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Exploring and Developing Accountability: Summary, Reflections, and Applications

This paper is about my learning and reflections from ADS 730: Organizational
Assessment and Accountability, taught by Dr. John E. McKenna in Fall 2025 at Niagara
University. The course gives doctoral students knowledge and tools to assess organizations and
make accountability systems. We learned both theory and practice for measuring organization
performance and developing accountability methods. During the semester, we read important
books like Bustin’s Accountability: The Key to Driving a High-Performance Culture, Pink’s
Drive, Brown’s Dare to Lead, and Grant’s Think Again. We also worked in small groups to
analyze chapters, make presentations, and discuss ideas in class and online.

The course focused on important doctoral standards. Standard 1 is about creating a
visionary mission and values shared by all organization members. Standard 3 is about managing
people, resources, and ideas with flexibility and effectiveness. Standard 6 is about understanding
social, economic, political, and cultural context and using research and evaluation to influence
policies and empower others. In class, we practiced these ideas through activities like chapter
presentations, group discussions, moral purpose exercises, and strategic planning outlines.

This paper explains my learning from the course and how | can apply it in real
organizational work. Topics like accountability, feedback, constructive conflict, leadership
vision, mission, and strategic planning are very important for effective organizations. By
combining readings, discussions, group work, and reflection, the course helped me understand

how to evaluate organizations and improve both individual and collective performance.
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Organizational Accountability

First Takeaway
Character

The first thing that | learned in organizational accountability from Greg Bustin is the
importance of character. Character is a pillar for organizational success. Bustin (2014) explains
that values shape our character, we do what is right, even when it’s difficult. Bustin said that
many organizations say they have values, but they do not always act according to them. He said
words are cheap. deeds matter (2014). The character should appear in daily behaviors such as
being consistent, keeping commitments, showing integrity, and being accountable to colleagues.
Bustin (2014) noted the contradiction between leaders’ character in their statements and their
actions. The main idea is that a strong character must be clear, simple, and practiced every day,
not only written in mission statements (Bustin, 2014).
Reflection

My reflection on how character determines success for organizations. | agree strongly
with the idea that your character is not what you say you are; it is how you behave all the time
(Bustin, 2014). During my career, | heard leaders talking about respect and teamwork, but did
not see respect and teamwork in their actions. | believe that people should see integrity in the
leaders' behaviours, not just in big decisions. Exactly how Herb Kelleher the former CEO of
Southwest Airlines acted according to his character and supported his employee rather than
trying to please a difficult customer, he confidently told the customer who kept complaining, we
will miss you (Bustin, 2014). | admire that because it reminds me that leadership means

protecting the values of the team, even when facing criticism.
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Application

I will protect and support my subordinates who act with integrity. As Herb’s example
showed me, leaders must defend their employees when they behave according to values. 1 will
strive to be the kind of leader who supports people who do the right thing. Be consistent during
difficult situations. I will concentrate under pressure and use my power ethically and wisely, as
Lincoln said, “nearly all men can stand adversity, but give him power” to test character (Bustin,
2014, p. 47). 1 will pay extra attention to my behavior when | am stressed or facing conflict.
Second Takeaway
Unity and Clarity
Greg Bustin (2014) explains that unity is an important pillar for high-performance culture. Unity
happens when people share the same purpose, trust each other, and understand their roles clearly.
Organizations must help employees “play to win,” meaning they should aim not only to compete
but to achieve great results (Bustin, 2014, p. 75). To build unity, leaders must first gain the
commitment of their closest team members, or “inner circle,” because unity begins with trust and
shared understanding (Bustin, 2014, p. 78).
Reflection

| learned from Bustin that it is very important to create unity among the team, and in
order to do so, leaders must set clear goals. | agree with Bustin that clarity creates confidence. |
believe that clarity removes confusion, and therefore, it builds confidence. Then leaders must
give crystal clear expectations so people know exactly what is required (Bustin, 2014, p. 98).
Application

