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HOW EFFECTIVE ARE THE SEVEN HABITS OF HIGHLY EFFECTIVE PEOPLE?


�
Introduction


	In 1992, the personnel trade journal Training conducted a poll with the open-ended question about which book had been the most helpful to them in their jobs. Stephen R. Covey’s  Seven Habits of Highly Effective People won with 9 percent of the vote which is a landslide considering the runner-up received 6 percent.  Covey received an M.B.A. from Harvard and a doctorate from Brigham Young University.  While he was working on his doctorate in the 1970's, he surveyed “success literature” that had been published in the United States since its independence.  What Covey found was that from the 1920's to the 1970's this type of literature was superficial, provided quick solutions to problems, and emphasized social image consciousness as a factor of success.  Covey refers to the personality ethic as the central concept that classifies this era of success literature. What is interesting is that if one studies the history of marketing, the 1920's was a decade when the “sales concept” predominated.  The sales concept stressed that any product could be marketed if enough sales effort was put into it.  This approach excluded the importance of long term relationships from the equation.  


	Covey found that the literature before World War I was based on the character ethic which implies that success is a result of principles.  These principles include striving for such traits as integrity, humility, courage, patience, and service.  He makes a distinction between principles and values.  Principles are external to us and are objective.  This implies that principles are not relative but are absolute.  They should be considered like natural laws.  An example he provides is cramming in school versus cultivating a farm.  In school one can ignore daily and weekly homework and pass exams after studying all the materials only a few days beforehand.  A farmer, on the other hand, must put in a daily effort and cannot “cram” the harvest.  The student who crams may get by or even receive an “A” but he or she really does not cultivate his or her education.


	Values still have a place in the character ethic, however, unlike principles, they are within us and are like social laws.  In an interview with Training, Covey discusses how he witnessed a mugging in New York.  The perpetrators successfully committed the crime by passing the stolen purse amongst themselves.  To Covey it appeared that the gang valued cooperation, flexibility, and teamwork to fulfill an unprincipled goal: the violation of another citizen’s property rights and sense of security.  Therefore, according to Covey, values do not drive character, but the other way around.


	Personal character is closely related to what Covey refers to as our paradigms.  These paradigms are maps of our realities and values.  Our realities are the way we see things as they are and values are the way we believe they should be.  We interpret what we see through these maps.  Our attitudes and behaviors are derived from these interpretations.   According to James Bowditch and Anthony Buono, who authored a textbook on organizational behavior, an attitude is a predisposition to respond to a stimulus in a positive or negative way.  Attitudes are derived from values and principles and they influence behavior.  Covey’s argument does not contradict Bowditch and Buono, however, his view differs from theirs in the following ways.  Firstly, Covey does not make it clear that behaviors result from or are influenced by attitudes.  Secondly, Bowditch and Buono do not make a noticeable distinction between principles and values.  Despite these differences, both Covey and the textbook authors discuss the same terms in a similar context.


�



The Seven Habits


	The basic structure of the Seven Habits resembles two inverted pyramids joined at the apex by one of three blocks.�  The three blocks are bases for each transition from dependence, independence, to interdependence.  Covey refers to this transition as the Maturity Continuum  The first block is dependence which is located at the base of the first pyramid.  It is where we all start upon birth.  We as infants are utterly dependent for basic sustenance.  As we grow up we are still emotionally and psychologically dependent.  Covey describes the process of moving from physical, emotional, and psychological dependence to independence as achieving private victory.  This process encompasses the first pyramid which contains the first three habits: Be Proactive, Begin with the End in Mind, and Put First Things First.  The second block independence, which joins the two pyramids is the transition point to the upside down pyramid which includes the next three habits: Think Win/Win, Seek first to Understand...Then to be Understood, and Synergize.  These habits involve the process of moving from independence to interdependence with the goal of public victory.  The Seventh Habit, Sharpen the Saw, revolves around the two pyramids.  This last habit becomes clear after an examination of each habit.


Be Proactive


	The term proactivity is generally used to mean “taking the initiative”.   Covey expands the meaning to imply that proactive people exhibit behaviors that are a result of conscious choices as opposed to external conditions.  A way to measure one’s proactivity is to draw a circle and label it Circle of Concern.�  All of our problems lie within the circle and those of no concern lie without.  Then draw another circle within the Circle of Concern and label it Circle of Influence.  This inner circle includes the various powers we have to exert influence over the problems we may identify in the Circle of Concern.  A proactive person focuses one’s efforts on those within the Circle of Influence whereas a reactive person focuses on the Circle of Concern.


