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Major Leadership/Management Concepts Discussed:  The premise of this book is that leadership today must turn away from the old model of impersonal authority figures that lead solely by virtue of the power of their positions to one that uses emotional intelligence (EI) to inspire and motivate people toward a common vision or goal in the workplace.  Leaders who practice EI in the workplace are aware of the innate and primal power of emotions and how this can be used as a positive force to guide people toward a mission and create a more positive working environment.  The ability of EI leaders to bring out the best of people by evoking positive emotions in the workplace is referred to as resonance.  The authors contend that leadership is at its best when resonance is created in the workplace.  In contrast, dissonant leaders are “out of touch,” clueless, or ambivalent to people’s feelings; they create negative emotions in the workplace that eventually dispirits or polarizes people and in the long term disrupts work.  The dissonant leader buys into the idea that change in an organization can occur without engaging people’s feeling and emotions.  
The authors detailed four main areas of EI that provide crucial skills for resonant leadership: self-awareness, self-management, social awareness, and relationship management.  Associated with each of these four areas of EI are specific competencies; a total of eighteen competencies are discussed in detail.  For example, one of the crucial competencies for a resonant leader is empathy (under the area of “social awareness”); i.e., coming to an informed and intelligent business decision while at the same time allowing for the consideration of employee’s feelings.   The authors contend that these competencies can be learned and that effective leaders usually have mastered at least six of these EI competencies.  In order to master or improve on these competencies, a leader needs to become aware of their bad habits, consciously practice a better way, and rehearse this new behavior continuously until it becomes automatic.  Without constant practice and subsequent mastery, a leader is likely doomed to relapse into old habits and never attain these competencies.  On the positive side, the authors believe that even old leaders can learn new competencies that will change them into more resonant leaders.  
The authors also noted six distinct leadership styles; four styles that create resonance in the workplace (visionary, coaching, affiliative, and democratic) while the other two styles (pacesetting and commanding) are effective only under special circumstances and should be used sparingly.

In the latter part of the book, the authors shift the focus toward the organization and the need to be aware of the culture within an organization, especially cultural practices that foster organizational dissonance.  An example of this involves situations where individuals try to implement their new leadership competencies only to find that this goes against the standard cultural practices of the organization.  Their individual attempts at change are destined to be rebuffed or marginalized without direct changes in the organization’s cultural practices.  The bottom line here is that you can’t ignore culture and you can’t change it one leader at a time.  

The Significance of the Book’s Concepts to Your Experience and Learning:

The whole concept of emotional intelligence (EI) as a leadership principle seemed familiar to me although EI competencies have been practiced by very few leaders during my 26 years in our laboratory.  In reading this book, I came to the realization that my first supervisor upon being hired here had indeed employed many of the competencies of an EI leader.  I was fortunate to be among a cohort of individuals brought into the laboratory by this supervisor and benefited from his coaching and affiliative style.  This supervisor, like many of the other senior biologists there at the time, had worked there way up the career ladder within the laboratory to fill senior and mid-level leadership roles.  Since that time, the culture of our laboratory has changed to more of a university style with the top ranks filled by outside PhD hires and, with one exception, no mobility up through the ranks to fill senior leadership roles.  
I also better realize how the cultural practices within our laboratory would make it difficult to establish EI leadership principles.  As a scientific organization with scientists in most of the senior leadership roles who are also for the most part strategist types, developing strategic plans is the rage.  With that is the perception that people are sufficiently motivated by strategic plans and already impassioned about their work.  This may well be true for senior level personnel, but does not always resonate at the mid to lower level staff.  Furthermore, leadership style has always been left up to the individual leaders and not considered an issue as long as the work is completed.  In the past, this has led to some very uncomfortable workplace situations.  I can recall one former task leader in our agency, a very brilliant researcher but capable of being highly volatile with his subordinates.  The scientific work was completed, scientific reports were published, and accolades received.  However, the emotional toll on his subordinates was apparent to their peers although the leader’s behavior did not become an issue with senior management.  Leadership training for this individual should have been automatic, but in our organization’s culture at that time, the problem was ignored.  Although the present workplace climate has improved, many of our cultural practices need to be revised.  For our lab, this will probably take a cadre of trained leaders to effect the needed cultural change.