I will set clear expectations for teachers, staff, and students. Following Bustin’s advice

that “clarity creates confidence” (2014, p. 89) in order to create unity among the school
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stakeholders, | will provide detailed job descriptions, manuals, rubrics, calendars, and meeting
agendas. | will check understanding through surveys to ensure everyone understands the goals.
Third Takeaway
Culture of Continuous Learning

| learned from Bustin that organizational accountability requires a culture of continuous
learning to grow an organization. Bustin (2014) explains that organizations remain strong when
they are green and growing, meaning they continue to improve through training, feedback, and
development. Bustin repeated that leaders must listen, not just teach. Employees can explain the
problems in the organization and determine what is working and what is not. This honest
communication is an important part of accountability because it shows responsibility for results.
Therefore, Bustin (2014) believes that companies must hire people for values and then train them
for skills. When people share the same values, accountability becomes easier and more natural.
Reflection

| really agree with Bustin that accountability is not punishing, evaluating, checking
performance or correcting mistakes. It is about building a culture where learning is continuous,
and everyone feels responsible for improvement. | found the idea powerful when Bustin (2014)
used a quote from Alvin Toffler about illiterate leaders of the future, that organizations often
need to “learn, unlearn, and relearn” in order to grow (p. 109). It shows that accountability is a
living process. | am also convinced that leaders must be open to hearing difficult truths from
employees. If leaders do not ask honest questions or do not listen, then accountability becomes

only a slogan.
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Application

In my own practice, I will listen and comply with Bustin’s suggestions, and | will apply
this concept of organizational accountability by creating regular opportunities for feedback and
learning. For example, | will ask students or teachers direct, honest questions about what helps
them achieve the clear goal and what stops them from achieving it. Moreover, | will focus on
developing skills through continuous training and reflection. By applying these ideas, | can
support a culture where accountability is practiced by a team who share the same values, knows
the goal, and how to achieve it, and | will avoid spoken accountability where | have to punish for
the errors, fire staff, and then hire new staff just for skills, disregarding values.
Fourth Takeaway
Tracking

Organizational accountability depends on reliable tracking. As Bustin (2014) said,
“Tracking allows the facts to speak for themselves” (p. 145), reminding leaders that
accountability is not about assumptions or unchecked beliefs; however, accountability must
depend on providing evidence-based feedback. Therefore, leaders, especially in high-performing
teams, should not fly blind, focusing only on financial results and ignoring non-financial
indicators such as employee satisfaction (Bustin, 2014).
Reflection

| agree that | must ensure that my team not only understands what is expected of them but
also has access to timely and meaningful feedback. Moreover, tracking should empower
employees to improve their performance and see the impact of their work. Tracking is not
punishing employees, as Bustin (2014) noted, “If you use tracking as a stick that’s wielded to

drive performance, you are a fool with a tool (p. 145).
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Application

I will implement regular reviews and reporting for key performance indicators, including
both financial and non-financial metrics. | will explain the importance of each metric, celebrate
progress, and, in collaboration with my team, address gaps to solve problems and continue
growing. This will create a culture of shared responsibility, where stakeholders will be
accountable and committed to achieving their metrics.
Fifth Takeaway
Urgency

Urgency in leadership does not mean doing everything quickly or making rushed
decisions. It is about focusing on important priorities, acting in time, and improving constantly.
As Napolitan explains, “We bring a sense of urgency to our daily work, but Nucor has always
focused on the longer-term view. We’re all about continual improvement and long-term thinking,
and that’s what separates us from our competitors” (Bustin, 2014, p. 180). This shows that
urgency must balance immediate action with planning for the future.
Reflection

Looking at Ebby Halliday and Clark Builders, | agree that urgency changes knowledge
into performance. Furthermore, this will be enabled when the team works with persistence,
discipline, and action; then each member of the team will perform consistently, in the same
manner as they trained (Bustin, 2014, p. 174). Also, | agreed with what Lacey of Clark Builders
also explains that communication and accountability create urgency: “When you provide good
people enough information to operate well, they’re going to strive to meet or exceed your

requirements” (Bustin, 2014, p. 4181). Moreover, what Lacey mentioned is also aligns with
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what Abby said about “persistence, discipline, and action”. This shows that leaders need to make
sure people understand what is expected and have the tools to perform well and succeed.
Sixth Takeaway
Reputation

Reputation is a critical pillar of organizational accountability. It reflects how others
perceive a leader’s character and how well the organization’s behavior aligns with its stated
values (Bustin, 2014). Leaders and organizations build reputation through consistent actions,
transparency, and addressing gaps in performance. Reputation is not only external but also
internal, reputation indicates how leaders live their values and hold employees accountable. As
Bustin (2014) states, “Reputation starts inside, your reputation as a leader is also being formed
by your ability or inability to live up to your promises inside your organization” (p. 201).
Reflection

| really liked reading about Herman Miller, and The Container Store, and how they
demonstrated their reputations, and agree that demonstrating reputation is fragile but powerful.
Herman Miller shows that true leadership appears during hard times. | learned that honesty,
shared sacrifice, and clear communication build trust between leaders and employees. It reminds
me that doing the right thing, even when it is difficult, creates long-term loyalty and respect
(Bustin, 2014, pp. 212-214).

