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This work emerged from a lifetime of experience assisting organizations, teams, and individuals with finding inventive ways to solve problems more rapidly. As you move from country to country and culture to culture in search of inventive solutions to problems that are more common than one would ever imagine, you begin to notice several patterns emerge that reduce some of the mystery that shrouds the nature and character of human relationships including: How we form them; how we manage them; how we end them, and how we overcome them.  This is the stuff of life. Life is relationship living. In Christianity, we believe in God as Relationship.

If you ask how I describe human life, I would answer you this way: Life is Relationship. For good or bad, from hope to hopelessness, from self-doubt to confidence, from Ego to Self-Esteem, and from life to death, I would tell you that human life is formed, nourished, developed, enjoyed, and even made miserable through relationship, from birth to death. From the day you meet your mother, to the day you meet your undertaker, you pass through life in relationship. 

How you manage your relationships says everything about how you will become a fully human person imbued with the capacity for living a life of significance. We are creatures with the capacity to reason well, true; but human life is considerably more emotional than rational. Rationality is a power we possess to navigate life on a material planet. However, we feel more than we think. We use reason occasionally to assist in decision-making, but use our emotions most often to navigate the experiences of our lives.  

Think about this: Reason concerns the rules of logic, but emotion flows from the values we hold dear. Emotions represent value judgments, and reason represents logical conclusions, if-then-else. The decisions we make based on value judgements often conflict with the decisions we conclude from deduction or induction. This is how human life is lived on planet earth. Other places, I am not so sure.

All of my life, I have been told that the power of reason makes us human. We are the “rational animal”. I guess, then, some people are more human than others. Does this make the artist less human than the scientist? Or, are we speaking about the human potential for rational thought so that the scientist is actually a human being and the artist is potentially a human being?  

Moreover, the claim that human beings are “rational animals” is rather simplistic because human beings are more than animals, as Aristotle suggested. Although we do have the powers that animals share such as reproduction, self-mobility, growth, and so forth, we enjoy powers beyond those of brute animals like spiritual development, cultivation of virtue, and creative powers of the imagination. 

An animal has body, like a rock has material volume occupying space, but an animal is not a rock. A rock requires transitive motion through an external agent to move it, while an animal enjoys imminent motion from within to move itself. So an animal enjoys the powers of a rock in having existence and a body, but exceeds rocks with its own many powers not enjoyed by rocks. In like manner, human beings possess powers not enjoyed by animals. Human beings are, in fact, beings governed by conscience and the Cardinal Virtues. While we do not call animals “self-moving rocks”, we really ought not to call human beings “rational animals”. We are considerably more than that.

The problem for human beings here is one of reconciling our emotional powers with our rational powers. It is more than a matter of being “rational animals or “emotional animals”. Being more than rational animals who enjoy the power of emotional judgment, the question persists: What kind of creature are we if not a rational animal?

James F. Keenan, S.J.

I had thought about this ontological quandary for more time than I am willing to admit. Finally, I read a very find book about Moral Wisdom that quite artfully explained how reason meets emotions in human beings through the cultivation of insights about the Cardinal Virtues now seen as: Justice, Fidelity, Self-Care and Prudence.  The author, James F. Keenan, S.J., presented a potent model of human behavior that distinguished between human weakness and moral failing. While we focus on the weaknesses, we mostly ignore our most serious faults like failing to do the right thing whenever possible such as the corporal and spiritual works of mercy. In his book, Fr. Keenan makes the fundamental argument that human beings are spiritual beings who become free only through the exercise of virtue. 

To the extent that we fail to be virtuous beings, we deny our authentic humanity. Virtuous people are fully human and existentially free beings. Whether we are fundamentally rational or even emotional beings is the wrong question. Our description as fully human emerges from our commitment to the virtuous life. When you hear someone say that this or that person is without conscience and lacks all gratitude, you are hearing a description of an animal at work, not a fully free human person. Rationality does not make human nature fully human, it is the spiritual nature of the person that enables the human being to lead a virtuous life, and therefore, free life.  In this way, we can say that a human being is a virtuous being who is made free by realizing virtue.

Genrich Altshuller

As I began my career, I saved copies of everything I produced whether in college or at work. After several years of working as a senior product engineer in the computer hardware industry, I shared a Phased Development Methodology (PDP) I had produced with an engineering company down the street. To my surprise that company offered me $25,000 to purchase it outright. Fortunately, my manager from work happened to be with me at the time and suggested that I think about the offer for a while before jumping on it.  After all, if they were willing to buy it outright for $25K what were they going to make off it?  He had a good point. So, I did some r This work emerged from a lifetime of experience assisting organizations, teams, and individuals with finding inventive ways to solve problems more rapidly. As you move from country to country and culture to culture in search of inventive solutions to problems that are more common than one would ever imagine, you begin to notice several patterns emerge that reduce some of the mystery that shrouds the nature and character of human relationships including: How we form them; how we manage them; how we end them, and how we overcome them.  This is the stuff of life. Life is relationship living. In Christianity, we believe in God as Relationship.

In those days, organizations commonly employed formal development methodologies such as PDP as the standard for their development teams. My methodology differed from the other methodologies in that it was a methodology for designing methodologies. It was not just another methodology; it was a meta-methodology, a methodology designed to facilitate the design of methodologies.  I conceived of it as a tool that assists software and hardware developers with designing methodologies that are more appropriate to solving their problems at work. I understood that success emerges from advances in methodology and this, in turn, requires meta-methodologies appropriate to the nature of the problems being solving.  I further understood that advances in methodology required advances in Philosophy. 

