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“To see what is right and not to do it is cowardice.”

— Confucius, Chinese philosopher (551-479 BCE)

––––––––
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The evening was nearing its end. In a few hours the alarm clock would wake me from sweet dreams of snow and sun and sky. Then the struggle would begin. I would fight my way through the morning rush hour traffic only to fall asleep an hour later in the leadership seminar I would be attending, although that might be a good thing. Someone had called me a “loose cannon” once. I knew when it was better to hold my horses than speak the truth. Tomorrow would be black Monday morning.

“Tomorrow will be black diamond morning,” insisted Bubba, my police officer friend who is also a skier. “You will be living on the memory of the ski hills, on the challenge of that final run down the black diamond slope.” 

I thought about the upcoming seminar. They call it leadership and I hate it because it smacks of human nature, yet nobody sees the forest for the trees. Was I being trite? I turned and looked out the window. The mountain was calling my name. Oh, let me throw off this cape that is suffocating me, let me trade my old lance for one with a sharper edge. I was thinking metaphorically, of course. Morning rush hour . . . I looked at Bubba across the table.

“Black diamond morning? You’ve got to be kidding!”

The cookbook approach to leadership . . . a simple recipe for success . . . Yeah, all you need is a positive attitude and the stop-lights will magically change to go-lights . . . This is the essence of what is wrong with modern leadership studies. 

“This coworker of mine crashed his truck into a building and made a hole large enough to walk through,” I said. “Management placed him on probationary status, which the rest of us thought a bit lenient considering the nature of his offense. But what really hit us was when the guy was promoted to supervisor six months later. The fact that he crashed the truck and destroyed the building, and perhaps even jeopardized our safety, did not bother us nearly as much as what management did, or failed to do, about the fact that he crashed the truck, destroyed the building, and jeopardized our safety.”

“At my job,” Bubba said, “police officers sometimes nap in their cars while their buddies stand watch, even though it is against company policy.”

“How do you deal with it?” I asked. Bubba had been promoted to sergeant just last year. “How do you deal with your team breaking the rules, the same rules you would have broken just days before your promotion?”

I might have been looking for an argument, but Bubba was my friend and I was confident I could talk to him. If he had an answer, he would tell me. If he were wrong, he would admit it.

“I tell them that my position prevents me from turning my head,” he said. He paused and searched for a way to justify his answer. “When a cop is tired, he is welcome to nap in my office for half an hour while I cover for him.”

“But why was it okay for you and your buddies to sleep in your cars prior to your promotion but not after your promotion?” I asked. “The only thing that has changed is your title.”

I recalled an incidence a few years ago when I had caught my supervisor breaking a rule he had been preaching to us about for years. “Hah! I just caught you!” I said, feeling smug. But he just smiled and explained that he was not really breaking the rule; he was just bending it to facilitate efficiency. In briefing later he concluded, “You do what you want as long as it’s safe. Just don’t let me catch you!”

“Here is the gist of my problem,” I said to Bubba. “I have been following the rules for twenty years, while my coworkers and supervisors have been breaking the rules for twenty years. Granted, some of these rules deserve to be broken, but that is a different story. My question is, why are the supervisors still supervisors, why are my coworkers not punished, and why am I not rewarded?”

Bubba smiled. “Simple! You are not seeing the big picture. The leadership is, in fact, punishing you, the good worker, for following the rules, and rewarding your coworkers for breaking them. You’ve got to know how to play the game.”

But to what avail? The down-turned economy since 9/11 has caused tens of thousands of people to lose their jobs. At my company numerous supervisors have been demoted to grunts. Just last month I observed a former supervisor mistreating customer property. Had he observed me doing the same while he was still wearing the patch, he would no doubt have disciplined me, given me time off without pay, maybe even become the instrument of my termination.

“Some of our leaders pick up overtime as grunts,” I said. “When they are leaders they stress the rules, but when they work as grunts, which may be just hours later in the same day, the rules suddenly become less important.”

“Kind of like a cop who is speeding or doesn’t wear his seatbelt when off duty,” Bubba suggested.

Was he being facetious? I pointed my finger at him. “Kind of like you, who don’t wear your helmet when riding your motorcycle during off-hours. Leadership is not a nine-to-five job; it’s a lifestyle!”

