Preface

During my thirty-five years in higher education, as a student, teacher, researcher,
and administrator, I worked in several universities and colleges and observed
and experienced a wide range of trust and distrust. Usually the focus was on the
leader, who as the literature in leadership tells us, sets the stage for trust or dis-
trust. It struck me that effective leaders can usually not change the culture of a
deeply entrenched distrusting organization, but ineffective leaders often flourish
in such cultures. On the other hand, when trustful leaders and trustful organiza-
tions meet, the resulting healthy synergy creates high morale, exceptional pride
and productivity, which are reflected in the organization’s low turnover, low
absentee rate, and loyalty at all levels.

Organizations are not permanently trustful or distrustful; they have life
cycles and are influenced by external events that alter the degree of trust or dis-
trust over time. When trust exists at most levels of an organization, its healthiness
is evident to all. By the same token, when distrust is practiced by organizational
leaders, and reinforced by the organization’s culture, the organization’s unhealth-
iness is apparent. Too often, when problems arise organizations replace leaders
rather than examine and rectify the organizational culture.

Most leaders would say that they work to instill trust in their organizations
and that they see their actions as trustful. When leaders fail, they often blame the
organization. When organizations fail, they change leaders.

I thought what I was observing and experiencing was unique to academic
organizations until I began to talk with people at different levels in profit and non-
profit and public and private organizations. The ingredients of trust and distrust,
healthiness and unhealthiness seemed to be universal in organizations. The people
I talked with were preoccupied with, and made comparisons between, different
leadership styles and personalities in their attempt to explain the current state of
trust and health in organizations. Few people took a global and historical view of
their organization in order to put leaders and their actions in context.
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This led me to undertake this project. I wanted to see if I could determine
some common characteristics of trust and better understand how leaders and cul-
tures become distrustful. Ideally, we all want to work in organizations that are
trustful, that help us to develop personally and professionally, that we can be
proud to work for, especially since we spend the majority of our time each day at
work. By interviewing current CEO’s, and former CEQO’s in a variety of organi-
zations I hoped to learn how trust works and how it can be used, as well as abused.
This book is an the result of that effort.
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