Be Professiona

-

Kigle
Frieniclhy
EpPa rnruw | “
\/m,),Jrr]r*F
(“JHJ)AEQ
ZKnowle Qeable

- v;'

\/ Prlerltlzed
v/ Practical
v/ Realistic
v’ Strict

25



. Basic Terms,..

e -l | ‘£ it
micienct. e

JrJ_)e. 5@ Of e oul e
SUHE ctlve)---functlon of management

S
5 -~

“rrlel
(co
E.' . 'é"
_ Jieving the desired goals & objectives.”

.-_3 get it done)---more a function of leadership

—

—

J‘

Question: Can you be one without the other ??

26
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Vilitiple Plates

o Multi-tasking
J\/JJ]JI)J,,\ pfj\)fjuj‘—k
'@er them xépmnlng

2y P



PERSONAR LACK OF HIGH WORK / LIFE
gugﬂOUT PROBLEMS SUPPORT EXPECTATIONS BALANCE
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Beaca  POLICE )

SUPERVISOR




! The best leaders protect their
teams from toxic cultures

False Overwork pgﬁ]::aigs
urgencies

Unrealistic Top-down
Bureaucracy  deadlines microm%nagement

Drama

= Constant
=4 changes in
priorities

Meaningless
wor

Office
politics
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D we get‘ouw
lac’?" =

4 JLUL]
Cture l ’ M }f

7-*' d & control | BN

-
=

: "1~ S
AS1! ~S_‘,
-— R ,-‘
'

" .’e' istomer service & results

—
T

-
—

|4
\'\'

o Pohtlcal CENES
— keep people happy
— Majority rules

30



_CIRCLE OF IN‘FLUEN
What problems re your: oncern?

| S

NO'GONCERN

\
L ‘“

CIRCLE OF CONCER

REACTIVE

N-

CIRCLE OF
INFLUENCE -

NO CONCERN

31




VMENAG ENI&:FINEDJ};
MANAGH fj\J keeping
curiele stem | S — N

GPEral l‘lf g through
r)l_r\J\ \ NG OBLEM
= BUDGETING, ‘ s BUDQG

_ TAFFING,
:-,. —C‘ONTROLLING AND

-~ PROBLEM SOLVING. cow y

32
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/7 JJ////‘/ rc) ¢/l EEW”-—-——
/nf/./m e the benavior of

J(“ Czlgls ve formal and
Sifforn nal leaders. VISION STRATEGIES

.-—- . — T—

Is;a learned PrOCess-
szi:
= :Lcan be developed. E

--Managerial capacities
and skills

--Human Relations
capacities and skills .




" Leader or Manager?

By Inc Poricker

Leader Manager
(People-Focused) (Process-Focused)

Requires No Role or Title

inspires & Motivates
Bulids Relationships Oversees Operations
Empowers Team Ensures Task
Members Completion
Coaches and Controls Budgets
Develops Talent and Expenses

Encourages Innovation Enforces Policies

Bullds Team Culture

Drives Vision & Change




Leader: '

J leJdéﬁJJg
VONIIIUENCE d ‘
DEINAVIONS Jf J
— Forpkl Jrqu ship occurs

WHENLNE & ,1. ncy " bestows”
e autnori

rnwrmc B eadershlp
rur PENS When one is

. ized as having
" nofﬁaal” power to direct

. ‘
-

—

_,é;-. ~others
e Positive influence
~ e Negative influence

=i process that is in a
constant state of CHANGE

® Starts as a core value
Inside you!

35
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,a eople with low bllly at a speC|f|c task overestlmate thelr
opp05|te effect for high performers: their tendency to
helr skills.

‘-

mg—Kruger effect is usually measured by comparing a subject’s
assessment with objective performance standards. The Dunning—
-ﬁ ‘effect can lead people to make bad decisions, such as engaging in

—— ‘:‘--

g

_'_;_::- ehav dangerous for themselves or others due to being unaware that they
= "4ackihe necessary skills. It may also inhibit people from addressing their
— sho1:tcom|ngs to improve themselves.

