
Executive  Book Summary  -  By  Chris  Gra inger  

Spitzer’s purpose of this book is 

to help leaders and potential 

leaders make what he calls the 

most important choice in their 

life; which is what gives your life 

purpose?  What kind of leader do 

you want to be?  Do you want to 

be a driven leader or an inspired 

leader?  Driven leaders are only 

product focused and are both 

product and people focuses be-

cause people are the most im-

portant as they make the product.   

If you only focus on the product, 

you will ruin the organization.  You 

must build a culture based on 

trust, vision and spirit.  A leader 

must know how to handle all of 

their employees which sometimes 

require humility, but cannot inter-

fere with the goals the organiza-

tion has set.  It helps to point 

everyone to the goal and build a 

culture of we and us, not me or I.  

“Excitement towards goal” plus 

“humility” equals “inspired lead-

ership toward common 

cause”(p.14).  In addition to hu-

mility, leaders must also possess 

prudence, courage and self-

discipline.  All of these character-

istics together will promote the 

“cause” to all members.  Spitzer 

also incorporates how ones spirit-

uality and belief in 

God can enhance 

how they lead and 

prosper within an 

organization and 

how it can help you 

through the most 

troubling times.  

Within the book 

Spitzer outlines his 

plan for what lead-

ers need to be 

mindful of when 

they are dealing 

with employees of 

an organization in 

order for the em-

ployees to feel 

happy and appreci-

ated, and for the 

organization to be 

productive and 

meet its potential 

for success.    

BO OK  SUMMARY  

 

• “When we experi-

ence spirit, trust, 

and vision in a 

team, our creativi-

ty and energy in-

crease substan-

tially.  Indeed, in 

these circum-

stances, our work 

can give us ener-

gy rather than 

take it 

away” (p.17). 
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This chapter talks about the 

importance of having spirit, 

trust and vision.  If leaders fail 

to create a common cause, 

set clear objectives, set ac-

countability, and when work is 

more about equality than then 

pride, workers lose enthusi-

asm and team work loses out.    

In most organizations there is 

not  a lot of time spent on 

spirit, trust and vision.  Spitzer 

list a few reasons 

for this.  They are 

intangible and 

hard to give life to 

and easy to ig-

nore, they don’t 

seem as im-

portant as other 

organizational 

goals, and they 

are hard to con-

trol and define. 

Organizations 

who ignore these 

characteristics 

are going to see an increase 

in what Spitzer calls oppor-

tunity costs.  This is money 

lost from missed opportuni-

ties.  These are opportunities 

that the organization could 

have had top make or save 

money that they missed due 

to their lack of proper struc-

ture, usually through lack of 

spirit, trust and vision.  Spitzer 

indicates that these costs are 

responsible for more organi-

zations failing than any other 

factor.  They are easy to miss 

as they have no line on a fi-

nancial ledger and cannot be 

budgeted for.  Once an organi-

zation realizes their high op-

portunity costs, it is usually 

too late.     

ment - use of feed-

back and evaluation in 

everything. 

4. Systems Theory - look-

ing at organizations as 

organisms with differ-

ent systems.  Helps in 

long term goal man-

agement. 

5. Win-win thinking - 

solving problems 

where both sides have 

some benefit.  

1. Education– allows 

stakeholders to be-

come far more flexible 

and open to change.  

2. Theory Y - managers 

used self motivation, 

inspiration, recogni-

tion of dignity and 

open communication 

as tools rather than 

old ways of fear and 

intimidation. 

3. Total Quality Manage-

6. Industrial psychology - 

recognizing and respect-

ing different personali-

ties.   

7. Empowerment theory - 

allowing employees to 

be responsible for their 

own section and do 

what is right. 

8. Team theory - working 

together and eliminat-

ing some of the hierar-

chal structure in organi-

zations. 
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8  S T E P S  T O  P E O P L E  O R I E N T A T I O N  

People, People, People!!! 

Making these changes will not 

be easy.  It will take some 

time and a whole organiza-

tional effort with the leader at 

the top.  Many books have 

been written about change in 

organizations, but most fail to 

mention the important part of 

any organizational change.   

