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Book Summary

Notes                                                                                        Ric Peterson        9/12/2003

Book:  Execution
Author: Larry Bossidy and Ram Charan
Publisher: Crown Business, New York, New York. 2002.
Overall critique: Very good book on strategy and follow through. Planning and Six Sigma characteristics of developing talent and leaders forecasting and strategizing completely with all the details necessary. Strong, confident, critical thinking and speaking. Not a lot of feel good communication, but also strong coaching for improvement and not attacking individuals.
Notes and Quotes:

	Page
	Quote
	Comment

	21
	Execution is a discipline, and integral to strategy
Execution is the major job of the business leader

Execution must be a core element of an organization’ culture.
	

	22
	Execution is the systematic process of rigorously discussing hows and whats, questioning, tenaciously following through, and ensuring accountability. It includes making assumptions about the business environment, assessing the organizations capabilities, linking strategy to operations and the people who are going to implement the strategy, synchronizing those people and their various disciplines, and linking rewards to outcomes. It also includes mechanisms for changing assumptions as the environment changes and upgrading the company’s capabilities to meet the challenges of an ambitious strategy.
	

	22
	The heart of execution lies in three core processes:

people process, strategy process, and operations process
	

	24
	An organization can execute only if the leader’s heart and soul are immersed in the company
	

	24
	Execution requires a comprehensive understanding of a business, its people, and its environment
	

	25
	Dialogue is the core of culture and the basic unit of work. How people talk to each other absolutely determines how well the organization will function.
	

	57
	Know your people and your business
Insist on realism

Set clear goals and priorities

Follow through

Reward the doers

Expand people’s capabilities

Know yourself
	Building Block One: The Leaders Seven Essential Behaviors.

	63
	When you go to an operation and run review of the business, the people may not like what you tell them, but they will say, “At least he cares enough about my business to come and review it with us today”.
	

	63
	It’s also a way to foster honest dialogue, the kind that can sometimes leave people feeling bruised if they take it personally. “Great discussion yesterday about the growth plan for your group. Appreciate your setting forth your views and your candor and insistence that we confront reality”.
	

	67
	Embracing realism means always taking a realistic view of your company and comparing it with other companies.
	

	69
	First, anybody who thinks through the logic of a business will see that focusing on three or four priorities will produce the best results from the resources at hand. Second, people in contemporary organizations need a small number of clear priorities to execute well.
	Set clear goals and priorities

	74
	Coaching is the single most important part of expanding others’ capabilities
	

	74
	It’s the difference between giving orders and teaching people how to get things done.
	

	74
	The skill of the coach is the art of questioning.
	

	76
	Whatever your style-whether its gentle or blunt- your aim is to ask questions that bring out the realities and give people the help they need to correct problems
	

	79
	Emotional fortitude comes from self-discovery and self-mastery. It is the foundation of people skills. Good leaders learn their specific personal strengths and weaknesses, especially in dealing with other people, then build on the strengths and correct the weaknesses.
	Know thyself

	80
	How can your organization face reality if people don’t speak honestly, and if its leaders don’t have the confidence to surface and resolve conflicts or give and take honest criticism?
	

	81
	Four core qualities make up emotional fortitude;

Authenticity

Self-awareness

Self-mastery

Humility
	

	85
	Most efforts at cultural change fail because they are not linked to improving the business’s outcomes. The ideas and tools of cultural change are fuzzy and disconnected from strategic and operational realities.
	Building Block 2:

Creating the framework for cultural change

	89
	We don’t think ourselves into a new way of acting, we act ourselves into a new way of thinking.
	

	94
	You should reward not just strong achievements on numbers but also the desirable behaviors that people actually adopt.
	

	97
	The inability to act decisively-which translates into an inability to execute-is rooted in the corporate culture and seems to employees to be impervious to change.
	

	103
	Harmony sought by many leaders who wish to offend no one can be the enemy of truth. It can squelch critical thinking and drive decision making underground.
	

	109
	An organizations human beings are its most reliable resource for generating excellent results year after year. Their judgments, experiences, and capabilities make the difference between success and failure.

Yet the same leaders who exclaim that “people are our most important asset” usually do not think very hard about choosing the right people for the right jobs. They and their organizations don’t have precise ideas about what the jobs require, not only for today, but tomorrow, and what kind of people they need to fill those jobs. As a result, their companies don’t hire, promote and develop the best candidates for their leadership needs.
	

	111
	I considered the greatest sign of our strength to be the extraordinary quality of our leadership pipeline.
	

	118
	Leaders need to commit as much as 40 percent of their time and emotional energy, in one form or another, to selecting, appraising, and developing people. 
	

	118
	If you spend the same amount of time and energy developing people as you do on budgeting, strategic planning and financial monitoring, the payoff will come in sustainable competitive advantage
	

	126
	Learn how to get things done through others. Because if you cant get things done through others, ultimately you’re going to sink or burn out.

People who cant work with others reduce the capacities of their organaizations. They don’t get the full benefit of their peoples talents, and they waste everybodys time, including their own.
	

	130
	I focused so much on the candidates energy, implementation, and accomplishments. I ask, how does he set priorities, what qualities is he known for, does he include people is his decision making, what is his work ethic and his energy level
	Reference calls for potential hires.

	131
	HOW leaders meet their commitments is at least as important as whether they meet them and is often more important.
	

	133
	It takes courage and emotional fortitude for those doing the appraisals to be forthright. 

Without guidance, practice and support, moreover, many managers don’t have enough confidence in their objective judgments to be critical.
	

	141
	A robust people process does three things. It evaluates individuals accurately and in depth. It provides a framework for identifying and developing the leadership talent, at all levels and of all kinds, the organization will need to execute its strategies down the road. And it fills the leadership pipeline that’s the basis of a strong succession plan.
	

	153
	Continuous improvement summary
	See sample on page

	154
	The retention risk analysis looks at a persons marketability, her potential for mobility, and the risk a business faces if she leaves.
	

	154
	Succession depth analysis determines whether the company has enough high potential people to fill key positions. It also looks at whether there are high potential people in the wrong jobs and whether key people will be lost if a job is not unblocked for them.
	

	173
	Four basic groups of competencies:

Functional skills, business skills, management skills, and leadership skills
	

	182
	The substance of any strategy is summed up by its building blocks; the half-dozen or fewer key concepts and actions that define it.
	

	183
	Corporate leaders must add value to strategies created at the business level.
	

	188
	Decide on the objectives at the beginning: what do we want to get done, what are the critical issues we need to understand better, why at the end is it going to be helpful to us.
	Strategy process

	190
	People tend to look at their businesses from the inside out, that is, they get so focused on making and selling their products that they lose awareness of the needs and buying behaviors of their customers.
	

	199
	Balancing the short run with the long run is thus a critical part of a strategic plan.
	

	204
	Every strategy must lay out clearly the specifics of the anatomy of the business, how it will make money now and in the future. That means understanding the following foundations, the mix of which is unique for every business: the drivers of cash, margin, velocity, revenue growth, market share, and competitive advantage.
	

	210
	Far too often competitor analysis is only focused on history
	

	226
	The strategy process defines where a business wants to go, and the people process defines who’s going to get it there. The operating plan provides the path for those people. It breaks long term output into short term targets.
	

	239
	Who is the customer, who is the customers customer.

May people look myopically at their primary customers and don’t pay enough attention to the customers who ultimately determine demand for their products.
	


