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This book exposes the behaviors of toxic leaders and blind fanatical followers from different angles.  Every organized group of idiots will regard this book as extremely dangerous.
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—————-

No physician can give health or happiness 

to the man who enjoys his affliction

——————-
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Let me officially welcome you to a book that

has taken me more than 25 years to compile.

A. Pierre

© 2026 Allain Pierre

All rights reserved.

DEDICATION

Special thanks to all my brothers and sisters that I fellowship with.  Salute to my military friends and colleagues from around the world.  To Ari (my son) who has assisted me with all the illustrations in this book, thank you.  And to Ellisha (my daughter) and Jeanne (my other half) this work is yours as much as it is mine.  Much appreciation to all who fights for the same cause.  There are too many wars to be fought to not be a warrior.

To all critics and oppositions; I know you are my greatest fan, enjoy the book.
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​PRELUDE

What is a paradox?

A paradox is a statement that may seem contradictory but can be true (or at least make sense). This makes them stand out and play an important role in literature and everyday life. Beyond that, they can simply be entertaining brain teasers.

Take the statement "Less is more." This statement uses two opposites to contradict one another. How can less be more? The concept is that something less complicated is often more appreciated. Let's talk a little bit more about this rhetorical device and enjoy a handful of examples of paradox.

Let's continue to some larger examples of paradox that appear in works of literature. Examining their purpose will become an important part of the process.

In George Orwell's Animal Farm, "All animals are equal, but some are more equal than others" is one of the cardinal rules. Clearly this statement does not make logical sense. However, the point of a paradox is to point out a truth, even if the statements contradict each other.

Orwell is making a political statement here, but what? Perhaps it's that the government claims everyone is equal when, clearly, that's false. Or, perhaps it's that individuals have skewed perceptions of what it means to be equal. The interpretation is up to the reader to decide.
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Defining Mindset

A mindset is a set of beliefs, attitudes, and thought patterns that shape how you perceive the world and yourself. It drives your behaviors, choices, and reactions to challenges.

Psychologist Carol Dweck popularized this concept into two main categories:

	Growth Mindset: The belief that abilities and intelligence can be developed through dedication, learning, and hard work.

	Fixed Mindset: The belief that intelligence and talents are static traits that cannot be changed.


Your mindset acts as a mental filter, determining whether you see obstacles as opportunities to learn or as insurmountable roadblocks.

Introduction

After many long years I have finally compile this book in my effort to come closer to the pursuit of truth in every aspect of my life.  Having been searching through the “credos” of many holy books and garbage bins I have at last compile this independent account of my experience in this life.  I know that this book will relate a lot to your own life.

Having been a military officer for over 22 years and background as a combat athlete I have found it very useful to relate most of the scenarios and analogies in this book to a combat viewpoint.  You will see through this book that I have used combat scenarios to illustrate most of my ideas.  However most of my experience relate directly to religions, cults and organizational behaviors.

In this lifetime I’ve had many privilege chances to meet with many great guys in different fields and concepts.  They all shared their own philosophies and experience which I found very inviting to add and compare to my own.  I respect all those great individuals and thank them for their contribution as a part in my journey. 

From the point of view of a fighter, you can gain ideas and a certain understanding from watching, listening to, or reading about other fighters. However, you can never become a fighter, or gain the ability to actually fight, unless you have the balls to venture forth and actually fight yourself. This is true no matter how great a fighter your teacher was, or is. This is what I mean by ALIVENESS. You must experience this aliveness yourself; you cannot do it vicariously through attachment to another.

The clear, distinct, obvious and common-sense comparison that can be made to religion itself should now go unspoken. If you are still confused read the above paragraph then simply replace the word fighter with mystic, the word fight with peak experience, and the word teacher with Church. 

I have tried as much as possible to make the text as simple as possible so that my book will be readable by a wider audience and as result help more individuals to free themselves from a cultic environment.  The birth of this book is a result of the experiences and lessons that I have learned personally through my past coaches and my colleagues...over the years in my quest for a better lifestyle.  It’s my belief.  My ultimate goal is to become a better person and inspire you to attain the same.

