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Introduction


November 11, 2013, was day one at a fledgling startup in New York City. I was a bit apprehensive since this was the first time I was expected to build and lead a team, and there were no corporate instructions or a preexisting rule book for me to use as a safety net to guide me through the process. Had I reached the position in which incompetence was bestowed upon me? Was the Peter Principle right?

The first twenty years of my professional career were dedicated to being an individual contributor (IC), working as a hands-on software engineer, from the RiskMetrics Group to Disney. I had the opportunity to help design and build products in a range of industries, from finance and management to entertainment. But I had reached a point in my career where the challenges before me were too big for any given individual to tackle within a reasonable time frame. Here I am talking about leading entire teams and projects, not the usual collaborative teamwork that happens when working together on a product.

In the beginning, everything felt complicated since I lacked the knowledge to manage a team or project, peers, upper management, or even myself. As a manager, my skills in software architecture, programming languages, and technology in general were important but less relevant. I realized that I needed to learn a new discipline, but no company provided adequate training to help me make the transition. That fell to me, so I read voraciously about management, struggling to piece together a workable path forward. It wasn’t easy.

I learned from friends and colleagues at other companies that I wasn’t alone. My journey to becoming an effective manager helped me xrealize that I wasn’t isolated in thinking there is a paucity of skilled managers and people leaders, particularly at technology companies, so much so that I came to view this as something of a management crisis. As one who is always looking for a better way, I devised my own method for engaging and motivating my teams to create and follow through so successfully that I was swamped with requests to share my “secret.”

The story of how I developed The 4 Streams of Leadership (T4SOL, or (/'tæsol/) phonetically) is filled with setbacks and advances. It began in 2013 when I joined mParticle, then a young, bare-bones startup. I was one of the first people to come on board, and we were on a mission. My title was senior director of engineering, but in the early days, there were really no people to manage. That would come later. My job was to develop the architecture and implement the mobile component of the platform. Having come from Disney with a strong technical background and a great track record of building and deploying products, I was a perfect match for the job.

We were building new things, testing the limits of the technology. There were days when I thought it would be impossible to come up with answers to the challenges we had encountered, but somehow, we always ended up finding our way to a solution. The company was growing fast, and I played a significant role in taking mParticle from zero to one—a phrase popularized by tech entrepreneur Peter Thiel.

However, with rapid growth, new challenges emerged, and they were much bigger than any one person could tackle. We needed to grow the team. That is when I started to fall short of expectations. I was great at my job as an engineer and had had some minor managerial experience, but I had yet to master what it meant to be a great manager. My “senior director” title said one thing, while my lack of in-depth management knowledge said another. The result? New members of the team lacked purpose, the features of the same software product implemented on different hardware platforms were not cohesive, and the team’s priorities were generally misaligned.

At that moment, I realized I needed to reinvent myself and learn a new set of skills, so I embarked upon a quest to discover what it means to be a manager. In my mind, I understood that I needed to press the xireset button and start a new career nearly from scratch. It was a moment of humility and acknowledgment that I was back to being the student.

I needed to learn all there was about management, absorbing content like a sponge absorbs water. I read many of the classics plus several more recent books and articles on leadership and management, and I exchanged notes and sought advice from various acquaintances, colleagues, and friends who are managers themselves. I was devouring everything I could get my hands on. Most importantly, I put my new knowledge into practice. I experimented as I went, learning from conjectures and refutations, trial and error, empirically verifying or disproving what works and what doesn’t.

I left mParticle in 2017 with an amicable relationship. It was the right thing for me to do; I had learned an enormous amount while there and knew I had to keep learning even more to become the manager I believed I could be.

My next job was at the startup Clarifai. It was a place to start fresh and an opportunity to practice all that I had been learning. I was determined to become the best manager in the company. My title was director of engineering. Although on the surface it may have looked like a demotion, I didn’t care. I was grateful for the opportunity.

The story at Clarifai was a much happier one. There, I built a team of A players. We all liked working together, and we learned a lot from each other. For the first time, I felt I was becoming a good manager, and there was evidence to corroborate that: the practices we put in place started being referred to as an “exemplary” model for other teams. The team grew, my responsibilities grew, and soon the scope of my job expanded to managing engineering on multiple projects, including the most important project in the company with the US Department of Defense.