Here Were the Rules


	To be valid, a methodology must first be appropriate to the problem being solved.  

	Every advance in science was first preceded by advances in methodology.

	Every advance in methodology was first preceded by advances in Philosophy.



This was the professional beginning of my career as a methodologist and a person who deeply wanted to simplify the problem- solving process. This is when I began to notice that many people experienced the same challenges with the same problems.  The people may differ in each situation, but the problems were strangely the same.  I found that many of my prior solutions resolved the situation quite nicely. I had already begun to build my Applied Intuitive Solutions™ Repository but had not yet realized it. Throughout my career, I retained ownership of my work and devised ways to put my solutions to use in appropriate situations.  I eventually developed a set of algorithms that enabled me to review transform my consulting deliverables into virtual solutions. After many years succeeding and refining my approach of rapid problem-solving, the hardware with sufficient power and speed finally arrived that permitted me to deliver a wide range of evidence-based solutions in real-time online.  

The problem for me throughout this inventive process was to understand what exactly it was that I was building.  Was it solutions in action? Was it solutions on demand? Was it intelligent solutions of demand? Was it evidence-based solutions? Was it rapid problem solving? Was it a new kind of E-Learning?  Or is it Applied Intuitive Solutions™?  Moreover, do my solutions reside in a repository?  Or, do they form a component of a Knowledge Base System? What was it that I have developed over my many years of perseverance?  

These questions have come at me over the years until last year when I made an accidental discovery.  People refer to it as TRIZ, or, “Teorya Resheniya Izobreatatelskikh Zadatch” if you speak Russian. If you do not, the people from the Altshuller Institute refer to it in English as “Inventive Problem Solving.” Although not identical to what I have been thinking, TRIZ shares some similar concepts

Genrich Altshuller in Russia started thinking about his ideas in a methodical kind of way about the same time as I did in Ohio. “Isn’t life strange?”  I am not going to contrast and compare the methods here. I acknowledge TRIZ for enabling me see that I, too, am engaging in “Inventive Problem-Solving” (IPS) using a variation of the problem analysis-solution generation approach described by Genrich Altshuller. This insight enabled me to more fully understand my own work as a specific type of Inventive Problem Solving that focuses on the behavioral and dynamic soft-skills category of problems. 

What Do You Deserve?

Your career can be a rewarding life-long experience. It can be an enduring and wonderful gift. Or, it can become a dismal punishment whenever you ignore Moral Wisdom. Career success, however, is a lot like the weather: Everyone talks about it, but no one does anything about it. Sound familiar?  So, what kind of career do you want?


If you choose to accept a miserable situation, you may be the cause of your misery.



Where Do You Fit In?

Developing an effective career in Cyber Sensitive Environments requires a combination of soft-skills, hard-skills and personal qualities unimagined only a decade ago. University did not prepare you for this, but Moral Wisdom does.

A Few Relevant Terms

Moral Wisdom; Continuous Performance Management; Cyber Security; Insider Threat Prevention; Archetypes; Workplace Relationships; Resilience; Excellence; Existential Hunger; Applied Intuitive Solutions™; Knowledge Base Systems; Mobility; Human Activity Systems; Evolutionary Guidance; Coaching; Trust; Zero Tolerance; Invincible Ignorance; Cardinal Virtues; Sociopath  
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Welcome to a newer, simpler, and more effective way of navigating the professional minefield you call work. I dedicate this book to everyone who suffers from the assault of painful and ineffective colleagues. Whether you are a member of the Board of Directors or a new hire beginning your career, no one wants to work with colleagues who characteristically produce more turmoil than satisfaction and disaster than productivity.

I wrote this book for all of us who at some time or another had to snatch victory out of the jaws of defeat and overcome the “strangeness” of colleagues we could rarely understand. If you are a Millennial, this book is especially for you. If you cannot relate to this situation, this book is really for you. I wrote this book for everyone who looks at their organization and murmurs: “This place really doesn’t make any sense. I just don’t get it.”

Well guess what? A lot of people just don’t get it, especially the ones who think they do.  If you get it, answer me this:  Are you the type of person who should recruit other people to work with you?  Are you good for others?  Are you really a good person who should be invited onto a team responsible for producing critical deliverables?  Simply put: Should people want you as a colleague?  Will you be good for them, or only good for yourself?  What do you think?  Have you ever thought about it?  If not, you probably already have your answer. Some people are not even good for themselves.

I wrote this book for us who are currently building our careers and for the generations who will follow in our footsteps. This book emerged to assist you with navigating the hidden influencers that energize the workplace. These are the sparks that make, or break, effective performance. These are the sparks that produce the painful or joyful lives we live. I tip my hat to all of us.  Now let’s get busy and achieve something great with our careers. Why settle for less?
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Welcome to a new adventure in which Millennials, Cyber Terrorists, and Continuous Performance Managers (CPM) take center stage. As you race through these pages, you will find that this work transcends previous discussions about digital transformation in the workplace. As we proceed from one page to the next, please remember that while everyone has an opinion, not every opinion is an informed opinion. Perhaps this book can reduce this insufficiency. A critical mind, not a mind full of criticism, is the only prerequisite to this work.

Our journey through these pages spans an interesting selection of seemingly unrelated topics. You will enjoy quite a cognitive stew. We will begin with a few pounds of Existential Hunger adding a consideration of the kinds of relationships it forms. We next season with a pinch of Moral Wisdom, values, and virtues. Finally, to reduce any bitterness, we add a measure of Insider Threat Prevention and Human Activity Systems, with a reduction of organization design, performance management, strategic innovation, and professional growth. This recipe will satisfy your hunger for potent solutions to your own problems. Finally, following dessert, your will generate a number of new questions without building ill-will among team members.  