® The psychological phenomenon of illusory superiority was identified as a
form of cognitive bias in Kruger and Dunning's 1999 study "Unskilled and
Unaware of It: How Difficulties in Recognizing One's Own Incompetence Lead
to Inflated Self-Assessments”.



https://en.wikipedia.org/wiki/Cognitive_bias
https://en.wikipedia.org/wiki/Cognitive_bias
https://en.wikipedia.org/wiki/Ability
https://en.wikipedia.org/wiki/Self-assessment
https://en.wikipedia.org/wiki/Self-assessment
https://en.wikipedia.org/wiki/Self-assessment
https://en.wikipedia.org/wiki/Illusory_superiority
https://en.wikipedia.org/wiki/Cognitive_bias
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments
https://www.researchgate.net/publication/12688660_Unskilled_and_Unaware_of_It_How_Difficulties_in_Recognizing_One's_Own_Incompetence_Lead_to_Inflated_Self-Assessments

Dunning-Kruger Effect

Expert
100% Mt. Stupid 7
L
O
=
L
-
=
=
QO
O
0% Valley of Despair
Rookie Expert

COMPETENCE



100%

CONFIDENCE

0%

This is easy!
I'm awesome!

Now | get it!

This is harder
than | thought
it would be

I'm never going

Yo N « o :
.| to figure this out @ ¢ [/mstartingto

s figure this out

Valley of Despair

Raokie COMPETENCE Expert



_—_— . .
ormal vs. Informal Leaders

J ROl .

— 1eln k -
,romotlonal test

-‘ VIErit
0 Quotas / Politics

nformal

~ —Influence
® Unions (Alternative Structure)
® Seniority
® Hero
® Competence

\
Reme‘“be‘ '

——

39



'. chg LEADERC EAT LAST
'™ _ MORNING

Jl‘f‘ ¥ Jl \Lf ,'-_ - .2-713‘. N I:_.".','|\' - D'- - Ll‘

-
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https://www.youtube.com/watch?v=YNkOKV5xItI
https://www.youtube.com/watch?v=YNkOKV5xItI

y 'I\‘IAGER _VS. LEADER =
erencel

T

Does:;_i*f right. Does the right thing.
ri“ﬂv‘; on control. Inspires trust.

= f;@ Ises on systems
— and structures Focuses on people

Admlnlsters Innovates
Asks how and when  What and why

Accepts the status Cha||enges it!
guo

42



Leadership ’
ey
Professional .-~ \~

Growth .4 ﬁ
—eaeuzasty

S ——_a, i = Interpersonal and Other
= L - X d Leadership Attributes will

= : get you here!!!

Entfy Based on Combination

Technical competencies
of Skills and Abilities P

will get you here!!!

23



Alutocratic

-~ JJF:‘CFIJ"
DEMOCratic Style (Theory
— 18 QJI,JJJJ“ ive interactive, less focus on rules
= 1 [] uu‘ JW|der used style of leadership in law enforcement
22l ‘sswfr.. ire Style

o _| ca Efshlp abdicates responsibility

- — e —

° Bureaucratlc
— Government
— Max Weber
e Charismatic
— Christ Like m
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')J/ ouglas McGreqor
“Th eﬂr uma Slde of Enterprise”

Craaﬁcﬁ? ﬁ;Ifheorv X and Theory Y as opposing
Mahagediapproaches:

-
.

-

*Th 6'ry X — Directive. Employees are passive, lack
= a;:i: mbition and must be directed by management.
thocratlc Best utilized during crisis situations

.—""_\ "

o Theory Y — Participative. Employees naturally want to
achieve and management must foster ways for them to
feel they have achieved by performlng mutually agreed
upon objectives. "Democratic”

45



Iheon, X (Directive)
AUWeeatic

46



rido)r ﬁY( articipative)
DEMOcratic

47
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2. Self-control is often
found in workers

3. Creativity in problem
solving is widely
distributed

== -'Motlvatlon occurs at the?- Motivation occurs at the
-~ physiological and safety social, esteem and self-

levels actualization levels
5. Most people mustbe 5. people can be self

C|05€|ch°“t"0"3d and directed and creative in
coerce problem solving

48
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_—
i Case Of Emergency

—
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>

az-falre: In this management style, the

are communicated to the emp
2, the employees can go about meeting those

YAV =V YY.V —'\/ YV.

-

v liberal management style. There is a
of HAOS in the delegation of authority as

| as responsibility. Communication is free,
é Tf':'e"vter more through the grapevine. This leads to
the employees taking their work for granted. On the
other hand, the manager evades his duty very
conveniently. If out of control, this management style
can spell "doom" for an organization.