Staff Accountability

First Takeaway
Feedback

Feedback is a significant input for staff to learn and improve their performance. Feedback

can be collected from customers, as in the example of Sony in Bustin (2014), where Bustin said
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that leaders must keep asking, “Who is our customer?” and “What does the customer value?” To
answer these questions, Dalton and his team stayed very close to customers and collected
continuous feedback from broadcasters in different countries (Bustin, 2014, p. 229). This
feedback came indirectly to employees to improve their performance and increase customer
satisfaction. However, feedback can come directly from leaders upon periodic check-ins.
According to Bustin (2014), tracking performance and making this information visible across the
organization is important because it creates a strong feedback mechanism (p. 145). Staff must
use feedback to help them understand what is working and what is not.
Reflection

| see that clear objective feedback removes guessing and emotions, and it shows the truth
of how we are working. | understand now that many accountability problems happen when
people rely on opinions instead of real data. When performance information is visible, it
becomes fairer, and everyone knows what is expected. This made me realize that feedback is not
only what someone tells us, it is also what the numbers and results are showing. For me, this
kind of feedback helps build trust and reduces excuses, because the information is open for
everyone.
Application

As a teacher, | will seek feedback from school stakeholders to improve my performance.
First, 1 will be keen to collect verbal and nonverbal feedback from my students every period to
ensure they are learning. | will listen attentively to parents during parents' meetings. | will
improve my performance accordingly, in addition to the periodic feedback that | receive from
my superiors. | will not consider this feedback subjective; | will always treat it as objective

feedback to improve my performance.
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Second Takeaway
Engage in Open Discussion and Constructive Conflict

According to Bustin (2014), staff must have the courage to engage in open discussion and
constructive conflict. Real alignment in an organization happens not by avoiding disagreements,
however, by talking honestly about important issues such as company direction, goals, structure,
and performance. These conversations require trust, because people only speak openly when they
trust each other’s character and competency. Healthy debate helps the team solve problems,
make better decisions, and support shared goals. Without this courage to discuss real issues,
planning becomes weak, and accountability cannot work. Trust and purpose become the
foundation for building a strong, high-performing organization.
Reflection

| learned that alignment does not mean absence of conflict. Instead, real alignment
happens when staff dare to discuss real issues and enter constructive conflict. For me, this means
that courageous discussion is not something negative; it is necessary for accountability. If staff
stay quiet and avoid difficult topics, trust weakens, and real planning cannot happen.
Application

I will always provide my honest opinion on problems, ideas, and concerns. Instead of
avoiding difficult conversations, | will share my thoughts respectfully to support healthy conflict.
When | disagree with something, | can express it as part of building alignment, not breaking it. |
will always maintain teamwork, put my fingerprint on better planning, and take on greater staff

accountability in our organization.
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Takeaway Three
Strategic Planning

Bustin (2014) suggested that leaders should also hire for values, not only skills and
competencies:” When you hire for character as much as skill, you improve accountability
because you are in alignment on big things like mission, vision, and values.” (p. 49). Therefore,
staff must be accountable for the organization's vision and mission statements, as well as its
values, and each staff member must break down the organization's strategic goals into strategic
tasks and incorporate the organization’s values into these tasks.
Reflection

| realized that a mission or vision statement is not enough on its own. Without breaking it
into smaller tasks, it is easy to forget the big picture or feel disconnected from it. On the other
hand, if the staff did not forget it, they will be like Bustin (2014), saying cheap words without
deeds. When I see how daily work connects to the organization’s goals, I see more accountable
staff. | also understand that strategic planning is not just for leaders; every staff member can take
part by aligning their tasks with the mission. It shows that accountability is not only about
completing work, but also about contributing to the larger purpose.
Application

| will apply this by aligning the organization’s mission and vision with my strategic
organizational goals, then breaking them down into specific daily tasks that support them. I will
incorporate the company values into these tasks. | will plan each day to focus on actions that
directly help reach the bigger goals. I will also track progress, see how small achievements build

toward the vision, and adjust my tasks if needed. By doing this, I will make my work more
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meaningful and accountable, and | can show that my daily efforts are connected to the
organization’s success.
Fourth Takeaway
Staff Clear Morale Purpose