I related to Bubba how disappointed I was when I told my supervisor that I could see our company from my kitchen window, and he answered, “Who wants to look at that on their day off? I would lower the blinds!” The moment he stripped out of his uniform he was no longer a leader. He did, in fact, see leadership as a nine-to-five job.

Bubba took a sip of his coffee. “What criteria determine a good leader?”

I shrugged. “The most important may be the use of common sense.”

“And there is, of course, the issue of integrity and respect,” said Bubba. “There should be no doubt how the leader feels about the team and his position as a leader. If you were left with the task of choosing the best leader for your company, team, group, or regiment, what qualities would you look for and why?”

“He must be loyal and fair to those who trust him,” I said, but then caught myself. “Is that not obvious? Are we not just rehashing the same ideas and slogans people have been mouthing for centuries? What constitutes loyal and fair? What are the deeper meanings of those words? Give some examples.”

“You develop a gut feeling for what makes your team tick,” Bubba suggested. 

I waved it off. “Good idea, but too vague. And how do you punish or reprimand when it is called for? Would not failing to do so place your integrity on the line?”

“Excessive sternness or self-serving interests result in dictatorship,” said Bubba.

“Yeah, but where do you draw the line? What type of leader does it take to survive the scrutiny of his team?”

We sat in silence. People say they wish to be leaders because they think they can make a difference. But how? A difference to the company? A difference to themselves? A difference to those they lead? The followers, including the leader’s antagonists and critics, may be his best source of information when determining how successful he is making a difference.  

“Does the leader have a serious interest in being a good leader?” Bubba asked. “The obvious answer is yes, of course, but how does he know? From where does his motivation stem? Can he name one specific and truthful reason for desiring to be a leader; that is, without mentioning the higher salary of his position or the elevation in status to his name?”

“The leader’s gut feeling must be balanced by logic and intellect, curiosity and maturity, open-mindedness and self-reflection,” I said.

“It might also be in place to mention the value of the Golden Rule,” said Bubba, “which is probably the only rule that has truly stood the test of time.”

Hah! I clenched my fists and smiled. The Golden Rule . . . what a beautiful ring in our ears. But it is much too simplistic when the problems start building right in front of our noses. My thoughts turned to the famous quote attributed to former American President Harry S. Truman: It is amazing what you can accomplish, if you don’t care who gets the credit. I glanced at Bubba and wanted to ask: What were the times and circumstances when Truman uttered those words? What were the personalities of the people involved? What were their backgrounds, goals, and desires? How can you remove an idea from a time sixty years in the past, and with the swift lash of your tongue transport it to the immediacy of today and place it in a different group of people, under a different set of circumstances; in short, in a different world, and think that nothing has changed?

Winning matters. And it matters who gets the credit, and I knew why. I will take winning over losing any day. Contrary to popular belief, it is not a matter of how you play the game. No, you must win to acquire a following. But the leader’s job is not to win at all cost. Nobody on the team will sacrifice his or her family or health just for the leader. Nor is the leader’s repute determined solely by the job he performs or by the company for which he works. You can be a supervisor, a boss, or a dictator; you can inspire fear, threaten, coerce, and blackmail; you can sweet talk and bribe; but you can lead only if you have a following. Think about this: In his heyday even Adolf Hitler was one hell of a role model.

“Being a good leader is not the best job in the world; working for one is,” Bubba said.

And I agreed, most definitely, but we still had not clarified anything beyond the obvious, and the issue raised yet another problem: What if you are leading your people toward disaster and don’t even know it? I imagined a bunch of workers walking in a circle. The person at the head of the line must know where we are going, says one of them. Yeah, right!

I told Bubba how my company has six employees on suspension right now. One of them got suspended for cussing at the supervisor. Although this may be a legitimate reason for suspension, those who know the supervisor also know that his own language is far from clean. In fact, you may be standing right in his office when he leans over on one butt cheek and farts in your direction, with no apology coming your way.

“The leader is part of the elite; that is why he is a leader,” Bubba said. “The leader understands the company, its tradition, values, and goals.”

“I know the good leaders at my job,” I said. “I know them without knowing them well. If I have a problem, I say to myself: Where do I go for help? And the right leader automatically pops up in my mind. Leadership requires knowledge and organizational skill, but it requires something more. It requires character. Character means integrity, and it is the one quality that gains you the support of your team.”

“Fighting passionately for a cause is more important than having no cause for which to fight,” Bubba said.