But be forewarned, reading about anyone else's journey whether it’s by your favorite philosopher, religious prophet, saint, hero, writer, artist, or local trash collector, can never serve as a substitute for your own personal trials, tribulations, and peak experiences.

So, you think reading this book is a coincidence?  No, my friend, you were predestinated to read this book.  Like it or not, you are one of the few chosen individuals to experience this unique journey.  So, you are confused?  Go ahead read the first chapter and see how it unveils to you and welcomes you to the rest.

Chapter 1

What is Organization Psychology?
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Psychology is a broad field of scientific study with five domains (biological, cognitive, developmental, social and personality, mental and physical health) and many specializations. From cognitive psychology, which focuses on how we perceive and remember things, to social psychology, which investigates how social interaction affects behavior, the field as a whole helps us understand human nature. Industrial- organizational (I-O) psychology takes these psychological principles and findings and applies them to the workplace.

Industrial-organizational psychology is the study of human behavior in the workplace and organizational environments. This branch of psychology uses scientific methods and rigor to understand the factors that affect workplace behavior and dynamics, employee performance, and organizational success.

I-O psychology serves a dual purpose in applying behavioral science to business practices to create better work environments and stronger organizations. The “industrial” aspect involves personnel-related issues, like selecting the right person for the right job and developing their skills. While the “organizational” aspect focuses on broader organizational culture and structures that influence behavior.

Core Areas of Industrial-Organizational Psychology

Industrial-organizational psychologists take an evidence-based approach to optimizing workplace behavior and processes. They address core areas, like personnel management, organizational development, managing performance, motivation and satisfaction, and workplace design.

	Personnel Psychology


I-O psychologists play a key role in the recruitment, selection, and placement of employees. They apply psychological principles to help organizations make data-driven hiring and placement decisions that improve retention and performance.

Good recruiting and selecting is like matchmaking because the goal is to create the best fit for both the candidate and the organization. This professional matchmaking involves developing and validating employee selection tools to ensure fairness and effectiveness. Some processes include structured interviews, cognitive and personality assessments, and work sample tests to predict candidate success.

	Organizational Development


As many as two-thirds of organizational change efforts fail because of employee resistance and poor leadership. People are naturally reluctant to change, so it’s up to leadership to ferry the organization through uncertainty with confidence and poise. Leaders also need the right training and strategies to navigate change and bring their teams along with them.

This underlines the importance of I-O psychologists’ work on organizational development initiatives. They spearhead leadership training, change management, and team-building programs. Leadership and management learn how to communicate a clear vision, foster adaptability, and create a supportive environment for employees.

	Performance Management


Can performance reviews do more harm than good for an organization? Flawed processes or poorly designed reviews can be demoralizing and lead to inaccurate assessments. Even worse, there’s potential to create tension between employees and management.

This is where I-O psychologists step in. They have the important task of designing performance appraisal systems that align with individual goals and organizational objectives. By providing more dynamic feedback to improve employee performance, these professionals can create a culture where performance management becomes an open and ongoing conversation. Systems that encourage a growth mindset and provide real-time coaching can lead to greater outcomes and improved employee morale. 

	Workplace Motivation and Satisfaction


Motivation and satisfaction require more than just a paycheck. I-O psychologists’ study and implement psychological concepts to help organizations improve employee motivation, job satisfaction, and engagement.

Foundational motivational theories, such as Locke and Latham’s goal-setting theory and Deci and Ryan’s self-determination theory stand at the core of understanding what drives behavior in the workplace. I-O psychologists leverage these theories, along with essential job characteristics like task significance, skill variety, and feedback, to foster environments where employees feel valued, motivated, and that their work has meaning.

Despite my excitement to talk about the organization, this book ia not focused on that.  Our current focus is on the individual.  Met me in my second book where we would focus on the organization as a group and the different group dynamics.
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Chapter 2

The claim of high intelligence
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The trouble with the world is that the stupid are cocksure and the intelligent are full of doubt.  Bertrand Russell

What is Intelligence?

The ability to derive information, learn from experience, adapt to the environment, understand, and correctly utilize thought and reason.  Adapted from the APA Dictionary of Psychology

Key Differences Between Education and Intelligence


•  Definition: Education represents the knowledge you have acquired, while intelligence is the capacity to use that knowledge.

