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[0:20] 

CHAD: Hi, this is Chad, your host and founder of Product Innovation Educators, where product managers 

become product masters. Now, product managers often work in diverse teams, and we need good team 

management skills to be successful. To explore managing teams, I invited a frequent keynote speaker, 

who companies invite to teach them about improving teams and their work. He’s Dr. Todd Dewett. I 

love his last name, Dewett. It’s actually spelled D-e-w-e-t-t, but for a motivational speaker and an 

advisor to companies, who tell them how to get help, Dewett’s a great last name. He’s a best-selling 

author, popular trainer on Lynda.com, a TEDx speaker, and an INK top 100 leadership speaker. His latest 

book is, Show Your Ink: Stories about Leadership and Life. He’s also a former award-winning professor 

who has since spoken to and advised hundreds of thousands of professionals around the world. You will 

soon learn that he has huge enthusiasm for helping people and something that is clear throughout the 

interview. You can get the summary of our discussion together, along with the full transcript of the 

interview at www.theeverydayinnovator.com/085. Enjoy the discussion! 

[1:30] 

CHAD: Todd, thank you so much for joining The Everyday Innovator today! 

TODD: My pleasure.  

CHAD: I’m glad you are here and able to talk to use about teams, something that all product managers 

and innovators are involved with, because we work in teams. You certainly know a lot about the space—

you advise companies frequently, to help them perform better, and an aspect of that is managing 

teams. I was curious if we could start with a story; if you have a team that you’ve worked with, maybe 

they did something different to really change their performance and contribute to the company 

differently? If you have a story you can kick us off with. 

TODD: Sure. I think of many, probably going to give you a short one and a slightly longer one. The short 

one is I remember a product manager in a technical manufacturing organization and I was doing some 

work with them in terms of core culture and leadership training. I remember one manager, product 

manager, in particular, who told me, “I’m glad you’re here.” And I’ve heard this as a consultant, I’m sure 

you have too, “I’m glad you’re here, but I have to tell you, my team is humming along. We know each 

other, we get along, we like each other, I’m not sure some of the observations and survey work that 

you’re doing are really going to provide much insight, but I’m going to comply and do this for you, 

Todd.” And then I did it and I showed them the results and I remember this fact: everyone needs 

feedback. Most who need it don’t realize it or appreciate it and the feedback from his team said I 

appreciate your competence and I respect your accomplishments, but they felt very different from him 

and that he was cold and they were aghast that he never engaged them personally. On Monday, he 

never said, “Hey, how was the weekend?” On Friday, he never said, “Thank you. Have a great relaxing, 

rejuvenating weekend.” He was blown away by the significant power of these small interpersonal issues 

that he didn’t even know existed, and he started because product managers, of course, don’t have a lot 

of formal authority, he started to relate to all those people a little bit more personally. I’m not saying 

that he needs to be best friends, but a little more as a human, a little less as just a professional. And 

according to him, it completely changed the tone of most of those relationships, and I take great pride in 

trying to help people wake up a little to the human side of those interactions. That’s one that struck me 
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immediately when you asked me the question. The other wasn’t actually as much about a product 

manager as it was an executive team. But similarly, the issue of voice in letting people know you hear as 

a means of them achieving the ability to hear you better, is an interesting example. A large 

manufacturer in the Midwest I worked with several years ago as a consultant, they were caught in the 

trap of trying to do what many organizations try to do when they find out that their employee 

evaluation process is, let’s say, good, not great. What they often do as a trap, is give some voice, it’s 

usually not very thoughtful, they just know they’re supposed to try and act like they need input 

sometimes, and then they will tweak and slightly increase the size of their evaluating system, which is 

usually some form of modestly customizable, big software program as you know very well. That’s a trap. 

[4:37] 

TODD: Over time, what that means is they give a modest voice at best, and they’ve increased the 

complexity, with good intentions, but they haven’t done anything great. So I’ve seen this a million times. 