51



Sitiational Leadership

N

b=

Low Directive and
High Supportive Behawviour

SUPPORTIVE BEHAVIQUR=— &

Cunpeiein

W riatks Comerdmery _ 52
DEVELUFE]) —————————————————————— ] ()P



Siiictional Levgershipj*‘"
SIRDinectingwaTELLING (Guiding)
used with NEW employees
aching / SELLING
pportlng / SUPPORTING

-7'* : Delegatmg / Hands off

—Best used with trusted veteran
employees

53



High

I Low Directive and
High Supportive Behawviour

PARTICIPATING

SUPPORTIVE BEHAVIOUR =

DELEGATING
DIRECTIVE BEHAVIOUR

Noderatn n;-.
Culmmw Cunpsien Cmm‘ecw
— e - - - —
High Conmmaven) \Grabia Conainen

LEYELOFED

LDEVELOFING
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JJ—JUy _) aeuve, LowW SUppPor
0 |26 Ja eﬂnes Roles of Followers

SProbler m Solving and Decision Making
Iritic ted by the Leader

_/---——

I-ly._

b -

';: «J&G way Communication

-

i
-

= —
.-g_,,_'

-

=
...—-—

= Autocratlc Theory X
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JrJJJJ’ DIECH Cyaln rr Supportive
SEeader \Now Attempts to Hear Followers
Stie) J\, tions, Ideas, and Opinions

WO~ We yCommunlcatlon

= S Cor 1’0| Over Decision Making Remains
= Eh the Leader

—
—

m y
|
q

e ——

\i

—
—

o6
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Ipporting “"‘)";,

rJJf JJrr( r\r-\ l(\\ MM
vJ~ f Control Shlf 'S to Follower
1 Actlvely Llstens

. Democratlc Theory Y

o7



glegating J’
SO Sup o D|.rect'|ve, - ,
JI_LLJ@ DIScU Proplems With Followers
JS Jss‘fb oint Agreement on Problem

)ef‘ itions

¥Decision Making Is Handled by the

%:’ *ubordmate

—— -They “Run Their Own Show”

— —

58



Situational tes J-"‘

Fledgilie @Er. eader ' I portar :
2 A ug—*rv‘ or could use all four styles on one call for service

Whichrene of the four styles can be determined by the
[EediNESS of the follower

SRNIE St :‘could be driven by the situation itself

f_‘

.’_;

SESOme '|mes the simplest answer IS the answer!

- PR _—-- .

-_—;' }E orses — not zebras
e a Dont over-think it!

7-‘ —
e W

-

99



'n"

ng of zebras......

R RO B T

\ F~ |t

The saylng when you hear hoofbeats think
horses, not zebras" is a common phrase in
medlcme meaning to consider the most
likely dlagn05|s first. It empha5|zes the
principle of "Occam's razor” which tells us
that the simplest explanation is usually the
one closest to the truth. 3




pilblistied data showing that 80% of the land in Italy was owned by
JuIS! #2060 the population.

e PARETO PRINCIPLE Jsiomm
come -Ff‘om
20% of
&

61
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e BL eau@@:Medelh
) J\/LJ,( o) —

_),th—" UCACY—IS Capable o
EJJJ’]JFL the highest degree of:
Bffitiency and is in this sense |
forsnz y the most rational

n means of carrying out
_peratwe control over human

"bélngs

gl
of

|
=
-’

H'

—
S—
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\ i) i
Gharacteristics of Bureaucracy’

Mlzp e eber (19?29 -

SAECaImE to e NOWN as the father of
J,Jre,u racy

'\ .

escrlbed the bureaucratic organization as

.j;aersonal rule-based, merit system assessed,
hijustice & management based on rational

® His management “principles” are standard even
In today’s organizations.

63



Viexs Weber Bureaucr_a_gy}a—

NOraanization; follows *Fl'”rarchy
J DJ\/jJJJJ’] J [Fabore=sspecializatior
SIS\/SUETI O f Ratlonal Rules

= KN JWf all’ (contracts, policies, procedures)
J F\/F'R\ HING in writing

FRIGH ts ofi the Office

\ _———-_

- R
e —
-_—

= — Authority—position not person

,5 . Employees Appointed Because of Skills and expertise
-~ and Specialized Training

- — testing/merit

/. Organizational Members Don't Own the Means of
Production

64



Your beat — Your paper
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P p—

2l a eusmn is not
r crk sary, it is necessary gle]s

ﬁ:

~tor ake a decision."

| E—

=== -Its orlgln IS often attributed to Lucius Cary, 2nd Viscount

ol S

— —F"a[kland (17th Century English statesman)

-

Ly \

66



——

rlsmagc Leader —
SAUEESIWheALISE bhEelpersenaliabilities,anc gifts

(E,JJ'-‘HE:) 0 have a profound impact on the
‘"HJW&;;

S 0/E/isma 1S a Greek word meaning “gift™
SRV '-powerful during times of uncertainly

= 5[5 o two edged sword
o ?