	In social-psychological terms The Circle of Concern encompasses stimuli, i.e. those things that act upon us.  The Circle of Influence encompasses freedom to choose and independent will.  Covey agrees with Victor Frankl who states that between stimuli and response, there is freedom. Frankl was interned in a Nazi concentration camp and he stated that regardless of what his captors did to him, he had the freedom to hold any attitude he wished towards them.  This is contrary to the view of behavioralists such as B.F. Skinner who believe  that there is no real freedom to choose and we as organisms simply respond to reward and punishment.


	The case of Sam Brickell is an example of this concept relating to the business world.  The story of Sam Brickell versus Unicor was covered on a segment on 60 Minutes.  Sam Brickell produced blankets and once had a lucrative business relationship with the Pentagon.  His firm invested $100,000 to produce the specifications for an Army blanket yet lost $5 million in business because Unicor, a government firm, was first in line to bid for government business.  Unicor, which used prison labor, was only required to meet quality standards and offer bids which reflected market prices.  Despite the fact that Sam Brickell bid $2½ million less than Unicor, he lost the bid.  According to the 60 Minutes report, this was legal so Brickell’s option to win a law suit seemed remote.


	Here is a scenario where the environment adversely affected Sam Brickell’s business.  How could he focus on his Circle of Influence as opposed to capitulating to his Circle of Concern?   What were his assets?  He developed the specifications for the product and he was already in the business of producing blankets successfully.  His Circle of Concern was that a potential strategic window of opportunity closed on him and opened for someone else.  He should have asked the question, “What other strategic windows of opportunities are out there?”  One possibility would be to contact export firms such as STK which is located in Sarasota, FL.  One of their operations involves exporting battle dress uniforms (BDU’s) made in North Carolina to Moldova.�  There is a possibility that other countries in eastern Europe as well as Moldava would like to purchase Brickell’s blankets for their military forces.


Begin with the End in Mind


	Covey explains that all things are created twice.  By this, he means that for every physical creation, there is first a mental creation.  He cites the example of building a home.  Before the lumber, nails, and concrete come together, there is an architectural plan created either on paper or computer.  This touches upon the following topics discussed in Management literature: Effectiveness versus Efficiency vs. and Leadership vs. Management.  Covey sees effectiveness as that which brings the greatest long-term beneficial results possible and is in harmony with natural law.   All physical, financial, and, human assets provide for production and possess production capability, and true effectiveness is finding the balance between production and production capability.  Throughout the book, Covey refers to examples where one needs to milk production from a given asset without neglecting the maintenance of the asset.  


	Covey defines efficiency much the same way as other definitions: outputs divided by inputs.  If climbing a ladder quickly is efficiency, then placing a ladder in the right place is effectiveness.  Management focuses on the efficiency of the organization, whereas Leadership focuses on effectiveness.  Covey asserts that Management is separate from Leadership and that Leadership has to come first.  He explains that Leadership is top-line-focused which asks the question, “What are the things I want to accomplish?”  Management is bottom-line-focused which asks the question, “How can I best accomplish certain things?”  Covey’s words are very similar to those of Peter Drucker and Warren Benis which state that, “Management is doing things right; leadership is doing the right things.” 


	Habit 2 is very useful for formulating personal, family, and organizational mission statements.  The beginning phase of formulating a personal mission statement is to identify one or more of your centers.  Various centers include self, enemy, family, work, money, pleasure, church, possession, etc.  Lives revolving around any of these centers lack balance and are based on stubborn paradigms.  Covey recommends that these things in our lives should revolve around principles.  Having identified these principles, we may write a personal mission statement based on these principles.  Writing a mission statement requires using the whole brain, i.e. the logical/verbal left side and the intuitive/creative right side.  We need to use the left side to tap into the right side in order to logically express in the mission statement how we identify our roles and goals in our lives.  Covey discusses organizational mission statements in more detail when he discusses Habit 6: Synergize.  