Having a clear purpose is important for staff because it draws the staff behaviour,
empowers their commitment, and drives consistent performance. When employees understand
why their work is important, then they become more motivated, more consistent, and more
committed and willing to take ownership of results. As Bustin (2014) emphasizes, purpose is not
just a statement; it must be lived out daily through actions and decisions. When people feel
connected to a meaningful purpose, they bring more energy, clarity, and accountability to their
roles. Moreover, purpose helps staff stay aligned and engaged, especially when challenges arise.
As Bustin (2014) explains, “most of us are motivated to change when the pain of doing the same
thing becomes unbearable” (p. 8) meaning that clarity of purpose becomes a guide during
periods of stress or uncertainty. When employees know what really matters, they make better
decisions and are more willing to persevere through difficulty.
Reflection

The moral purpose is not only what we say, but what we do every day. This idea makes
me think about my own role and how my actions show if I believe in the school's mission and
vision statement or not. | also agree to Bustin’s point that change often comes from discomfort.
This makes me reflect on how some staff may not engage with purpose until they see the
consequences of not having one. Purpose becomes a guide during difficult times, helping people

stay focused and not fall back into old habits.
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Application

As a teacher, 1 will develop my own moral goal that clearly connects with the school’s
moral purpose, vision, and mission. To apply this, I should express my personal values, then link
them to the school’s direction. These values must appear in my daily lesson plans, in every
decision | take in class, in every verbal or non-verbal reaction, question, or prompt. | must watch
myself and make sure that | am accountable to my moral purpose.
Fifth Takeaway
Staff Performance

A strong performance does not depend on outside conditions but on staff accountability.
At Western Graphics during the recession, the most effective employees do not use challenges or
excuses to justify weak results. Instead, they stay committed to their values, take ownership of
their work, communicate openly, and focus on what they can control. When staff hold
themselves accountable, regardless of circumstances, they contribute to a stronger, more resilient
organization and help create a culture where improvement continues even in difficult times
(Bustin, 2014, p. 247).
Reflection

Reading this makes me reflect on how accountability appears during hard times, not
when everything is easy. | realize that in a school setting, some staff may quickly blame outside
factors like students, parents, or policies when students’ performance drops. However, as
professional teachers must practice ownership and own our results, just like Keran’s team

refused to let the economy become an excuse.
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Sixth Takeaway
Watch, Listen, and Learn

Staff accountability is built through learning and guidance. Alexander’s mentor advised
him to “watch and listen and learn,” showing that growth begins with observing and
understanding before acting (Bustin, 2014, p. 136). Therefore, staff must continue learning and
developing their talents because their organizations need them.
Reflection

The idea of “watch and listen and learn” reminds me that teachers also need time and
support to understand expectations before they can take real ownership. | see that sometimes new
teachers rush to make decisions; however, many need guidance and more practice. When | joined
Crescent School, they assigned a buddy teacher to me, so | made myself accountable to watch
him, listen to his guidance, and learn from him, which helped me to develop confidence and
judgment and improve my performance and accountability.

Personal Accountability

First Takeaway
Moral Purpose

Moral purpose is important because it gives direction and meaning. Moral purpose equips
people with the values. And values are what people are willing to do. Accountability is what
makes a person or a team move from point A to point B and, therefore, achieve results. People
can not achieve results if they have interests and plans, and on the other hand, have the
experience and skills; however, they lack moral purpose. Moral purpose is important because it
helps in triggering actions. Leaders who have a moral purpose understand why they lead. A

leader with a moral purpose demonstrates clear values and accepts responsibility. This helps
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other people also to feel responsible. That is why moral purpose is important: it guides people to
believe in the mission and not just work because they must (Bustin, 2014).
Reflection

This idea about moral purpose makes me think about how important it is for both leaders
and staff to know why they do their work, not only what they do. When teachers have skills,
knowledge, and good intentions, but without a clear moral purpose, their actions lose direction. |
realize that purpose is what gives meaning to daily work, especially during difficult moments.
Application

My moral purpose as a teacher is to nurture students’ potential, promote equity and
inclusion, and guide them to become responsible, ethical, and engaged members of society.
Second Takeaway
The Sweet Spot