“People alone have the most 

essential principle of adapta-

tion: spirit that engenders 

resilience, hope, community 

and creativity” (p. 21).   

Organizations have concen-

trated more on products and 

their process than their own 

employees.  The shift has to 

be to more people friendly 

work cultures.   

Spitzer suggests two steps: 

1. Develop the mind and 

vision of the inspired 

leader. 

2. Develop the heart of 

the leader through 

personal commit-

ments, people com-

mitments, ethical 

commitments and 

leadership commit-

ments.  

“By integrating 

heart and 

mind, leaders 

will not only 

produce better 

organizations, 

but also a 

better world”  

( p. 20). 
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There are 2 ways to get to a 

common goal:  being driven 

and being inspired.   

Driven leaders are completely 

goal orientated and want to 

reach those goals at all costs.  

In doing so they cause a lot of 

new issues.  Many of them 

involve destroying there or-

ganizational culture by crush-

ing enthusiasm, goodwill, 

trust, morale and other desir-

able characteristics.   

Inspired leaders cultivate 

cultures and promote or elimi-

nate some of the characteris-

tics make driven leaders inef-

fective.   They do not ignore 

the needs of their co workers, 

but embraces them.  The 

biggest difference between a 

driven leader and an inspired 

leader is their possession and 

communication of spirit.  This 

has proved to create environ-

ments that are fun to work in.   

Seven Effects of Spirit 

1.  Spirit imparts heightened 

energy. 

2.  Spirit gives rise to a sense 

of well being. 

3.Spirit opens the way to crea-

tivity.  

4.Spirit heightens our ability 

to connect with one another, 

commit to a common cause, 

and achieve unity beyond 

material boundaries.   

5.Spirit magnifies our capaci-

ty for self-transcendence or 

self sacrifice beyond normal 

physical limitations. 

6.  Spirit embraces the future 

as if it were the present. 

7.Spirit gives rise to peace, 

enthusiasm, inspiration, clear 

thought, good judgment and 

efficient action. 

 

and even pas-

sion for spirit 

and common 

cause toward 

the common 

good are equally 

strong” (p.36).  

“Inspired lead-

ers produce 

“group ethos”.  

When group 

ethos is con-

sistent and 

strong, sympa-

thy, emotion, 
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and self accountability. 

7.More group creativity aris-

ing out of group[ creativity.   

8.Decrease in the 5 debilita-

tors. 

9.Decrease in absenteeism. 

10.Decrease in turnover of 

the top 25% of the work-

force.  

11.Increase in good will 

among stakeholders. 

12.Increase in quality 

 

1. Adaptability and openness 

to change. 

2.Increased ability to take 

reasonable risks. 

3.Increased creativity arising 

out of doing point 1 and 2. 

4.Improved communication 

5.Increased ability to work for 

a common good and cause. 

6.More internal motivation 

The 5 Debilitators of 

any organization 

are: fear, 

resentment, 

suspicion, 

compulsive ego and 

passive aggression.   

 

 

 

“…..there are far more 

errors of omission than 

commission” (p. 31).   

 

What kind of leader 

do want to be??? 



“Rationale 

explanation builds 

spirit” (p.45).   

 

consideration of prod-

uct and process. 

5. Leadership requires 

tough mindedness—

matter of the heart 

make one “soft and 

should be avoided.  

This chapter examines myths 

in leadership.  While most of 

these are seen as a positive, 

they are in fact the opposite.  

It examines why the heart of a 

leader is so often missed. 

1. Resources are always 

fixed.   

2. The narrow view of 

maximizing sharehold-

er wealth—to maxim-

ize stockholder wealth 

in the short term is a 

reasonable one.   

3. Three financial state-

ments - income state-

ment, balance sheet 

and cash flow state-

ment-give a compre-

hensive report on 

organizational perfor-

mance.   

4. Consideration of peo-

ple should come after 

6. Principle - based eth-

ics will make us less 

competitive; and the 

best we can do is look 

at harms and benefits. 

