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Management & Development - Leaders and Executive Capabilities 

 
Dear All,  
 
Why do some companies manage to improve productivity, and others do not? This was the 
question asked by Jim Collins in his book "Good to Great", and he concluded that in times 
of transition or crisis all the companies under analysis had leaders at the helm who 
developed their executive capabilities to the fullest, through a combination of humility and 
fierce resolve. Leaders who have in their DNA and moral code what it takes to create 
excellence and give others the opportunity and autonomy to unleash their Talent.  
 
He explains that companies can go from good to great in times of uncertainty, and still find 
solutions in unstable situations, and to do so the executives who achieve a sustainable 
transformation prove to have unshakeable faith in their capacity to prevail, and no matter 
how serious the difficulties they have to face, they have the discipline to deal with the harsh 
reality.  
 
Note these two key issues: 
 
(a) In times of uncertainty it is crucial to identify who are the essential and competent 
people who can contribute to the growth of the organization. After analyzing the traits and 
behaviors of the executives who can lead the transformation at each of the companies 
surveyed and develop their potential with meaningful experiences, and it has been found 
that the first thing they do is to bring onboard the most competent people for the team, 
those who have an inner drive to seek results.  
 
(b) Which are the consequences of not having the right people onboard? They are expected 
to change, trying different alternatives, spending time to see if they improve their 
performance, small systems are created to compensate for all their failures, but the situation 
does not improve. What's more, it is a waste of time that saps the energy that the same 
executive can devote to help develop those who do have the potential. Retain incompetent 
people will inevitably lead others to make up for their faults.  
 
An Executive Leader has the following traits:  

 A Level 5 Executive Leader does not blindly submit to the authority. They are 
strong leaders, motivated and talented, always looking for the best solutions, 



 

 

surrounding themselves with the right people at the right job positions. Step by 
step, day after day, month after month, the team learns to rebuild the entire 
business model and reformulate the organizational culture. All surviving companies 
have undergone a serious crisis and faced terrible odds along the way, and come 
out stronger on the other side.  

 
 The Leaders of those companies that have made the transition from good to great 

can cut through all the noise and fuss to agree on a few things that impact the 
entire organization. Each company and each industry faces its own reality, and the 
challenge will be to understand the driving force of the economy, generate a flow 
of funds and sustained profits by improving the quality of their service to increase 
profitability.  

 
They managed to make their companies better: 

1. A culture of discipline and ethics derives from the magical alchemy of high 
performance and sustained results.  

2. Success is fueled by creativity, imagination, and the audacity to explore the 
unknown.  

 
In his book he describes the particular case of Abbot, the company that decided to hire a 
well-known CFO, who came up with mechanisms to drive the cultural change. He set up a 
whole new accounting framework that was called "Responsible Accounting", where each 
individual was responsible for every item of cost and investment. Each Leader was 
responsible for their costs and work. Abbot became a very disciplined organization, 
exemplary of financial discipline and with divergent ideas of creative work, innovative with 
creative spaces for new services. They managed to set up a fully functional administration 
sector and identify employees who can create a system and have the will to do what it takes 
to make it work, with autonomy and responsibility. They needed order and discipline. The 
administrative structure was completely overhauled, imposing strict financial controls, 
improving quality control, and that is how they became an unprecedented example of the 
company's recovery.  
 
a) Create culture within a reference framework of freedom, self-planning, autonomy and 
responsibility.  
b) Nurture that culture with disciplined people who have the will to go the extra mile to 
fulfill their responsibility. 
c) Transition does not start by trying to get the incompetent people to work well, but rather 
by working with the disciplined and self-motivated people to achieve results.  
 
e) It is a progressive process, and not a leap of faith: step by step, decision after decision, 
leading to spectacular results. The truth is that they had been preparing. They believed that 
they were going to find a key moment, the miraculous moment that defined the step to be 
great, and they even tried to find it in interviews, but there was no single fact, no key 
moment that explained the transition. There are a lot of interlocking pieces that support 
each other. "You don't change the direction of a company overnight, it's gradual, and I 
don't think everyone knows it until a few years later." 
 
Some people said that they did not realize that a great transformation was on the making 
until much progress was achieved.  
 



 

 

f) The secret from good to extraordinary lies largely in the discipline to do whatever it takes 
to become the best in carefully selected areas, and then seek continuous improvement.  
g) A deliberate process of thinking about what it takes to create the best results, and then 
taking those steps one at a time. Keep pushing in the right direction, the breakthrough will 
come. Faith in end results helps you get through the months or years of preparation.  
 
In a recent study dated August 10, on HrExecutive.com Kathryn Mayer argues that more 
and more employers are implementing remote work policies, providing autonomy and self-
planning, at least until next year amid the Coronavirus Pandemic. Those announcements 
follow Google’s recent decision to keep its employees remote until early 2021. The tech 
company’s move will affect nearly all of the roughly 200,000 full-time and contract 
employees across Google parent Alphabet Inc.  
 
Although some employers have begun bringing workers back into offices after largely 
moving employees remote because of COVID-19, others have embraced remote work 
options longer than expected, spurred by rising coronavirus numbers and employees’ 
hesitation and concerns over returning to physical workspaces. A recent survey of 2,000 
employees from Qualtrics, for instance, found that 61% are uncomfortable returning to the 
workplace. 
 
Any employer decision to continue to embrace remote work options as the pandemic 
continues is a smart decision. “It’s about being empathetic and having compassion for what 
employees are going through and how they’re feeling,” he says.  “There are a lot of 
employees who don’t feel safe; they don’t want to go to work and catch the [virus] or bring 
it home to their families. The wellbeing of employees is huge, and it’s the right thing to 
do.” "The wellbeing of employees is huge, and it’s the right thing to do.”  
 