Everything discussed in this work will never directly criticize any person, place, or thing. Never say never, right? The author simply discusses situations and events in a way that first enables us to better understand the challenges we face and then seek potent courses of action to rapidly resolve them. This work encourages you to reframe discussions about Continuous Performance Management and Cyber Security as a more far-ranging topic of sociopathology than commonly envisioned. 

I encourage you to think deeper and more profoundly about the issues you believe you understand while connecting your hearts and minds more humanely to the design of a more appropriate problem-solving process. This approach to problem-solving is the beginning of the process to become fully human because it breaks through the pre-suppositions that many people hold dear without proper reason.

When contemplated with an open mind, this work delivers a challenging, thoughtful, and entertaining experience. The work raises several inter-connected topics in a fresh way so that you can expand your mind, not blow your mind. This work will expand your vision of the workplace as it requires you to focus on the issues discussed using a systems perspective. This work indirectly illuminates the career path ahead by presenting the opportunity to expand your vision-building capacities. However, you must energize your rational processes yourself.

Mastering this work will enable you to escape the dulling world of everyday work life by reducing the emotional conflicts you experience while concurrently sharping your intellectual capacities. Life does not present such an opportunity every day. Reading this book offers a real gift if you are up to it. I designed this book to assist you with advancing along the path of becoming a potent human being as you build your career. 

Many people slide by you know. They do the dance; they weave in and out of situations; they attempt to charm life and become the smooth operators that people sing about in pop culture, and they deceive their followers and fans. You see these people every day. They already think they have it made, that they have the right education to get them ahead in life. However, heads do roll and people sooner or later have to confront themselves. When the conditions are right, these people feel the unease of the question that everyone has already asked about themselves a thousand times a thousand:  How human are they really? No matter what, everything eventually ends.

In this current age, a time I refer to as the “Age of the Fragmented Rationality,” many people enjoy their lives without a thought to how much wisdom has evaporated over the last twenty to thirty years.  A number of these people have little idea about how much they are missing out on the substance of the truly human adventure of a full life. It is a terrible tragedy to be unaware of one’s capacities and skills and potentialities.  It is likewise a terrible tragedy to be so consumed with so much stress for so long that the mind makes a wrong turn to get out of its own way.

True, every age has its own advantages and disadvantages. Previous generations, however, valued more highly the things that made human life really human. This included things like morality, ethics, virtue, and oh yes, really thinking well, that is, thinking well below the surface of the merely social conventions of dominant groups or pre-humans.

Today, people merely assume that they are human beings simply because their mothers and fathers probably were. However, it takes work to become truly human. A person has a right to constrain one’s own existence, of course. Nevertheless, a person makes a great mistake, whenever he or she attempts to constrain the existence of another.  Is it not more comfortable when human beings encounter other human beings along the journey called life?  I designed this work to assist you with reducing the unnecessary complexity of your professional lives. This work does this in several ways. 

First, the work assists you with the recovery of the kind of lost social knowledge that makes human life more potent.  Second, the work enables you to master an innovative point-of-view about professional life without starting World War III. Third, the work delivers the Moral Wisdom that enables you to change the direction of your life if you so desire. Here, you can pause for a minute, take a break, and think about yourself and your colleagues in a newer, freer, and certainly more potent way. 

You can learn more realistically how to connect your heart with your mind or your mind with your heart, healing the “substantial fragmentation” that is the reality of people today. Fourth, the work delivers the Moral Wisdom, skills, and expertise that enables you to gain better control over your professional life. Here, you learn to effectively navigate the one or two colleagues who bother you the most.

This work delivers a Moral Wisdom Process Model that enables you to cultivate and maintain potent professional relationships. Moreover, it enables you to navigate the dreaded social situations that impede your career. In sum, this work helps you to form the relationships you should form, avoid the relationships you should avoid, and exit the relationships you should exit. Professional success in the Digital Age requires in-depth Moral Wisdom to navigate sociopaths at work. 

Raymond L. Newkirk, Psy.D., Ph.D., Ph.D. Th.C.

Orlando, Florida

December 24, 2019
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Have you ever found yourself wondering about the emotional or interpersonal responses of one of more of your colleagues, or of yourself? Have you ever wondered about the extreme self-centeredness of your manager, or even of a friend whose behavior you have recently begun to question?  Perhaps they just have too much ego, display low self-esteem, or relentlessly make everything about themselves no matter what? Or, perhaps, they do not appear to care at all about the welfare of other people?  

You have come to sense that their egos are way up there and their empathy is way down there. Perhaps you catch them strategically manipulating people as stepping stones to whatever they want and then ridicule the people who helped them get ahead.  These people are very good at social manipulation. Indeed, they see the “art of social manipulation” as a great social skill, an honored craft even.

People who behave like this are becoming more common everywhere, not just in the workplace. Out of the billions of people who inhabit this world, it is a matter of numbers. If you are asking yourself such questions, you must be feeling at least some discomfort about your current situation. Do not be dismayed, you have hope. 

However, if you are the kind of person who inspires your colleagues to ask these kinds of questions, you may find comfort in the knowledge that organizations and jobs exist where you will fit right in naturally. You may still be able to achieve great outcomes. You, too, have hope. The Moody Blues are correct: “Isn’t life strange?

Life is change. Heraclitus was correct: We cannot go into the same river twice. We are at the center of change. We are aware of it. We experience it, our own change and the change of things around us.  We affect change.  WE are agents of change. Our middle names are change.