“Fighting passionately for a cause is important even if the cause for which you fight is disagreeable to the team,” I said.

“It is better with an honest foe than an inconsistent friend,” Bubba said. “At least you know what you’ve got.” 

And I agreed. The team will detect insincerity. If you bluff now, it will be impossible to command respect later. But being simple is not simple. Not knowing where you stand is simple. Being complicated is simple. Being complicated is being deceptive. The team does not like to be deceived. The team knows if you are a wimp or a warrior. The purpose of leadership is not to improve the leader in the form of ego, money, convenience, or job security.

“Spotting a leader by his or her looks is difficult. Spotting a leader by his or her demeanor is easy,” I said. “You know when a leader walks into the room, because he fills the space and you can feel it.”

“Are good leaders born or made?” Bubba asked.

It was the age-old question of nature or nurture. Although the world’s greatest leaders comprise both genders, all ages and physical builds, and come from a variety of countries and backgrounds, they don’t necessarily have anything in common—other than an ability to lead.

“I believe good leaders are born.” I said.

“I don’t,” said Bubba. He looked smug. “They are made. They are most definitely made.”

“You’re wrong,” I said. “The leader gains the support of his team because he knows how to make the team tick. He is born with this sixth sense of human behavior.”

“Human behavior can be changed.”

I shrugged. “Perhaps, but only at a considerable cost. Try a risk/benefit analysis sometime, and you will likely find that the price for change far outweighs its value. A good leader understands human nature and avoids going against the grain. Although he indicates that the goals are achievable, he is not gung-ho. Most people are not interested in changing who they are or willing to wander too far from their comfort zone.”

“Sometimes they have to change for the good of the corporation,” Bubba said.

“Yes, but good leaders question, experiment, and research before asking their team to change. They have vision and can look beyond the moment.”

“The goal of the team is not to serve itself . . . or is it?” Bubba paused and looked at me. “You know, I think we might be wasting our time with this discussion.”

I thought he might be right, but I was not ready to let go. “Maybe wasting time isn’t so bad?”

“I think it is,” said Bubba. “Don’t waste it. Work smarter and not harder.”

“There is a difference between working hard and being productive,” I said. “And sometimes it is better to go into hiding. Sometimes you have to know when to step forward and when to step back.”

“Telling somebody what to do is easy; telling them how to do it is difficult,” Bubba offered. “Stating the facts is easy; adding insight is difficult. Pointing out what is wrong is easy; showing how to fix it is difficult. At least it is a challenge if you want to avoid imposing your subjective beliefs on your team.”

“So now leadership is subjective?”

“It’s raining,” said Bubba.

I looked out the window. It wasn’t raining, nor snowing. The sun was shining from a blazing blue sky, and the hills were still calling my name.

“But if it were raining,” Bubba said, “would it be good or bad?”

“I suppose it depends on whether or not you want to go down the black diamond slope one more time,” I said.

“Bingo!”

Is the glass half-full or half-empty? It depends on what we wish to achieve. Your personality traits don’t determine your leadership skills, but rather what you do with these traits, and your timing. Whether you are patient or impatient, outspoken or quiet, opinionated or flexible, energetic or laid back has little meaning unless these traits are placed within the context of what the situation demands. A leader who is unable to maintain calm under pressure is neither good nor bad, until we have evaluated the circumstances under which the pressure is applied and the results of his response. Yet we often decide what sounds good beforehand. Although a leader should have good communication skills, is he necessarily ineffective if he is of a quiet nature? My manager once told me that I should not be afraid to speak up and tell my team what I expect of them. I felt like I had just been run over by a steamroller. I had worked for him for nearly ten years, and he knew absolutely nothing about me! My point is that my team loved working with me and did what needed to be done without me bossing them around.

“We need leaders because somebody must tell us how far we have come,” I said. “Moving forward without a leader is like writing a book by copying the words of others.”

“The best leaders draw from the resourcefulness of their team and take the team beyond the leader’s own level of skill,” Bubba said. “The best leaders are respected for their courage and honesty even when they are carriers of bad news. Beyond defining the steps, good leadership requires the ability to read between the lines, to see what is not there. Leadership is more about how to travel the road than which road to take.” 

