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PREFACE

In the middle of writing this book the authors, along with almost everyone 
else, had to cease working to deal with the personal urgency of the 2020 
Coronavirus Pandemic. As business writers, we also had to reflect on the long-
term effects of this world-wide threat to business strategies. The strategy for 
guiding our writing focuses on the research completed regarding business suc-
cession challenges coupled with the presentation of our successful time-tested 
methods that address those challenges.

Some lessons to be learned from this pandemic require the re-thinking 
of how an organization will function given the trend of working remotely 
rather than behind the traditional desk or even on some equipment. Envision 
a business organization where less travel is scheduled and many, but not all, 
workers operate from home. In addition to required offices some office space 
will be needed from time-to-time for certain strategic planning meetings and 
interactive group training purposes. However, they may be rentals rather than 
leased facilities. Meetings and training activities can be effectively employed 
online in some cases. In doing so there may be a need to upgrade the listening 
skills of some staff members.

A striking example of the effect of the virus pandemic is the restructuring 
of the General Electric’s aviation division. After 40 years with GE, the incum-
bent aviation’s CEO will retire and be replaced with an outsider who will 
reshape the business to meet the sharp drop in air travel and the production 
cutbacks for its major customers.

GE looked far and wide for a successor from both inside and outside 
sources before they selected a candidate from a Brazilian plane maker (WSJ 
6/16/20).

We fear that the aftereffects of the pandemic will be felt long after it drops 
off the headlines. Also, we believe that doing business or operating a non-
profit will not return to the “good old days” when fear of contact was not a 
factor. The implications of this potential scenario can affect everything we do 
from teaching students, to overwhelming home delivery systems, to reinvent-
ing medical care routines and beyond.
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With those things in mind, we decided to revisit ways to continue to 
employ face-to-face meetings, two-way communication techniques and daily 
conversations to align business needs with those of other stakeholders. We 
still recommend face-to-face meetings with staff and two-way communication 
to employ our methods but to use new technologies to do so, when needed. 
We urge the leaders of organizations to continue to include desired behaviors 
of the endeavor’s key success factors in regular conversations. Doing so will 
reinforce the organization’s strategies and culture. We have now embedded 
those ways within our suggested methods. A list of current remote communi-
cation tools can be found in Appendix 2.

We also believe that emerging leadership models need to be explored to 
discover new ways to lead organizations. They also often require new ways to 
think strategically. For our purposes, there are two types of strategy to ponder 
in any organization: corporate and business. Corporate strategy refers to the 
industry the organization chooses to operate in while business strategy tells us 
how it will operate within that arena. The terms apply equally to “for profit” 
and “non-profit” organizations.

The Epilogue in this book presents an introduction to a completely new 
leadership model we have developed over many years. The model takes the 
modern physics concept of duality into consideration to describe its new 
approach to making business decisions based upon leadership styles to meet 
all stakeholders’ needs. This is our effort to launch a new round of crea-
tive thinking to meet the changing leadership demands looming ahead. We 
look forward to your comments and questions about our unique approach 
to the apparent impossibility of meeting the needs of all stakeholders in the 
organization.

One final point before we proceed with this book on the changes predicted 
for succession systems: an ongoing theme that we emphasize in our writings 
and teaching activities is the concept of dealing with the threat of entropy to 
organizations.

For our purposes, we view entropy as a slow spiraling decline of an organ-
ization that often leads to its demise. The current virus pandemic has the 
potential to increase the speed of entropy if the organization does not adjust 
and reorganize to meet changing consumer needs and reduce the fears of per-
sonal contact that the pandemic provokes.

The reader may wish to jump ahead to the Instructor’s Notes in Appendix 1  
to explore the threat of entropy in more detail as it applies to training of men-
tors in the implementation of a new succession system. A graphic diagram 
supplies a compact look at dealing with entropy.
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