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Some Initial Observations

• What got you to the next level will not necessarily make you 
successful there.  It may even get in the way.

• The CEO position comes with very unique powers and 
pressures and dangers which don’t necessarily bring out 
the best in us.

• Organizations are amplifiers of human qualities, and they 
amplify the qualities of the CEO more than any others.



The Derailers

 Arrogance: Your right and everybody else is wrong.

 Melodrama: You always grab the center of attention.

 Volatility: Your mood shifts are sudden and unpredictable.

 Excessive Caution: The next decision you make may be your  first.

 Habitual Distrust: You focus on the negatives.

 Aloofness: You disengage and disconnect.

 Mischievousness: You know that rules are only suggestions.

 Eccentricity: It is fun to be different just for the sake of it.

 Passive Resistance: Your silence is misinterpreted as agreement.

 Perfectionism: You get the little things right while the big things go wrong.

 Eagerness to Please: You want to win any popularity contest.

From: Why CEO’s Fail by David Dotlich and Peter Cairo



Emerging Expectations

 Aspire 10x faster: Think bigger and faster.
 Zero Base How Work Gets Done: Including what the CEO 

focusses on.
 Elevate “To Be” to the Same Level as “To Do”: Deliberately 

choose how I show up, especially in a crisis. The more 
human you are with people, the more trust and empathy 
they lend to you.

 Fully Embrace Stakeholder Capitalism: tending to multiple 
stakeholders and managing for the long haul is good for not 
only stakeholders but also the company.

 Harness the Real Power of Peer Networks: Invest further in 
building relationships with other CEO’s.

From: The CEO Moment, Leadership for a New Era: McKinsey 
Newsletter July 21, 2020



Even More Expectations

 Corporate Strategy: Focus on beating the odds. Reframe what 
winning means, make bold moves early, stay active.

 Board Management: Help directors help the business.  Promote a 
forward-looking agenda, think beyond the meeting, seek balance 
and development.

 External Stakeholders: Center on the long-term ‘Why?’
 Personal Working Norms: Do what only you can do.  Manage time 

and energy, choose authentically, guard against hubris.
 Team and Processes: Put dynamics ahead of mechanics.  Show 

resolve, defend against biases, ensure coherence.
 Organizational Alignment: Manage performance and health.  

Match talent to value, go beyond employee engagement, 
combine speed with stability.

From: The Mindsets and Practices of Excellent CEO’s. McKinsey 
Newsletter October 25, 2020



The Challenge:  

If we are not careful, both the 
organization, and change tend 
to bring out the worst in us 
instead of the best.



Maslow’s Hierarchy of Needs

Physiological
Breathing, food, water, sex, sleep, homeostasis, excretion

Safety
Security of: body, employment, resources, morality, the family,
health, property

Esteem
Self-esteem, confidence, achievement, respect of others, respect by others

Love/belonging
Friendship, family, sexual intimacy

Self-actualization
Morality, creativity, spontaneity, problem solving, lack of prejudice, acceptance of facts
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The best in us, 
according to 
Abraham Maslow: 
Self Actualizers

 Superior perception of reality
 Increased acceptance of self, others and nature
 Increased problem-centering
 Increased autonomy 
 Improved interpersonal relations
 More democratic character structure
 Greatly increased creativeness
 A tendency to manifest superior development of 

basic talents, capacities, and constitutional 
potentialities.

 Depend not on external circumstances, but rather 
on internal resources, potentialities, and creative 
impulses

 Less dependent on others, and as such are less 
hostile, anxious, and ambivalent about others

 Lessened dependence on the environment, and 
show increased resistance to deprivation, loss, 
tragedy and ill fortune
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Self 
Structures

• Arise out of a deep urge in us to 
know who we are, where we come 
from, and where we are going

• Are composed of a vast network of 
integrated patterns of perception, 
interpretation, reaction, cognition, 
emotion, and identification.

• Evolve naturally as self structures 
are challenged by experience, and 
replaced by newer, hopefully more 
adaptive structures.

• And, it is possible to get stuck at 
various stages of the evolution of 
our inner world.
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John G. 
Bennett

True Self

Divided Self

Reactional Self

Material Self



Self Structures and Their Significance

Material Self
• The self of the physical body, first to crystallize in the child. concerned 

with navigating the physical world, survival and the satisfaction of 
appetites.