The bloat that comes through the best of intentions. So I pull them aside, and sometimes I’m successful 

and sometimes I’m not. And I said, “You need a thing you can do publicly that will show everyone you’re 

not just saying you hear them, but that you do, in fact, want improvement and want them to drive it. 

And I know your number one target if you’re willing to take a small risk. Here’s what you should do: you 

should call a moratorium for two quarters, six months, something, on that very bloated, even if well-

intentioned, evaluation system, and then tell them, during that period, we’re going to put together a 

cross-functional group of people, one from each department type of thing, and a couple managers in the 

middle, and a couple executives, and let you figure out number one, how to stream-line and reduce and 

get focused within that system, and number two, how to change or tweak it based on your perceptions 

on how we truly could help you do your jobs better. Do that.” And they shocked me, because like I say, 

half the time they listen. And they did in this case. To see the ground-swell of appreciation from the 

employee base was amazing to watch. It was almost joyful to watch, because for the first time in eons 

they looked at their management team and they said, “I’ll be darned. Those guys get it.” And being a 

part of facilitating that was a lot of fun. 

CHAD: Excellent examples. On the product manager one, I appreciate you sharing the importance of 

feedback and those interpersonal relationships. I wish I would have had you in my life when I was that 

twenty-something engineer, coming out of school, working with people. It’s not that I didn’t like people, 

I was involved in groups in college and in front of people and really enjoyed people a lot, but I also get 

very task-focused, and I think the task is the objective. At least in those days, I hope it’s a little different 

these days, that was what I would care about. I would lose track sometimes of the relationships involved 

in the name of getting the task done. 

TODD: You said that you wish you had me. Listen, I wish I had the video of you saying what you just said. 

I could show it to twenty-something MBA students, because you said something eloquent. It wasn’t that 

you didn’t like people, it’s that you were focused on the task. Not only is that a comment about certain 

engineers, or certain people in certain vocations, it’s also a very important comment about the 

difference between employees and leaders. The research is very clear, most people on the bottom two-

thirds of the pyramid are slightly more focused on social issue and people relationships than the task per 

se. The top third, leadership, is far more focused on the tasks sometimes, than the people issues, which 

of course sets up a serious butting of heads sometimes, which thankfully, gives me a job. 
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CHAD: That’s good that you are in need. The other aspect of that was just asking for feedback, and 

getting feedback from others. Over my career, I got in this habit often, if I was working with teams, to, 

after we did something, to ask for that personal feedback. I always just considered it a gift. It’s so rare 

that you have the opportunity to have other people help you improve, and why not take advantage of 

that? 

[7:52] 

TODD: Well, your perspective is not normal, bless you for existing. But most people don’t see it as a gift. 

They see it as a difficult piece of data, if not an affront to who they are. What we know, is that high-

performance organizations learn how to have the tough conversations, whether it’s about needed 

feedback or some other critical issue, such that the difficulty over time actually goes down significantly 

and higher-level so-called tough conversations become a normal habit that you can build. The question 

is whether or not you’ll be a part of an organization where they’re willing and able, consistently, to 

model that behavior in order to make it a habit. 

CHAD: Right. That’s certainly a part of the culture whether that happens or not. You mentioned 

influence. Let’s talk about that a bit. As product managers, we work very cross-functionally, with sales 

and marketing and engineering, product development, manufacturing, across the organization. It’s kind 

of unique in that role, that we see many different aspects of the company. Often when we’re 

responsible for a product team, we’re working with those people in those other functions without any 

real authority. We have all this responsibility for getting a product created and launched, delivered to 

customers, managing that product through its lifecycle with customers. No real authority, but we need 

to influence the product team. Talk about those dynamics in those team situations and how we can do a 

better job influencing. 

