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    Introduction

    Let’s Get Practical

    I’ve spent three decades running complex, high-visibility, and high-stress corporate programs across multiple industries, with budgets ranging in size from modest to hundreds of millions of dollars. In working both as an outside consultant and as a full-time employee in roles ranging from project manager to senior leader, the biggest lesson I’ve learned is that success almost always comes down to one word: leadership (or lack thereof).

    This fact probably doesn’t come as a surprise to anyone. But what shocked me early in my career—and often still does—is how unprepared many people are for taking on leadership roles. I’m equally astounded by how impractical most corporate thinking is when it comes to setting up leaders for success.

    In my work as a consultant in particular, much of my time has been spent helping organizations recover large programs whose failure can frequently be attributed to a clear deficit of practical leadership skills.

    The cost of leaders who struggle and fail—failure being defined as when a leader’s actions or inactions result in negative consequences for their team or organization for a variety of reasons—is staggering.

    Of the estimated seven million business leaders in the US, most are winging it—trying to figure it out as they go along. And it’s not working very well. Statistics from the Center for Creative Leadership indicate that approximately 40 percent of new leaders fail within their first eighteen months.1 The data isn’t any better for executives. According to a report from Developmental Dimensions International Inc., HR considers about half of the executives hired externally to be failures in their role.2 Internally promoted executives fail at a rate of slightly more than a third.

    A 2024 Harvard Business Review article based on a Gartner analysis of more than 9,000 employees and managers found that nearly half of managers (48 percent) are at risk of failure and that employees reporting to those managers are 91 percent less likely to be high performers, three times more likely to want to leave their organizations, and four times more likely to underperform on both customer satisfaction and innovation goals.3

    Leaders at all levels, including C-suite and senior executives, have shared their imposter syndrome with me and questioned their ability to lead. They admit that they don’t have the difficult conversations that need to be had; they lack confidence in their interviewing and hiring skills; they don’t feel they are very effective at setting goals and executing; and several have asked what to say in one-on-one meetings with their direct reports.

    Some of the programs I’ve helped fix were set up to fail from the start. How can that be? If a leader makes a bad or misinformed decision, such as imposing an unrealistic completion date; doesn’t provide enough of or the right people to do the work; or fails to understand the needed oversight, the outcomes are almost always unfavorable. I’ve witnessed program cost and schedule overruns that were double, triple, or even more. And I saw this on several engagements.

    To be clear, these failures of leadership are most often not the fault of the individual, though they of course bear some responsibility and certainly are held accountable. Most leaders are promoted to leadership positions because they performed their tasks well in a previous role. The challenge comes when they are expected to automagically figure out what it means to be a leader and to realize, as Marshall Goldsmith famously said, “What got you here won’t get you there.”

    Training at most companies—if it is even provided—usually consists of generic online training programs that must be taken after hours and feature content that is of little value. And because your manager and your manager’s manager were probably expected to figure out themselves how to lead, they aren’t always the best mentors. They’re still trying, though most probably wouldn’t admit it, to learn how to lead as well.

    Tens of thousands of books have been written on myriad topics associated with leadership—ownership, accountability, alignment, productivity, execution, strategic planning, communications, and so on. No new leader has time to read all of these books. And even if you did, they contain countless seemingly (or actually) mixed messages:

    
        	“Be authentic” (Brené Brown, Dare to Lead)

        	“Adapt your style”
(Ken Blanchard, The Situational Leader)

        	“Double down on your strengths”
(Tom Rath, StrengthsFinder 2.0)

        	“Work on your weaknesses”
(Jim Collins, Good to Great)

        	“Lead from the front”
(Jocko Willink and Leif Babin, Extreme Ownership)

        	“Delegate and empower”
(Stephen R. Covey, The 7 Habits of Highly Effective People)

    

    A further challenge is that every company has its own culture and values. Expectations differ from one manager to the next in the same company. Each person has a unique personality and beliefs. You can succeed under one manager and fail under the next one. New people are brought in and others leave. External factors such as acquisitions, competition, technological disruptions, and economic challenges create a need for leaders to adapt to changes on a regular basis.

    As an engineer and a systems thinker by nature, this frustrated but also intrigued me. Creating a practical framework of processes and steps that would apply to most leadership situations and prospective leaders seemed difficult. But I was convinced that—just like any problem—it could be solved.

