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Disclaimer

The concepts and methodologies proposed in this 
handbook are based on the author’s more than three 
decades of  corporate experience working for and with 
organizations and people from over eighty countries. 
These concepts are also supported by twenty years of  
systematic field observations of  human behavior within 
specific organizational contexts as well as outside the 
work environment.

The reader is advised of  potential changes in ego 
actions and reactions due to changes in contexts, new 
generational trends, culture, and personalities. When 
applying the knowledge acquired from this handbook, 
these potential changes must be taken into consideration.

Read the full book.
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Book Cover

Designed by the author. The golden title represents 
the intrinsic value of  the ego. The rusted metallic 
background and embossed elements represent the time-
tested nature of  the ego. The style of  the cover is mystic 
to represent the sort of  mysticism with which people 
frequently speak of  the ego.
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The 8 Egos Icon

This icon was designed by the author as a visual analogy 
of  the concepts discussed in this handbook; it represents 
1) the person (represented by the center circle and outer 
layers), 2) the duality within each person (represented 
by the light crossing the inner circle), and 3) the eight 
egos (represented by the eight arrows). 

There are three egos, Network, Gender, and Culture 
(represented by the thicker arrows) that are deeply 
rooted in a person’s psyche and therefore more pervasive 
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and, as a result, more aggressive when challenged by 
other people or the environment. The other five egos 
are more superficial including Seniority, Superiority, 
Skill, Industry Knowledge and Generation (represented 
by the thinner arrows). These five egos show different 
strengths and lengths depending on the circumstance. 
For example, an ego reaction would be different if  it 
happens while interacting with a superior vs. a person of  
the same hierarchical level. Work and social situations 
would lead to different reactions.
  
Each ego is rooted within the person at different levels, 
which is represented by the intersection of  the arrows 
with the different inner circles. The outer circle is 
untouched by any arrowhead representing the outward 
persona each person presents to the world, the outside 
look, which does not show any egos unless an active as 
a consequence of  external stimuli.
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The true and only
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“Everything should be made
as simple as possible, 

but not simpler.”

Allegedly by Albert Einstein.
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To say the very least, writing this handbook, and 
working on this e-Book four years after the first edition 
in printed form, has been a further humble undertaking, 
a priceless character building, a learning experience, 
and a challenge in many ways.

Perhaps one of  the greatest challenges in regards to 
this e-Book has been to work on it during the Covid-19 
Pandemic, which cast me away to a land not of  my 
choosing and caused my company to collapse, living me 
for the last two years without income. 

Both the Pandemic and the making of  the second 
edition have humbled me even further and reassured 
my conviction that even in the face of  misfortunes, good 
things may happen. Whatever egos I developed before 
the Pandemic, manage them well, I hope I’ve done that, 
has been key to my current survival. 

Two of  the good things that came to me during these 
difficult times are, first, meeting Raquel Lucas de 
Sousa, whose loving support and trust in the value of  
my doings has allow me the peace of  mind and space 
so that the digital edition of  this handbook is now a 
reality, and who is a living proof  of  the positive power 
of  easing one’s egos.

The second good thing has been knowing Keir Steinke 
and his lovely family, who kindly agreed to read this 
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handbook and write the forewords to the second edition, 
for which I am forever indebted. Keir’s  companionship 
and intellectual wealth have also made my life much 
more bearable during the present Covid times.

Another great challenge I faced in the process was 
writing this handbook in English. Although this is the 
language I have used most of  my adult life, it is not my 
mother tongue. So, making this content understandable 
for the English speaking community worldwide (not 
only natives) has been  a challenging goal. 

Since I’ve been exposed to many different uses and 
accents of  English language over the last three and a 
half  decades, the reader might find a mix of  expressions 
not pertaining to any specific country or region. In that 
sense, I have made every effort to deliver the content 
in a form understandable for native and non-native 
English speakers. I kindly ask the reader to forgive any 
form of  the language that might sound “foreign” in his 
or her local context, and concentrate on the content, 
which I truly believe can help people to have a happier 
life in every sense. My appreciation is, in this case, to 
the reader.

I’d also like to express my deepest gratitude to Diane 
Wang, a supportive and dear friend since I moved to 
China, who continues to show me her support even 
now that we are far apart, and who has never shown 
any ego actions or reactions during our many years of  
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friendship. 