•  Structure: Education is often institutional (schools, degrees), whereas intelligence is dynamic and shown through practical, social, or emotional, and abstract thinking.

•  Relationship: Education can improve cognitive abilities; one meta-analysis showed each year of schooling can raise IQ by 1 to 5 points.

•  Practicality: Highly educated people can lack "common sense," while highly intelligent people may have no formal schooling.



What is the Multiple Intelligence (MI) Theory? 

Howard Gardner’s theory of multiple intelligences proposes that humans are not born with all the intelligence they will ever have, and that everyone processes information in different ways. 

In other words, we continually learn and develop in different ways throughout our lives, even after we finish formal education.

Gardner does not define intelligence as one single, general ability, but instead he divides it into nine different intelligences. While someone might be particularly strong in one area, such mathematical intelligence, they will actually possess a range of abilities across several intelligence types.

Intelligence quotient (IQ) and measuring intelligence

Intelligence Quotient (IQ) is a standardized measure used to assess human intelligence across various domains, including abstract reasoning, memory, and problem-solving abilities. 

The concept of IQ emerged in the early 20th century, initially linked to the development of intelligence tests by Alfred Binet and later adapted by Lewis Terman into the Stanford-Binet Intelligence Scale. Modern IQ tests typically yield a score based on a distribution with a mean of 100 and a standard deviation of 15, allowing for comparisons across different age groups and populations.

The measurement of intelligence has evolved from early assessments that focused on physical characteristics to contemporary evaluations that use a variety of cognitive tasks.

Intelligence is defined as an emergent attribute of consciousness, the capacity to deliberately address challenges and adjust to new situations and to a dynamic environment (Vitas et al., 2026). In leadership, intelligence is not limited to academic ability or being able to make logical decisions. It also includes the ability to understand emotions, relate well with people, respond wisely to challenges and remain resilient in difficult situations. Therefore, effective leadership in the 21st century requires more than academic or intellectual intelligence. 

studies identify four key types of intelligence quotients that leaders need: Intelligence Quotient (IQ), Emotional Quotient (EQ), Social Quotient (SQ), and Adversity Quotient (AQ). These four forms of intelligence are essential because modern leadership involves analyzing problems, managing emotions, building strong relationships, positively influencing others, and remaining resilient in the face of uncertainty, pressure, and change.

IQ

The first type is the Intelligence Quotient, commonly known as IQ. IQ refers to cognitive ability, including reasoning, analysis, memory, problem-solving and the ability to process information. The notes explain that IQ forms the foundation for critical thinking and helps individuals solve logical problems and understand complex concepts. In leadership, IQ is important because leaders must analyse information, interpret data, plan strategically and make sound decisions. For example, a public-sector leader preparing a budget must understand the figures, evaluate priorities, and make decisions based on evidence.

However, IQ alone is not enough. A highly intelligent leader may still fail if they cannot relate to people, manage emotions or handle conflict. This is why the notes state that a high IQ does not guarantee success, especially when leadership challenges involve emotions, relationships, and resilience. For instance, a technically skilled manager may understand policies perfectly, but if they communicate harshly and ignore staff concerns, they may lose the team's trust.

EQ

The second type is Emotional Quotient, or EQ. EQ refers to the ability to understand and manage one’s own emotions and the emotions of others. It includes self-awareness, empathy, self-regulation and social skills. EQ is essential because leadership is relational. Leaders deal with people who may be stressed, demotivated, angry, confused or resistant to change. A leader with strong EQ can recognise these emotions and respond appropriately.

For example, during a period of organisational change, some staff may feel anxious. A leader with low EQ may dismiss their concerns and say, “Just accept the change.” However, a leader with high EQ will listen, acknowledge the anxiety, explain the reasons for change and provide support. This does not mean the leader avoids difficult decisions; rather, it means the leader handles them with empathy and emotional maturity.

SQ

The third type is the Social Quotient (SQ). SQ refers to the ability to build and maintain relationships, communicate effectively, work in teams and show cultural sensitivity. This is essential in 21st-century leadership because organizations are increasingly diverse. Leaders must work with people from different generations, cultures, professions, personalities and levels of experience. A leader with strong SQ can build networks, encourage teamwork and manage relationships constructively.