    So, in 2019, I began developing the Practical Leadership Workshop and the accompanying Practical Leadership Framework, which focused on the most common things I observed leaders struggling with, addressed frequently asked questions, and combined the best advice of thousands of business books, TED Talks, podcasts, and research reports with twenty-five years of in-the-trenches experience to create the most practical, efficient, and effective system for taking leaders from here to there.

    Since then, I’ve partnered with companies big and small—and the results have been phenomenal, with more than 75 percent of attendees having been promoted at least once and others having been promoted multiple times, including up to senior vice president. Executives have told me that my work has transformed their departments, creating higher productivity, higher employee engagement, and less turnover.

    If you’re a leader who feels unprepared, overwhelmed, or even afraid to ask for help—you’re not alone! I’ve been where you are. The system outlined in this book has given me and hundreds of my clients a practical road map to overcoming those feelings and becoming the successful leader they know they’re capable of being.

    I’m confident it will work for you too. 


    Chapter One

    Management Is Not Leadership

    The alarm went off at 5:00 a.m., like it did every morning. I got up, got dressed, and headed to the barn with my sisters to milk the cows before breakfast and school. My parents raised my two sisters and me on a small farm in Sulphur Springs, Arkansas (population: 243).

    During the summers, we added working in our garden, bushhogging pastures, and cutting firewood to our usual list of chores. Both my parents were hard workers, probably to a fault, and instilled their work ethic in me. Dad would say repeatedly, “Get a good education and work hard, and you’ll always have a job.”

    I vividly remember sitting in a lawn chair under the large pine trees in our yard, shucking ears of corn and thinking, I don’t know what I’m going to do when I grow up, but it’s not going to be working in the hot sun, getting chiggers from picking blackberries, and cleaning out manure in a barn. If all I need to do is go to college and work hard, that’s easier than what I’m doing now.

    Few people could outwork me. I finished my undergraduate degree in three years, taking a heavy course load while working to pay for college. My last year, I worked as a checker in a Safeway grocery store, averaging twenty-five to thirty-five hours a week in addition to classes.

    When I graduated from college, I was offered a position as a manager trainee at Safeway. Maybe Dad was right. My hard work and education were already paying off. I had a job opportunity that paid more than double what programmer jobs were paying, which was what I had planned to do upon graduation.

    Over the years, I went back to college for three graduate degrees and continued to move into larger roles. My managers loved how much work I got done, my dependability, and my drive to learn and improve. I thought I was a natural leader; getting results came easily for me. No matter how hard I worked or how many hours I put in, it was easier than milking cows and picking, shelling, or shucking vegetables from the garden.

    Like most people promoted into management roles, I took a personality assessment, in this case, the Myers-Briggs survey. This self-administered assessment is designed to help people understand their personality type, strengths, and preferences and to better understand how they relate to others who have different personality types.

    My personality profile was ENTJ (extroverted, intuitive, thinking, judging), a profile with characteristics, according to the assessment, that make “natural” leaders. I took that to heart, which led me to the conclusion that my way of doing things must be right. Work hard and keep learning. I continued with my game plan, which seemed to be working well. Until it didn’t.

    Just because my profile was described as a natural leader didn’t resolve the flaws that would cause me to flounder, and even fail, in leadership roles. I began to learn that my work ethic superpower didn’t always translate into good leadership skills.

    I was still getting up at five o’clock and was at work by six thirty or seven; I would leave each evening at seven or later. I worked most weekends. My to-do list kept me focused, and my reputation for getting things done fed my ego.

    And then it all changed. The leaders where I worked participated in a 360-degree feedback review. A survey was sent to each leader’s direct reports, peers, managers, and others we worked with, asking for feedback on our performance. Yes, the results of my survey gave me kudos for hard work, but other comments hit me like a ton of bricks. Some of the feedback said that people saw me as intimidating and rigid and as someone who moved too quickly. During interactions, I could be insensitive to people’s feelings. Not everyone wanted to work with me. One commented that it was “my way or the highway.”

    When I met with the company representative who administered the survey to review my results, I sat in the meeting with my arms folded and said, “I run the project management office. I’m on the hook for the successful delivery of more than seventy-five projects totaling tens of millions of dollars. It’s my responsibility to set the guidelines for how we manage projects. It’s natural for people to view me as being rigid. They don’t want to follow the processes we have in place and change how they work. I have high expectations, and not everyone wants to put in the work to meet them. I get why people may not want to work for me. I want to work with people who want to get things done.”