To Ernesto Panamá, former Ambassador of  my 
beloved country El Salvador, accredited in *Taiwan, 
and a forever-respected friend, to whom I owe my entry 
to international communities, and thanks to whom I’ve 
learned that knowing how to manage my ego would 
become my most important asset in life. “Don’t fight 
the cook”, he told me once when I had just arrived in 
Taiwan.

To my friend Christian Martin, for his kind contribution 
in writing the Executive’s Preface to the printed version 
(also included in this edition), his honest, professional 
and friendly comments in regard to the content, and his 
input in suggesting to add the summary included at the 
end of  this handbook as chapters 26 and 27.

My gratitude is also to my friend and fellow professor, 
Mr. Chris Fay for taking the time to read and provide 
advice that helped to significantly improve the content 
and quality of  the first edition of  this handbook. Our 
sort-of  intellectual conversations –with much more 
intellect from his side than mine–, his wit and his 
honesty, make him a most-missed friend now that life 
has set us at different time zones for quite some time. 

Finally, I’d like to express my deepest gratitude to 
my former bosses, for setting up, and allowing me to 
use the stages on which I developed and polished my 
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understanding of  human relationships at work; and to 
the many international professionals who, over three and 
a half  decades, had contributed to my understanding 
of  the forces that affect organizational and personal 
success at work and anywhere else.

*The Embassy of  El Salvador was moved to Beijing in 2018, and remained 
there at the moment of  this publication.

“In anger

we should refrain both

from speech and action”

(Allegedly by Pythagoras.)
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I have tried to avoid technical or academic jargon as 
much as possible so that any person may relate to this 
content more easily and may consider it in relation to 
his or her specific working, personal and social contexts. 

  While as a scientist I know the great value of  systematically 
acquired knowledge for our understanding not only of  
the issues at hand but also of  their evolution, the reader 
need not be an expert in any specific field to understand 
how the eight egos relate to what he or she does daily. 
This work intends to translate the science to enable the 
reader to make sense of  what afflicts his or her present 
and propose ways for future improvements. To this end, 
I briefly include some findings from both prior and 
contemporary fellow researchers. See chapter The Ego 
Explained by Psychology and Religion as Compared to 
this Handbook at the end of  the handbook.

The content of  this handbook comes from several 
sources.  First, field observations conducted during 
thirty-five years, twenty of  which I have carefully 
documented. During this period of  time period I have 
carried out different tasks and responsibilities within 
varied organizational contexts in collaboration with 
people from a wide range of  cultures.

A second source for the writing of  this handbook is 
theories and concepts from different areas of  study 
including behavioral science in general, cognitive 
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behavioral psychology, relationships psychology, 
social psychology, organizational behavior, culture, 
management, human resources, human conflict, and 
communication among others. Why so many fields? The 
answer is simple: because human and organizational 
lives are a complex mix of  many seemingly unrelated 
factors. Focusing only on one aspect leads to very 
unclear and inaccurate assumptions at best. This 
handbook is not exhaustive in such respect, but every 
effort has been made to include, to varying degrees, the 
different elements that influence the ego actions and 
reactions I present.

And the third source –perhaps the most important 
one– for generating this content comes from opinions 
and comments provided by professionals just like you, 
the reader, who wake up early in the morning to go to 
work whether in a physical or cyber space. People who 
hope that today will be a good day. People who, on a 
daily basis, deal with so much baggage affecting their 
emotions and work processes, and yet try to perform at 
their best. People who sometimes go home frustrated 
due to an impossible person they had to deal with at 
work. This applies to business owners, employees at 
any type of  organization or hierarchical levels as well 
as freelancers. 

Continue reading from the handbook.

https://vervetranslations.com/publications/
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Life, I believe is not a series of  co-incidental events, but 
more like a set of  equations that play out in determining 
who, when and how you meet other people, and more 
importantly, later you come to discover WHY, as every 
human interaction and relationship is part of  a bigger 
plan or picture that shapes you and your life ahead.  

So with this in mind, meeting Miguel nearly two years 
ago at the first open event after an initial Covid lock-
down period was not a random event of  luck but one 
of  those “predetermined” meetings that have changed 
both our lives – for the better !! 