* * * * *
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My need to write this book has sprung from a life-long desire to be part of a successful, tough, and ambitious team; the type of team an outsider would envy. But this book is not about Bubba and me. If truth be told, I don’t even like leadership books that start with parables. However, parables employing the question/answer/discussion approach prove popular for engaging the reader, and have been used successfully to drive home a point even hundreds of years ago. Consider for instance The Art of War, the famous text by Renaissance Florentine statesman Niccolo Machiavelli (1469-1527 CE). In a staged dialogue between Fabrizio Colonna, who was part of the noble and powerful Colonna family in Italy, and the host Cosimo Ruccelai, Machiavelli stresses the importance of the classical view on warfare through a discussion about the difference between the professional and citizen soldier: “Kings ought, therefore, if they want to live securely, have their infantry composed of men, who, when it is necessary for him to wage war, will willingly go forth to it for love of him, and afterwards when peace comes, more willingly return to their homes,” says Fabrizio Colonna. “Truly, this reasoning of yours appears to me well considered,” answers Cosimo Ruccelai, “none the less, as it is almost contrary to what I have thought up to now, my mind is not yet purged of every doubt.”1 And so the discussion goes forth until every detail is pounded out and hopefully clearly understood by the reader. Leadership and Self-Deception: Getting Out of the Box, published by The Arbinger Institute, is a modern version of the question/answer/discussion approach, and is, admittedly, a quite interesting study.

That said, having read hundreds of books about leadership, I have grown tired of trite sayings attempting to define it on a bumper sticker: “You manage things but lead people.” Okay, so what? To lead means to take somebody somewhere. Okay, this is obvious. What else is obvious? It is obvious that the leader cannot exist without the followers. The opposite is not necessarily true. The followers can benefit from a leader’s direction and wisdom, but they do not need him or her to exist. Understanding this relationship between leader and follower places the role of the leader in the proper perspective. Allow me to cherry-pick a sentence or two from the ancient Chinese military classic The Methods of the Ssu-ma, dating to approximately the fourth century BCE: “If you lead in person they will follow. When orders are annoying they will be ignored.”2 Or from Sun-tzu’s Art of War, dating to the fifth to sixth century BCE: “When the troops continually gather in small groups and whisper together, the general has lost the confidence of the army.”3

Although it should be obvious, as Bubba said, that it is the leader’s job to figure out what makes the team tick, this detail was conveniently overlooked when an overly zealous manager at a company for which Bubba worked posted signs that read, “Goals Under Construction,” and proceeded to hang miniature hardhats in the door openings to the various offices and work areas. The team was not happy. Rather than enthusiastically “constructing” his goals and entering a competition for the “Grand Prize,” whatever it might have been, Bubba went home looking sullen and started searching for a new job. When he told me this story, it became dismally clear to me that goals cannot solely be the company’s goals or the manager’s goals; they must be the team’s goals and as such the goals of each individual member of the team. Adrian Gostick and Chester Elton, authors of The Carrot Principle, remind us that “[s]urprisingly, many leaders think their job of pursuing a central goal ends once the company values are written. ‘We printed wallet cards; everybody got one. And we’ve made sure each conference room has a framed poster with the values,’ a leader once told us. Then the leaders seem surprised when the people’s behavior does not conform to the organization’s stated values.”4 

Although leadership books and popular slogans such as, “Today is the first day of the rest of your life,” or, “half-full is better than half-empty,” can aid thinking, when reality contradicts theory, you should go with reality. Reality in leadership is often what your gut tells you and not what you wish for, nor what some mathematical equation or scientific principle suggests. The logic of leadership is grounded in empirical evidence of right or wrong behavior, and, yes, the leader must face a level of personal risk. A leader who is so passionate about an idea that it brings him to tears may momentarily touch some hearts, but he will rarely win the minds of his team without demonstrating the will to inconvenience himself for his cause. Moreover, successful leadership requires a holistic approach supported by innovative ideas. But the ability to know how to think rather than what to think may be the leader’s greatest asset. Learning how to think involves a conscious element of skepticism. It requires awareness of biases related to previous experiences, strong personal views, or current ambitions.