    I went home at the end of a twelve-hour day and sulked. I felt like all my hard work and achievements didn’t mean much. I couldn’t stop thinking about the comments. Janet’s too rigid. Janet wants things done her way and isn’t open to the opinions of others. Janet can be intimidating and shuts people down when she meets with them if they disagree with her. I started wondering if maybe I wasn’t cut out to be a leader.

    The next day, I met with my manager, Mike, who was also a good mentor. He had read the survey results and knew I’d be upset. “Janet, you are a valued member of the leadership team. You get more done in a day than most people do in a week. That is an important part of being a leader, and you’ve mastered that. Leadership is also about people. View the 360 feedback as an opportunity for learning about the human side. You’ll be unstoppable.”

    The Importance of Trust

    That night, I went home and reflected on the 360 comments and my conversation with Mike.

    It honestly hadn’t occurred to me—and I’d never received any training to warn or guide me—that my workaholic schedule was causing stress for others by setting a bar so high that they were missing personal and family time or working while on vacation. My philosophy was that we were being paid to get results. Anything that stood in the way of that was almost always just an excuse. And it wasn’t like we were picking blackberries for fourteen hours.

    This mindset created a massive lack of trust within my team—to which I was completely blind and, candidly, uncaring. They felt like when the rubber met the road, they couldn’t trust me to act in their interests in a variety of areas: from allowing them time off when they needed to be with their families to not being receptive to their ideas to not taking into account their career goals and individual needs.

    Then things changed in my own life that made me realize that more important things exist outside of work. I became a co-parent to two young children, ages one and two. The transition from the single lifestyle to parenting turned my world upside down. Until then, I had no idea of the sacrifices parents make to find day care; to get their kids to doctor appointments; or to attend their school, church, and sports events. I hadn’t given much thought to how they stay up all night with a sick child and somehow muster the energy to go to work the next day and still do their job. Becoming a parent overnight felt overwhelming. I remember calling my younger sister with this advice: “If you’re going to have kids, do it now while you’re young. You’ll need all the energy you can get!”

    During this same time, my mom started having health issues. Dad took her to numerous doctors for a diagnosis, yet her health continued to decline with no medical answers. I’d travel from Virginia to Arkansas when I could. One night after work, my older sister called to tell me that Mom had been diagnosed with ALS (amyotrophic lateral sclerosis, also known as Lou Gehrig’s disease). I was one thousand miles away from her and felt the constant pull on my heartstrings because I couldn’t be there for her as much as I wanted to be. I saw the sacrifices of my two sisters, making long drives to be with her on weekends and using vacation and holiday time to spend with her. They had to balance work and kids and their own lives. They were exhausted most of the time, and I was too far away to be of much help.

    During the first visit back home after her diagnosis, I could tell she was moving slower and resting more. The next time I visited, she had started using a wheelchair. She always liked having a pretty yard and used a grabber to pick up pine cones and limbs as she wheeled around the lawn. The next visit after that, she was using an oxygen machine. Then a hospital bed replaced her normal bed. Every visit seemed to be a gut punch.

    It was during this time of dealing with a new family and my mom’s terminal illness that I realized that I wasn’t the only person navigating life’s challenges. Several people at work shared that they, too, were dealing with aging parents, issues with kids, or their own personal struggles. In spite of this, many of my coworkers and team members took on extra burdens to cover for me when I needed it most. I didn’t have to ask any of them. Once they knew my situation, they stepped up. Because it was the right thing to do.

    Combined with Mike’s advice and the feedback from the 360, I’d reached a critical turning point in how I viewed my role at work. I realized that the work-hard-and-learn game plan for success that Dad had given me had turned me into an excellent manager—capable of creating and executing (on my part) processes, systems, and plans that got the best results—and fast-tracked my career. But it also produced a toxic environment with my colleagues that was ultimately unsustainable.

    To be a true leader, I needed to apply the same systems-based tactics to learning how to lead people as I did for projects: take a problem, break it down into its smallest components, research the root cause(s) of the problem, develop solutions, test them, and tweak as needed.

    Leadership Is Easier Than You Think—It’s Tactical

    The people side didn’t come easily for me. Humans are messy. Everyone has different perspectives, opinions, and ideas. Some work harder than others. Some are introverts, and others are extroverts.