�
Put First Things First


	Covey discusses the four generations of time management techniques.  The first generation was basically notes and checklists.  The second generation consisted of calendars and appointment books.  The third generation ushered in the daily planner which is still widely used today.  The fourth generation distinguishes between important and urgent activities.�  In order to understand how the fourth generational time management principle differs from the other techniques one needs to know the concept of the four quadrants.  Quadrant I includes activities which are both urgent and important such as crises, pressing problems, and deadlines.   Crisis management is a style of management which leaves little time for real leadership.  Other negative results are stress and burnout.  Quadrant III includes the following activities which are urgent but not important such as interruptions, some phone calls, some mail, some reports, and some meetings.  Too much time and energy spent in this area results in a short term focus in which goals and plans are seen as worthless.  Long term consequences could include losing a job or the loss of a relationship.  Quadrant IV includes activities that are neither urgent nor important such as trivia, busy work, time wasters, and pleasant activities.  In the military we called such activities “shamming”.  If these activities dominate ones’ schedule, they will lead to total irresponsibility, dependence on others for basics, and a high probability of the relationship being terminated.  If this is not the case, then there is evidence of a dysfunctional relationship whether it be a sham marriage or an overly protected job.


	Quadrant II activities are not urgent but are important.  They include preventions, relationship building, recognizing new opportunities, planning, and recreation.  Quadrant II is the area of maintaining product capability.  The results of a Quadrant II focus are vision and perspective, balance, discipline, control, and fewer crises.  Covey has the goal in mind to impart to the reader the principles of being a Quadrant II manager.   He first suggests four key activities: identifying roles, selecting goals, scheduling, and daily adapting.  


	He emphasizes the importance of delegating responsibilities.  However, there is a more favorable way to delegate than to just have subordinates “gofer”.  When one delegates to time, one should think in terms of efficiency.  When one delegates to people, one should think of effectiveness.  Gofer delegation is methods-focused which implies that the manager spells out specifically what to accomplish and how.  This type of management does not empower others or provide opportunity to develop leadership.  It is based on the Theory X assumption that believes that employees need the same kind of supervision that immature children require.  Stewardship delegation, on the other hand, is results-focused.  It treats employees like they are mature adults who possess the following characteristics as outlined by Chris Argyris: active, having initiative, freedom of behavior, interdependent, having  more profound interests, self-confident, etc.  Covey spells out five expectations that should be communicated when delegating to mature people: desired results, guidelines, resources, accountability, and consequences.  This type of management empowers people.  The result is that people at all levels in the organization develop leadership skills.   


Emotional Bank Account


	After developing the first three habits, the individual has achieved some sort of private victory according to Covey.   This means that he or she has achieved independence. The next step is to build trust with those around you so that you have a true interdependent relationship with other people.   Building trust is vital in order to get people around you to cooperate.  Covey comes up with a very interesting metaphor for trust-building.  He talks about making deposits in an emotional bank account.  A deposit would be any time you demonstrate to somebody else in a given relationship good behavior based on principle.  Covey outlines six major deposits: understanding the individual, attending to the little things, keeping commitments, clarifying expectations, showing personal integrity, and apologizing sincerely when you make a withdrawal, a violation of trust.  


	The last type of withdrawal reminds me of a recent conversation that took place on the Don and Roma’s Breakfast Diner, which is a morning broadcast from the Chicago talk show station, WLS.  The issue at hand was an alderman who had more than $1,000 in unpaid parking tickets.  Don Wade is a very aggressive interlocutor and you better have achieved your private victory if you are involved in a debate with him because his sharp and persistent attacks will bring out emotional reactions.  The alderman called in the show and was exposed to Wade’s reproaches about his scofflaw behavior.  In a reactive manner instead of a proactive manner, the alderman repeated a dozen times or more “I’m sorry, I’m really sorry, there’s nothing more that I can do!”.  When I heard that, I did not really believe the sincerity of his apology.   I did not have a problem with the “I’m sorry” part, however, the “there’s nothing more than I can do” phrase really bothered me.  I did not know why until I read Covey’s book and it dawned on me that the alderman still had a victim mentality and was steeped in reactivity.  The apology was just an escape hatch from the negative situation as opposed to a real effort to make a deposit.  A true, proactive apology from the alderman could have been like this, “I am sorry, it was wrong of me to think that I was above the law.  I plan to make up for my transgression by investing my political resources in cleaning up the department that handles parking tickets with the goal of eliminating false tickets being issued to motorists.”  This type of apology would build trust with the radio audience and perhaps even Don Wade because the City of Chicago is notorious for issuing parking tickets to innocent motorists.  It would also have built an expectation that the alderman would make an effort to stop the city from victimizing people, therefore his commitment will fall right into place with this deposit.