The leader’s first responsibility when attempting to express a vision, solve a problem, reach a consensus, and lead the team toward the goal is therefore to define reality; to think critically, encourage response, and avoid getting trapped in meaningless sayings. Chinese statesman and military leader Deng Xiaoping (1904-1997 CE) informed us that debate tends to make things “complicated.”5 He was right, of course, but likely had only his own interests in mind. The fact that your followers do not accept an atmosphere of strict obedience should be celebrated. If you can draw strength from their resourcefulness, you will welcome doubt without viewing it as an assault on your person. In fact, a healthy dose of talk and debate can have the effect of bringing down barriers, not raising them. 

At its core leadership is about understanding human nature. Adolf Hitler (1889-1945 CE), in Mein Kampf, spoke about the “small measure of thinking power the broad masses possess,”6 thereby reminding us that understanding human nature is also an essential key to controlling it. Cringe if you will at my use of a quote from he who is perhaps the most despised man in modern history. But being clever, even insightful, is not synonymous with having an admirable character. Hitler was right. Had the masses utilized their thinking power properly, there is a good chance that the Holocaust would not have happened. He also said, “I found it difficult to understand how men who always had reasonable ideas when they spoke as individuals with one another suddenly lost this reasonableness the moment they acted in the mass.”7 It is called groupthink in modern lingo, and tends to occur within a group of people who are trying to reach a consensus without applying critical thought and analysis. Joseph Goebbels (1897-1945 CE), Hitler’s minister of propaganda, understood that any mantra repeated often enough is apt to become viewed as true. Thus without a proper understanding of human nature, ranting about how there is no “I” in team and together everybody achieves more could have dangerous consequences. The dissenters, those who question your ideas, may be your most valuable employees because they counteract this groupthink mentality and help you achieve a more balanced perspective.

Let me admit at the outset that unlike many leadership studies this book takes an analytical rather than motivational tack that is meant to stir at least some controversy, and the purpose of which is to incite the reader to be honest with himself or herself when attempting to establish a leadership approach that works with his or her team. When you understand human nature and your mind is free of clutter, you can ask the right questions that will inevitably guide you to the right answers. You can then speak the truth with conviction and inspire others to follow. But remember that any search for truth requires skepticism. This book is therefore equally much about provoking the follower to think about how to recognize and sabotage, if he or she chooses, manipulative leadership behavior aimed, as Hitler suggested, at the “small measure of thinking power the broad masses possess.”

Just as physical courage may be the first characteristic of good generalship on the battlefield, moral courage is the first characteristic of good leadership in the civilian world and includes taking full responsibility for your actions. Many supervisors show an aptitude for risk taking because of their personal career ambitions. We therefore call them courageous. Yet having the moral courage to stand by the actions of the team when placed under scrutiny by management is a trait that many supervisors lack, because they fully know that moving to higher pay or a greater bonus requires only that they please their superiors. (How often would the supervisors at your place of employment be promoted to higher positions if promotions relied solely on the recommendations of the employees? This would in essence mean that the supervisors must make an effort to please their subordinates.) By contrast, a good leader is the assistant to the team and is simultaneously at the mercy of the team. He gives the team the benefit of the doubt while risking the mistakes and blunders. The question to ponder is this: At what point does the price become greater than the value, and how do you balance the two to ensure that you reach your objective without losing the respect of your team? “Climb if you will,” said British climber and explorer Edward Whymper (1840-1911 CE), “but remember that courage and strength are naught without prudence, and a momentary negligence may destroy the happiness of a lifetime.”8 

As evidenced by the immensely large number of leadership books on the market, one tends to think that leadership is a profound subject that needs this much coverage in order that one can make sense of it. “In 1975 two hundred books were published on the subject of managing and leading. By 1997 that number had more than tripled. In fact, over the last twenty years authors have offered up over nine thousand different systems, languages, principles, and paradigms to help explain the mysteries of management and leadership.”9 But many modern ideas about leadership are nothing but hybrids of older ideas, and rarely is an idea truly new. In fact, as American journalist Robert D. Kaplan (1952- CE) observed, “Some truths are so obvious that to mention them in polite company seems either pointless or rude. What is left unstated, however, can with time be forgotten.”10 The purpose of this book is to conduct a critical analysis of leadership principles while simultaneously remind the reader of the obvious. To accomplish this objective, I will rely on three common leadership models for support which I call Leading with War; Leading with Cheese, Fish, and Carrots; and Leading with Science. That which is less obvious will then be dissected until the hidden truths are revealed; the small intangible parts that are often overlooked in the numerous motivational leadership studies on the market.