7. Tangibles– money, 

equipment, and inven-

CH AP TER  4  -  SEV EN  MYTH S  OF  
M ED IO CR E  L EA D ER SH IP  

 

 

Chapter 3 - Three Qualities of  Inspired Leadership 

1. Vision - An inspired leader must have a comprehensive vision and goals that promote the 

long term health of the organization that are viewed as positive for all of its stakeholders.  

2. Rational Communication - Nothing resolves conflict better than an explanation of what is 

truly going on within an organization.  There are three ways to accomplish this: 

1. Vehicles of communication - A leader should have scheduled meetings that allow both 

employees and stakeholders to hear your message and ask questions.  It is important to 

use the proper method of communication.  You cannot do everything over email or over 

interoffice message.  Some things need to be said in person.   

2. Rational explanation of vision and goals - Once these have been determined, a leader 

needs to communicate them to their organization so everyone knows their role and what 

they need to contribute to the organization.   

3. Status Report: the good and bad news -  members of the organization need to know 

why you have the goals you have and where are you in meeting them.  Good news is easy to 

report, bad news needs to be reported honestly and a plan needs to be developed by everyone 

to help fix them.   

3. Heart - “The heart of the leader is manifest in personal, ethical, people-centered, and lead-

ership commitments that evoke spirit and build trust”.   

Organizations need to  
buy into 3 master 

principles: minimize 
harm, keep promises 

and be fair. 
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This chapter talks about the 

benefits of having a leader 

and employees with great 

spirit.  Spitzer says that an 

investment in “spirit” will im-

prove the four objectives of 

quality - improved product 

design, elimination of product 

defect, elimination of waste, 

and improved processes. An 

investment in people like 

training and educational pro-

grams, saves you long term in 

opportunity costs.   They can 

be expensive at first but show 

some trust to your employees 

and are cheaper than the 

opportunity costs you incur.   

10 Opportunity Costs 

1.Waste in process and mate-

rials. 

2.Cost of product defects 

3.Lost revenue from poor 

customer service. 

4.Lost market share due un-

explored new markets. 

5.Lost money due to slow 

processing and delivery. 

6.Lack of “just in time” inven-

tory. 

7.Lack of being able to 

change fast enough. 

8.Cost of the top 25% of criti-

cally skilled employees.   

9.Cost of poor teams and 

closed communication. 

10.Transaction cost. 
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CH AP T ER  5–  ME A SU R IN G  T H E  
E F F EC T S  OF  SP IR I T  

“ T H E  E X C I T E M E N T  O F  C O N T I N U E D  P R O G R E S S  
I S  J U S T  A S  G R E A T  A S  T H E  E X C I T E M E N T  O F  
PA S T  V I C T O RY ,  A N D  T H I S  M A K E S  A L L  T H E  
D I F F E R E N C E ”  ( P . 7 2 ) .  

Optimal co-

participation in organi-

zation’s vision.   

Decreased opportunity 

costs.  

 

When we implement the 3 

qualities as discussed in 

Chapter 3, they will produce 3 

consequences: 

A movement from 

driven leadership to 

inspired leadership 

will happen. 

An investment in vision, 

spirit, and trust, 

therefore, will enhance 

the two central metrics 

of  profit-making 

organizations: 

profitability and return 

on investment” (p.70). 

Caption describing picture or graphic. 
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This chapter deals with the 

development of morale or 

“Esprit de corps” that needs 

to be developed among the 

employees of an organization.    

To understand what makes 

for good morale, you need to 

understand the four things 

that make all humans happy. 

H1—Immediate Gratifi-

cation– This is when 

pleasure is produced 

by an outside stimu-

lus.  It is immediate, 

but not prolonged.  

When you get a new 

television or fishing 

rod. 

H2 - Ego Gratification - 

Happens when your 

inner thoughts come 

to the outside and we 

feel good.  

There are 4 forms: 

   1. Achievement 

   2. Comparative advantage. 

   3. Recognition and populari-

ty 

   4. Power and Control 

Events like winning an award 

or being promoted are types 

of ego gratification.   