According to Bustin (2014) the “sweet spot” explains that people achieve their best
results when they do what they love, using their strengths, and in an environment that aligns with
their values. This intersection of values, experience, and interests helps individuals feel fulfilled
and increases their sense of accountability. Before someone can hold others accountable, they
must first hold themselves accountable, and this requires understanding what truly matters to
them. The message is a reminder that it is never too late to reconnect with personal dreams and
find work that matches one’s purpose.
Reflection

This concept makes me think about how important it is for staff, including myself, to
understand what motivates us internally. When people work in roles that fit their strengths and

values, their performance improves naturally because they feel connected to their work. | realize
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that accountability becomes much easier when someone is working from a place of purpose
rather than pressure
Application

I will help staff identify their strengths, interests, and values through reflection meetings,
goal-setting discussions, and classroom observations. I can also assign extracurricular activities
or teach certain grade levels that better match each teacher’s passion. When staff operate in their
sweet spot, they show more ownership and accountability because the work feels meaningful.
Third Takeaway
Building Trust

Strategic planning is about building trust, not just making lists or budgets. Healthy debate
and open discussion reveal real issues and help teams reach alignment. Without trust,
accountability and high performance are impossible (Bustin, 2014, p. 21).
Reflection

| realize that personal accountability depends on trust. Without trust, people hide
concerns. In schools, teachers and students need a safe environment to share challenges and
disagreements, and respectful debate is essential for improvement.
Application

| will foster trust by encouraging open discussions, modelling transparency, and
following through on promises. Emphasizing healthy debate and collaboration during planning

helps staff align on goals and take real ownership of results.
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Fourth Takeaway
Getting Comfortable with Change

Planning requires being ready to change, addressing what works and what does not, and
making tough decisions. Accountability comes when staff agree with decisions and commit to
follow through. Companies like Southwest and Herman Miller show that honesty, cultural
alignment, and behavior are as important as skills (Bustin, 2014, pp. 23-25).
Reflection

| realize that accountability depends on being comfortable with change. Staff must openly
discuss issues and adapt to new directions, or alignment and commitment will suffer.
Application

| can encourage honest conversations about challenges, help staff understand the purpose
of changes, and support them in adapting to new expectations. Aligning with the school’s values
will strengthen accountability.
Fifth Takeaway
Commitment and Engagement

Personal accountability requires full commitment. Disengaged employees who only “play
along” can hinder team performance. Accountability comes when everyone is fully committed,
takes responsibility, and supports the mission, as shown by Jeff Bowling’s example of trust and
collective risk (Bustin, 2014, p. 25).
Reflection

| realize that accountability is about commitment and engagement, not just skills. Teams

work best when everyone is “all in” and responsible for outcomes, especially during challenges.
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Sixth Takeaway
Accountability’s Checkpoint

Accountability often breaks down at the “chokepoint” where time, talent, and money pass
through an organization’s processes and culture. Emotions and excuses, about deadlines, people,
or budgets, block progress. These excuses weaken accountability and ultimately prevent the
organization from moving from Point A to Point B (Bustin, 2014, p. 15).
Reflection

I can conclude that personal accountability problems are more likely due to a lack of
resources than to people’s responses to challenges. Excuses create a culture of avoidance. True
leadership means addressing these behaviours honestly and guiding people toward responsibility
instead of blame.

Group Book Presentations

First Takeaway
Autonomy

Pink discussed autonomy, the first element of motivation. Autonomy means employees
can choose freely: how they work, when they work, what tasks they do, and with whom they
work. Traditional management sets rules and regulations to control employees; the result is
compliance, not motivation. Daniel Pink shows that when people have freedom in the Four T’s:
task, time, technique, and team, they become more productive and creative. Examples like
Google’s 20 percent time, Zappos’ flexible customer service, and Best Buy’s ROWE system

show that employees perform better when they focus on results rather than strict schedules.
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Reflection

Pink’s discussion of autonomy shows that real motivation comes from freedom, not
control. I realized that when employees choose how, when, and with whom they work, they feel
trusted and become more engaged. The examples from Google, Zappos, and Best Buy highlight
that autonomy increases creativity and productivity because people take ownership when they
focus on results instead of rules.
Application

| will apply autonomy by setting clear goals but allowing flexible ways to reach them.
Using the Four T’s, I can choose the timing, tasks, and techniques that help me work better and
encourage the same for others. Giving myself and my team more control, while staying focused
on outcomes, can build a culture of trust, responsibility, and higher performance.
Second Takeaway
Mastery

Pink (2009) focuses on mastery, the second element of motivation. Mastery is the desire
to improve skills in something meaningful. Pink draws on the idea of flow from Mihaly
Csikszentmihalyi, the feeling of time is different when a person focuses on an interesting
activity. Flow happens when the challenge is neither easy nor hard. Pink introduced the three
laws of mastery: it is a mindset (people believe they can develop skills), it is a pain (mastery
requires long effort), and it is an asymptote (we can never reach perfect mastery). Pink said:
“Mastery hurts. Sometimes it’s not much fun. But that’s not the problem, that’s the solution” (p.