TODD: Amazing question. That’s a mouthful and it’s kind of funny that you’re talking to me about it right 

now, because I have three degrees. I was an academic dork before I became an applied, useful guy. My 

first two degrees were in marketing and I had it in my head for quite a while that brand management, 

product management and related vocational choices were exactly where I wanted to go and in fact one 

of my several internships was with Jimmy Dean Foods. A great experience, great people, and I worked 

for two different product managers. As a young twenty-something, got some interesting, for my age, 

some interesting exposure to what that was like. I could encapsulate it like this: it was exactly what you 

just said. They were many bosses, many CEOs over a product line, and they had success on the line 

dependent on how well they could coordinate people over whom they had no authority at all. I was 

fascinated by that, and by a quirk of fate, I ended up falling in love more with studying the psychology of 

people at work, and that led to a PhD in Management. But thankfully, that path led me to conversations 

like this and various types of consulting to where I can probably answer your question. Here’s my 

answer. It might surprise you. Big preface there. 

[10:30] 

TODD: My answer is that how a product manager becomes successful managing those relationships isn’t 

in and of itself different than how a manager in accounts payable gets their team to be highly cohesive 

and productive. It’s just that the elements guys like me preach that they should embrace are radically 

more important when relationships are not formal and authority over someone is small or light or non-



TEI 085: Managing product teams - with Todd Dewett, PhD 
Host: Chad McAllister, PhD 

Guest:  Todd Dewett, PhD 
 
existent instead of strong. So guys like me talk about what it means to reduce ambiguity, communicate 

clearly, give goals, give resources and support. All these basics of interpersonal relationships and 

management for any team, they’re the same elements of success for most product managers. They’re 

simply far more important. And then, here’s the one thing I see as actually different: the understanding 

social dynamics in the organization for where those people work and helping them understand how 

what you’re asking of them fits into their world, not just your world, becomes very, very important. So if 

you’re thinking back to my accounts payable manager, I tell them you’ve got to look at your people and 

care about developing them even more than developing yourself. And there’s a small challenge there, 

but it’s a doable thing. Now, product manager? They’ve got to do the same thing for a person in a 

different unit, different geography, different division, different line of responsibility with different 

bosses, involved in politics and relationships that you only know a little bit about. What that requires is a 

thoughtful, more patient communicator who digs a little deeper, who asks for a little more feedback, 

who pauses to listen and try and understand a little more than the average manager, because what 

they’re asking needs to be framed for that person. Sometimes you’ve got to do a little more to say, 

“Hey, what can I do for you?” See, what I’ve just described isn’t radically different than what I would tell 

the average manager. It’s just that the importance of most of these interpersonal issues, in terms of 

using your influence to get something done, are so much bigger for a product manager, and they have 

to try and understand where those other people on their team live and breathe, because it’s different 

from where they sit as a product manager. 

CHAD: I haven’t heard it articulated that way before, but that makes a lot of sense to me. That when we 

have that authority relationship with a manager or a leader, we might do things because of external 

motivation, sometimes grudgingly so, and sometimes we might even ignore. But someone who can 

really influence…when I think of the good leaders in my life, people that used their influence to really 

create intrinsic motivation in me, that, like, “I want to get on board with that vision and go make that 

happen.” Then I’m motivated to actually be part of something. The leader is there kind of just as coach 

at that point, helping make things happen. 

[13:21] 

TODD: One of my favorite job descriptions, my favorite job description ever, is add value or go home. So 

when I look at product managers, I think to myself, not how can you pull certain levers with those 

people who are on your team but a part of other organizations, but I think, how can you add value to 

their life? If you can solve that puzzle, man are they going to want to help you. 

CHAD: Yeah, and be involved with what you’re doing. For me, one aspect of that has been, why is this 

product that we’re about, or for some reason we’re on a product team together, why is this important in 

the first place? What difference does this make, how is this going to add value to customers? Tying that 

story back in to their role on the team and what they do, I think is really important. What do you think 

about that? 

TODD: I think that you just hit on something that twenty years ago was undiscovered. Today, slowly but 

surely it’s becoming part of the conversation. That is connecting people with whom you work, to the 

outcomes that matter. Helping them actually see purpose beyond a paycheck. What are we serving 



TEI 085: Managing product teams - with Todd Dewett, PhD 
Host: Chad McAllister, PhD 

Guest:  Todd Dewett, PhD 
 
beyond just surviving to 5:00 and getting a paycheck? If you can articulate that and show them that you 

believe it, that goes a long way.  