	It is very easy for me to criticize the alderman’s apology because I am not involved emotionally.  When you are in a situation where you need to apologize, emotions run high if you are reactive.  This indicates that the Seven Habits are sequential.  If you have not achieved a private victory first by being proactive, it will be difficult to make a genuine apology on the spot.


Think Win/Win


	Thinking Win/Win in itself implies a public victory or at least a victory for all involved in a transaction.  Covey discusses six paradigms of human interactions.  The first interaction is Win/Lose which is an authoritarian approach.  The disadvantages of Win/Lose is that it focuses on a dependency/independence type of relationship in which there is a zero sum gain and a very low-trust relationship.  Covey is not naive in the sense that no transaction should be Win/Lose.  There are appropriate situations that demand a Win/Lose interaction.  Such situations would include contract bidding, criminal and some civil court cases, sports, and elections to public office.  Today there will be many winners and losers since this is election day 1996.  Both Dole and Clinton will not be president in January.  In the area of education, I believe that an extreme Win/Win policy that seeks to eliminate grades and the valedictorian would be extremely damaging to our country.


	The second type of interaction is Lose/Win which includes total capitulation and parental or managerial permissiveness.  Negative consequences of this type of interaction, according to Covey, are the suppression of feelings and lack of leadership.  The third type of interaction is Lose/Lose.  In this case, vindictiveness takes precedence over self-preservation and is typical of enemy-centered people.  Lose/Lose reflects highly dependent personalities with a negative-sum-gain outlook in a culture of envy.  I heard the following Ukrainian joke that reflects this kind of attitude: 


�
God appeared to a farmer and granted him a wish, but the catch was that what he asked for He would do twice for his neighbor.  The thought of his neighbor having twice the wealth than himself disgusted the farmer so much that he asked God to strike out one of his eyes.


�



The fourth interaction is Win which is still based on the net sum gain or the “abundance mentality”, but it is self-centered.  It also is likely to fail in a world of interdependence.


	The fifth interaction, Win/Win, is the aim of Habit 4.  It is based on mutual benefit and seeking a third alternative.  Covey provides five dimensions of Win/Win.  The first is character based on integrity, maturity, high considerations, and high courage.  Another important character trait is the abundance mentality which is contrary to the zero-sum gain or negative-sum-gain mentalities.  The second dimension is relationships based on trust. Such relationships require rich emotional bank accounts.  The third dimension involves agreements based on interdependent interaction Covey refers to as performance or partnership agreements.  The agreements stress the five elements of stewardship delegation.�  The fourth dimension involves supportive systems, which reward a Win/Win approach.  Win/Win cannot work in an organization where Win/Lose is rewarded.  The fifth dimension involves processes such as bargaining with a principled approach as opposed to a positional approach. 


	The final interaction Covey discusses is Win/Win or Nor Deal.  He considers this a second option if a Win/Win transaction cannot be completed.  It makes room for emotional freedom and is the most realistic at a beginning of a business relationship.  It is a way to avoid an unhappy compromise.


Seek First to Understand, Then to Be Understood


	Habit 5 is based on empathic listening which Covey defines as “listening with the intent to understand”.  Examples of non-empathic listening is ignoring, pretending to listen, selective listening, and attentive listening that focuses on words.  Covey does not believe that empathic listening is the same as active listening.  He implies that active listening is merely mimicking what the interlocutor says and is technique-based as opposed to being character-based.    The late Carl Rogers, who was a professor of psychology at the University of Chicago, advocated active listening.  Nevertheless, Covey and Rogers would agree that a primary barrier to understanding is the tendency to evaluate and the gateway to understanding is listening with understanding.  Rogers expresses this view in the following passage (Rogers, 1991):


�
We can achieve real communication and avoid this evaluative tendency when we listen with understanding.  This means seeing the expressed idea and attitude from the other person’s point of view, sensing how it feels to the person, achieving his or her frame of reference about the subject being discussed. 





�
F.J. Roethlisberger, who co-authored the article Barriers and Gateways to Communication with Rogers, explains two schools of thought regarding communication: 


�
 


�
The first school assumes communication between A and B has failed when B does not accept what A has to say as being factual, true, or valid; and that the goal of communication is to get B to agree with A’s opinions, ideas, facts, or information.  The second school assumes that communication has failed when B does not feel free to express his feelings to A because B fears they will not be accepted by A.   Communication is facilitated when A or B or both are willing to express and accept differences.