H3 - Making a contri-

bution - It is giving of 

ones time and exper-

tise to help others to 

make the world a bet-

ter place.  It brings out 

feelings of self worth 

and self value.  It 

takes H2 to a new 

level.   

H4 - Being involved 

with something  

“Ultimate”.  Some-

thing that has an ef-

fect on humanity for-

ever.  Finding a cure 

for a disease would be 

one of these things.  

People of faith strive 

for the best relation-

ship with God.  People 

without faith strive for 

it in finding  the per-

fect good 

or per-

fect 

truth.    

 

 

debilitators to creep in.   

There are 3 results in the 

Comparison Game. 

 

   

This chapter deals with what 

happens when people live 

only in level one or two of the 

happiness scale.  When faced 

with feelings of self worth, 

most people revert to compar-

ing their lives to others in 

terms of possessions and 

achievement.  In an organiza-

tion these comparisons can 

create feeling of jealousy and 

break down teams and pro-

duction.  This  also allow the 5 
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R E S O L U T I O N  

In order to lead the happiest 

life a person can, the next 

level needs to be the horizon 

or goal from the previous one.    

If a person does not live this 

way their life will result in a 

life of compulsion, destructive 

emotions, and undermine 

relationships.   Within the four 

levels of happiness there are 

four levels of desire: 1) desire 

for pleasure and 

material goods, 

2) desire for ego 

gratification, 3) 

desire to give 

away the good in 

ones inner 

world, and 4) desire to con-

nect with what is perfect ab-

solute and eternal.   

There are 3 priorities in happi-

ness.  Pervasiveness, endur-

ance, and depth.  The more 

pervasive the better it is for 

everyone.  The same holds 

true for endurance, the longer 

it lasts the better for every-

one. Depth works the same 

way, the more good character-

istics a person uses, the bet-

ter it is for the world.   

“If  progress is to be 

made, if  civilization is 

to continue, there must 

be a drive for 

achievement, 

competitiveness, self-

esteem, and 

credibility” (p.77). 

Is it OK to lose 

sometimes or 

do you always 

have to win?? 



In order to get out of the com-

parison game, you need to 

move to happiness levels 3 

and 4.  More importantly you 

need to ask yourself, “What 

am I looking or living for”? 

There are 6 viewpoints one 

needs to look at when deter-

mining this.   

 

H3 can only work if you can 

control H2 and not allow it to 

corrupt H3.   
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C H A P T E R  8 - F O R M I N G  H A B I T S  T OWA R D  A  N E W  
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4  S T A T E S  O F  M I N D  T H A T  I N H I B I T  C H A N G E  

Getting expectations right 

Positive self-disclosure 

Repetition 

Keeping failure in per-

spective 

Don’t let negative 

thoughts rule you  

Sleep and stress relief are 

important. 

2. Proclivity-is where you feel 

you have it accomplished the 

habit forming, but in fact you 

are only partly there. 

3. Habit-this is where we 

make things a part of our 

normal lives. 

 

This chapter talks about the 

steps a person needs to fol-

low in order to make a perma-

nent change in their lives and 

not revert back to their old 

ways.   

1. Tension - the mind wants to 

change but often reverts back 

to old ways, especially in 

times of pressure.  There are 

6 sub-points of tension: 

One dominant H2 team 

member can transform an 

entire team into pure 

Byzantine 

intrigue” (p.108).  

“H3 people on the team 

will be dragged down, their 

energy zapped” (p.108). 

 

Viewpoint H2 Attitude H3 Attitude 

View of meaning Better than oth-

ers 

Good for others—

making a contri-

bution 

 

View of others Looking for bad Looking for good 

View of relation-

ship 

Being over and 

against others 

Being with and 

through others. 

View of commit-

ment 

Freedom from….  Freedom for….. 

View of self Treating people 

as objects 

Treating people 

as human beings 

Overall viewpoint Viewing people 

and life as prob-

lems 

Viewing people 

and life as oppor-

tunity  
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This chapter deals with how a 

leader achieves H4.   