The seeds of what would soon become this book were germinating. I understood my strengths and where to apply them, and my limitations and when to invest in improving them. Underpinning my success at Clarifai were a few important realizations: Strategy and communication must flow in all directions; managing your direct reports is only part of the equation; it is necessary to cultivate a relationship with stakeholders and peers then manage each relationship, each in its appropriate way. After studying, practicing, and gathering feedback, I started to see xiia pattern forming. At a certain moment, I had an epiphany, and a light bulb flashed on. The concept of The 4 Streams of Leadership was born.

In early 2020, roughly at the beginning of the COVID-19 pandemic, I accepted a job offer from Workday. My family and I moved from New York to Colorado; it was a leap of faith in the company and a bet on the future. I took all that I had developed with me and was committed to continue building on it.

This new chapter felt like the perfect opportunity to apply the practices described in The 4 Streams of Leadership at a larger corporation. I joined Workday to manage machine learning engineering applied to financials. Initially, I managed the product Journal Insights, then added more products to my responsibilities, including Customer Payment Matching, and Expense Protect. Later I got the Financial Planning and Analysis team transferred under my supervision and proceeded to pivot from a project that was struggling to one that was building a successful large language model (LLM) product. There were four different teams, four different projects, and four successful products. As I took on more responsibilities, managing other managers became part of the job. These managers inherited some of the projects I had overseen and are doing a fantastic job using the tools, processes, and operational models presented in this book.

With management success under my belt, friends and colleagues started asking me for advice regarding how to handle certain situations and what approach to take in certain scenarios. I am happy to say that my advice helped them all.

That advice has become this book, and it will be different than what you have heard or read before. Most management books focus on one stream, and more often than not that stream is downstream. In other words, they focus directly on the people and tasks for which they are responsible. But effective managers are also adept at managing three other streams: upstream, sidestream, and—core to it all—the reservoir. This book addresses the why, what, when, and how of management. And it is one of the easiest management books to implement.

Management is a craft that requires many skills: technical, emotional, hierarchical, and beyond. Managers become less effective when they mainly harness the raw power of just one area, when they focus on xiiidelivering deliverables as the primary decision driver, or when they act with good intentions but are unaware of system complexities. Then, the team, the project, and the company suffer ailments such as low team morale, poor product quality, and bad reputation for the firm.

Great management requires filling the knowledge gap that all leaders have, both seasoned managers and individual contributors transitioning to management. The dual mission of this book is to be a source of learning and a reference guide to make all managers more enabled and effective. In these pages you will find foundational frameworks, operational models, teaching tools, practical examples, clear explanations, and knowledge that can transform almost anyone into a great manager.

I teach and employ the unique concept of leadership streams to represent the flow of activities associated with management. I group those activities into four distinct categories to make it easier to understand and implement them. Each stream requires special knowledge and skill. By learning and applying the content presented here, you will become a better manager and avoid common misconceptions and mistakes.

Companies of all sizes, including large companies with training programs, struggle to produce skilled or even competent managers, making it harder to promote organically from within, thus skewing the selection to outside candidates. A better approach would be to create a balance of outsiders (who bring fresh ideas and new practices) and insiders (with domain knowledge and rapport with the team). As you read this book, you will be able to immediately apply what you have learned at your job.

The lessons and operational frameworks you will read on these pages can be applied in an age of rapid technological change, artificial intelligence, and distributed teams with employees on the same team working in various locations.

If you feel disconnected or have negativity toward your role as a manager, that is normal, especially when you are unprepared. Think of the journey as navigating the rapids of a river with turbulent emotions. As you experiment and evolve from one identity to another, you will likely feel the loss of familiar things such as:


	Identity. You used to be an expert; now you are navigating uncharted waters.

	xivTurf. You oversaw technology; you were creating things.

	Control and structure. The decisions were familiar; you knew what to do and what the plan was.

	Attachments to colleagues, hierarchy, team dynamics.

	Meaning. You felt fulfilled at your previous job; you were completing assignments, making progress.



How you respond to these changes will determine your success. Don’t get stuck in nostalgia. Together we are going to sink your old ship, craft a new one, and sail toward brighter days. Start to feel excited about the possibilities and consider marking this rite of passage with a celebration that you design to clearly delineate your past from your inspiring future.

I believe the map you were following on that previous voyage was leading you astray. That’s the key reason I wrote this book: because most books about management are nearly impossible to put into practice. The authors tell stories, real or fictional, that are analogies, metaphors, or anecdotes related to points they are trying to make. Although well meaning, they fail to understand that prior knowledge of the subject matter is necessary to understand the key point being communicated in the story. And without prior knowledge, this becomes a chicken-and-egg problem: one cannot understand the moral of the story without existing domain knowledge, and the same person cannot gain domain knowledge without understanding the story.