We all pass through a life-cycle in which we move through a progression of changes. Many of our changes are physical. Most of our change is emotional. We are psychological beings who develop and grow.  We get smarter and can do more because of being smarter. Each of us is unique. We change at different rates and at a different tempo. Hence, we move through the stages of change at a different tempo. Some people move through the emotional stages of life quickly while others becomes fixated and remain emotionally immature throughout their lifetimes. Fixated people have powerful egos and are driven by their own needs at the expense of other people. In this regard, fixated people enjoy the emotional development of young children. 

Not all is lost, however, as fixated people often are single-minded individuals and driven to get what they want. They rise up the corporate ladder to define and lead great strategies. Although many people facilitate their success, colleagues and employees need to protect themselves from the lack of gratitude and empathy they will experience. Sociopathology is the minefield of the executive environment. The expectations for success are so daunting and the sacrifices of life so severe that the demands of executive life can warp the noblest leader.

Today, the Cyber Security exposures of Continuous Performance Management and the immediate need for Insider Threat Prevention have complicated organization life considerably. The recent activities in Cyber Terror have changed organization life unlike anything in our recent past. The speed and power of the Digital Technologies now threatens the livelihood of nearly everyone. 

We have to change the way we think about the workplace and be more careful about our relationships at work. Nearly everyone has had to suffer through a challenging relationship with a sociopath at work. Today, however, the sociopath may have a broader impact on your organization than at any other time in your life. 

Now is the time for employees to become wiser and more responsible people. Nearly everyone has to update his or her social skills. I wrote this book to describe the evolving role of Insider Threat Prevention in protecting your organization. First and foremost, however, I wrote this work to assist you with navigating sociopaths at work. This is probably the best way for you to protect your emotional life and prevent insider threats from disrupting your career.  

1: New Reality

Today’s career-minded person faces a list of challenges unimagined only thirty years ago. We really do live in a rapidly changing world. Technology, especially Information Technology, has ignited the rate of change that transforms some part of our lives every day. Much of this change opens doors to novel opportunities while, simultaneously, placing entire industries on thin ice. For example, our power grid actively defends itself against a million cyber-attacks daily. Doubtlessly, these dual faces of change, benevolence and threat, reflect the new reality of the Cyber-Era and influence how people respond to it where they work.

At the very least, we want to reduce the lead times enjoyed by the criminals when launching their attacks against us.  Today, little doubt exists that the problem is a big one and the threats are real. However, as terrible as this threat has become, we are in the early stages of combating the cyber-battleground that characterizes the in 21st Century organization.

Cybersecurity teams recognize the depth and breadth of the problem. Leaving no rock unturned, they explore every potential remedy including responsive tools and techniques; proactive methods, frameworks, and systems, and targeted policies, guidelines, controls, regulations, and laws. Moreover, Cybersecurity teams encourage every executive to design and implement resilient environments.  

Every day this country spends a vast sum to counter the cyber-crime that impacts all of us. Nevertheless, the Cyber-War is upon us and only beginning. In some way or another, the criminals have drawn all of us into this global conflict where Cyber-Space has become the battleground, the space where so many people store their most vital information.

Cyber Security is a counterintuitive proposition. Although we continually make potent innovations to secure Cyber Space, our defensive efforts have a way to go because as we educate ourselves, we educate the criminals also. They learn what we learn and take a different route to unleash the dogs of electronic warfare. In practice, our efforts focus on picking the low hanging fruit, the external threats that produce the headlines. While Cyber Terror consists of internal and external threats, a vast pool of managers behaves as if Insider Threat Prevention will take care of itself. 

Since Insider Cyber-Attacks completely destroy their target companies about 23% of the time, organization managers should revisit their Cyber Security priorities. Unlike insider attacks, external attacks, although expensive, complicated, and dangerous, do not completely destroy their targets.  When the really malicious Insider Threat Agent unleashes the virulent insider attack, the effort could thoroughly ruin the target organization in a mere few minutes.  

In practice, organizations mostly ignore the proactive need to identify and neutralize the people who internally attack their organizations, the Insider Threats among them. Since Outsider Threats present a more manageable and less expensive challenge, much of the Cyber Security money goes there. Successful Insider Threat Prevention faces an uphill battle for several reasons. 

First, Insider Threat Prevention Cyber Security requires the design of radically new and innovative work environments. This can be very, very expensive and may create conflict with advocates of the current organization model. Second, ITP faces an uphill battle for psychological and competitive reasons. “How can we identify the criminal before he or she acts? If we are wrong, the company could be sued.” Third, executives ignore ITP because not many of them want to get their feet wet. “Let the other guy do it after I retire. We don’t have a problem now.”

Insider Threat Prevention Cyber Security (ITP CS) presents a remarkable challenge that can touch employees in the most personal ways. For example, managers may be forced to adopt practices, protocols, and processes (P3) that generate grave discomfort among colleagues.  On the other hand, ITP may enable management to clear the air of “old wisdom” and adopt organization models that actually increase the potency of their employees beyond engagement.

I designed this book to increase the potency of organizations as teams implement ITP CS models that restructure their environments and unleash the potential for success. I did not write this book to propose solutions for Cybersecurity specifically, although the ideas presented here will certainly inform Cybersecurity thinking and practice. I write this book to craft a new model of employee engagement that enables multiple levels of employees to cooperate in more potent ways as they learn to navigate sociopaths at work and secure their organizations. One might say that this model, that I humbly refer to as The Newkirk Model, encourages employees to become authentic colleagues as they assist their organizations with achieving their competitive goals while, incidentally, overcoming the challenges of Insider Threats. 