There are 6 Manifestations of 

Transcendence: 

1. The desire for unrestricted 

truth. 

2. The desire to love uncon-

ditionally and to receive 

unconditional love. 

3. The desire for the per-
fect justice and good-
ness and to be perfectly 
just and good. 

4. The desire for unre-
stricted or perfect beau-
ty. 

5. The desire for unre-

stricted harmony with 
totality: to be at home 
in all that is. 

6. Faith-a relationship with 
a personal God. 

3. Make mutual commit-

ments. 

Within this there are 5 com-

mitments to increase trust. 

1. I commit that I will look for 

contribution to you and to 

our common cause before 

I make and comparisons. 

2. I commit that I will look for 

the good news in you even 

if I should see the bad 

news.   

3. I commit that I will con-

This chapter talks about mov-

ing our organizations to cul-

tures of cooperation and con-

tribution.  Achieving these 

things will create a culture all 

will buy into and morale will 

increase.   

3 Action steps to get these 

incorporated.   

1. Move from a training men-

tality to education mental-

ity. 

2. Facilitate Assimilative 

learning. 

nect with you as a whole 

person before looking at 

your skill set and utility 

function.   

4. I commit that I will look 

for the win-win before 

settling for the win-lose.  I 

will trust you until give 

me ample reason to do 

otherwise, and I will “cut 

you plenty of slack” be-

cause I realize that, like me, 

you are not perfect. 
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Faith in forgiveness - Faith 

is very helpful in forgiving.  

Forgiving stops the de-

structive force of venge-

ance.   

The prayer of all prayers: 

“Thy will be done” 

Prayer and attachments - 

prayer helps you to try and  

find what is important and 

what is not.   

Pride and Prayer - in order 

for positive change to 

happen, we need new 

habits to get past the 

pride that prevents us 

from making them.   

How much does faith play in 

your leadership? 

This chapter talks to us about 

how we can incorporate H4 

and faith in God into our lead-

ership.   

The role of faith in human 

transformations.   

Faith in times of fear - 

sometime we look to God 

to help in what seems to 

be an unwinnable situa-

tion. 

“If  you do not forgive, 

you will not 

forget” (p.160). 

“We cannot  be looking 

for the unconditioned in 

the domain of  the 

conditioned” (p.155). 

“God will not give us 

trials that His grace will 

not help us to 

endure” (p.131). 

 



This chapter talks about how 

a leader can build a people 

friendly culture that has the 

ability to adapt quickly to 

change.  There is a 3 step 

process: 

1. Note the changed environ-

ment. 

Higher education is more 

visible as more people 

need to be trained. 

Theory Y is more effective 

than theory X 

The push for quality re-

quires more self and team 

accountability. 

The need for win-win for 

long term success. 

Advancing industrial psy-

chology revealed some 

weaknesses.   

Empowerment has be-

come essential  

High performance team-

ing has ups and downs. 

2.   Challenge outdated cli-

chés.  For example: 

“A person is hired for their 

skill set”.  We hire people 

not skills. 

“When it comes to evalua-

tions, personal qualities 

are insignificant.  What we 

want is can they get the 

job done”?  Are they good 

for the team is what we 

need to know.    

“In order to make finan-

cial decisions based on 

what is best for company, 

you need to look at em-

ployees as units”.  When 

you treat employees as 

such, they don’t work well 

for you.   

“What matters is a good 

return on investment.  

Everything is just icing on 

the cake”.  Return on 

investment is essential, 

but if that is everything, 

the organization will have 

no team unity.   

 

Education involves fixing the 

following: 

1. Organizational bias 

against ethics. 

2. The criteria for ethics—

right or wrong and why 

they are right or wrong.  

“the end does not justify 

the means”.   

3. Support for principle 

based ethics. 

4. Essential principles and 

questions for reflection 

Two rules that need to be 

examined are the Gold and 

This chapter talks about mov-

ing to  principle based ethics.  