_.3':, Constructlve (Billy Graham) 238
— Destructive (David Koresh) Ww{ '

67
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"You can z‘ lead a cavalry

g

e T—— -
-..‘"‘,',.. —

:,-—*"‘ =— cbarge If you think you

look funny on a horse.”

~John Peers, President,
Logical Machines Corporation
68



Lincoln

AAMWere to try to read, much,
[BSSRanSWer, all the attacks

WEIIRIEIGIOSE 01 any’ other:
DUSINESS:

e .

deRnEVery best I know how -
siERVErRy-best I can; and I mean
WORKEEP doing so until the end.

— - -
B gt - “
—

==

If'the end brings me out all

~right, what's said against me
won't amount to anything.

—-gm—
. o

If the end brings me out wrong,
ten angels swearinig I was right
would make no difference.”

N HNTIERRISIShOpNMIGHHasH
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leaders Usually Have Bothpe

Atjirle)] |ty and‘-ﬂ%wer

SOIOKILY — — granted from above and
S \@rr' d /downwards as a result of
r,Jr -r title

r“_ -

- -
_— o ~,)-

‘-/'

+ ’Power — granted from all directions
~ and is exerted in all directions.

g—
...s'

—-‘ -
-
'.
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P’owm Be
Eelffs hro gt

ISpIay Ol Nonest
i) rr)ng r‘ 5

) mﬁr)r‘f | se and experience

EAC0T ‘o'l of information

~— % Position

— l(blllw to reward

- e Connections

e Ability to punish

, credibility, and




= still able to do the job — a cop.

=" ér Henri J. Nouwen describes a leader as not
= Ifﬁe one who climbs the ladder of success and
- power, but is the ladder for others to grow and
develop their respective talents and treasures.

e A good leader “feels comfortable in his own skin.”
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BBifg Responsible Sometim
VEans |ssﬁa‘15€t§|ale Of
—rEJJJ'Jl—‘\/JI‘:'r.g Trving |

Ie /0 GEL everyone to like
voul 13 @ signl Of : you'll'avoid the tou h
WECISIONS) ‘/Jf ‘avoid confrontlng the people w
IECHNONIE d’onted

"5

lfenIcall f b ‘procrastlnatlng on the difficult choices,

DYAUR/ING | not to get anyone mad, and by treating

-*-evej;\ ma—equally nicely’ regardless of their

",::.:'ec tributions, glou |I'simply ensure that the only people
.,;yza 1lf'wind'end up angering are the most creative and

precluctlve people in the joint.

— = General Cothn Fowell)

73



General Colin Powell’s Rules

[c aint as bad as you think. It will look better in the

morning, .
Get mad, then get over It
Avoid having your ego so close to your position that

when your position falls, your ego falls with it.
4. It can be done!

5. Be careful what you choose. You may get it.
Don't let adverse facts stand in the way of a good deci-

sion,
7. You can't make someone elsc’s choices. You shouldn’t let
someone else make yours.
8. Check the small things.
9. Share credit.
10. Remain calm. Be kind.
I1. Have a vision. Be demanding.
12. Don't take coumd of yom &m NW
13 Perpg“ oF ce multi ‘

i
AU 0



ul......K Iit”
alalay .
( You clog)e 'ruv:* Lo nece m be loved, or even liked)

Steve Jobs

1955-2011

Stay hungry
Stay foolish

Steve Jobs
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Mintegrity
SR leafs
5 (“J_jrec;"
e isiveness
~% Dependability

'-.v}'

—_

—e Tmtlatlve
e Tact
® Sense of Justice

o m— — —

® Enthusiasm
® Endurance
e Unselfish

e Willing to be LEAD

e Committed to
Improvement

® Caring
® \/sion
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vho they are

W
who they know
what they know

:;i,,#, """ what they feel

—5 Experlence where they've been

-~ 6. Past success what they’ve done
/.. Ability what they can do
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- INiNha element w -

“e difference between an

uate police agency and a well-

1aged great one!

adershlp can transform an inept

-.-,;_‘"-;i épartment into a good one

= ‘-Leadershlp IS contagious (creates a
~— synergy to build upon)

® A true leader is OPTIMISTIC!

e Officer behavior in the new millennium will
emphasize optimism
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petent leader can destroy enthusiasm
‘ strlct those who are highly motivated

der moves from one who relies on
= Kknowledge of the job and shifts to one with a

-'""f‘

,_,_,.;—4gfeater understanding of human and conceptual
—skills

— Human skills dominate the first line supervisor

— The key Is understanding why co-workers
behave as they do and working toward
developing an effective means of changing,
directing, and controlling behavior
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€ Su@visors-? -

line superwsor is usuaIIy the
ant supervisory group of most police

-VR .