CHAD: Very good. So, we’ve talked about how product managers can influence their product teams, and 

really that’s just aligned to what any other manager or leader can do. When they do it well the authority 

isn’t really a big factor there. Other thoughts on what product managers can do to maximize the 

performance of the team? Is it really intertwined with this issue of intrinsic motivation that I talked 

about? 

TODD: That’s certainly part of it, but if you want to engender intrinsic motivation in others, it’s not just 

about being a cheerleader per se. That helps someone feel comfortable and confident, but not 

necessarily intrinsic motivation. If you want to spur intrinsic motivation into other people, especially in 

the situation that you guys are talking about, I think there’s a few things you have to do. One is more 

transparency instead of less transparency. One of the fundamental challenges product managers face is 

the fact that both people know they’re working together but part of different fiefdoms, if you will. Why 

certain resources are being used the way they’re being used, why certain decisions are being made the 

way they’re made, is no different for the product manager versus one of their people. If you can reduce 

that by resisting the urge that all managers feel, and especially product managers with the complex 

multiple units, multiple geographies, which is to share more instead of less. I don’t want to get you in 

trouble, I don’t want you to share things you’re not supposed to by regulation or by boss decree to not 

share. But in general, you’re supposed to share more and attempt to be genuinely transparent. People 

will love you for that because you look like a team player instead of a card player. The other thing I 

always say is to increase, no matter what role you’re in, but especially product managers, because they 

need others to believe in them, since they don’t have authority. One of the number one ways that you 

can get people to believe in you, is to be more authentic and vulnerable. What I mean by that is most 

people go to work every day, and they act so polished and truncated and professional, like they think 

they’re supposed to, that people can relate to them only as a professional. 

[16:31] 

TODD: So for example, I told you offline as we were just chatting before we got going, that I had an 

entrepreneurial effort once in my life that cost me a whole lot of money and I failed miserably. That is a 

great example of what I mean. Allowing someone to see that just like them, you are human, have 

learning moments, screw ups and times you had to step up and improve, makes you a person they’re 

more comfortable relating to. That word’s actually a big one: comfort. The more authentic and 

vulnerable you tend to be, I’m not saying you’re not show-casing your accomplishments, your 

competence, but also sharing some of the humanity through vulnerability makes them absolutely more 

comfortable in interacting with you and reciprocating the transparency that you showed them. 

CHAD: It’s a good tip. A lot of that competence and capabilities got built through, unfortunately, making 

some of those painful mistakes. 

TODD: You got it. 

CHAD: Maybe now a few months ago, I had a guest on from Chick fila, one of the people responsible for 

innovation at Chick fila. He shared that they had a culture that was really kind of avoiding failure. The 
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employees felt like bad things happen if we try something and it doesn’t work out right. They started 

having the leadership team, the senior leadership team, talk about times in their careers that they 

failed, that they screwed something up. That was just so freeing for the employees, to recognize that, 

oh, the leaders of our company actually made some of the failures that I might have made, or might run 

into. It’s shocking that these are all real people, too. Like we all screw up. 

TODD: Well, the fact that they have to have the executive team do that, and I’ve seen versions of it, is a 

strong comment about how the culture is currently not embracing principled risk-taking at all. So it’s a 

first step when those executives do that, whether or not it will be behaviorally enmeshed and embraced 

by the people who are in the middle management is another question. It often does start with people at 

the top getting really honest about that reality. 

CHAD: And that is reality. Being transparent and just real and authentic certainly goes a long way to 

creating better performance.  

TODD: Sure it does. 