An impressive number of strategic experts in business, government, and the Academy continually dedicate themselves to getting the upper hand against Cyber-Terrorists and others who actively seek to destroy our way of life. Cyber Terrorists come from everywhere. They are brilliant, ignorant, amateur, expert, tall, short, thin, obese, male, female, multi-ethnic, religious, agnostic, and so on.

They damage their targets as outsiders working from many external locations, but they destroy their targets as insiders working against the organizations that employ them.  Insider Terrorists are more insidious than the outsiders. We see them as sociopaths who betray their colleagues and friends. I designed the Newkirk Model to enable you to navigate sociopaths at work. It begins with systems thinking.

Chapter Two begins by describing a model of employee engagement. It then moves from an examination of tradition to a discussion about the importance of the guidance derived from values. It explores systems thinking as an approach to problem description and team management.
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2: Systems to Sociopaths
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Newkirk Model of Employee Engagement

I derived the Newkirk Model of Employee Engagement (NMEE) from an ancient model that spans, connects, and transcends human history. Not an artifact of contemporary Human Resource Management or the product of some modern academic alchemy, NMEE connects ancient wisdom with the design of contemporary Human Activity Systems, systems in which the components are human beings.  

As a specific class of system, the NMEE engages in input operations by receiving inputs from its environment as matter, energy or information (MEI), transforming the MEI into something quite different than it was during its raw input state, and then sending the transformed MEI as outputs back out into the environment where operations of feedback and adjustment occur as cycles of single and double loop learning. 

As human systems, Human Activity Systems (HAS) are purpose seeking, evolutionary, and emergent systems. They change, design, share, feel, think, and produce innovations that occur through often hidden synergies where the whole is greater than the sum of the parts. 

As goal seeking systems, HAS are transformational. They accept inputs from their environment, transform them, and then pass them back to their environment in the newly transformed state.  Human Activity Systems are interesting systems because they are quite alive. Human beings energize HAS through customary patterns of thoughts, actions, or behaviors termed traditions. As living systems, HAS exist in an environment, have structure, and engage in behavior. 

Structurally

Human Activity Systems consist of hierarchical and network specific relationships of components that engage in behaviors such as Input, Transformation, Output, & Feedback and Adjustment.

Behaviorally

Human Activity Systems (HAS) do what all people do because human beings compose these systems. They establish, honor, perpetuate, change, renew, inform, propagate, refine, and follow their inherited traditions. HASs experience emotions.  They develop values and express virtue. They enjoy sociological, relational, and psychological powers in ways distinct from brute animals, plants, and rocks.

Environmentally

HASs exist in wider-environments of interest and narrow (or immediate) environments of interest. They receive inputs from their environments and send the transformed outputs back to the targeted environments. HAS cannot sustain themselves as they depend on their environments for their inputs: The matter, energy, and information which the HAS transforms in purposeful ways.

Force of Tradition

HAS attain meaning through their acceptance of tradition. It can be a tradition of innovation or a tradition of resistance. It can be a tradition of openness and acceptance or a tradition of exclusion and out-siding. It can be a tradition of cooperation or a tradition of competition, or a tradition of manipulation, fear, and stagnation or a tradition that encourages trust and growth. 

None of these traditions are novel. They have existed in organizations throughout the world, forever. Regardless of their nature, tradition defines the cultures of management teams, employee teams, religious groups, and entire government organizations. Traditions are historical. We find them whenever and wherever human beings have come together to form societies of all kinds. Traditions give evidence of the march of history and the development of human social existence, social thought, and inherited values.

Positive traditions become potent. They are more than simply powerful.  They enable teams to form communities of excellence that encourage growth. Positive traditions energize employees to seek progress by accomplishing innovative objectives and goals. They encourage employees to cooperate and collaborate and to reflect and discuss. Positive traditions ignite insight, impart wisdom, and encourage constant development.  Such traditions enrich and humanize the workplace by encouraging a broad appreciation for the successes of the past and the possibilities of the future.

Through tradition, employees become aware of the historical influences they share. Employees need to do work that deepens the meaning of their lives and enables them to build positive relationships with colleagues. Employees want to know how they are doing now and whether they can be hopeful about the future.  At a minimum, the positive traditions of an organization satisfy this kind of existential hunger. A tradition of manipulation, fear, and stagnation will never do this. It is important that organization traditions remain positive.

Obviously, every company generates traditions, and so do the Departments within each company. This is not newsworthy. Every manager should recognize this. However, internal traditions occasionally conflict with each another. Change often begins this way. The conflict can be positive, but most often it becomes negative and destructive. The nature of the conflict depends on the values that frame the conflict. Organization conflicts express values that are in conflict.

So, what are these values that govern organization behavior?  Culture, and the values that form it, are embedded within each inherited tradition. Lacking values, cultures have little meaning because they offer little of importance. 

Power of Values

Values reflect who we are, what we stand for, what we do, and how we do it. In this way, values play a central role in forming our culture by influencing our decisions about our behavior, our emotional life, and what our traditions will become. Values elicit emotions. We like and appreciate the things that we value and dislike or disregard the things that we do not value.  Values ignite our emotional states.

People generally prefer to be consistent in thought and action. This is because people like to act on their values. People like it when their behavior closely reflects their values. Organizations that lead people to behave in ways that conflict with their values become unpopular and stressful places to work. These organizations frustrate their people and produce painful outcomes. Obviously, such outcomes impact team performance and organization productivity. 