As such Miguel has not only become a good family 
friend, a partner in some small business ventures but 
also a wise, practical and sincere personal advisor to 
me in my ongoing journey of  life. Thus it has been an 
enormous pleasure to read Miguel’s book and write a 
foreword for it. 

A little bit about me. I suppose you could call me 
one of  those global citizens or nomads, finding great 
excitement, challenges and rewards in living and 
working around the world. I was born in South Africa 
and have had the privilege of  living in New Zealand, 
UK, Russia, Germany, Brazil, China, Netherlands, 
Vietnam and now Portugal, where I have come to 
“rest” on this global journey. I have worked in Senior 
Leadership positions in the Innovation space for a 
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number of  bluechip companies. 

While a Bio Chemist and a great believer in technology, 
the thing that gets me out of  bed in the morning is 
PEOPLE. Nothing is possible in this world without 
interacting with other people in your life. So when 
Miguel asked me to read his book my ears pricked up 
immediately – what and how can I learn to be better 
in my day to day interactions with other people from 
all walks of  life – from the lady selling me fish at the 
market to the CEO of  the next business that I interact 
with. 

The Ego is central to every individual, it is Miguel, Keir, 
all of  us -putting the “I, myself  ” at the center of  each 
of  our thinking and behavior, caring for the individual 
before the group. While Miguel has explored some of  
the theories and models around the concept of  the 
Ego, he has kept it simple and concise focusing clearly 
on understanding 8 different Ego’s in the workplace, 
how they influence individual behavior, some of  the 
consequences and very importantly how to overcome 
and deal with them.

While potentially, complex and a “mind boggling” topic, 
what I have really enjoyed in reading this book is the 
way Miguel, with his extensive experience and insights 
on the topic has distilled it all down into a simple easy 
to understand model around the 8 key Ego’s that play 
out primarily at work everyday around the world. This 
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understanding leads directly to helpful and practical 
ways proposed by Miguel in terms of  enhancing the 
power of  the Ego to make 1+1=3 out of  situations in 
the work place, which more than often lead to 1+1 = 
minus 1 !! 

Miguel’s use of  novel concepts such as length/strength 
of  the Ego, Ego as sword or shield, along with many 
personal and real life examples help to make the content 
easier to understand, contextualize and then ultimately 
apply.

He focuses on the following 8 forms of  Ego: Superiority 
Ego, Seniority Ego, Generation Ego, Industry 
Knowledge Ego, Skills Ego, Network Ego, Gender 
Ego, and Culture Ego and what makes it even more 
powerful and meaningful for me is that he also delves 
into the interrelationships between these 8 Egos and the 
resulting complexities that arise – as you will come to 
realize, it is seldom just one Ego form at work.

Probably one of  the most interesting parts of  the book 
for me personally, has been the “adventure” behind 
understanding the Cultural Ego form. Given the 
multiple cultures that I have lived and worked with, and 
the number of  times I have walked away from what 
should have been a simple conversation or issue to have 
been resolved, with my head spinning and asking myself  
“What went wrong there?” Now being able to reflect on 
some of  those situations with the content of  Miguel’s 
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Cultural Ego form in front of  my mind, this book has 
been invaluable in helping me understand how to do it 
differently with better outcomes next time – and there 
will always be a next time !! 

So my advise, read this handbook diligently – take the 
time to absorb, reflect and most importantly apply the 
valuable insights that it has to offer……!!!

Keir Steinke.
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“Live as if you were to die tomorrow.

Learn as if you were to live forever.”

Allegedly by Mahatma Gandhi

Read the full handbook

http://www.alternatives-a.com/shop
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Watch your thoughts
they become words

Watch your words
they become actions

Watch your actions
they become habits

Watch your habits
they become character

watch your character
it becomes your destiny

(Allegedly by Lao Tzu)
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In the first edition of  this handbook, I mentioned that 
it was the time for me to share what I’ve learned so 
far from life and from being an entry-level employee, a 
team member, a manager, an entrepreneur, an educator 
and a passionate researcher on everything human. 

This second edition holds the same intention, and 
includes a more elaborate section on the ego as well as 
further explanation in regard to dealing with each of  
the eight egos, for which I include more case studies. 
Now in digital form, this edition attempts to reach, and 
hopefully help, a broader audience worldwide. 