Those books may illustrate a subject, but seeing any similarity between these tales and real life requires that readers have existing knowledge of the subjects. Take away the stories and those books become much shorter. I deliberately avoided such tales and analogies in this book because they carry only opinion and guesswork. With just those, a reader will find it diﬃcult to translate the moral of stories to their own domains.

Yes, their words may be compelling and make sense to readers. We want to believe in their idealized visions. However, when trying to put all those “lessons” into practice, we hit a wall of inevitable frustration amid the thought “I may not be good enough for the job.” What is proposed is that you become a romanticized quintessential manager. And if you are not able to be that person and cannot make the nearly impossible xvhappen, it is your fault. Why? Because you did not follow all the minute details of their recipe precisely.

Authors propose and ask for almost superhuman discipline and adherence to ideal processes that are not sustainable in the long run by most professionals. The authors give advice and propose habits, routines, and mental models, many of which they themselves either cannot or do not follow.

This book adopts a different approach. It presents explanatory knowledge for why to manage, what to manage, when to manage, and how to do the management of the why, what, and when. In addition to the theoretical content in each chapter, whenever possible, I complement the explanations with real-life examples to illustrate a concept or to further understanding. Many people learn better when absorbing information mimetically and replicating it themselves, adapting the case to their own circumstances.

Here I share the result of thousands of hours of trial-and-error experimentation, insights, theories, discoveries, operational frameworks, and the distilled compilation of verifiable practices that I am convinced will be particularly useful in helping you become a successful manager.

Each segment of this book represents a domain or a subdomain of the leadership streams, presenting material and lessons that are specific to that area. Chapters and sections are organized in such a way that, in most cases, you don’t have to know about the previous ones. I recommend to first read it from cover to cover. After that, use the table of contents or the index to jump to topics or keywords of interest.

Most of the examples shown here—given that so much of my career has been spent in software engineering—will be related to software products and services. I trust that you will be able to easily draw parallels to instances in your field, even if you are in a field unrelated to technology; you will see that the underlying lessons and techniques are universal.

The framework I use begins, as I have said, with identifying management as four main streams that need to be managed independently yet together, and all in harmony. This construct is the essence of my system of the four streams of leadership. These four streams will be our “compass rose,” such that instead of being oriented by the cardinal directions, they will help us navigate the job and the creative craft of management. xviThroughout the book, we will rely on both quantitative and empirical frameworks to help us explore the details, intricacies, and expectations from each of the streams.

My sincere hope is that many journeys arise from these pages. May they help you write the next chapter of your own story. You will need to implement the concepts as practice and make your own mistakes. Here, you will find the tools, instruments, and maps to do that. They will help you navigate the waters of your own journey. You will be confident that you know what needs to be done and how to do it.

By no stretch of the imagination are the contents here immutable and static. Nor will you find dogmatic truths. On the contrary, everything in this book is expressed in a neutral, nonjudgmental manner and will evolve as companies, people, technologies, teams, and managers change. Future editions will continue to adhere to the highest standards of authoritative research and information.

The timeless principles in this book will work for you whether you apply them to companies where teams collaborate and create on-site or with distributed teams. Remote work, though not a recent phenomenon, has become a worldwide reality for many businesses as a result of the COVID-19 lockdowns. Many companies have discovered that they can continue to operate completely remotely or in a hybrid mode. Other companies, due to the nature of the products and services they offer, need their teams to work in an oﬃce. Whichever the case, the teachings and techniques contained here are applicable to all those scenarios. The lessons you will learn here will make management a second-nature skill, innate as part of the air you breathe.

In writing the chapters ahead, I imagine primarily addressing a few groups of readers: professionals transitioning into management; new managers who feel they need training; established managers who want to update or expand their knowledge of tools, processes, and principles; companies that want to invest in upskilling managers to reach higher levels of performance; and students with management aspirations.

Keep the book easily accessible and use it as reference material for practices you haven’t yet incorporated, situations that happen infrequently, or when you need to review a particular topic.

xvii
It is time to set sail on your new or expanded career in management. Embrace the change. To begin, there are several responsibilities and tasks you need to take care of to make your team, your project, and your company successful. Let’s get started.
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Chapter 1 The 4 Streams of Leadership (T4SOL)



Learn from the mistakes of others. You can’t live long enough to make them all yourself.