People perform best when what they do, their behavior, conforms closely to how people perceive the way the situation should be, that is, when the situation conforms to their values. Ultimately, to reduce their stress, people will either change their values or their behavior. If they choose to retain their values, they will resist doing the acts that are incongruent with their values.  Usually, people will seek reconciliation in their own ways. Human beings gain the most comfort when their values create their reality.  

Strictly speaking tradition, and the culture it generates, can become a liability when some teams fail to accept and practice the cardinal organization values.  Such inconsistency often impedes the achievement of important strategies by significantly increasing the cost of implementing them. On the other hand, the values espoused by the organization could be erroneous. In this case, the organization may decide to align itself with the values of the resisting teams. The challenge here is to determine and adopt the values that support the goals of the organization without violating the commonly accepted values of the employees who do the work. 

As we reflect on an organization’s Tradition, we may find that leaders had adopted a few core values that conflict with the realities of the current business environment.  Leaders must now establish values that make better sense in the current business climate. Success with this task depends on the (1) collective Moral Wisdom of management teams, and (2) informed buy-in of employees.

Such Moral Wisdom becomes apparent as the organization faces the daunting task of determining the virtues that embody its re-aligned values. People forget that values imply the commitment to virtues. Values without virtues are nonsense. Human beings may adopt values, but they act on virtue because every action reflects a moral choice. 

An individual may proclaim the adoption of “universally admired values,” but that does not necessarily mean that this person lives a “virtuous” life.  Furthermore, a management team may establish certain “high” values as organizing perspectives to guide the performance of employees, but that management team itself may lack the virtuous commitment (Moral Wisdom) necessary to function virtuously. This is the most common situation in organizations today. Many people see virtue as a private or religious matter and “decide” to keep their virtues hidden. Such a decision lands an individual in a counter-intuitive universe characterized the conflict of sociopathology.

If we prepare a plan of action, but never put the plan into motion, our plan will never produce a great organization. The organization will never realize its greatness or potential to accomplish something outstanding. Aristotle reminds us that we become what we do.  If we do nothing, we become noting. If we engage competitive actions brilliantly, we become brilliantly competitive people. Aristotle offers a simple character-building formula: Do great things. Become a great person.  Greatness does not occur by accident. Organizations become great because their people do great things. Great accomplishments require teams to engage a “proactive” agenda designed to enable great actions.

This sounds all too great, right? One may well wonder: What are great actions? Great actions produce results beyond the ordinary. They may be simple actions based on some sudden and unexpected insight that changes the rules of the game. For example, such insight might present a simple algorithm that enables an organization to invest a little effort and earn an impressive return.  

In business, such insight would provide an attractive competitive opportunity for little to no effort. This is an executive’s dream.  Or, a company could initiate a significant program that changes an entire industry. Stranger things have happened.  Think Efficient Consumer Response (ECR). Or very special possibilities occasionally become great realities when organizations adopt the appropriate values and follow the enabling virtues.  Think the Red Cross.

People commonly live on the surface of expressed values. If you pay attention, you may hear one colleague say to another: “Adopt different values if you cannot follow the ones you have. Life is more comfortable when you follow values of comfort.”  So how does this play out when colleagues are speaking about the values of their organization. 

How does their organization survive when colleagues pick and choose the values they follow as if their organizations were some kind of values supermarket?  Obviously, management defines strategic values, operational values, and tactical values. Values exist for executives, managers, and also new hires. Organizations also advocate values that apply to everyone across the enterprise or only to specific groups.  

Employees see Corporate Values as fundamental statements of organization nobility. Some people say that noble companies have noble values. This may be true, but, as we have seen, having values does not mean they follow them.  Statements are different than actions. Generally, company values serve as statements about what the enterprise values. 

Many Corporate Values are self-evident statements such as: “We care about Customer Satisfaction.” What business does not? How about: “Quality is our most important product.”  Who has the nerve tell the boss that this is only true if we are selling quality as a product? Generally, quality is seen as a cost factor, not a product. What about, “People are our most important product”? I would like to go to GE and buy three dozen people.  Are they on sale? In defense of GE, slogans are not necessarily values.

The point here is that the problem of values is kind of complicated. What are values really? Business thought leaders tell us that company values define the core beliefs that govern business operations and employee behavior. Really? Many employees cannot even name the core company values. They simply do not care. Colleagues tell me that company values provide guidance to employees for managing internal and external affairs. In this sense, then, values are little more than the framework for building employee guidelines and performance manuals.

Some people claim that values are the building blocks of attitudes.  In this sense, then, values are beliefs that ignite certain courses of action. As beliefs, values are more a matter of faith than science. Some people argue that: “Values assist us with clarifying what is important to us.”  

When you think about it, this is a complex “chicken or the egg” kind of statement.  Something is important to us, and we do not necessarily know what it is. So by following a value we are able to describe that something which is so important to us. We did not create the value. We simply use it to state the pre-existing something that is so important to us. When you think about it like this, values assist us by enabling us to see the values which do not matter to us. 

I once met a man who found out what he wanted to do by doing the jobs that did not appeal to him. This guy eventually hit it big by writing a book about his experience. He became a prominent seminar speaker selling his books about how you should live your life. People paid him millions to find out how they could be happier and more successful.  

These people did not realize that they were already half-way there following in his footsteps by doing jobs they did not like doing. I know plenty of people just like him. They have spent their entire careers doing jobs they disliked so that they could eventually find a job they like doing.  Some of them have been at it 45 years now; but they keep looking.  They should write a book. Consistency in thought and action really matters.  