124).
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Reflection

Pink’s explanation of mastery reminds me that real growth is slow, difficult, and never
fully complete. The idea of flow shows why people stay motivated when tasks are challenging
but achievable. The three laws of mastery also made me think differently: developing a skill
requires believing in improvement, accepting discomfort, and understanding that perfection is
unreachable.
Application

| will choose tasks that challenge me just enough to stay engaged and avoid stress. | can
also set small progress goals and remind myself that skill growth takes time and patience.
Encouraging a growth mindset for myself and others, celebrating effort, persistence, and
continuous improvement, will help create an environment where learning is valued more than
perfection.
Third Takeaway
Purpose

Pink (2009) explains that purpose is the third element of motivation after autonomy and
mastery. The purpose is to do something that matters to the world. Pink said: “The most deeply
motivated people, not to mention those who are most productive and satisfied, hitch their desires
to a cause larger than themselves” (p. 133). Pink argues that motivation 2.0 focuses on profit and
motivation 3.0 focuses on purpose; therefore, purpose does not eliminate profit; it organizes
profit around meaning.
Reflection

Pink’s discussion of purpose highlights how meaningful work drives deeper motivation

than rewards or profit alone. His point that people “hitch their desires to a cause larger than
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themselves” (p. 133) made me reflect on how strongly purpose shapes satisfaction. It reminded
me that motivation is strongest when | feel that my work contributes to something valuable, not
just tasks or outcomes.
Application

I will connect my daily work to a broader goal, helping others, improving a system, or
contributing to a positive change. I can also remind myself and others why the work matters, not
only what must be done. By linking tasks to meaning, | can increase motivation, commitment,
and long-term engagement.
Fourth Takeaway
Clear Is Kind, Unclear Is Unkind

Clear is kind, unclear is unkind emphasizes that honest and direct communication, even
when uncomfortable, is an act of respect. When leaders avoid clarity to protect others’ feelings
or avoid their own discomfort, they create confusion, anxiety, and uncertainty. Unclear
expectations or unspoken issues lead people to sense that something is wrong; however, they
leave them powerless to address it because nothing has been clearly communicated (Brown,
2018).
Reflection

This idea challenges the common belief that softening difficult messages is
compassionate. It made me realize that unclear communication often causes more harm because
it leaves people guessing, doubting themselves, or feeling insecure. Being clear may feel
uncomfortable in the moment, but it ultimately shows care by giving people the information they

need to improve, feel secure, and move forward. | recognize that | sometimes avoid difficult
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conversations to keep peace, but this concept reminds me that clarity is a form of respect, not
harshness.
Application

I will apply this principle by practicing honest and straightforward communication,
especially in situations that feel awkward or emotionally sensitive. This includes clearly stating
expectations, naming issues early, and giving direct feedback instead of hoping the problem will
resolve itself. | will also check for understanding to ensure my message was obvious. By being
transparent and specific, | will build trust, reduce anxiety, and create healthier working
relationships.
Fifth Takeaway
The Armor We Wear

Brown explains that leaders often use “armor” such as perfectionism, overworking,
cynicism, and emotional numbing to avoid vulnerability. While these behaviors look
professional, they actually create a culture where people hide their true selves (2018). This is
especially hard for women leaders who face contradictory expectations around emotion. Brown
notes that healthy boundaries protect us, but fear-based armor disconnects us and prevents
authentic leadership (2018).
Reflection

This idea made me realize how easily leaders confuse strength with self-protection.
Trying to be perfect or constantly busy may look productive, but it often comes from fear of
being judged. Brown helped me see that real connection and trust only happen when leaders

show their humanity, not when they hide behind armor.
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Sixth Takeaway
The Good Fight Club

This idea explains that task conflict, disagreements about ideas, is healthy because it
leads to better thinking, creativity, and improved decisions. In contrast, relationship conflict,
personal tension and hostility block rethinking and harm teamwork. Avoiding arguments is
harmful because it prevents people from challenging assumptions and discovering better
solutions. The idea emphasizes that productive disagreement is an essential life skill that helps
individuals and teams grow, innovate, and make wiser choices.
Reflection

The ideas in The Good Fight Club align with Bustin’s view that effective teams embrace
constructive conflict. Productive task conflict sparks innovation. Avoid arguments, and make
people stop learning. As Bustin says, leaders should manage disagreement to make better
decisions and the team grow.