• Experiences everything, including other people as objects to own, 
control, dominate, exploit. Capable of very sophisticated manipulation, 
and cruelty

• Logical, analytical, atomistic, sees everything in compartments. No 
sense of the whole. Very critical and negative. Sees something wrong in 
every situation.  

• May possess a great fund of information, but lacks the impulse to seek 
deeper knowledge, even suspicious about it. Purely associative intellect, 
little sense of meaning. Can think, and speak but can see only one 
point of view, no compromise.

• Adorns itself with success and possessions.  Believes the material world 
is the only reality, applies material assumptions to everything.



Self Structures and Their Significance

Reactional Self
• This self has some restraint.  It pulls itself back, it listens to that 

little voice that says” If you do this, something bad is going to 
happen”. Job of reactional self is to keep the material self under 
control.

• It is also called the blaming self, it engages in reflection, conceit, 
objecting to other people, secret ostentation, and love of fame 
and leadership. For the reactional self, preferences are truth.

• It is polarized, everything is either right or wrong.  It cannot really 
understand, only accept or reject.  What it believes is absolute.

• The two dangers for reactional self are anger and arrogance.  The 
root of fury is arrogance.  

• “When conceit is gone, anger will be absent.”



Self Structures and Their Significance

Divided Self
• The divided self is awakened by what Maslow called 

“peak experiences”.

• The divided self receives flashes of inspiration from the 
inner world. It is drawn to live in two different worlds, the 
outer world and the inner world.

• Real understanding is possible for the Divided Self. The 
work is to discover why we are disillusioned with our own 
doing, and to bear the realization that what we really are, 
the source of our truly human capabilities are beyond the 
ego.

• It is torn between the dictates of conscience and the 
demands of the lower selves.



Self Structures and Their Significance

True Self
• Is at peace.
• Is the source of genuinely human qualities: 

– sincere serenity.  
– forbearance, 
– gratitude, 
– contentment with destiny, 
– and fortitude during hardship

• Is capable of discerning the pattern of what is 
unfolding

• Our direct connection to the true self is called 
“conscience”.



Some Recommendations For Work on Oneself

• Make a decision that working on yourself is high priority.

• Begin with a sober self assessment and continue with self 
observation.

• Recruit senior managers who are better at what they do 
than you are at what they do.

• Make the senior management a real team, share 
responsibility and authority

• Empower specific people you trust to tell you what you need 
to hear, especially if you don’t want to hear it.



Kim Payton, PhD 
Organizational Psychologist

Resources  Crucial Conversations: Tools for talking When the Stakes Are 
High https://www.amazon.com/Crucial-Conversations-Talking-
Stakes-
Second/dp/0071771328/ref=sr_1_1?dchild=1&keywords=crucial+
conversations&qid=1617825714&sr=8-1

 The Five Dysfunctions of a 
Team https://www.amazon.com/dp/0787960756/ref=redir_mobil
e_desktop?_encoding=UTF8&aaxitk=IOhWntA4EevGhYMPEtq7dQ
&hsa_cr_id=3861155770301&pd_rd_plhdr=t&pd_rd_r=0a58a194
-ad9f-4497-9c2a-
b2136246d3ab&pd_rd_w=48C5r&pd_rd_wg=Id1yx&ref_=sbx_be_
s_sparkle_td_asin_0_img

 Good to Great, Chapter 2 on Level V 
Leadership vhttps://www.amazon.com/Good-Great-Some-
Companies-
Others/dp/0066620996/ref=sr_1_2?crid=2VBXPMLGXX7KQ&dchil
d=1&keywords=good+to+great+by+jim+collins&qid=1617826024
&s=books&sprefix=Good+to+Gre%2Cstripbooks%2C393&sr=1-2

 Deeper Man 
https://www.amazon.com/s?k=Deeper+man&i=stripbooks&ref=n
b_sb_noss_1

 Tribal Leadership https://www.amazon.com/Tribal-Leadership-
Leveraging-Thriving-
Organization/dp/0061251321/ref=sr_1_3?crid=2SLG09PC6Q7LS&
dchild=1&keywords=tribal+leadership+book&qid=1617826144&s
=books&sprefix=Tribal+leadership%2Cstripbooks%2C330&sr=1-3