In a business environment, management shares their preferred company values with employees and demands their use.  The problem here, of course, is that someone else defined the values. Employees may or may not accept them, or even more rarely internalize them. Employees may even promote values of their own such as “I need a coach, not a manger” because I value “self-directed growth”.  

In a specific view, values implicitly infer something good, desirable, or worthwhile. Values may even ignite purposeful action. Cognitively, values can also describe the ends that drive a team.  In this case, the value and the end are the same. One might say: “We value innovation. Thus, we will innovate because innovation is valuable.”  In this case, at least, Double-speak has valuable.

Obviously, values can be empty slogans or they can be a call to diligent action. If people connect the values with virtues, values produce action. After all, it is not values that guide the behavior of teams and their organizations. Genuine progress, deep and long-lasting success, and heightened productivity do not issue from values, unless, of course, fear, need, and desperation lurk in the shadows. Success and productivity occur through something deeper than an organization’s values. Something else more potent than values energizes successful employees and their organizations. This something else rests in the Cardinal Virtues. Values are one thing but virtues are the behaviors that make values meaningful.

In Chapter Three this work examines the role of the Cardinal Virtues in building a relational organization. Generally, people think about “The Problem of Virtue” as a Philosophical discussion. Rarely does management discuss virtues in business. Chapter Three examines the ultimate question of human life in the organization context by seeking an answer to the seminal question of character: “How virtuous are we?”
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3: Necessity of Virtue
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People discuss the “Problem of Virtue” in Philosophy, Psychology, Sociology, and Theology classes. Rarely does management discuss virtues in business. When executives discuss Virtue, they discuss it in relation to ethics. This short sightedness is probably one of the deepest failures in business leadership. If organizations truly wish to address the threat of cybersecurity, management will have to elevate the concern over the “Problem of Virtue” in management thinking and practice. When everything is all said and done, the seminal question of character is this: “How virtuous are we?”  

Perhaps you have failed to notice, but the “Problem of Character” occupies center stage as the core concern of Insider Threat Prevention Cybersecurity. The complexity of character continues to challenge many experts who have dedicated their lives to the topic. Nevertheless, this challenge impacts any effort to launch a Cybersecurity prevention program. Since our character is a function of our virtue, the concern over character is really a concern about virtue.  “The Problem of Virtue” has finally become the problem of the digital age. Obviously, if organizations want to meet the challenge of Cyber Terror head-on, leaders need to escalate their concerns about the psychological factors that motivate Cyber Criminals. These factors begin and end with a broader consideration of the role of virtue in the success of Insider Threat Prevention (ITP).

Leadership’s concern over virtue touches two levels of virtue: (1) Cardinal Virtues and (2) Helping Virtues. This laser-like focus on two levels of virtue enables organizations to better target ITP efforts and reduce the complexity of the concern over character. In this way, management more directly focuses on what matters most. The Cardinal Virtues guide leaders through the most salient issues that impact ITP specifically and Threat Prevention Cybersecurity in general.

Virtue of Being Relational

Cardinal Virtues function as the hinges that enable each human being to develop his or her moral life as relational beings in general, specific, and unique ways. If we are to really address the challenge of Cyber Terror and Insider Threats, we have to know as much as we can about the different ways employees behave as relational beings.

Moral development for Insider Threat Prevention requires each person in the organization to learn how rightly the ways colleagues are relational beings. A person does this in a prudent way when that person orders his or her professional life with an eye on the strategic end of the organization whether in the short or long term. Generally, employees expect their organizations to be just. Specifically, employees would practice Fidelity if their organizations merited it. Moral employees naturally would be faithful persons. Uniquely, employees would engage in self-care as a sign of moral maturity if they properly cared for themselves.

How employees express the Cardinal Virtues of Justice, Fidelity, Self-Care, and Prudence reveals a tremendous amount about the character of the organization. It also educates managers about the behavior of employees as relational beings. Moreover, giving serious attention to the Cardinal Virtues enables management to know something more about who employees were and who they could become.  

Unlike other commonly available data points, Moral Wisdom presents a deeper view of organization values and virtues than people usually see. Obviously, competitive business enterprises care little about the Cardinal Virtues of Justice, Fidelity, Self-Care and Prudence. Leaders would never admit that, of course, but management thinking and practice say little about the connection between Moral Wisdom and Corporate Values.

Organizations erroneously relegate Moral Wisdom to the domain of private religious experience.  Moral Wisdom not only exists, it forms the substance, the “essential stuff” that makes a fully human life possible. Human beings uniquely enjoy the potent capacity to be moral beings. Moreover, Moral Wisdom forms virtues that enable human beings to navigate the love, suffering, transgression, and conscience that characterize human life and energize the power of hope. The Cardinal Virtues make hope so powerful. Without hope, human existence would become utterly miserable, leadership would diminish and greatness would become impossible. Ultimately, hope complements leadership.

Becoming more mindful of Moral Wisdom every day, we gain a deeper insight into the world around us. For example, we begin to see ourselves as relational beings. From this perspective, the Cardinal Virtues both uncover and form the character of the relationships we build with colleagues as we become more skillful uncovering their motives.  Subsequently, we now experience the organization as an environment that surpasses the stated values of the enterprise. 

As we know, the unexpected reveals the true person, the perceiver and the perceived.  Through Moral Wisdom, we learn why freedom, truth, and love are the foundation of ethical relationships. Ultimately, Moral Wisdom enables employees to form the relationships that characterize, and energize, the organization.