For example, in a workplace with both older and younger employees, a leader needs social intelligence to understand different communication preferences. Some employees may prefer formal meetings or email, while younger employees may be more comfortable with digital tools and instant messages. A socially intelligent leader does not impose one style on everyone; instead, they create communication systems that are respectful and inclusive.

AQ

The fourth type is Adversity Quotient, or AQ. AQ refers to the ability to face challenges, recover from setbacks and continue functioning under pressure. The notes define AQ as the ability to navigate difficult situations, bounce back from setbacks and maintain mental well-being during difficult times. This is especially important because leadership often involves crisis, criticism, uncertainty and failure. A leader with low AQ may give up easily or become overwhelmed when plans fail. A leader with high AQ remains calm, learns from setbacks and adjusts strategy.

For instance, if an organisation faces budget cuts, a leader with strong AQ will not simply complain or panic. Instead, they will review priorities, consult stakeholders, identify creative solutions and keep the team focused. This kind of resilience is essential in the 21st century because change is constant.

These four intelligence quotients are interconnected. IQ helps the leader think critically; EQ helps the leader manage emotions; SQ helps the leader build relationships; and AQ helps the leader persevere through difficulty. A weakness in one area can reduce leadership effectiveness. For example, a leader with a high IQ but low EQ may make logical decisions but fail to gain team support. A leader with high EQ but low IQ may be caring but struggle with strategic decision-making. A leader with high SQ but low AQ may build relationships but collapse under pressure.

Therefore, effective leadership requires balance. The modern leader must be intellectually capable, emotionally mature, socially skilled and resilient. These intelligence quotients are essential because leadership is not only about knowing what to do; it is also about how to think, how to relate, how to respond under pressure, and how to guide others through complexity.

DQ

The Digital Quotient (DQ) assesses digital readiness and the ability to develop and advance technology skills. Today, digital technology is increasingly integrated into jobs. It could be something simple as meeting over Zoom or sharing documents on a cloud-based application to more complicated systems such as data analytics or generative AI.

Leaders with a high DQ:

	Lead transformation and focus on integrating digital into all aspects of the business (e.g. processes, culture).

	Collaborate with teams to find root problems and make efforts to resolve them.

	Gravitate towards high-risk initiatives and complex projects.

	Analyse market trends, customer behaviour (e.g. data mapping of customer journeys) and emerging technologies to shape strategy.

	Look at ways to speed up processes (e.g. working with IT to automate communications).

	Identify their employees’ digital skills gaps and organise relevant training programs and on-the-job learning.

	Build networks of people and technologies that can provide complementary capabilities.

	Monitors data rigorously to refine products and services.


CQ

Cultural intelligence is the ability to understand, adapt to and leverage cultural differences to lead teams. It means understanding the behaviours and expectations of different cultures and adjusting your leadership style to suit. This diversity can relate to either the work culture of an organisation or the background of an individual (e.g. nationality, ethnicity, gender etc). In an increasingly globalised world, leaders will deal with people from different backgrounds. 

Understanding and respecting each culture will result in effective communication and decision-making. If you want to expand your business into international markets, leaders with high CQ can understand the dynamics of each market, adapt strategies, and form solid partnerships. Today, many people value workplaces that embrace diversity and inclusion, and leaders with high CQ will be able to recruit top talent.
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Chapter 3

Western Science; What they don’t tell you

[image: ]

Western Science, the celebrated backbone of modern society, has put itself at the very heart of our lives. It has taken control of education, health care, economy and religion, ruling all aspects of our lives with great vigor and determination. Science stands for the proper way to live, for the only way to live. Science is always right and just remember; Science will never let you down.

Is that the science that used to advocate that the sun was moving around the earth? Is that the science that used to know bloodletting was the only cure for high fever illnesses? And yes, it is the very same science that still teaches you that the Universe came into existence through a Big Bang, that waging war against people who are different, cells that are different (cancer), and ideas that are different is for the good of everyone. Yes, the one and only Real Science, professing itself to be so much better, so much more accurate than any other science including those with a life time of several thousands of years. How old is our modern Western Science? Isn’t this the teenager, or even the child, calling the adult ignorant?