Any other way has too much 

“gray” area.  When we do not 

use principle based ethics, we 

allow the law to come into 

play which is not specific 

enough.  What is not illegal is 

deemed as being “right” and 

we all know that is not always 

the case.  Introducing it into 

an organization involves two 

steps; education in principle 

based ethics and ethical sys-

tems and processes giving 

rise to ethical communities. 

Silver rules.  Golden rule is due 

unto others as you would have 

them do unto you.  The Silver 

rule is do know harm to others, 

if it can’t be avoided, minimize 

it.  

Spitzer also speaks of the im-

portance of being honest in 

your dealings.  If a leader does 

not, the five debilitators will 

appear.  The keys are: 

1. Minimize harm if any 

2. Keep promises 

3. Be fair. 

 

Page 9  

C H A P T E R  1 2 - C O N T I N U E D  

CH A PTE R  12-C O M MI T ME N T S  A BO UT  
P E O PLE  

C H A P T E R  1 3 - T H E  E T H I C A L  L E A D E R  

workers, friends and fami-

ly. 

Environment 

A view of the whole per-

son. 

Spitzer also lists five people 

commitments that will create 

spirit and morale.   

1. I will experience connec-

tion before classifying 

characteristics. 

2. I will look at the whole 

person before the partial 

to avoid a gigantic error of 

omission.  

3. I will look for intrinsic 

dignity n the midst of 

diversity. 

4. I will refuse to allow cli-

chés that marginalizes 

people to go unexamined. 

5. I will move from the ap-

preciation of dignity, to 

the actualization of unity 

and common cause.   

3.    Encourage growth in com-

petency and personhood.  7 

characteristics: 

Characteristics in stake-

holders. 

Presence of the individual 

(the subject self).   

Commitments and trust. 

Intelligence. 

Relationships with co-

“Through this 

commitment, the seeds 

of  esprit de corps are 

planted.  A bonding, a 

unity, a common fabric 

charged with enthusiasm 

begins to merge.  The 

whole becomes   greater 

that the sum of  its 

parts, resilience in hard 

times is 

quintupled” (p.133).   
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Employee job security. 

Employee rights, safety 

and working conditions. 

Discrimination and affirm-

ative action. 

Advertising and market-

ing. 

Customer safety and prod-

uct liability. 

Generic financial and 

accounting issues. 

Computing, information 

technology and the web. 

Public safety and environ-

mental concerns.   

3.   Ethical precedents helps 

us look at how other organiza-

tions helped solve problems 

in the past.  However, no two 

While organizations need to 

follow the Silver rule, most do 

nothing to follow the Golden 

Rule.   The more we pursue 

the Golden rule, the better an 

organization we will be.   

Ethics based on virtues is a 

great way to introduce the 

Gold and Silver rules into an 

organization.  The main vir-

tues are: Courage, Self disci-

pline, Humility, and For-

giveness.  

Spitzer also lists three areas 

of ethical education.   

1. Ethical Dilemmas are 

when 2 principles are in 

conflict with each other. 

2. Specializations of Organi-

zational ethics. 

There are 8 of them: 

organizations or problems are the 

same, but seeing how others 

have handled them will give lead-

ers somewhere to start.   

 Ethical Systems and Processes 

Once the education has hap-

pened we can progress to imple-

ment it into our organization.  

Spitzer suggests a three point 

plan. 

1. Create and education and 

communication conduit.  This 

tells everyone what the ethics 

are.   

2. Set up an ethics committee.  

This committee will makes 

the “big” decisions. 

3. Action by decision makers.  

Leaders look at ethics reports 

to see it any opportunity costs 

are incurred.   

CH AP TER  13-C O N TI N UED  

 

“Principles are absolute un-

less their actualization leads 

to a violation of a higher 

principle” (p.232). 

 

 

“If people are patient with 

one another, challenge one 

another to grow, and do not 

exaggerate the offensiveness 

of mistakes, this mentality 

can open up communication, 

creativity and team spir-

it” (p.221). 

 

 

CHAPTER 14 - Leadership for a New Environment 

In this chapter, Spitzer 

explains how working 

environments have 

changed a great deal in 

the past 20 years.  In 

turn, organizations need 

to change as well in 

order remain productive 

and successful.  He goes 

on to list the environ-

ment changes neces-

sary. 