—Eleanor Roosevelt



We will begin by asking a question: Why does any company need to hire a manager? Answering it requires us to know what value managers add to products and services. Finding the response to this and other related questions is essential to the journey you will take as a manager. In this book, I will talk about what a manager does and the objectives that drive management. To do this, I will focus on how to deliver sustainable results that work well in the long run and how to know what to do when faced with the omnipresent demands of the four leadership streams.

There is a popular proverb that says no one lives long enough to learn everything from scratch. Before you embark on a personal voyage to find the undiscovered answers yourself, stop for a moment and consider learning from other people’s lessons and mistakes. Then make some of your own.

Management is a creative craft; it is not art. Art does not require objective criteria for evaluation; management does. Management is 2measured by its effectiveness, then its eﬃciency. Although the performance of most people using the same tools is similar, there are those extraordinary individuals who execute dramatically better than most.

A manager often has technical knowledge but should avoid being a technical leader—unless dictated by circumstances. As a manager, you are a facilitator, catalyst, and multiplier for a team to do its best work.

Rather than attempting to be a technician by providing suggestions for ways to do things, present the problem and ask for solutions. For example: We need to implement feature X. What do you recommend? How will you implement this?

Wait for and listen to the answers. When appropriate, provide critical feedback. Be mindful of the gap between reaction and response (more about that in “Behavior” in chapter 2).

Basic principles of accounting tell us that if an item costs more than the value it produces, the investment is not worthwhile. Using this reasoning, the corollary for the value managers bring to teams and products must be the following: conceiving, implementing, and delivering would be more expensive compared to not having managers.

Exploring this thought further, let’s begin by asking ourselves the following question related to, for example, the field of engineering: could engineers self-govern themselves in projects other than hobbies or small-scale production? Yes, theoretically, they could. They have self-managing abilities; they are smart people. This, however, begs a follow-up question: is this the best way to deploy engineering resources? Would having engineers multitasking between technical and managerial work yield the best returns?

Rather than focusing on technical activities, engineers would divert effort and attention from where their education, talent, and experience are strongest to work on managerial activities. Asking them to perform additional tasks outside their area of expertise will lead to some of them protesting that “this is not part of the job description.” They may not want to take part in those activities, nor would they be technically prepared to do so.

The contrasts between the two dynamics would evolve to most engineers choosing to focus on technical work, whereas a few of them would dedicate their attention to managerial tasks, bringing the discussion full 3circle to the place where it started. Projects are complex systems and require specializing in either technical or managerial responsibilities.

Perverse incentives are also a factor in self-governing bodies. Take for instance a senior engineer assigning easier tasks to themselves and relegating more diﬃcult ones to junior engineers, thus giving the perception to outside observers that those senior engineers are more productive and as a result, they might demand higher compensation. A concomitant side effect could be that junior engineers are perceived as less productive, thus undermining their prospects for career growth, which could lead them to search for better opportunities elsewhere. All the while, the product would see little to no progress. The fate of the project would be the first casualty.

Here is yet another scenario under self-governance: analysis paralysis when significant changes are necessary. Negotiations about what to change and when to engage would be ineﬃcient, requiring almost unanimous consensus on every decision. With any objection, the discussion could drag on and on, gravely compromising productivity.


What Is Management?

Generally speaking, management is hierarchical because that is a necessary condition for arbitrating decisions. However, it comes with the mission and the responsibility of executing first, effectively, and second, eﬃciently. We will explore this topic further in the section on “Effectiveness and Eﬃciency” in chapter 5).

Think about an event where a system malfunction is affecting customers. A manager becomes essential in coordinating the implementation of the solution. Without a central, accountable figure, it is distinctly possible that the situation would spiral out of control, with teams pointing fingers at each other to avoid being held accountable. Meanwhile, the desired outcome from all parties concerned is finding a solution to the problem. A manager can centralize responsibility without necessarily attributing blame to teams.

This leads us to conclude that the primary roles of management are to be effective in executing solutions, to deliver them eﬃciently within a reasonable amount of time, and to determine how to allocate resources optimally.

4
The job of a manager extends beyond managing a team. Great managers must manage themselves, the project, and operations. They must cultivate relationships with cross-functional peers and make sure different teams are collaborating. But it doesn’t stop here.