Science has always been very afraid of major challenges to its beliefs. One of the reasons is that people who have painstakingly gained very respectful status in society, who rely upon grants given to them by “investors” in order to continue being the grand old chap they are, don’t want to be shown up as being completely wrong. All their hard work to follow their predecessors in their illustrious footsteps to get to the top of their profession, to be the best in the country, in the world, could be wiped out by one stroke of genius from someone else. “Oh
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	Your performance doesn’t always matter.

	Your ideas don’t always get rewarded.

	The people getting promoted often isn’t the smartest.




	Most workplace pretend to operate on meritocracy

	False belief that best performer rise naturally

	Behind closed door there's another game happening, Quiet alliances, strategic favours, subtle power plays.










	Honest

	Competent

	Forward-looking

	Inspiring

	Intelligent

	Fair-minded

	Broad-minded

	Courageous

	Straightforward

	Imaginative



	Be tactically and technically proficient

	Know yourself and seek self-improvement

	Know your soldiers and look out for their welfare

	Keep your soldiers informed

	Set the example

	Ensure the task is understood, supervised, and accomplished

	Train your soldiers as a team

	Make sound and timely decisions

	Develop a sense of responsibility in your subordinates

	Employ your unit in accordance with its capabilities

	Seek responsibility and take responsibility for your actions



































	Toxic Climates: Leaders who prioritize their own careers, hoard growth opportunities, or rule by fear create environments where subordinates are afraid to innovate or report problems.

	Confirmation Bias: An overinflated ego can make officers rely on "by-the-book" metrics to look good, or prevent them from abandoning flawed strategies out of a fear of looking incompetent.

	Deflecting Blame: Ego-driven leaders focus on how events reflect on them, leading to a tendency to claim credit for team successes while scapegoating subordinates for failures.




	Extreme Ownership: The best leaders take personal accountability for everything their unit does or fails to do, which builds immense trust and loyalty.

	Humble Debriefing: Effective officers actively solicit feedback from junior personnel and are the first to highlight the contributions of their troops.

	Advocacy: Truly great leaders use their rank and authority to protect their troops from unrealistic demands and unfair criticism, prioritizing the team's well-being over personal promotions.








	Servant Leadership: Focusing on the success and growth of followers.

	Adaptability & Resilience: Navigating constant disruption, geopolitical tension, and technological change.

	Collaboration & Inclusion: Moving away from hierarchy to build diverse, inclusive teams.

	Ethical & Transparent: Acting with honesty and living by stated values.

	Continuous Learning: Fostering a "leadership factory" mindset, using coaching to develop future talent rather than acting as the sole decision-maker.

	Technical Savvy: Leveraging new technology to lead, while prioritizing human-centric skills.












	Adaptability to Change: Leaders must continuously adapt to new technologies, market shifts, and economic fluctuations.

	Shifting Workforce Expectations: Today's workforce demands autonomy, work-life balance, and purpose, moving away from authoritarian styles.

	Technological Integration: Leaders must balance technological advancements with human-centric skills like empathy and ethical judgment.

	Managing Complexity: As organizations become more interconnected, leaders must move from silos to collaborative and network-based approaches.

	Fostering Innovation: A flexible approach allows for increased agility and creativity, enabling organizations to stay competitive.

	Enhanced Trust and Culture: Evolving leadership fosters a high-trust culture, which is crucial for employee engagement and retention.
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	Adam and Eve’s innocence: They were naked but unaware of it because they were spiritually “veiled” by the Holy Spirit.

	Satan’s temptation: Satan is described as tempting Eve through knowledge, reasoning, theology, education, and intellectualism rather than simple obedience to God’s Word.

	The “veil” being removed: Branham says Eve lost spiritual innocence when she became curious about sex, lust, and forbidden knowledge.

	Original sin as sexual/moral corruption: The passage strongly suggests that the Fall involved sexual awareness or sexual sin, not just eating forbidden fruit in a symbolic sense.

	Critique of modern society: The author connects Eden to the present day, arguing that modern culture is ruled by Satan’s counterfeit kingdom of knowledge, lust, and moral perversion.




	Where did the apple story come from considering that its not from the bible?

	How did the serpent look? How come it was talking?