CHAD: Another thing that happens on these product teams, and our teams are highly cross-functional, 

but I think this happens on any teams, is the issue of conflict. Some conflict is negative and destructive, 

and there’s other conflict that we really need to rush into and embrace, because if we’re having conflict 

over what’s the best way to get something done, that seems like a pretty good discussion. But there’s all 

these dynamics around conflict, and some people, I tend to be one of these, I naturally don’t like 

conflict. I don’t wake up in the morning going, “Woohoo, what kind of conflict can I get in today?” But 

it’s a reality of projects. We can think of it as positively or negatively. What’s going on with the resolving 

conflicts, those kind of team dynamics involved with conflict management? What have you learned to 

help product managers do better in conflict situations? 

[19:19] 

TODD: What I’ve learned is that it’s not about product management. It’s about work, period. Human 

beings have a tendency to find conflict when they don’t fit well and that’s a biological reality, by the 

way. We all have different personalities from the genetic lottery, and sometimes those naturally cohere, 

and sometimes they naturally butt heads. Beyond the personality or genetic lottery component, then 

we have the different place at work where we have certain goals and agendas and resources we wish to 

advocate for or advance and protect, so irrespective of the genetic component I started with, now we 

have fake, if you will, work-created circumstances that also sometimes put us at odds. The question is, 

number one, are we good at dealing with the crude explanation for conflict I just gave you? No, the 

research is very clear, the scholars know, we’re not good at it. Most people are not inclined to go, 

“Wow! Can’t wait for some new conflict. This is going to be productive.” Most people flee, just hate it. 

So if you think about a bell curve, at one end you’ve got the people who are really good at dealing with 

it, and then at the big middle, you’ve got the avoiders, and at the other end you’ve got the people who 

think they’re okay at it and know it’s part of life and they try to get involved and they’re horrible at it 

and they inflame everything. That’s not productive. But there is good news. The good news is that if you 

have conflict, and you were really intuitively on it when you started this part of the conversation, when 

you have conflict meaningfully focused on issues that matter, not people who irritate, there is hope for 

you. But I have to be specific to be honest about the research. You have to have not just good 
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intentions. You have to have at least modest clear conflict management skills. That is a very specific 

interpersonal skill set one can learn about, read about, get trained on, and the research suggests that if 

the conflict is issue-focused, moderate, not extreme, and the team tends to have at least medium-

quality conflict management skills, on average, conflict makes teams more productive and more 

creative. I love sharing that. By the way, we’ve known this for 20-25 years. I love sharing it because 

people are so busy every day, so wired to think conflict is simplistically negative, they never stop to think 

what you already know, which is that managed correctly, you can have interesting positive benefits. 

Maybe one of the most famous bits of research I would share with your listeners concerns diversity. In 

our country, in the US in particular, we know that Caucasians are going to be a minority in a lot of ways 

by the end of our lifetime. All experts agree. The workforce, thankfully, I think, is changing, and women, 

minorities and young people are taking over in ways that are mind-blowing, to be honest, in the next 20-

25 years. Well, the research on diversity suggests that, at first, most people look at that diversity and 

don’t quite get it, don’t quite understand it, don’t necessarily support it, and it causes the problems you 

would predict. But, back to the punch line I gave you. When the manager in charge, when the team 

involved, sees that diversity and they focus on the issues, not the people, and they have good conflict 

managing skills, which really comes down to knowing how to have tough conversations with eloquence. 

When they do that, guess what. Those diverse teams tend to out-perform other teams. That is a 

repeated finding. Isn’t that cool? 

[23:05] 

CHAD: It is very cool. A lot of us that have been involved in innovation know that aspect, that we need 

diverse thoughts to do a better job creating solutions that are different. Because innovation is 

fundamentally about doing something new, and all of us get stuck in what’s been in the past. But it’s 

when we interact with other people who think very differently than us, have had different experiences 

themselves, that together we can come up with something new and better, and as you said, conflict 

results in not only making things better, but in added creativity. There’s creativity that comes out of this. 