This book is thus not so much about leadership per se, as it is about how to think about leadership by learning to ask the appropriate questions and learning to find the appropriate answers. My hope is that the examples I offer will resonate with the reader, providing him or her with deeper insights into the trends that shape the growing number of leadership books on the market. You can choose to grow your bad habits or your good habits for future generation leaders to study. Neither way necessarily requires more effort than the other, but it does require the wisdom to know the difference. You will not always get it precisely right; however, you should also not be too far wrong. After all, leadership ain’t rocket science!
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Leading with War

“Experience is of more value in the Art of War than all philosophical truth.”

— Carl von Clausewitz

––––––––
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“How fortunate for leaders that men do not think.”

— Adolf Hitler

––––––––
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“No man is good enough to govern another man, without that other’s consent.”

— Abraham Lincoln
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​THE GREAT GENERALS
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Some say that war, however brutal and disgusting we may find it, brings out the finest qualities in leaders: courage, honor, integrity, and, above all, character. The lessons of war have come to serve as popular civilian leadership models. Consider for a moment how leaders on every level of the corporate ladder are likely to identify with the widely quoted Art of War, an ancient military text and classic work on strategy by Chinese general and philosopher Sun-tzu (c. 544-496 BCE): “One who knows the enemy and knows himself will not be endangered in a hundred engagements,”11 or, “Attaining one hundred victories in one hundred battles is not the pinnacle of excellence. Subjugating the enemy’s army without fighting is the true pinnacle of excellence.”12 On the home front Robert E. Lee (1807-1870 CE) might be more celebrated than any other American Civil War hero. His character, compassion, and cunning ability to thwart his foes and lead the Confederacy against the Union in what ultimately became a losing battle has been studied, written about, commented upon, and quoted in texts too numerous to mention. Should we study the great generals of history and Lead with War? 

Before answering, think about this: To what extent is it true to say that great military leaders are necessarily compassionate with respect to their subordinates or the opposition, or strive to take the ethically high road of winning without fighting? Richard Marcinko (1940- CE) (a.k.a. the Rogue Warrior), former United States Navy SEAL and author of Leadership Secrets of the Rogue Warrior, put it simply when he said, “Thou shalt win at all cost,”13 and, “To survive and succeed, you must accept one plain and painful truth: Business can be war. Life can be war. If you want to win that war: Attack. Attack! ATTACK!”14 Napoleon Bonaparte (1769-1821 CE), military and political leader during the French Revolution, would have agreed. He saw only one thing—the enemy’s main body—and tried to crush it, confident that secondary matters would settle themselves. 

As we shall see, leaders and leadership principles are full of contradictions, as reflected in the views of military strategists and generals the world over. For example, as stated by ancient Chinese military strategist Zhuge Liang (181-234 CE), “Military authority, directing the armed forces, is the matter of the authoritative power of the leading general. If the general can hold the authority of the military and operate its power, he oversees his subordinates like a fierce tiger with wings, flying over the four seas, going into action whenever there is an encounter.”15 Contrast his views with United States Army retired Lieutenant General Russel L. Honoré’s (1947- CE) opinion that leadership does not simply involve barking orders and expecting results. Even an organization such as the army, where soldiers supposedly are committed to following orders, must remember that people are people first before they are soldiers or subordinates. Even if soldiers have no choice but to follow orders, they still have the power to affect the outcome. The leader should therefore “set people on the right path” rather than boss them, and, according to General Honoré, “do the planning and then to motivate the execution.”16

A particularly important observation might be General Honoré’s view that “[l]eaders should keep dissenters close because they’ll provide a valuable perspective.”17 Failing to create a sense of purpose behind the mission will make it difficult to reach efficiency. Unless the team has the proper equipment to execute the plan, no motivation in the world will move them to action. “I was always fond of logistics, even though I was an infantry officer,” says Honoré. “So I would drive all my organizations crazy about logistics because logistics was always the hardest thing to get done. So many times units failed, not because they weren’t capable but because they didn’t get the gas, the boots, and the bullets on time.”18 Can you identify an occasion at your place of employment when you were unable to be as efficient as you would have liked because you could not get the proper equipment to function, or did not have access to the equipment you needed?

Although it is obvious that one can catch more flies with sugar than vinegar, and military personnel as well as employees in the civilian world are less likely to backfire when they believe in the value of the principles they are subjected to, the best way to treat one
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