The content of  this handbook comes mainly from 
field observations conducted during my working time, 
from 1995 to 2022, in and with organizations (local 
and foreign, physical and cyber) with headquarters in 
Taiwan, Mainland China, South Korea, Japan, The 
Philippines, Thailand, India, Indonesia, Vietnam, the 
USA, Norway, Sweden, Finland, Austria, Spain, France, 
Switzerland, Germany, Italy, Portugal, Dominican 
Republic, Mexico, El Salvador, Panamá, Colombia, 
Argentina, Chile, Bolivia, Uruguay, Kenya, Lesotho, 
and Russia. 

During this time, I’ve interacted with politicians, 
business people from diverse industries, educators in 
different fields of  knowledge, communicators, and 
students from over eighty countries. Each of  them has 
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greatly contributed to the diversity of  my observations. 

Among many other things, I’ve learned that poor ego 
management is a factor that generally leads to broken 
relationships at work as well as in any other scenario 
where human interactions take place. 

Why this title for this handbook?

This handbook deals with the ego and its effect on people 
at work and on work process, which in turn, affects 
organizational performance, stability, and growth as 
well as the life of  those involved in ego struggles. 

The content of  this handbook is useful for the layperson 
as well as for experts in specific areas of  work and 
academic fields for the following reasons: First, the 
ego has never been approached in such a manner 
as to separate it into the eight forms presented here. 
Second, the ego has barely been discussed in terms 
of  its influence on work settings, which is the focus of  
this handbook. And third, the concepts of  length and 
*strength of  ego actions and reactions, as presented 
here, are new in psychology and academic literature. 
So you have in your hands a handbook presenting new 
perspectives for practical use.

* Different scholars had discussed the concept of  ego strength. For 
example, in his psychosocial theory, Erik Erikson speaks of  eight 
ego strengths, which are different from the strength presented in 
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this handbook. Besides some reviews of  Erikson’s works conducted 
by later researchers, to my knowledge, no one else has brought the 
two-word term –Ego strength– into the literature from a different 
perspective. I discuss this in the chapter Ego Development.

My personal ego battles, those I have observed, those 
I’ve helped to solve, as well as the ego battles reported 
by hundreds of  other professionals, inform these pages 
and have provided me with a plethora of  case studies 
from which I’ve narrowed the ego at work and anywhere 
else into eight forms, which I term eight egos. 

I am aware of  how rare this topic might be perceived 
within organizational contexts. However, my 
observations indicate to me that ego actions and 
reactions are responsible for broken relationships at 
work, as they are in other types of  human interactions. 
In turn, these now broken relationships greatly affect 
organizational performance because, among other 
things, cooperation between those involved in ego 
battles stops either temporarily or permanently, and at 
work, as it is elsewhere, without cooperation, it is very 
difficult, if  not impossible, to fully achieve our goals … 
whatever those goals might be. 

My early years in Asia, especially between 1995 and 
1998, when I was appointed Honorary Attaché to the 
Embassy of  El Salvador in Taiwan, raised the question 
as to why people with high level of  formal education 
(college and above) and much experience dealing with 
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organizational issues, both local and global, find it so 
difficult to agree? 

That question puzzled me for a long time, and so far, 
regardless of  the extent of  my research in this respect, 
I can’t claim to have a final answer. In fact, the more 
I delve into the area of  human behavior to enhance 
my understanding of  its dynamics –such understanding 
being still very narrow–, one thing has become very clear 
to me: When questions about human interactions arise, 
there will never be a final answer encompassing every 
situation. This is because we are in constant evolution, 
hence, what holds to be accurate today, may not hold 
as such tomorrow. Also, due cognitive and experiential 
diversity of  each person, what holds true for one person 
will not for another.

My position at the Embassy of  El Salvador in Taiwan 
was my first international assignment. That was an 
opportunity I was blessed with by what in Mandarin 
language is labeled as 缘分 (yuan fen), most commonly 
translated into the English language as “fate”, but such 
term also implies luck and something else –something 
linked to someone’s past, like karma–. My work 
experience and academic education were limited when 
I arrived in Taipei. The only organizational experience 
I had at that time was my five years in journalism, a job 
that represents my first gift from “yuan fen” back in El 
Salvador. Besides that, journalism and its corresponding 
skills, I brought with me my skills in the visual arts and 



16INSIDE THIS BOOK

8 EGOS AT WORK

eighteen artworks. I also brought my English language 
skills and my rather limited studies in psychology. 