Final Summary

First Reflection on a Business Thinker Jim Collins’ Ideas

A critical idea from Collins is that people are self-motivated if they are right for the work: “If you
have the right people on the bus, they will be self-motivated” (Pink, 2009, p. 198). This is very important
because leaders should foster an environment that supports intrinsic motivation, not force people. Another
key point is leadership practices: “Lead with questions, not answers,” “Engage in dialogue and debate,
not coercion,” and “Build ‘red flag’ mechanisms” (Pink, 2009, p. 198). These ideas are critical because
self-motivated employees will use autonomy effectively; they know what to do and when. And by asking
employees questions, you invite them to find solutions, which is mastery; however, by providing them

with solutions, they will comply but not grow. And encouraging debates means communicating purpose.
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Second Reflection on a Business Thinkers, Cali Ressler and Jody Thompson

The most important idea in reading about Ressler and Thompson is Results-Only Work
Environment (ROWE). This system gives workers full freedom: “Employees have the freedom to work
any way they want” (Pink, 2009, p. 199). I think this idea is very important because autonomy can make
people more motivated than control or fixed schedules. Another important point is focus on results, not
activity: “People at all levels stop doing any activity that is a waste of their time, the customer’s time, or
their company’s time” (Pink, 2009, p. 199). This shows that workers who have mastery can be more
responsible and efficient if they know their work matters, in other words, if they know the purpose.
Third Reflection on a Business Thinker, Gary Hamel

The most important idea from Gary Hamel is that management is old technology and needs to
change. Hamel says, “Most of the essential tools and techniques of modern management were invented by
individuals born in the 19th century” (Pink, 2009, p. 200). I think this is very important because many
organizations still use outdated rules and controls that prevent people from being creative or motivated.
Another key point is that work must have real purpose: “To what end, and to whose benefit, are our
employees being asked to give of themselves?” (Pink, 2009, p. 210). This shows that leaders must
connect work to something meaningful and set a purpose, not just ask for effort. I also like this idea
because there is room for improvement and potential research in management, since management scholars
emerged in the 19th century.
Fourth Reflection on The Type | Fitness Plan

The most important ideas in the Type | Fitness Plan are autonomy, mastery, and purpose in
exercise. | think these ideas are very important because they show motivation comes from inside, not only
from rewards. Pink says, "Set your own goals. Don’t accept some standardized, cookie-cutter exercise
plan. Create one that’s tailored to your needs and fitness level" (2009, p. 201), and this teaches me to
choose what is really important. He also says, “Ditch the treadmill. Unless you really like treadmills, that
is. If trudging to the gym feels like a dreary obligation, find a form of fitness you enjoy, that produces

those intoxicating moments of flow.” (2009, p. 202), showing that enjoyment helps motivation continue
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for a long time. Mastery is also key: “By continually increasing the difficulty of what you take on, think
Goldilocks, and setting more audacious challenges for yourself as time passes, you can renew that energy
and stay motivated.” (2009, p. 202). These ideas help me understand how to stay motivated in work,
study, and life.

Fifth Reflection on the Quote “If You’re a Scientist by Trade, Rethinking is Fundamental”

The takeaway “If you’re a scientist by trade, rethinking is fundamental to your profession.”
Rethinking is a mindset. It means staying curious, questioning your ideas, and changing your thinking
when you encounter new information. Rethinking is important because it helps us stay open to new ideas,
check our own thinking, change our minds when we learn something new, and stay current with what is
happening around us.

Sixth Reflection on the Quote “The Man in The Arena”

This takeaway elaborates on the concept of “the man in the arena”; the person who has the
courage to step into challenges and take action, learning from both successes and mistakes. Credit should
go to the doer, not the observers or critics. When leaders show courage, admit mistakes, and stay curious,
their team feels safe to take risks and try new ideas. This is important because real learning and

improvement only happen when people feel safe to speak up, think differently, and even fail.
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