The Changed environ-

ment - leaders must 

change in these areas: 

i. Increased competi-

tive compulsions 

ii. Increased education 

of stakeholders 

iii. Increased desire on 

the part of stake-

holders to partici-

pate, create and 

contribute 

iv. Increased desire for 

training  and educa-

tion. 

v. Increased technical capacity 

vi. Increased sensitivity to dignity, 

rights, and self motivation. 

vii. Increased psychological aware-

ness 

viii. Changed expectations for work 

environment. 

ix. Increased mobility and willing-

ness to move 

x. Increased desire for participa-

tion in community. 

Proper adaptation to the changed 

environment-overcoming competi-

tive compulsions and optimizing 

teamwork, synergy, adaptability, 

specialization, and creativity. 

Overcoming the Generation gap– 

positive changes are being 

brought in by younger leaders 

which is causing friction with  old-

er employees as it signals change.  

Both groups have to listen and 

work together or the organization 

will fall apart because they will 

always be at odds.   

 

The need for Cross-

Functionality and General-

ists-we need to get special-

ists to talk to one another 

and work together to let 

their specialties help the 

greater good.   

The Goal and Trend of Con-

temporary Leadership-

Leader of today need to 

adapt to all the different 

types of employees in order 

to reduce turnover of skilled 

employees and make their 

organizations successful.   

 

 

“Inspired leadership brings 

the best out in a group.  

Uninspired leadership will 

produce high turnover, the 

five debilitators, and low 

morale” (p.253). 

 



In this chapter Spitzer out-

lines his principles for In-

spired Leadership.  They not 

only have responsibility for 

budgets and money, but for 

the people that help to earn 

it.  Important areas of inspired 

leadership are; vision for the 

common good, dealing with 

negative feedback, and the 

ability to successfully soft 

bargain. 

Spitzer’s 12 Principles of In-

spired Leadership: 

1. To strive to live according 

to the six higher view-

points. 

2. To walk the talk of the five 

personal commitments.  

3. To embrace the vision of 

the people and ethics that 

manifest the ideal organi-

zation. 

4. To seek and support the 

talent and the “good 

news” of stakeholders. 

5. To listen proactively, mak-

ing stakeholders’ con-

cerns your concerns.   

6. To increase trust in the 

environment through em-

powerment and educa-

tion.   

7. To find better ways of 

rewarding stakeholders 

who practice the five per-

sonal commitments, peo-

ple commitments, and 

ethical commitments.   

8. To initiate 10 percent 

team rewards ( rewards 

given to leader to give the 

rest of the team). 

9. To use “soft bargaining” 

techniques to solve prob-

lems and facilitate con-

sensus in large teams.  

10. To use co-designed and 

co-owned experiments to 

improve quality, process-

es, structures, and rela-

tionships. 

11. To cultivate inspired lead-

ership and facilitate team 

objectives, team unity, 

and team empowerment.  

12. To cultivate the wisdom to 

know when oversight is 

required and us feedback 

appropriately. 

Creativity  

Inspiration and trust allows 

for greater creativity because 

of the trust and vision for 

common goal.  It frees the 

mid allowing it to reach new 

levels of creativity.  It allows 

beings to reach serendipity.  

Serendipity works best when; 

the mind disengages its con-

ventional function, feels free 

to take risks, relaxed, and has 

time to allow connections and 

clues to occur naturally.   

The 12 principles allow for 

serendipitous functions to 

Inspirational Motivation 

Inspirational motivation 

tends to be more long-

term than fear and force. 

Leaders can now afford to 

move from supervision/

oversight roles to more 

inspirational roles.   

“The empowerment of individ-

uals through inspiration, spir-

ited collegiality, and teams 

allows both leaders and team 

members to pursue quality 

objectives through co-

designed experi-

ments” (p.285). 

occur in the course of business.  

Fear and force cripple it.   

Care for Society 

“Society is in dire need of in-

spired leaders because the 

changes that have transformed 

the workplace have also trans-

formed society” (p.291).   Inspi-

rational leaders are infectious!!  