TODD: You’re saying a mouthful, Chad. I was standing on stage recently. I do a lot of professional 

speaking these days, is a chunk of what I do. I was at Exxon Mobile doing a keynote on diversity for their 

top leadership team in upstream activities. I said something that came straight out of your mouth and 

half the audience was aghast. Half the audience was so thrilled to hear what I had to say. What I said 

was, ultimately it’s not about I know you’re playing the numbers game, I know diversity requires that to 

some extent, I say that with respect-- black, white, male, female, old, young—I know that. The truth is, 

the only thing that matters, if you want to move your company forward, is getting past those all, 

understandably, emotionally-filled labels to hit the one truth that truly matters, which is that we need a 

diversity of idea. That’s so simple, so powerful, and yet we’re still struggling to get clear on that as we 

deal with the necessary numbers games and some of the rules, regs, and laws that go with that. But it’s 

so fun and refreshing to see someone like you, who’s seen it in practice work, and I love sharing that 

message as a result, because, believe me, just one source of human conflict, diversity, at work globally, 

is doing nothing except accelerating rapidly. 

CHAD: That it is. It leads to more creativity and more innovation. So we’ve talked through different 

aspects of what is it like to manage teams and kind of from this product manager context. Is there a 

practice that product managers can be thinking about, or maybe a mindset, to really help them 
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fundamentally be better in that team manager role? Or even if they’re just part of a team, to have 

better productive influence on that team? What is it you tell companies? Like, if you’re not going to do 

anything else, do this one thing to help you have better teams. 

TODD: I’m going to be a bad participant here. I think of many, many. One, which is a classic, and one 

that’s not a classic, which is personal to me. One that’s a classic, and it’s just not appreciated enough, is 

to model the way. One of the number one reason teams under-perform of any variety is because they 

see the leader espousing A and doing B, as opposed to modeling the way. Whether they’re talking about 

the business practice directly related to the product or service they’re supporting, or something that 

seems mundane, such as the adherence or non-adherence to some goofy HR policy that just came out, 

they will believe in you and follow what you’ve asked of them, what’s been asked of them, often to the 

extent that they see you carrying that flag absolutely like you told them to carry the flag. You have to 

model the way. That’s number one. Number two, a little more near and dear to my heart, my interests, 

is you have to throw yourself under the bus. We get lost, this is kind of related to authenticity. We really 

get lost in trying to put our best foot forward, which by the way, we should do every time we talk to our 

employees. On the other hand, we talk too much. We self-aggrandize too much. We say, let me tell you 

about that time I did this great thing when, that helps you with the problem that you’re facing. Us, us, 

us, not them, them, them. Number one, it’s a little more about them than you, if you care about 

leadership, believe me, if you want them to listen. Number two, you can kick start that process by 

throwing yourself under the bus once in a while. I like to be specific here, Chad, do not do this twice a 

week; that makes you a very strange boss. But most bosses never do it, which is why I advocate twice a 

year, at least, twice a year in the right organization context with your team, tell them that most 

explosive, embarrassing, professional thing you did that you were a part of and let them see, very raw, 

the human that you are, and then and only then, might they loosen up, feel that word I mentioned 

earlier—comfort—and start to be a little more productive in their dealings with you. 

[27:24]  

CHAD: It reminds me of a project I was on once. This was a proposal project and we were responding to 

an opportunity with a customer, very large project, and something that took a couple months of our 

time to actually prepare and get ready for, and we lost. We ended up not being the choice. We all got 

called in, everyone on the team, there were maybe 20 of us, we all got called into this conference room. 

We had no reason why. We just were told to be there then, that was it. It was kind of nerve-wracking, 

like, okay, we know we lost this, what’s the consequence of this, what’s going on? It was actually a 

celebration. It was to celebrate the people on the project, because everyone did their best, we tried 

hard, and sometimes you win and sometimes you lose. That’s a lesson that stands out in my career as, 

it’s important to celebrate your failures when they’re well-intentioned, right? And there weren’t 

mistakes made here. It said a lot about the company to me.  

