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Difficult Conversations : How to Discuss What Matters Most
by Douglas Stone, Bruce Patton & Sheila Heen  Hardcover—250 pages (March, 1999) Viking 

Reviewed by Will Phillips 

We all face them. At home and at work. Each of us struggles with how to address them. Avoid or confront? We live in a culture in the US which encourages people especially mangers, to "tell it like it is." Thus many managers attempt to deliver "diplomatic" hand grenades, if confronting the person with respect and thoughtfulness. Only problem is that hand grenades are never diplomatic no matter how well they are wrapped. So what to do? Avoidance does not seem to address the issue either. In fact the experts say that the unaddressed "difficult conversation" will always influence the interaction, but often in such an indirect manner that it creates more problems and side effects. So what to do? Here are some ideas from a recent bookDifficult Conversations by Douglas Stone, Bruce Patton and Sheila Heen. All three a part of the long running Harvard Negotiation Project. Read more at:

 http://www.rexonline.org/showreviews.php?action=diffconv 

Fear of Feedback

Almost everybody avoids asking for feedback. Subordinates are terrified they will hear nothing but criticism from their boss. Bosses fear their direct reports will respond to even the mildest criticism with stonewalling, anger, or tears. The result? Everyone keeps quiet, works in the dark, and says as little as possible. 

At least half of the executives with whom the authors of this article have worked never ask for feedback. Instead, they continue to try to guess what their bosses think. Fears and assumptions about feedback often show up indirectly in such maladaptive behaviors as procrastination, denial, brooding, jealousy, and self-sabotage. 

Why Is Feedback Important?
Feedback is important for at least two significant reasons. First, it is a sure method to enable learning and improvement, and this is to the employee's and the company's benefit. Secondly, lack of feedback and honest conversation between peers or bosses and subordinates creates side effects, which are likely to shorten a person's term of employment or the value of that term.  Read more at:

http://www.rexonline.org/showbriefs.php?action=feedbackfear 

Fierce Conversations by Susan Scott  Hardcover—288 pages (September 2002) Viking Adult 

Reviewed by Will Phillips 

Susan Scott has refined the material in this book through her many presentations to CEOs in TEC groups around the world. She provides specific suggestions, encouragement, and tools to help executives and managers understand the benefits and the skills that will enable them to have deep, honest conversations which dig for the truth before making decisions and solving problems. 

In Jim Collins' Good to Great he talks about a significant attribute of an organization that becomes great for long periods of time as the ability for the executive team to engage in a fierce battle to constantly dig for the truth without being brutal on each other. Fierce Conversations is a handbook of the specifics of how to do that. 

The author presents seven principles to guide the fierce conversations that you should have with all the important people in your life, in particular, the executive team of your organization.  Read more at:

http://www.rexonline.org/showreviews.php?action=fierceconv 

First, Break All the Rules: What the World’s Greatest Managers Do Differently
by Marcus Buckingham and Curt Coffman   Hardcover—271 pages (May, 1999) Simon & Schuster 

Reviewed by Mary Case 

If you are interested in selecting the right people, setting expectations, motivating, and developing them, this book provides revolutionizing new insights, supported by quantitative research only the Gallup Organization could muster. Over 25 years Gallup conducted two studies, the second leading from the first which surveyed more than one million employees, asking, "What do the most talented employees need from their workplace?" Once the informatics people did their ciphering, the data led to a blindingly simple insight: great employees need great managers. 

This simple insight led to the second study which focused on the questions, "How do the world’s greatest managers find, focus, and keep talented employees?" The Gallop Organization, led by Buckingham and Coffman, interviewed 80,000 managers—some outstanding by all counts, some average—in business, government, and public sector organizations, large and small, privately held and publicly traded, profit and mission driven. Based on the performance measures provided by each organization and using meta-analytical techniques, they can now synthesize what great managers know about people: 

People don’t change that much.
Don’t waste time trying to put in what was left out.
Try to draw out what was left in.
That is hard enough.

Read more at:

http://www.rexonline.org/showreviews.php?action=firstbreak 

Five Dysfunctions of A Team by Patrick Lencioni  Hardcover—229 pages (March 2002) Jossey-Bass 

Reviewed by Derrick Eggbert 

The founder of a company that grew to a billion dollars in annual revenue expressed the power of teamwork in this way, "if you could get all the people in an organization rowing in the same direction, you could dominate any industry, in any market, against any competition, at any time." 

Lencioni uses a leadership fable of the "most experienced and expensive executive team imaginable, a seemingly indestructible business plan, and more top-tier investors than any young company could hope for" to tell the story of how a dysfunctional team turned itself around. Two years into the business the company had experienced many on-going disappointments, had missed critical deadlines, a few key employees below the executive level unexpectedly left the company, morale had deteriorated, and the executive team was ineffective. 