	Why does eating a fruit don’t make us feel naked anymore?
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Above the Waterline (Visible Elements)


	Job descriptions 

	Employment contracts 

	Organizational policies 

	Performance targets 

	Salary and benefits 

	Working hours 



Below the Waterline (Hidden Elements)


	Trust and loyalty 

	Mutual respect 

	Job security expectations 

	Recognition and appreciation 

	Career development opportunities 

	Fair treatment 

	Organizational support 

	Employee commitment 

	Personal values and beliefs 





	Opportunities for promotion, 

	Supportive leadership, 

	Work-life balance, 

	Recognition for good performance. 



Psychological Contract Breach


	Reduced motivation 

	Lower job satisfaction 

	Decreased trust in management 

	Reduced commitment 

	Higher absenteeism 

	Increased employee turnover 



[image: ]


[image: ]




































































[image: ]

























































[image: ]










	A particular brand of washing powder washes whiter than any other. 

	Brushing your teeth three times a day stops tooth decay. — How did people manage before tooth paste was invented? There is definitely more, not less, tooth decay now than there was hundreds of years ago in affluent societies. 

	Smoking causes lung cancer. — Not everybody who smokes has lung cancer; not all non-smokers are spared the suffering of lung cancer. 

	This particular drug cures that particular illness. — Not all people who take the drug are any better; everybody who is not taking the drug is not necessarily worse off. 

	Getting infected with the HIV-virus leads to AIDS and death. — There is more than one HIV-virus. There is no established link between the virus and AIDS. Plenty of people live healthy although they are HIV positive; the majority of which are not taking any anti-AIDS medication. 

	Culling a large number of sheep and cattle stops the spread of Foot and Mouth Disease. — The disease continues to appear in places without identifiable links with already infected animals. 

	Peace is achieved by deploying armies into trouble spots. — Years of similar policies have not brought lasting peace to places like Northern Ireland, Palestine, the Balkan, Cyprus and several African countries. 

	More money will bring happiness to people. — Eh, right!? 

	Personal security depends on owing your own house, having a secure job and a stable relationship. — The economy in the last two decades has proven on several occasions that “good jobs” can go in a blink of an eye; that house prices can drop dramatically putting people in what is called a negative equity situation; and the love of one’s life can easily become one’s worst nightmare. 

	Personal possessions, reaching one’s goals in life, being popular, all give one great happiness. — Achieving something you strive for surely makes one happy; but once the goal has been reached happiness fades quickly. New goals and targets are necessary in pursuit of the ever illusive happiness. 

	Somebody or something is responsible for my illness, my unhappiness or my inadequacy. — Once the blame has been laid somewhere else, one does not feel better, illness does not disappear. Blame and guilt do not positively contribute to one’s “well-being”. 

	Democracy delivers the best to all people. — To become elected as a representative one must convince a majority of fellow citizens that one is the best person for the job; that one is honest, trustworthy, and fully committed to someone else’s agenda. Popularity is the key issue, not integrity. Majority rule means that individuals will just have to do as everyone else does, for the good of the community. The “good” is decided upon by the people who have been put in charge as representatives, not by what the individual feels is the best for him or her. 

	Martial art is the ultimate in protecting yourself and your family- I hope I didn’t offend you with this one.
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	Set challenging goals. 

	Persist when facing difficulties. 

	Recover from setbacks. 

	Maintain motivation during adversity. 










	Focus attention on priorities. 

	Measure progress. 

	Maintain motivation. 

	Build confidence through incremental achievements. 



















































	Universal

	Crucial for the economy

	Essential for improving language and presentation skills

	Very helpful in promoting creativity

	Important for self-reflection

	The basis of science and democracy
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	Believers

	Make believers

	Unbelievers (they do not believe, so why talk about them?)
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	School of Business Studies (Seychelles)

	University of Seychelles

	University of London

	University of South Wales

	Finnish Defence Forces International Centre, Finland

	Netherlands Defence College, Netherlands

	Swedish Armed Forces International Centre, Sweden

	Army War College (MHOW), India

	NETSAFA International Training Center, Florida, USA

	National Defence University, Washington, D.C., USA

	George C. Marshall European Center for Security Studies, Germany
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