Your relationship with your peer product manager is strategic and must be a good one. You are both working toward the same objective. I say that because the needs and incentives of the product and engineering departments may not always be aligned, thus creating friction in, for instance, features, scope, and timelines. You both must be honest in your conversations and speak what needs to be spoken. A healthy and collaborative partnership between the product and engineering departments is a prerequisite for the success of a project.

Let’s look at the other essential groups that need managing. These include upper management, stakeholders, and customers. It is important to be a good communicator and a good writer to report on the status of the project, speak about road maps, present the details of the plan and its execution, and manage expectations.

Most importantly, you need to manage yourself. That involves self-awareness of your strengths and your weaknesses. Be aware of the subjects where you are strong, the places where your contributions add the most value, and the areas where you will need help from your team, your peers, or someone else.

When you are new to management, various routines start forming. People will reach out for answers, meeting invites will proliferate, and the world will feel quite different. Your initial reaction may be to rebel, but rather than fighting it, embrace it. Those are the new tools you have at your disposal to do your job. Remember, now you are playing a different game in which the old rules no longer apply. You will need to adapt to those changes.

At the end of the day, you will be leading a project and a group of people to execute on a vision. Use your best judgment to help your team, project, and company.



The Foundational Four

A perennial river is characterized by an uninterrupted stream that continuously delivers water, irrespective of the season. Analogous to a perennial river, management is an activity that experiences a constant flow 5of tasks that repeatedly demand attention, supervision, communication, and so forth. Rather than stressing out about the volume and velocity of the streams, it is better to remain as calm as most parts of a river, accepting that there will also be moments of rapids and turbulence. This book presents the knowledge, explanations, and tools you will need to navigate those waters successfully—especially useful in today’s climate of accelerated technological advancements and AI developments.

This is the thinking behind a new leadership concept I call “The 4 Streams of Leadership.” It defines the plurality of streams where managerial time and effort should be focused, shines a light on what managers do—or are expected to do—and allows for a clearer understanding and perception of the value managers add to the team and the company.

Management is a cross-disciplinary activity that sits at the intersection of four foundational streams that we must manage: reservoir, downstream, upstream, and sidestream.

Those are the what, why, when, and how of essential management. You can see each stream represented in Figure 1.1. We will explore each of them in depth in the chapters to come.

[image: A diagram with “Manager (Self)” in the center, connected by lines to ten labeled points: Upper Management, Supervisor, Customers, Stakeholders, Product, Project, Team, Operations, Peers, and Cross-Functional.]
Figure 1.1: The 4 Streams of Leadership: Reservoir, Downstream, Upstream, and Sidestream.
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The journey begins with managing the reservoir, which means, of course, managing yourself. Introspection can be incredibly diﬃcult because it is necessary to face yourself and become aware of your strengths and weaknesses. Then, identify the core values that will form the foundation for you and the team; those are superior in every way to perks, which are secondary. Be ruthless about controlling the time on your calendar, be rational making decisions, and be trusting delegating.

Next, learn how to manage downstream, which involves managing the team, projects, and operations. This includes hiring and assembling the team to work together, establishing a sustainable productivity velocity, helping with career growth, providing the circumstances for quality of life, prioritizing work, being effective, setting up routines, and insisting on and measuring quality—all while having fun.

Upstream management means working with upper management (including your immediate supervisor), stakeholders, and customers. This could involve deciding whether to invest in a product, finding alignment, getting proposals approved, monitoring performance indicators, establishing goals, delivering presentations, and working with customers.

Managing sidestream is the fourth and final stream. Its focus is on collaborating with your counterparts, such as the product team and cross-functional peers. Your collective goal is to find the best market fit for your product.

The system of leadership streams is far from being a panacea framework. Instead, it symbolizes and acknowledges that each stream requires different sets of skills and styles that are necessary for being successful as a manager and people leader.



The Why, What, When, and How

Alignment magnifies the time and effort put into building a product or service, and perhaps the best way I know to bring people into alignment is to communicate why something will be done. Even if some may disagree with you, they will, at least, be able to commit since there is understanding.

It is your responsibility, the responsibility of the product manager, your manager, stakeholders, and your team to define what to do. Be expansive when inviting people to the conversation and considering their 7opinions and suggestions. However, you are not required to incorporate them. At the end of the day the buck stops with you. (You are not managing by consensus.)