They have the ability to trans-

form organizations and even 

societies for the good!  Inspired 

leaders need to eliminate the 

five debilitators not only in the 

work place, but also in society.  

The more they accomplish this, 

the better society will be.     
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External has a five step pro-

gression. 

1. External motivation is 

short-term. 

2. With respect to morale: 

fear, force, and bribe cre-

ate long term passive 

aggression. 

3. Stage 3 negative ethos 

(character) 

4. Leadership’s enhance-

ment of fear and force 

through increased super-

vision.   

5. Negative supervision cre-

ates an atmosphere ripe 

with the anticipation of 

collective aggressive ag-

gression. 

    

Leading by higher principles 

decreases the 5 debilitators 

while increasing trust, com-

mon cause, spirit, team per-

formance, openness to 

change openness to cross 

functionality, and ability to 

take reasonable risks.   

Self Motivation has two parts 

to it; external and inspiration-

al motivation.   

“If  workers are capable 

of  functioning 

adequately with 

minimum oversight, 

leadership must thank 

them for it; and support, 

reward, and reinforce 

them for it” (p.287). 
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This chapter shows us how to 

build and develop teams with-

in an organization.   

Co-Participation is used to 

install a sense of co-

participation and co-

ownership.  It follows theses 

steps: 

1. Solicitation of ideas 

2. Sharing information 

3. Proactive listening 

4. Feedback and response 

Co-designed Experiments are 

used to help fix morale prob-

lems, improve relationships, 

and find new ways to change. 

The steps are: 

1. Preparation Phase 

2. Design Phase 

3. Implementation Phase 

“Since the five commitments 

and the 12 principles of lead-

ership are crucial to the de-

crease of the five debilitators, 

they must be practices 

throughout the experiment.  

Hence, leaders must concen-

trate on inspiring rather that 

on overseeing”(p.307). 

 

tailed explanations and plans 

of how to incorporate Inspira-

tional Leadership into an or-

ganization to enhance it’s 

creativity, morale, trust and 

success.  He is able to identify 

key points leaders have to 

emphasize and even what 

they need to try and avoid.  

What sets his book apart from 

others I have read is his con-

nection of leadership to his 

faith in God.  I don’t think it is 

very common for leaders or 

managers to look to their faith 

in God in order to help them 

lead.  However, I think he puts 

Anyone who has a desire to 

enter into the field of leader-

ship or management has a lot 

of issues to mull over.  Often 

what worked five or ten years 

ago will not be relevant in 

today’s work force.  In dealing 

with younger and older em-

ployees it can present many 

challenges that a leader must 

be ready for.  However, it is 

people that make an organi-

zation and we must always 

remember this.  Spitzer’s 

book provides a great over-

view of Inspirational Leader-

ship and provides very de-

a very nice emphasis on 

how one can bring their 

faith into the role and 

make it work.  It may be 

a stretch for someone 

of little faith to take all 

of his words to heart, 

but even without the 

spiritual piece, this 

book is an excellent blue print 

for someone to help change the 

direction of their organization 

and make it a success for the 

long term with people as it’s 

focus.       
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of the day. 

4. Focus on the reason for 

commitment. 

5. Bring commitment to the 

workplace. 

6. Review the day  

Creating Organizational Spirit 

1. Create an educational 

program. 

2. Build leadership support 

3. Create strategic vision 

building 

4. Foster Co-participation 

and co-ownership 

5. Implement team struc-

tures 

6. Analyzing feedback and 

measurement of results. 

This final chapter speaks to 

the creation of Esprit de 

Corps or morale.  It rises out 

of actions and feeling of the 

leader of the organizations.  

Spitzer outlines his plans for 

success:  

Cultivating Inspired Leader-

ship 

1. Center on what is really 

important. 

2. Focus on peace. 

3. Focus on the commitment 

“These improvements in 

structures, process, and 

relationships will last much 

longer than those designed 

without co-participation, 

because they are planned by 

those who have to live and 

work with them” (p.307). 

  