    But what I eventually discovered was that leadership isn’t that complicated. You don’t have to be a natural-born leader or have a certain personality or even be the best and brightest.

    You don’t need five hundred hours of leadership training or to work sixty hours a week or to visit a coach or therapist to make you a better leader. It doesn’t need to cause the physical toll and emotional pain associated with anxiety, overwhelm, frustration, and self-doubt.

    Leadership isn’t an art or a mystery to be solved. It’s tactical and can be learned.

    Why do I believe this? Because it’s worked for me in my career and for hundreds of leaders I’ve coached and who have attended my workshops.

    Let’s look at a few examples.

    Tactics in Real Life

    Michael had a great reputation for performing well as an analyst in the technology department of a health-care company. Like so many others, because of his successes in earlier positions, he had been promoted to a leadership role. And like most leaders, he was provided minimal training and little clarity about expectations in his new position.

    “Honestly, I’m frustrated and overwhelmed right now,” Michael told me during one of our early coaching sessions. “I feel pressured to figure things out, but I don’t know what I’m supposed to be doing. I need to learn to delegate but feel like I need to do it myself if I want it done right.”

    He continued, “Everything has become so reactive, and I can’t get ahead. It seems like no one is following the rules and everything turns into an escalation and an exception. I’m unsure where to start, and I don’t want to say the wrong thing. Allison wants to improve the team culture and is asking people what they enjoy doing to make them happier. How far do I have to go to accommodate people’s desires? Do I have to make everyone on my team happy? I’m feeling a little lost.”

    His previous manager had been replaced by Allison, who also had come up through the ranks as a high performer and had been promoted into a senior leadership role.

    He acknowledged that he often talked too much in meetings and didn’t get the results needed for knowing what work to get done. “When I’m in meetings with Allison, she seems to know what questions to ask and the right work to prioritize. How do I learn this? How do I figure out how to prioritize and assign work?” Michael asked me. “Allison just seems like a natural-born leader.”

    That’s when I told Michael, “Allison once felt the same way as you do. She also wondered if she wasn’t cut out for her leadership role.”

    I knew this because, a year earlier, I had been Allison’s coach. She had talked about her challenges: an overwhelming workload, feeling out of control leading a technical team, unable to get ahead, and unsure of how to communicate with executives.

    Michael and I started with the basics relevant to his situation. We worked on setting goals and priorities so he knew the most important work to focus on and how to set clear expectations for his team. Then he learned how to delegate properly and stopped doing the work himself. He took a systematic approach and built on the tactics over time. He was able to get control of his time, build trust with his team and managers, and get more done by implementing the tactics associated with each of these areas. And you can too.

    When I first started working with Allison, Michael’s manager, she believed that she had to know everything that her team members knew. She had moved up quickly in the company, starting as an analyst and then as a project manager. She had recently been promoted to director. The scope of her new role included overseeing teams of highly technical people (software architects, developers, and engineers), many of whom she had not worked with directly.

    A self-described severe type-A perfectionist, Allison felt determined to gain what she saw as necessary technical expertise. She had started taking online courses in various technical areas. The learning curve that accompanied the new scope of work, meeting team members, figuring out team relationship dynamics, and trying to gain technical knowledge was intensive and left her drained at the end of each day.

    In our coaching session, Allison said, “How can I possibly manage, inspire, and gain the respect of developers, architects, and engineers when I have zero technical knowledge? Unless I know what my team knows, they won’t view me as a leader. If I start asking questions, they’ll wonder why I’m in my role instead of one of them. Maybe I wonder that as well.”

    Allison had an internal fear of failing as a leader. She had built her career on being able to figure things out and get the job done. But this role felt different. She worried that asking for help would be a signal to her manager and her peers that she was unqualified. At home, she was the primary breadwinner, so losing her job or getting a demotion would be devastating, which added to her already high stress level.

    We used tactics to shift Allison’s belief from a perceived need to learn technical skills to one of integrating her business skills with her team members’ strengths and experience. She took an inventory of her skills and her employees’ skills and compared them to the work her department delivered. This new perspective allowed her to highlight team member expertise and contributions while bringing her business acumen to the table. Her team appreciated her bigger-picture insights and understood the importance of their work to the company.