Moral Wisdom assists employees with realizing “rightly” the different ways they experience relationships.  It also enables employees to see  how the Cardinal Virtues influence the ways human beings behave relationally. For example, as Justice leads colleagues to avoid favoritism, Fidelity encourages colleagues to cultivate special relationships by establishing faithful bonds formed around favoritism. Apparently, in special circumstance, Fidelity and Justice seem to collide with one another.  

Obviously, not all conflicts involve the traditional clash between good and bad. Occasionally, conflicts also occur when a clash between two positive options occurs.  Moral Wisdom enables employees to better resolve these special situations whenever Justice alone cannot do the job. The third Cardinal Virtue, Self-Care, can help resolves these virtuous conflicts by motivating employees to further develop their consciences.

The Cardinal Virtue, Prudence, reduces the conflicts between good versus good by unifying Justice, Fidelity, and Self-Care within the workplace relationships.  Always encouraging employee vigilance, Prudence brings each Cardinal Virtue into the now. In this way, Prudence prepares employees to consistently strive to more fully express and unify each of the Cardinal Virtues. In the deepest sense possible, Prudence pursues ends through the adoption of a stable and moral agenda. Hence, Prudence enables each Cardinal Virtue to continually shape its end in union with the other two. Prudence leads employees to enjoy three ways of being related, generally, specifically, and uniquely.

Global Relevance

The Cardinal Virtues exist in every human society. Justice, Fidelity, Self-Care and Prudence are not localized moral habits. Every person values them and seeks to express them as a way of life. The Cardinal Virtues are universal virtues in the sense that all peoples understand them, admire them, and express them in culturally accepted ways. Human beings, everywhere, accept the Cardinal Virtues as descriptions of moral absolutes. Generally, people accept the Cardinal Virtues as fundamental or “thin” descriptions in outline form of the moral life. Specifically, however, people accept the Cardinal Virtues as essential civilizing practices or behaviors in the profound or “thick” sense impartially, partially, and uniquely.

Virtues Nourish Growth  

The link between employee virtue and work performance remains hidden in human enterprise.  In business processes, generally, this link remains in the background and rarely moves to the forefront of executive concern. Nevertheless, the call to grow, the call to move forward as potent employees, and the call to become virtuous moves the conscience. The centrality of conscience in growth enjoys a brief history in management thinking. However, at the least, when management links growth and virtue, it also defends and promotes conscience.   

Conscience consists of three considerations:


	The voice of conscience, 

	The formation of conscience, and 

	The erring of conscience. 



Without thinking about it, each consideration influences the quality of our lives in a specific manner. While conscience calls us to grow, the earliest injunctions that contribute to the formation our super-egos hold us back. Growth requires employees to manage these injunctions.  Given free rein, personal histories continuously impede the development of our consciences. Nevertheless, managers promote and defend conscience as the most sacred aspect of each employee.

Conscience develops more acutely as we become mindful of our dependence on virtue for living a fully human life. Justice, temperance, fortitude, fidelity, and self-care, guided by conscience’s own prudence, separate human beings from the brute animals. The virtues form our consciences as employees, team members, colleagues, and private individuals. In this way, virtuous practices become the spiritual exercises that inform the conscience. 

St. Thomas reminds us that every human action is a moral action. There is no getting away from the urgings of conscience formed in virtue.  The call to grow is a call to cultivate the virtues. There is a right way to grow: Virtue equals character. Virtue strengthens us. Virtue promotes a positive interpersonal response to the unique human mission to grow. Conscience reminds us that the Cardinal Virtues ignite the desire to grow. 

Not many of us can remain a self-centered child throughout adulthood and lead a full life. Such a life only builds a legacy of psychological scars and foolish memories. Childishness in adulthood tears teams apart, inhibits executive performance, derails organizations, and destroys friendships. Childish adults face a life-time constrained by the pain of their own childishness.

Management expects employees to do a good job. When employees respond appropriately, there is something virtuous in this. Actually, the call to be a good employee is about more than simply doing one’s duties adequately. It is also about growth. The call to do a good job is a call to grow. Management addresses this self-evident maxim in only the most cursory manner. However, this call exists as a theme in management thinking and management practice alike. Although self-evident, growth means different things to different people.  It can also mean different things to the same person at different times.  

So, what do we mean by growth?  For management, growth is an expectation to advance in some way for the good of the organization and perhaps the person. Yes, it is when we remind management that conscience calls us to pursue the “right way” of growing. The “right way” occurs when a person selects a path that cultivates the virtues. When we concentrate on virtue or character-building as the path to growth, we adopt practices that enhance effectiveness.

The call to grow implies movement, going forward. Growth that implies forward movement is about attaining a skill that can carry one forward to achieve a goal. Managers often accept growth as a state that results whenever a person attains a new skill.  Growth implies a moral imperative to advance along the plan by attaining a new skill. The call to grow reminds us that the employee in the competitive organization is like an Olympic event: The athlete cannot stay still. Unless the athlete forges ahead, he slides to the back of the crows. You either progress on the way of life or you regress: To stand in place is to move backwards. Managers who lead the way expects employees to follow: To not follow is to retreat.

The moral urge to grow never ends. It races toward continuously receding horizons. In the workplace, it calls employees to make progress along the plan toward a fluid goal, always moving forward.  Growth, however, does not occur as an individual, solidary pursuit accomplished through one’s own effort. Rather, growth requires a special environment attuned to growth and ignited by the Cardinal Virtues of Justice, Fidelity, and Self-Care unified by Prudence. Within this environment, each employee continually presses on to develop new skills and master new learning through a process of self-directed evolution. In this way, each person makes growth his or her own.  
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