�



	Covey equates “Seeking first to understand” with diagnosing before prescribing.  He illustrates the case of his sick daughter.  The doctor prescribed the wrong medicine over the telephone because he did not know that the patient was an infant.  This indicates that it is in the interests of all parties to seek understanding before drawing conclusions.  When we do not seek to diagnose before prescribing, we fall back on the following autobiographical responses based on our paradigms: evaluation, probing, advising, and interpreting.


	Once we can seek to understand successfully, we can more effectively seek to be understood because this process increases our circle of influence because trust is developed which increases our Emotional bank accounts, especially in an interdependent relationship.


Labor Relations and Habits 4 and 5


	According to Jim Gale, the Senior Division Manager of  Labor Relations for  Deere & Co., the Win/Win principle is utilized more in labor negotiations today.  The federal government seeks to nurture the Win/Win principle through its Mediator Conciliatory Service which was not available twenty years ago.   Mr. Gale explains that 1980 was a watershed year in labor relations.  Up until that time, management tended to not challenge big labor’s policy of patterned bargaining, which sought to eliminate competition between firms on the basis of labor costs.  However, the environment was changing rapidly due to global competition.  As a consequence, corporate management was more willing to fight patterned bargaining.    


	The agriculture industry before 1980 was not in bad shape.  Archie McCartle, who was at the time, the Chief Executive Officer of International Harvester, wanted more flexibility with labor, i.e. he wanted to bring back overtime, which the union prohibited.  In the fall of 1979, the UAW went on strike despite McCartle’s warnings that the company could not survive a strike.  Due to the union’s  lack of trust with International Harvester’s management, they probably took the warning as a bluff.  The strike was not settled until 1980 and by then the agriculture industry was already in decline.  Deere and Caterpillar managed to settle their labor disputes, avoiding the kind of untimely strike which International Harvester suffered.  Since International Harvester returned to a declining market, they had poor balance sheets and their cash flow was not adequate to meet the demands of  the firm’s operations.  


	This tragic case is an example of two players with low deposits in the bank.   Evidently in such a situation, it is very difficult for any party to adopt a Win/Win approach.  Gale contends that the UAW pursued a positional approach instead of a Win/Win approach.  He further explains that Deere and Co. currently utilizes the Win/Win approach with the International Association of Machinists (IAM).   In his words:


�
Openness and  identification of important issues are key ingredients to successful negotiations based on Win/Win.  People should be allowed to brainstorm options.


Unfortunately, Deere & Co. does not have a similar relationship with the UAW.  He claims that the union’s clinging to the position of patterned bargaining is not a Win/Win approach.  It is a Win/Lose approach that in the end will become a Lose/Lose approach due to the interdependent relationship between labor and management.  One of the main sources of power for the union officials is membership.  Labor has been losing this game since 1980 when overall union membership was 35 percent of the workforce and now it is approximately 10 percent.  In that same period of time unionized employees at Deere went from 32,000 to 9,000.  The UAW seeks to reverse this trend in the U.S. by prohibiting overtime with the goal of forcing management to hire more employees.  Management can play their trump by building factories overseas, capitalization, and  outsourcing.  The union is aware of this and consequently seeks outright quotas for hiring unionized labor (or limits for non-unionized) in future contracts with some companies.


	Regardless of  Gale’s criticism of some of big labor’s policies, he emphatically states that unions have a very important role in society and America’s middle class depends partly on union protection of labor’s interests.   This is a foundation of trust because it is an admission of interdependence between the two parties.  I believe that management of any company which has to negotiate with organized labor should communicate Mr. Gale’s statement.  It is the beginning of Habit 6, “Seek first to understand and then to be understood”..  


Synergize 


	The general definition of synergy is the “whole is greater than the sum of the parts”.  This concept is very useful in creating a corporate mission statement.  Covey discusses how synergy was utilized when he and his associates created their mission statement.  All were involved to think aloud.  This resembles Mattel’s “Blue Sky” approach to new product development which encourages any idea to be brought forth.�  As a result of this synergistic relationship, empathy and courage emerged from each individual.


	Covey was invited to help an insurance company get through an annual meeting.  He noticed that in the beginning, there were fierce Win/Lose ego battles.  He suggested that each executive submit anonymous memos identifying key issues.  Each executive examined all the memos before the next meeting and arrived there prepared to listen.  In other words, they should come prepared to value their differences instead of defending and protecting.   Covey sought to have the members of the group reap the benefits of nominal and Delphi-technique groups yet interact face to face.  The benefit of these techniques is minimizing if not eliminating bias caused by interpersonal contact.


