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THE STORY OF FOUR FRIENDS 
 
This is a story about four friends named Everybody, 
Anybody, Somebody and Nobody. 

 
There was an important job to be done and Everybody 
was sure that Somebody would do it.  Anybody could 
have done it but Nobody did it.  Somebody got angry 
about it because it was Everybody’s job.  Everybody 
thought that Anybody could do it but Nobody realised that 
Everybody couldn’t do it.   
 
So it ended up that Everybody blamed 
Somebody when Nobody did what 
Anybody could have done, … 
 
 
 
 

HOFF’S RULE OF 

RESPOSIBILITY 
 
From Aksel Hoff 
 
 
If you divide 100 per cent responsibility 
between two people, each of them gets 
10 per cent, … 
 
 
 
 

THE 6 PHASES OF A PROJECT 
 
1. Enthusiasm 
2. Disillusionment 
3. Panic 
4. Search for the Guilty 
5. Punishment of the Innocent 
6. Praise, Honours and Promotion for Non Participants 

THE ROMAN EMPIRE 
 
by Antony Jay, Management and Machiavelli, 1970. 
  
From Charles Handy, 
Understanding Organisations, 1985. 
 
 
Antony Jay has observed that, paradoxically, the 
Roman Empire grew so large and survived so long 
because there was no railway, no car, no aircraft, no 
radio, no paper, no phone, … above all, no phone.   

 
And, therefore, you could not maintain 
any illusion of direct control over a 
General or a Provincial Governor, you 
could not feel at the back of your mind 
that you could ring him up, … or that 
he could ring you, if a situation 
cropped up that was too much for him, 
… or that you could fly over and sort 
things out if they started to get into a 
mess.   
 
You appointed him, you watched his 
chariot and baggage train disappear 
over the hill in a cloud of dust and that 
was that … there was no question of 
appointing a man who was not fully 
trained or not quite up to the job; you 
knew that everything depended on his 

being the best man for the job before he set off.  And so 
you took great care in selecting him.   
 
But more than that, … you made sure that he knew all 
about Rome and Roman Government and the Roman 
army and the Roman way before he went,  … 
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THE FUNCTIONAL APPROACH

… BIPODS AND TRIPODS 
 
by A Mant, Leaders We Deserve, 1984. 
  
From Charles Handy, 
Understanding Organisations, 1985. 
 
 
There are two sorts of people in this world, says Alistair 
Mant … and one of them ought never to be promoted to 
high rank.  One sort thinks of life and success in terms of 
his or her relationships with other people … the object 
being to control, dominate or seduce the other in the 
interest of personal survival.  These are the Bipods or 
Raiders. 
 
The other sort are Tripods or Builders [ ternary thinkers as 
opposed to binary thinkers].  For them the question is not 
so much ‘Shall I win?’ but ‘What’s it all for?’.  For these 
people there is a third corner to all relationships … the 
task or the purpose.  They can, says Mant, run personal 
risks in pursuit of some high 
purpose and can observe 
themselves in their 
relationships.  They can, as 
it were, see the joke. 
 
Mant argues that the raider 
or bipod mentality may 
thrive for a time but that this 
form of flawed leadership 
eventually self-destructs, 
while if you ask people for 
examples of great leaders in 
their own experience they 
will speak of teachers, 
managers, fathers [or, more likely, mothers] who were 
uncompromising in the pursuit of a task or a vision [the 
third corner]. 

WHO'S IN CHARGE HERE? 
 
From John Cleese, 
R Skynner & J Cleese, 1983. 
 
 
I got fascinated by this while writing a film for Video Arts 
about decision-making …  
 
I came to see that if people were fully consulted, they 
would be prepared to go along with a decision that they 
didn't agree with … provided they felt their opinion had 
been taken really seriously … and provided the person 
in charge took the trouble to 'sell' the decision to them. 
 
 
 
 

WISHFUL THINKING 
 
From Douglas McGregor, on leaving Antioch College, 
where he was President. 

 
 
I believed, for example, that a leader 
could operate successfully as a kind of 
adviser to his organisation.  I thought I 
could avoid being a 'boss’ … I thought 
that maybe I could operate so that 
everyone would like me … that 'good 
human relations' would eliminate all 
discord and disagreement.   
 
I couldn't have been more wrong.   
 
It took a couple of years, but I finally 
began to realise that a leader cannot 

avoid the exercise of authority any more than he can 
avoid the responsibility for what happens to his 
organisation, ... 
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AT THE APEX … 
 
 
Brian Leavy of DCU has made the following distinction 
between decisions at the mid-level and upper-most level: 
 
“While technical and human skills remain 
important at all managerial levels, they 
become relatively less important at the 
highest levels of management than having 
the appropriate conceptual skills, where 
the future direction of the enterprise and 
its developing relationship with the overall 
environment become the prime concerns.” 
 
 
In their time management book, Reynolds 
and Tramel offer the following outline of 
the decision-making at the two different 
levels: 
 
“Hundreds of minor, spontaneous decisions are effectively 
made by executives every day and such decisions are 
based on knowledge and experience.   
 
At the other end of the decision-making scale are the 
conceptual decisions that grow out of vision … these are 
the decisions that establish long-range goals, define 
projects, establish new organisational direction … and 
bring about change.” 
 
 
Thirdly, in his classic book “The Effective Executive”, 
Peter Drucker talks of an executive moving up to 
effectiveness and outward contribution … this may not be 
entirely dissimilar to a movement upwards from the mid-
level to the uppermost level:   
 
“The Effective Executive advances from the procedural to 
the conceptual, from mechanics to analysis and from 
efficiencies to concern with results … to thinking about his 
own goals and those of the organisation and to concern 
with values, …” 

IN SEARCH OF EXCELLENCE  
 
From In Search of Excellence, 
Peters & Waters, 1982. 
 

 
… the real role of the company’s chief 
executive is to manage the values of the 
organisation, … 
 
Let us suppose that we were asked for 
one all-purpose bit of advice for 
management … one truth, that we were 
able to distil from the excellent 
companies research …  we might be 
tempted to reply … “Figure out your 
value system”.  Clarifying the value 
system and breathing life into it are the 
greatest contributions a leader can make. 
 
 

 
 

WARREN BENNIS on LEADERSHIP 
 
 

 
CREATIVE DEPLOYMENT OF 

TALENTS OF OTHER(S) 

 
 
 
 

 

 
 

CREATIVE DEPLOYMENT  
OF OWN TALENT 

 
 
 
 

 

 
UNILATERAL DECLARATION 

OF OWN INDEPENDENCE 

 
 
 
 

 