This book provides a model for thinking about how teams typically hurt themselves, and how effective teams succeed. 

The Five Dysfunctions are:  Read more at:

http://www.rexonline.org/showreviews.php?action=fivedysf2 

Responsible Managers Get Results : How the Best Find Solutions—Not Excuses
by Gerald Faust, Will Phillips & Richard Lyles   Hardcover—256 pages (April, 1998) Amacom 

Various Reviews 

Rollie Adams—Director of the Strong Museum says, "If you are a manger and can read only one book this year, be sure it's this one. It contains the right tools for building a successful organization." 

Robert Janes—Former President and CEO, The Glenbow Museum—The most financially self sufficient of Canada's ten largest museums says, "There is something here for the leaders in any organization who aspire to be intelligent and caring." 

From The Publisher:—Responsible Managers Get Results shows you how to master the two crucial skills of a responsible manager—problem solving and getting people to work together. With those skills and the detailed, step-by-step guidelines and procedures the book provides, you will be able to: focus your organization (and yourself) on producing the skills, attitudes, and abilities that form the foundation of responsibility; break down barriers to taking responsibility that exist in society as a whole, as well as in individual and corporate mind-sets; initiate and sustain meaningful change. Enhance collaboration and team efforts throughout your organization; elevate problem-solving to a strategic, ongoing process and develop optimal solutions to problems using a proven seven-step method; overcome organizational cultures that block teamwork; design effective teams and manage group processes to produce desired results; and create an organization that inspires responsibility in its workforce, and more.  For more see:

http://www.rexonline.org/showreviews.php?action=rmgresults

The S Curve: Determining Inflection: Knowing When Your Organization Needs to Rethink Itself
By Will Phillips 

All organizations plateau. Operating the organization well causes it to plateau. Reaching a plateau is the normal, natural result of growth. Inflection is the point in an organization's life cycle where it begins to move from growing to aging; the point at which the graph of growth begins to bend. 

Plateaus can be avoided by innovation, by rethinking your enterprise or business model. This requires energy and honesty and results in new ideas and the ability to assume higher levels of risk. Ultimately moving forward requires a careful examination of assumptions and letting go some of your closely held methods, products, or processes. Choosing what to keep and what to release is the essence of strategic thinking. 

Innovating too early in your grow curve hampers growth. The growing organization needs focus not innovation. The aging or plateauing organization needs innovation. How do you tell when to innovate? Review the twelve pairs of statements below and distribute 100% between each item to reflect your view of your organization. Read more at:

http://www.rexonline.org/showbriefs.php?action=scurve 

Sacred Hoops: Spiritual Lessons of a Hardwood Warrior by Phil Jackson, Hugh Delehanty & Bill Bradley   Paperback—224 pages (November, 1996) Hyperion  Reviewed by Will Phillips 

Phil Jackson coached the Chicago Bulls basketball team to one of the longest winning streaks in professional sports. In his book, Sacred Hoops, he describes his approach to coaching a group of acknowledged stars. He clearly understands that simply collecting a set of outstanding players does not a championship team make. One way of understanding his approach is to think of every problem or project having components in four different spheres:  Read more at:

http://www.rexonline.org/showreviews.php?action=hoops 

Walk The Talk... And Get The Results You Want by Eric Harvey and Al Lucia 

Paperback—128 pages (April, 2003) Performance Publishing      Reviewed by Will Phillips 

This short gem of a book (about 140 pages) summarizes what every insightful parent and leader should know—that if you want your team to take you seriously, you have to "walk the talk." In other words, your behavior must be congruent with what you are asking people to do. If a management team leader asks his team to be forthright, honest and speak up in meetings or when they have management issues, and then the leader fails to be forthright and honest, the management team will pay more attention to what the leader does than what the leader says. 

This book presents a dozen key concepts that will enable you as a leader to better walk your talk. If you want to find out how well you're walking the talk, simply take these dozen ideas in this book and ask your staff to give you feedback on how well you behave in these ways.

http://www.rexonline.org/showreviews.php?action=walktalk
Younger Next Year: A Guide to Living Like 50 Until You're 80 and Beyond
by Chris Crowley, Henry S. Lodge   Hardcover—320 pages (December 2004) Workman Publishing Company  Reviewed by Will Phillips 

Only a few books of the 70,000 books published each year get excerpted in FORTUNE Magazine. This is one of them. Why? It's a very important, no a crucial book. More importantly it's well written. Most books on health, exercise and nutrition are BORING! Younger Next Year is a good read. It is an inspirational read! And that is what makes it stand out from the pack. 

The message can be summed up in three graphs. First, the graph of the second half of your life:  Read more at:

http://www.rexonline.org/showreviews.php?action=younextyr
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