	During the first half of the day they rehearsed Habits 4,5, and 6.  The rest of the time was spent in tapping creative energy.  This synergistic meeting had the following results.  People were more open to each other’s influence.  This is what Rogers and Roethlisberger had in mind for healthy communication.  New perspectives and options were generated and an entirely new view of the firm’s challenges emerged.  This was what Covey referred to as the third alternative.  A new company vision was engendered and the old suggestions were discarded.


Sharpen the Saw 


	Habit 7 is the habit of renewal.  It revolves around all the other habits.  Covey illustrates this habit, describing somebody sawing down a tree with a dull saw and is not willing to take a break to sharpen the saw because he feels that he does not have enough time.  Sharpening the saw involves renewing ourselves in four dimensions: physical, social-emotional, spiritual and mental.  Investment in any of these areas is investing in the product capability of ourselves.  It is easy to understand this concept using the physical dimension.  Athletes invest a lot of time and energy in aerobic and strength-building exercises  in order to increase their performance in sports.  Covey argues that a balanced renewal in the dimensions  is synergistic.  If you could quantify self-renewal, it would be an increasing function of these four dimensions if they are relatively equal.  However, if you hold three dimensions constant, then an increase in the fourth dimension increases self-renewal at a decreasing rate.  This could be illustrated by a jogger who spends most of her time running at the expense of renewing the other areas.  An extreme case would be a “joggaholic” who not only sacrifices time to invest in the other areas, but is also addicted to the  activity.  Either a missed opportunity to jog causes him to be depressed or he jogs to the point of physically damaging his body.  In this case, each additional input into the physical area  actually decreases the value of self-renewal.  These people are exercise-centered and not principle-centered.  A balanced self-renewer is a person who is in good physical shape, is mentally sound, generally has good interpersonal skills, and is at peace with his or her higher power in the universe.


	The Seven Habits and Bromenn


	The leadership team which was already in place at Bromenn Health Care adopted the Seven Habits Initiative three years ago with the intent of developing the Seven Habits as part of Bromenn’s corporate culture.  The Seven Habits Initiative was delivered to all employees, physicians and key stakeholders.  According to Dave Ruszkowski, who is a member of Bromenn’s  Human Resources Management Team,  those involved are improving their skills in interaction and teamwork, problem-solving, patient satisfaction, and most importantly, managing change .   Why is change such a sensitive issue?  According to Paul Strebel, the director of the Change Program for International Managers,  management tends to see change as a window of opportunity to improve the business where as employees tend to see change as disruptive. (Strebel, 1996) In other words, change threatens employees’ sense of security.   Ruszkowski, on the other hand, believes that change is disruptive to everybody and is not a matter of conflict between specific groups.


 	He also states that contemporary management programs such as “Management by Objectives”, “Total Quality Management” and “Reengineering” can fail because leadership is not developed within the person.  The Seven Habits of Highly Effective People is the very effective program for developing personal leadership.





Conclusion


	When I started researching areas where Covey’s Seven Habits of Highly Effective People is really effective, I received positive reactions from most people I spoke with.  Some of them were not very  familiar with the book but indicated to me that the very concepts that Covey outlines are prevalent in their lives and organizations.  However, I have heard some negative reactions.  Covey asserts that principles are universal.  I became curious as to whether Covey’s ideas would be well-received in a foreign culture.  I discussed all of the Seven Habits with a friend from Russia.  He thought that the ideas sound great in principle.  However, he believes that the business climate in Russia is too hostile for these habits to work.  He believes that the business culture in Russia at this time is too steeped in deception and confrontation to accept Covey’s ideas.  This is not conclusive since I had a sample of one person.   However, the contract murder of Paul Tatum, a U.S. businessman in Moscow, indicates that my friend may be right.  This question raised here has the potential of a more involved and more empirical research project in the area of business ethics in the former Soviet Union.


�
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� See page 53


� See pages 81-85


� One of the former Soviet Republics situated between the Ukraine and Rumania.


� For an example of Covey’s 4th generation weekly schedule, see pages 166-167


� See page 8 of this review


� The “Blue Sky” approach is a way to avoid “Groupthink” and to tap into group synergy.
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