    This one tactic of employing a skills inventory gave Allison permission to stop using her time to learn technical things, which freed up time to work on the most important things and get back to a healthy work-life balance.

    “What do you wish you had known earlier?” I asked Allison later.

    Without missing a beat, she replied, “Not being the expert in the room is the best advantage to have.”

    Michael’s story, Allison’s story, and maybe your story are relatable because they’re so common.

    Simple tools and tactics to improve leadership skills don’t mean it’s easy. Developing into a great leader is hard work and a lifelong journey. It’s about changing or replacing bad habits and limiting beliefs that have been ingrained in us for decades.

    It takes a lot of self-discipline and intentionality to continue improving, and enhancing leadership skills is no different. Many tactics are easy to implement and seem like more of a tweak or an epiphany of “Why didn’t I think of that?” Sometimes we just need to be reminded: include an agenda in all your meeting invitations.

    Some tactics are simply tools you can use to help in specific areas, while others require more effort and self-discipline.

    The good news is that you don’t need to do everything at once. Sometimes one seemingly small adjustment is a game changer.

    To help organize tactics, I developed the Practical Leadership Framework to guide you through the most important and common aspects of leadership, both the task focus and the people side. 

    Let’s look at the six components of the framework and what is included in each one.

    Practical Leadership Framework Overview

    Like most undertakings, foundational understandings and skills are developed and built on. A basketball player learns how to dribble, pass, shoot a basketball, and understand the rules before playing a real game. A student doesn’t learn mathematics by learning calculus. They master addition, subtraction, multiplication, and division before moving on to algebra, geometry, and trigonometry. Then the student is ready to tackle calculus.

    The same is true of a leadership journey. If leaders knew what to do, no doubt they would do it. Too often, however, they haven’t been properly trained in the fundamentals, don’t know what questions to ask, and/or haven’t had great mentors.

    The Practical Leadership Framework reveals and provides tactics for mastering the components on which leadership is built. These six elements are not isolated—they are interconnected. While some naturally build upon others, all must work together as a cohesive system for a leader to reach their full potential.

    A leader who consistently leads by example and earns trust is more likely to develop strong self-awareness, communicate effectively, build high-performing teams, and drive meaningful results. On the other hand, a gap in any one of the six areas will likely undermine the others, limiting overall leadership effectiveness.

    This book is organized into six sections that correspond to each area in the framework. As you read each section, consider how the concepts relate to and influence the other dimensions of leadership. Strengthening one area will often strengthen others.

    [image: ]

    The Practical Leadership Framework equips you with the tactics, tools, and resources you need to become a trusted leader who delivers results and influences lives. It addresses the behaviors that leaders strive to model and provides guidance on how to get results.

    At the heart of the framework is Lead by Example, where you’ll learn how to model the behavior you want to see, build trust with your team, create a safe and supportive work environment, and understand the mindset shifts you’ll need to make as your leadership responsibility increases. 

    You’ll develop Awareness by applying tactics to master emotional intelligence, recognizing and overcoming biases, and leveraging diverse perspectives for collaboration and innovation. 

    The tactics in the framework teach you Effective Communication, including how to have difficult conversations, set clear expectations, and become an active listener. 

    Additionally, you’ll be given practical strategies to optimize your Productivity Habits, such as minimizing distractions, delegating effectively, and running productive meetings. 

    The Exceptional Results section provides a goal-setting process that helps you prioritize and plan work to deliver the highest-value outcomes. 

    The final section reveals tactics for building and maintaining High-Performing Teams by hiring top talent, retaining your best people, and addressing performance challenges.

    The majority of a leader’s role falls into one of these six categories, all of which are interrelated and all of which can be learned by understanding the concepts and implementing the tactics provided.

    Changing Lives—Bird by Bird

    At this point, you might be feeling overwhelmed by the Practical Leadership Framework and all the things you need to learn. The good news is that you don’t have to implement everything all at once. Sometimes just a few small tweaks or changes can lead to huge results.

    The title of author Anne Lamott’s book Bird by Bird is based on a story she tells about her dad. Her brother was given a school project on birds and was overwhelmed by the assignment. Her father told him to take his project bird by bird. Lamott teaches her student writers to go bird by bird—or in other words, focus on small steps instead of the entire project. The same applies to building your leadership skills. Implement one or two tactics first.