Honesty and Kindness: "It’s critical for employers and HR leaders to consistently engage 
with their workforce to see how they are doing and what they need and adjust protocols 
that balance employee safety with employee trust". This is an ever-evolving situation, and 
adaptability based on continual understanding of employee sentiment is key to 
organizations thriving in the new ways we work.  
 
The fundamental traits of Leaders who seek excellence and the key to small wins:  

 Focus: It entails a set of essential life skills, each of them founded on a specific 
neutral system that guides us through the turbulence of our inner life, our 
relationships and all the challenges that are present in life. When we focus our 
attention we learn more. Emotions guide our attention. 

 
 Motivations and values: Research conducted by Howard Gardner and William 

Damon, both scientists from Harvard and Stanford Universities, respectively, and 
Mihály Cziksentmihalyi analyzed what they called good work, a powerful 
combination of people's outstanding abilities, their motivations and values, that is, 
what they consider important. People who fully realize their calling love what they 
do. Total dedication brings enjoyment, and enjoyment is the emotional signal for 
knowledge to flow.  

 
 Emotional resilience depends on how quickly we can recover from adversity; highly 

resilient people recover immediately. Tolerance to frustration and demands, 
attention span and resistance are assessed.  

 



 

 

 Creativity and new ideas: any new idea, and innovative intuition, we immerse 
ourselves in diversity, and show higher levels of creative development and more 
meaningful achievements. Immediately before an innovative concept, the brain is in 
a state of relaxation -alpha rhythm.  

 
 Self-awareness, self-control, and autonomy: self-recognition and building personal 

identity, and emotional self-regulation. The ability to restrain impulses, this attitude 
depends on executive attention, which is transformed into willpower and self-
discipline, just like when disturbing feelings are controlled. This mental tool 
manages other brain networks related to cognitive skills, such as learning to read 
and do mathematical calculations. Executive attention is the key to autonomy. 
 

 Empathy and self-awareness regulate our emotions and perceptions of what others 
are feeling.  

 
The findings of a research conducted over decades show the particular importance of 
willpower to determine the course of life.  
"The key to flow in life is to align what we do with what we enjoy." Many doors open when we get to 
master a task that challenges our abilities to the fullest. Passion is also a key.  
 

 When we contemplate the beauty of sunset, focus on what we read, or hold a deep 
conversation, our mind meets action and attention.  

 Those who achieve excellence say that the state of mind ultimately determines the 
ability to focus and, consequently, the level of performance.  

 
In his book Focus Daniel Goleman said that emotions and motivations also create 
deviations and biases in our attention, which we usually do not perceive. And we do not 
perceive that we do not perceive them:  
- take social anxiety, anxious people tend to be anchored to something threatening. They 
detect the slightest sign of rejection - for example, a fleeting expression of disapproval on 
another person's face - which constitutes a reflection and builds their own opinion on what 
other people think.  
 

 Most emotional transactions are unconscious, and lead people to avoid situations 
that can generate anxiety.  

 Because it is so subtle, people ignore that their attention patterns are being 
redesigned 

 It is impossible for the brain to ignore the emotion that a face expresses, our 
circuits are designed to pay attention to stimuli  

 It is selective attention, for example: what is the first thing we see when we get to 
the office? We detect something that we consider meaningful. 

 
In short, enriching attention also applies to inner life.  
Mindfulness in action:  
At Google, the internal compass is fundamental; it is the bastion of the IQ; it is said that no 
applicant gets an interview if they do not get the highest score in their IQ tests. In his book 
Daniel Goleman says that he once gave a course "Search Inside Yourself" to design an 
experience that will increase self-awareness and empathy. Employees are expected to be 
self-aware, and find self-regulation and self-management strategies. Developing the muscle 
that excites attention.  
 



 

 

Conscious leaders know exactly what makes them happy, intangible values such as loving 
relationships and meaningful activities that bring more happiness than work and lead them 
to spend time to satisfy their fundamental needs, connect and discover their purpose in life. 
An inward-looking organization can perform well. Implement the right strategy, and 
explore innovative alternatives. What works at the organizational level is similar to what 
happens at the individual level. Coherent Leaders reach awareness; the essence of 
emotional intelligence. In order to create a trusting and loyal environment, the human 
approach is a must.  
 
Today the key to a healthy organization is to focus on the ambitious objectives of 
profitability or sustainability while taking care of its best talents.  
A study conducted by Harvard Professor David McClelland reveals that specific 
competencies such as self-discipline, empathy, and persuasion, listening skills, influence, 
cooperation are key to high-level performance models. In his published paper "Testing for 
competence, rather than for intelligence", he says that in order to identify Effective 
Leaders, qualifications are not effective enough at work.  
David McClelland pointed out that there are non-cognitive competencies that are highly 
motivating in the working environment, such as a) overall criteria to create a shared vision 
to drive change, b) technological innovation, c) collective emotions in the organizational 
climate inclined to the culture of service, d) deal with conflicts and resolve them before 
they escalate, d) promote collective wisdom in teamwork, e) offer a space where people can 
bring new and valuable ideas, e) coherence and purpose for the work of each person, and 
involve them emotionally through values, and keep them in action.  
 
Create organizational climates where work is important and people are passionate, feel 
involved, work towards excellence and find purpose in what they do. It is the time to 
redesign the world.  
 
Natalia de Diego 
 
 
 