_-dershlp to be effective, a complex
= Int terrelationship of leaders, foIIowers and
eumstances must exist

- -

= 0~Management wants supervisors to be a
role model

— Supervisors believe most problems are
subordinate based (not management)
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use of power

ourself because it is “easier and
te nd not fostering growth

_ ate)

= v0r|t|sm

— ':—“*‘:g,..

e Others?

.s-'-

—
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IHE.COST OF L,EKDEW

Responsi
bilities

Rights

diysiopean

- As you rise in leadership, responsibilities
iIncrease and rights decrease.
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A lienaté‘a Follower

— p— e
N
. i S —— R ——

hin destructive

pendent * Threat to the health
§ of the organization

b o
- e

—
—ad - —
e — ——
— -
-: - -
—
—
-
—
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HIMN (e Peopl_? S

ebehavior o Uncritically”
Crltlcal reinforce the

1ng skills ideas of the leader

* Very dangerous

to leaders as they
affirm a bad
course of action
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* Digg dent
— = ‘:é on independent thinking

- 4Jn critical thinker |
» Just do what they are told

—
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- “Inde e,ndent * Do not require

. ’J_e-c

‘:.;,::' close supervision

e Critical thinker  ® 222
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‘1 Dzna 1cT0110wer
ble type of  « Open to
gt constructive
| ,.f»- ~5§1V‘3) criticism
' ‘esponsible e Solicits
- ~steward of their performance
role in the feedback

organization
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ADIEFERENT FOCUS

J _)r—\\/rA DIIOWErS - Develop /1eadeE

= Need to be needed — Want to be succeeded
= rJ(‘l on Weaknesses — Focus on strengths

= Jr\\ = op poettom 20% — Develop top 20%

= —Bard POWer — Give power away.

o

= _r:_""' bend time with others  — Invest time in others
= = Grow by addition — Grow by multiplication
— ‘-_’— Impact only people — Impact people far

- ~ they touch personally beyond their own reach



Tall Poppy
Syndrome

9 |

ng to poppies that grow higher than others and are cut down
5 hat they' are the same height as the flowers around them.

‘ ;j;y_;; Sy kalace this occurs when people are criticized, resented or
— 0stl aC|Zéd because of their success. Accomplished individuals are cut down,

q

, 'r ther than celebrated for their hard-won success.

——

* “Too b|g for his britches”, “Dial it back”. Dismissing individual success,

~  suggesting it was just "luck" or achieved through illegitimate means.

® Psychologists say this phenomenon is rooted in jealousy, insecurity, and low
self-esteem. When one person rises above the norm, it causes others to feel
inadequate. Cutting the "tall poppy" down prioritizes group uniformity. over
individual excellence and makes everybody equal.

\,



“A strong leader accepts
blame and gives the credit.

A weak leader gives blame
and accepts the credit.”

— John Wooden, 10-time NCAA Champion as
Head Coach of UCLA Men's Basketball team

-
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nal & Person

| .

n has “Chansma

Pe nallty
e ”1keable

"—'—/

“"-‘EXP ERT

'-’.-g

— Sergeant has previous experience

< — Reservoir of special knowledge

® Detective
o SWAT
e UC Narcotics

...—-—
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{Q | bbhditions
"'i( , Time off, Special Training or
ments Car, Partner, etc..

TI MATE

| |
— —

‘ ’f&sggned by agency (Formal Right to use power)
—Respect the RANK (not always the person in it?)

o COERCIVE

— Based on fear of subordinates because she can
discipline them or make life “difficult”

lI

SIS

':..‘-l

—— =
-———
——
—”‘
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Country Club
Manager

Middle of the Road
Manager

Authority
Impoverished Obedience
Manager Manager

Low High

Relationship Focus




Concern for People
h

1,9 Country Club Management,
Thoughtful attention 1o needs of
people for satisfying relationships
leads to a comforfiable, friendly
arganization atmosphere and work
bermpa.

|

8.9 Team Management
YWork accomplishment is from — |
committed people; interdependence
through a “common stake” in
organization purpose keads to ——
relationships of trust and respect

5,5 Orgamization Man Management.
Adequate organization performance is
possible through balancang the necessity
o get work with maintaining morale af
people at a satisfactory level.