    I’ve worked with hundreds of people and have seen them get promoted multiple times, deliver outstanding results in a normal workday, develop team skills and relationships, and spend time with family and friends.

    For me, I still get up early to start my routine. Then I usually write or develop course materials. Sometimes, when the words aren’t coming or when I’m frustrated because I’ve written one section ten different times, I remember that it’s still easier than milking cows or picking blackberries in the hot sun. It’s about putting in the reps, bird by bird, and being better today than yesterday.

    I’m not the same leader today as I was when I first started managing people. I’ve learned how to apply frameworks, processes, assessments, and other tools to become better. Instead of the earlier comments I got on 360 reviews, I now receive feedback like this from the president of a client company: Janet is a tireless worker who leads by example and believes in enabling a team by teaching and coaching, not by commanding. This instills confidence and leaves behind inspired professionals, prepared to succeed again and again.

    As a successful leader, you don’t just change your life for the better. You make a difference in the lives of many people, extending beyond team members and colleagues to their families and friends. You create a culture where people want to work and help one another. You may be the reason why a team member’s marriage works or the joy they feel when attending family events. Leadership is not just about what you get done; it’s about the people whose lives you change.

    Now let’s get started.

    [image: ]


    Part One

    LEAD BY EXAMPLE

    Good actions give strength to ourselves and inspire good actions in others.

    —Plato

    Leadership isn’t about telling people what to do—it’s about modeling the behaviors you want them to have. As social creatures, we are wired to observe and mimic those in positions of authority, instinctively following the leader’s cues to fit in and be accepted. This tribal instinct is embedded in workplace dynamics. Every action a leader takes—whether intentional or not—sets the tone for the organization or their team.


    Chapter Two

    People Mimic the Leader

    Greg, the president of a company I was working for, asked me to present the findings of my operations department assessment to his executive team at their weekly meeting. I was first on the agenda and joined the video meeting a few minutes before it started. Others, including Greg, joined a couple of minutes late, and several people began talking about what they did over the weekend. Greg eventually pulled up the agenda and shared his screen—fifteen minutes later.

    Once I started my presentation, participants had a semblance of engagement, but I could see that several were shifting their attention between the meeting screen and another monitor. When I finished, a couple of people asked questions, most of which I had already covered. It was a frustrating meeting for me but seemed like status quo for them.

    Not too long after the unfocused meeting with Greg’s team, the CIO of a manufacturing company, Carolyn, asked me to present my assessment findings I had done for her to her leadership team. What a difference in this meeting! She sent out a complete agenda two days in advance along with the assessment, asking people to review ahead of time. The meeting started and ended on time. Everyone was engaged and focused. They asked questions during the presentation and made decisions on the priority and plan for implementing the recommendations. Everyone left the meeting with their marching orders.

    How does it happen that two executive-level meetings can be so different? It starts with our natural instinct to follow the leader.

    We Are a Tribal Species

    Humans have a natural inclination to belong to a group. For two hundred thousand years, being a tribe member delivered a significant survival advantage. A person wouldn’t last long against the dangers in the wilderness and the environmental challenges and hazards. Being part of a strong tribe increased the survival odds substantially. (Tribe 14, Saber-Tooth Tigers 3.)

    Belonging also came with responsibilities and assumptions that your behavior would align with tribal norms, especially the leader who set expectations. A person who didn’t follow the rules would be left behind, so complying with the leader was important for survival. This is still true today but in different ways.

    The concept of tribal belonging extends beyond affiliation; it encompasses a set of norms, values, and expectations that govern behavior within the group. It’s why we sign up for activities, attend a particular church, or support our favorite teams.

    Our tribal tendencies are in part explained by mirror neurons. These specialized brain cells activate when a person performs an action and when they observe someone else performing the same action. They help us understand the emotions and intentions of others. For example, if you smile or wave at someone, they usually smile or wave back. Your brain’s mirror neurons fire in a way that simulates the feeling of smiling or waving. Both people empathized with the emotional state. Have you ever laughed so hard that you couldn’t stop and the people around you started laughing as well? When you smile, your team members smile back. This simple act increases feelings of positivity.

    Mirror neurons also contribute to imitation, which is an important part of social learning. We learn by observing and copying the actions and behaviors of those around us, particularly those within our tribe or social group. This helps reinforce cultural norms, shared behaviors, and cooperation within the group.
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