Timing is everything. It is vital to understand when to set core values, hire a new person, delegate a task, host a retrospective, communicate with stakeholders, and so forth. If done too early, the effort could have been applied elsewhere with better returns. If done too late, the opportunity may have passed, or the damage may have been done.

Combined, the why, what, and when can only take you so far. Without knowing how to do the what and when, you are left in the realm of ideas and possibilities, unable to make it concrete. Without the how, somebody else will come and eat your lunch.

Each of these words will not appear explicitly in explanations and frameworks. Instead, what you will see are explanatory knowledge, definitions, timing, and practical examples.

For instance, processes (the what) are usually established in order to reliably reproduce outcomes (the why) when the scale of operations reach a certain threshold (the when). The associated procedures often take the form of a workflow—imagine a flowchart in which itemization of tasks, approvals, definition of roles, and so on are necessary (the how).
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Chapter 2 Managing the Reservoir



Masters in the art of living draw no sharp distinction between their work and their play, their labor and their leisure, their mind and their body, their education and their recreation. They hardly know which is which. They simply pursue their vision of excellence through whatever they are doing and leave others to determine whether they are working or playing. To themselves, they always appear to be doing both.

—Lawrence Pearsall Jacks



Managing yourself is among the hardest things you will ever do. Mastering it is a requisite for becoming effective at managing a team and a project. There is a natural operating system inside you that determines how you behave and respond to different situations. Analogous to a computer operating system, you can learn more about it, install programs, and perform upgrades.

Managing the reservoir means, among other things, that you need to be aware of the requirements of your job and how to do it. It also means that you need to delegate competently without abdicating your responsibilities, manage your time, and use your actions as leverage for having a positive impact on the team’s output.

10
These things are easier said than done. The inner journey begins by becoming aware of what you need to manage in yourself before you can improve over time. There will be moments when you feel alone, isolated without answers, and not able to share your thoughts with the team.

You may end up coping with feelings of instability and being out of place. Try to develop (if one doesn’t already exist) a group of peer managers, find a mentor, or talk to colleagues you can trust. These relationships will help you get through the tough times and the moments of doubt. Just as with Alexandre Dumas’s memorable Three Musketeers motto (“One for all, all for one”), be there for them the same way they are there for you. Speak and listen, take and offer advice, and accept and give help. Give back as much as you receive, if not more. This way, everyone will grow stronger together.

Unlike the other streams, whose flow is intuitive to understand, a reservoir evokes stillness rather than movement. Effective management will require discipline and vigilance in your behavior and self-awareness in maintaining your values while growing steadily as a manager. That is how your reservoir will remain full and enable success in all other, outward streams.


Self-Awareness

Becoming self-aware, in this context, means reflecting on yourself and identifying which areas are your strengths and which areas are your weaknesses. This is a diﬃcult task and requires absolute honesty with oneself. You are embarking on a journey of self-discovery; you are not trying to impress others. Do yourself a favor and be candid; resist evaluating yourself in any way that makes not being self-aware more acceptable.

Why did you become a manager? Consider the following questions to understand or accept why you want to become a manager or want to continue to be one:


	Is it because of the salary? Many senior individual contributors are compensated better than managers.

	Do you like dealing with people? Do you like listening and challenging them to become better versions of themselves?

	11The best teams have people who can debate ideas effectively. Are you comfortable having your positions questioned, and can you change your opinion in light of new information?

	Can you step away from the spotlight and give credit to the team and to peers?

	Are you happy being among people who are subject matter experts?

	Have you had a position of leadership before (technical or otherwise)? Do you need to learn and build better leadership skills?

	If you are not enjoying your management role, should you consider giving it up?












Behavior














Core Values







	Integrity: Stories are consistent and honest.

	Curiosity: The employee needs to know the details about what the company and the team do.

	Determination: Team members put in real effort and overcome obstacles to realize their accomplishments.
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Perks










Culture
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Managing Your Time
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[image: A grayscale table shows a weekly work schedule, Monday through Friday, nine am to five pm. Task blocks labeled standups, meetings, code reviews, training, and planning fill different hourly time slots each day.]
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Delegation




	There will be tasks that you enjoy doing yourself and want to continue doing.

	You lose direct control of the task. It will not be done the way you would have done it, but you’d better begin accepting that as a fact.

	It may take longer to explain the task than to do it yourself.

	The person to whom you assigned the task may not be 100 percent ready.
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	1 The most common form of technical debt is when parts of a system (code, frameworks, libraries, parts) are highly coupled to one another.
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