1.1 Impoverished Management.
Exertion of minimum effort o
get required work done as

9.1 Authority-Obedience. |
Efficsency in operations results
from arranging conditions of work

apprapriate o sustain organization
membership.

1 2 3 <1

o

in such a way that human elements ~ |
imterfere to a mimimum degrae.

& ¥ a8 =

Concern for Production
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Votiva '*/ ‘M @ulatew

o

5 m»'m‘ a thin line betwee

H]J vatlon & manipulation
J;J" onlzmg? Sincere?

£ o H ighly motivated workers are
e productlve & happy workers

i

== ~  Optimism and good attitudes
: are contagious

® Ethical?
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| JIsSINeeded at Difierent _ -
LevelsiofManagement MP‘)b'
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Human

Human

=
—
 s——
P

Technical

Technical

Technical

o Managae
Superviso Manager ELEL




ldence
— suggests women excel
—..;, —— in interpersonal skills

-~ — Stereotypes still affect
women leaders
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[ifyou are. wﬂlmg to work harder, Ionger
,JIJJ ntel Vandbevond't
J,Jr\ you will become an effective leader.




Officer’s Dfs'lilge_,___}‘

Jihieseawhosneverdelegates
JieSe who are not able to follow plans
BSUpERVisors who blame or find alibis

2 SUPErY Visors who disrespect rules

e Ha ,p1e who lack respect for others

- —--

- e
P —
—_—

= % Those who are unapproachable or live in the

-—"’

: ;: -;LJVory towers

® Sarcastic superwsors (Note COmes from the
Greek word “sarkso” meaning “tear flesh”
and creates wounds that are slow to heal
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colis m-@@._@ﬁs— of-Officers

R

BREcognition: @ See how their job fits
O Sapg g belongmg Into the big picture
0 Jepige | of security ® Chance to prove

—

STEair treatment onesell
- o
fGeed worklng Know what changes
= ;"‘C‘OHdItIOnS Hia YOSt

- e Opportunity to be ® Encouragement

heard
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YOUREE ﬂ—thew 5.
-nnn =
v

J YJJ vr' n your reputation one call at a time
> fn\r in yourself (knowledge)

ammg

‘:“'.f -~ —Officers fear being exposed to what they

—

- do not know
- —Do not want to be embarrassed or teased

—Training is used as a form of punishment
instead of a means of growth
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o

Eiprocess of empowering/entrusting

J UtEs, espon5|b|I|t|es and authority to
SUO! _1nates (the supervisor retains
,,;l . nate responsibility)

**“ SS|gn duties

== Authorlty to take appropriate actions

— Create a responsibility on the part of each
employee

T —

—-'

..J——‘
= —
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_—eiegatlon IS not abdication. Some degree of control
— — needs to be maintained.

— I DELEGATED ALL MY
RESPONSIBILITIES, NOW THERE'S

NOTHING LEFT TO DO.




‘ult-iesqu.tQ Delegation’

o

|s V.
Wr) ~enJoy doing some of those things.
| ;v—»* e don't sit & think.

~It S a slow process.
~—Like to be on “top of everything”.
— Will subordinate outstrip us?
—Nobody can do it as well as I can

,..

.— —

\ \

’

-
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=1 povsErs 5 Officers

Mereates more time for supervisors to
zJelelfess other issues

J Aoy S-for the synergy of additional
: Wers
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Eieggyggfailqrw

—

S2EVIRG oo 'much or too little power to act
2 Unl<al J‘ﬁ 1 limitations of authority

J Bejjé f shortage of qualified

= O r_of making mistakes

—
' y
- -'

=—0- uperwsor fear of not being needed

113



_[f \/OLJ a]JO\j\‘/‘—QI 2 ) : ..'--‘ HOw WALIL, STREET
.\m?’ CAUSED THE MORTGAGE
PORIAGIanagement, '

AND CREDIT CRISIS

ifistration; and or the
Bjenization; you have just . EHAI N
Sanctioned them to speak o ion
~—Hoorlv of v o S W@
—POOrly or you. A\ Ny
= O NGl
Z Negafiviiy festers into sores that B L AM I-_

are hard to heal and spread like a

bad raSh- Paul Muolo and Mathew Padilla

#1 reason for low morale. e
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