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Introduction

Context in Companies and Universities
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For more than a decade, I’ve had the privilege of being part of, advising, or helping align organizations of all sizes: massive corporate groups, family businesses that operate out of habit rather than design, university programs with diverse profiles, and hybrid teams where I’ve served as a SCRUM Master.

And in all of them, I’ve observed one constant:

Companies don’t have “productivity” problems.

They have problems with energy management, focus, and clarity.

The corporate discomfort I’ve witnessed—and personally experienced—is not the result of a lack of talent or a lack of vision from Team Leaders, Directors, or Owners.

The Heads I’ve worked with across different industries, as well as academic directors and program coordinators, know what they want to happen. Sometimes with great clarity, sometimes less so, but they know.

The issue is that most Heads (understanding “Head” as anyone leading a team, a group of students, a degree program, an area, a department, a company, or an organization), besides knowing what they want, also expect things to be done the way they want, when they want, and in the exact manner they would do it.

In other words, they expect their teams to be their clones:

To think like them, solve like them, react like them, perform like them.

And this is where what I call the bottleneck of teams and organizations begins.

From the outside, in the eyes of the Heads:

“the team is unmotivated”

“they lack ownership”

“they need a firm hand”

“we need to bring in a strong leader”

“we need to tighten the screws”

“we should buy software to measure them better”

“they must be pushed to meet their KPIs”

“students don’t know, don’t understand, don’t commit...”

and so on.

In one word: CONTROL.

That is, micromanagement.

Increasing it, imposing it, reinforcing it, making it felt—call it whatever you want.

In their desperation to improve results, to DO MORE, Heads double down on control:


•  Endless meetings with no purpose

•  Multitasking disguised as efficiency

•  Unquestioned urgencies

•  Emails sent at 11 p.m.

•  Metrics that measure volume, not impact

•  Bosses or department heads who confuse control with leadership

•  Teams—or students—so saturated they can no longer distinguish priorities
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Ironically, the so-called “lack of productivity” is the direct result of rigid structures, contradictory expectations, lack of information, or a total absence of rhythm awareness in the way work is done.

That environment doesn’t just exhaust people—it disconnects them.

It disconnects the collaborator from their presence.

It disconnects the team from its creativity.

It disconnects the leader from their ability to inspire.

It disconnects the team—or the group of students—from the goal.

And it disconnects the organization from its own future.

We are at a moment in history with countless technological tools available to optimize time and productivity.

And yet, 90% of the organizations I know are still “leaving late and working overtime,” and students are still “eating poorly, sleeping less, and working exhausted” because they simply can’t keep up.

But time is not the problem.

The problem is the lack of self-management:

That internal muscle that allows a person to regulate their attention, their energy, and their intention so they can move with clarity, without unnecessary friction.

Self-management is synonymous with freedom—because freedom is born from trust.

I’ve seen teams collapse without knowing why.

I’ve seen students burn out under structures that ignore the brain’s natural cycles.

I’ve seen organizations buy software to treat symptoms while avoiding the root cause.

I’ve seen talented people convince themselves they “can’t take it anymore” when in reality, they simply never learned to work with their own rhythm.

The gap is not technological.

The gap is human.

Most people were not taught to self-manage. They don’t know how, and when they try—if they even dare—and “someone catches them,” the result is a reprimand reminding them that their time is not theirs; it belongs to the company or the school, and they’re “wasting” it. Punishment guaranteed.

Following orders, sticking to lists, and complying with rigid schedules works to a certain extent in assembly lines, factories, packing operations, or environments where work is 100% manual, precise, and where technically there is no space for self-management.

And even then... I allow myself to open a margin of possibility, because even in those environments, it is important—if not simply human—for collaborators to know when to take a break before collapsing.

Self-management is a necessary model for the expansion of the individual, and therefore, of the industries they integrate into.

It is a simple principle.

A powerful practice.

And above all, a deeply human solution to a human problem.