TODD: There’s actually some, lots of people, a large minority of people out there in my space, who try to 

think about these things and talk about things, who completely agree with you. If you want people to 

get comfortable trying to chase the challenging goals that are set for them, you have to find ways to tell 

them, “Hey, sometimes we win and sometimes we fail. Let me tell you why that failure was so 

awesome! The effort over here was amazing, that person’s idea was amazing, in fact, we came in under 

budget, and if you perform that way next time, on average, we’re going to win a lot. Thank you for that 
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effort, even though we failed. It’s that type of effort that’s going to make us very successful and I can’t 

wait to see it next time.” I think you’re a genius for recognizing we’re supposed to do that, because most 

people are still scared to talk about celebrating failures that are good and useful. 

CHAD: And like you said, the next time it’s better. You learned an awful lot for next time. Good lessons 

to take away. And people know, who listen to me, I love innovation quotes, and typically ask my guests 

for one, and I asked you to bring one. Share that with us, please, and why it’s important to you. 

TODD: Chad, I’m going to be consistent with myself in this interview and I’m going to give you two. 

Here’s the first one: John Cage, famous musician and avant-garde artist. Interesting guy in a lot of ways 

during his day. He once said, “I can’t understand why people are frightened of new ideas. I am 

frightened of the old ones.” I think that is fascinating. What we have is a tendency, I like to call it the 

gravitational pull of the status quo. There is a strong pull to do tomorrow what we did today, and what 

we know is the people who get promoted the fastest aren’t just the safest. They’re usually the most 

smart principled risk-takers who respect the status quo but find there are aspects of it we have to push 

on or we have to change, we have to innovate. And I love that quote because it forces you to remember 

that perspective. Second one: this is one I came up with. I’m not in the business of necessarily making 

the best quotes, but I love doing this and I love sharing them on social media. Here’s one of my 

favorites: “And when the devil saw them making progress, he grinned, and invented committees.” The 

reason I love that one, is because we know, as organizational scientists, we know the larger your 

success, the larger your organization, the larger your bureaucracy, and that is a necessary evil, but the 

truth is, and this has been proven a million times, you know this. The larger the bureaucracy in the 

organization, the more roadblocks we unintentionally set up for innovation. There’s so many good 

examples of companies who recognize that; largely leave the bureaucracy in place, but then happily cut 

a few people on certain projects free to ignore the bureaucracy and go make innovative success in spite 

of the bureaucracy. Balancing those is difficult, but it is required if you’re going to innovate in the face of 

necessary bureaucracy. 

[31:11] 

CHAD: Absolutely. You can’t continue just doing what you’ve been doing. Both of those quotes go to 

that point. So thank you for sharing yours and John Cage’s. As you shared them, I was thinking, 

especially the John Cage quote about change, I have a colleague that helps organizations move to higher 

levels of performance, coming from a Baldrige quality award perspective. Using those processes or other 

quality kind of processes, but significantly change their level of performance. He was working with one 

organization and the senior leadership team was having a tough time really getting on board with the 

leader’s vision of why this needed to be done. He finally got to the point and he said, “We’re going to try 

this for a year. If it doesn’t work, we can go back to what we know is already not working.” I love that. 

It’s clearly stating, we already recognize this isn’t working today, so let’s pick something and try it to see 

if it makes things better or not. Thanks for sharing your quotes with us, too. For everyone listening, how 

can people find out more about your work and keep track of what you’re doing? 

TODD: Very easy, thanks for asking. They can go to www.drdewett.com. 

http://www.drdewett.com/
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CHAD: I will make sure that’s in the show notes for people and make it easy to find. Todd, I sure 

appreciate your time talking through teams a little bit with us and how we can do a better job being on 

teams and helping to influence teams as product managers. 

TODD: Thanks so much, my pleasure. 

CHAD: Thank you for listening and for sharing this podcast with other product managers and innovators. 

If we’re not already connected on LinkedIn, please send me a connection request. Just search for Chad 

McAllister, PhD. Find the summary of the discussion with Todd and the full transcript, at 

www.theeverydayinnovator.com/085. Keep innovating! 

http://www.theeverydayinnovator.com/085