So this is the starting point:

Understanding why companies keep spinning in circles...

and why self-management has the potential to stop the wheel, organize the chaos, and elevate performance without sacrificing well-being.
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Chapter 1.

Trust. One Side of the Coin.
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There is a DECISION (yes, exactly as you’re reading it—in uppercase and bold) that SUSTAINS any human system—an organization, a team, a family, a relationship, a university, or a project—and that is: TRUST.

Without trust there is no clarity, no rhythm, no autonomy and, most importantly, no internal permission for a person to step into their best version.

Let’s get to what matters, because everyone talks about trust in every organization, every industry, and at every level, yet very few actually deepen into what it means or truly understand it:

When we talk about trust at work, in school, or in any environment where humans interact, we’re not referring to an abstract feeling or a motivational slogan.

We’re referring to an operational state: an environment where people feel safe enough to think, question, propose, and decide without fear of being punished.

And here is the essential point:

Trust is NOT an emotion.

Trust is a cognitive choice.

It is a mental evaluation—conscious or semi-conscious—we make about another person, team, or system.

A conclusion: “here I’m safe,” “here I can,” “here this works.”

Or in the opposite direction: “here I won’t risk it,” “here I protect myself,” “here I’d better stay quiet.”

It is a neocortex process, not a heart process.

First I evaluate, then I conclude, then I decide.

I trust or I don’t trust.

I choose or I don’t choose.

It is mental, not emotional.

This is why trust has such a powerful impact on human dynamics:

When the choice is “yes, I trust,” people open up, contribute, connect, ask, create.

When the choice is “I don’t trust,” people protect themselves, withdraw, do the bare minimum, and save energy to survive—not to contribute.

The Trap of Leaders Without Trust (or With Broken Trust)

This is where things get even more interesting if we want to understand what’s happening inside 21st-century organizations.

Many Heads don’t micromanage because they are “controlling by nature” or because they “don’t believe in their team,” but because their previous experiences have already made the choice for them.

If they’ve lived through dysfunctional teams, serious errors, betrayals, loss of control, failed deliverables, or collective burnout...

The brain takes a shortcut and decides:

“It will always be this way.”

And that evaluation—installed in the Head’s internal operating system through past experiences—gets automatically projected onto any new team, new group of students, new client, or new collaborator.

It doesn’t matter if that person or team has talent, responsibility, potential, willingness, or clarity:

The Head is responding—unconsciously and automatically—not to the present reality,

but to the mental archive of their past.

From that logic, micromanagement is a self-protection mechanism that activates on its own.

It’s not about the team.

It’s not about the group.

It’s not about the new collaborator.

It’s not about the operation.

It’s about the Head’s fear of reliving what already happened.

The absence of trust is not emotional:

It’s a recycled cognitive conclusion running without an update.

Trust—like energy and focus—does not appear out of nowhere.

It is built.

Not from the outside in (the team behaves, then I trust),

but from the inside out (I choose to trust them—or at least give them the benefit of the doubt—and then I observe their interactions or results).

And that construction happens one step at a time, one day at a time, one task at a time—as I always say.

What Trust Really Is in a Team or Organization

In its simplest form:

Trust is the positive expectation that the other will act from a place of coherence.

Coherence does not mean perfection.

It means:


-  Clarity in the rules of the game

-  Consistency between what is said and what is done

-  Openness to recognize mistakes

-  Respect for people’s natural work rhythm

-  And an environment where asking questions is not a threat, but a contribution



The lack of trust, on the other hand, translates into visible, immediate behaviors:


-  Silence in meetings

-  Teams that don’t ask questions

-  Collaborators who only comply

-  Students who memorize instead of learning

-  Leaders who control instead of guiding




How Trust Is Built in Human Structures

Trust is built through micro-actions, not through speeches.

It is built when:


-  A leader listens with openness instead of assuming

-  A teacher explains as many times and in as
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