When I arrived in Asia, I had no training whatsoever 
in cross-cultural issues. It was my first time entering 
into a completely different cultural context. So my 
beliefs, assumptions, and ‘great’ ideas were limited 
and tinted by both my own cultural blueprint and my 
inexperience interacting with people from different 
cultural backgrounds. I was fortunate though, my 
Ambassador, a man of  great wisdom, from whom I 
learned that my ego might become my worst enemy if  I 
didn’t learn how to manage it, guided me with patience 
and absolute trust in my capabilities. So I listened, 
observed, and learned. 

After those years as an attaché, I entered the amazing 
and highly intricate world of  international trade 
and organizational development, where I witnessed 
seemingly good cooperation projects fail due to what 
I label “ego pain”. Reports of  frustration, anger, and 
confusion were very common, and cases of  verbal 
violence disrupting organizational dynamics were not 
rare. 

During those early years assisting my Ambassador, 
although I acknowledged my limitations, it still made 
me uncomfortable to see that the suggestions I provided 
to people in negotiation processes had little or no impact 
at all. They seemed practical to me but proved not to 
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be appealing to the parties involved in the interactions. 
It was clear to me that cultural differences played a 
critical role in how each party perceived my proposed 
strategies, but I continued to sense a human element 
playing an even more important moderating role. That 
human element, I discovered, was the ego. 

Leaving cultural differences aside, the discomfort I 
sensed from the parties in conflict –the ego pain I just 
mentioned–, affected the success of  many projects 
because the processes were disrupted sometimes to 
the point that people stopped cooperating for good. 
This is what triggered my approach to understanding 
organizational issues from the perspective of  an 
individual’s emotional and psychological states. So, 
early in my first year in diplomacy, I started to observe 
people’s behavior at work more closely. 

Those observations raised many other questions, which 
later evolved into a lifetime commitment to academic 
and field research intended to discover the root cause 
of  behavior and ways to lower the negative stress 
people suffer at work. I also intended to find out ways to 
prevent corporate failure. This handbook is just a tiny 
part of  what there is to know and do in order to reach 
these goals.

Not happy with my own assumptions, but certain about 
the influence of  the human element as a key moderator 
for organizational success or failure, I started to apply a 
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systematic process to find out what factors, tangible and 
intangible, influence people’s emotions and how those 
emotions affect organizational performance, stability 
and growth. The key to this three-pillar formula for 
organizational survival (performance, stability, and 
growth) was the stability pillar. Without it, performance 
is low, and when performance is low, growth is literally 
impossible. (See definitions of  stability, performance 
and growth at the end of  this section).

Based on how each factor would affect each pillar, I 
intended to find out to what extent each one of  those 
factors contributes to human conflict at work, to 
later develop a system of  practical use for addressing 
organizational conflicts. So, by the end of  1995, I 
started to document my personal organizational day-
to-day experience, carefully analyzing both my failures 
and my few successful cases. 

Unable to come up with coherent statements regarding 
my discoveries, and still hesitant about the truth of  
my assertions, I decided to pursue a doctorate degree 
in the area of  organizational cross-cultural conflict 
management, which gave me the methodology to 
question, research, and explain organizational issues; 
only this time, taking into consideration insights from 
many diverse areas of  knowledge. 

Since scientific and academic findings directed to 
scientists and academics have very little on not use for 
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people and organizations –because not many use such 
findings to educated their daily decisions–, I wanted to 
develop a way to explain in a layperson’s vocabulary 
the complexity of  organizational dynamics. Controlled 
field observations, formal studies and organizational 
experience in different fields, have contributed to such 
an end. It is my hope that the reader will find this 
content easy to understand and absorb.

Among many other factors affecting organizational 
activities, I identified eight common reactions, which I 
call “ego forms” that greatly interfere with relationships 
at work. In this handbook, I discuss those ego forms: 
what they are, what they cause, how they are activated, 
how to identify them, and how to deal with them. 

I should mention that most of  my professional life and 
higher education took place in East Asia, specifically 
in Taiwan and Mainland China, within very wide and 
dynamic multicultural contexts. While living in either 
country, I traveled for pleasure and work to thirty other 
countries in the Americas, Europe, Russia, East and 
SouthEast Asia, and Africa; and interacted (for a wide 
range of  purposes) with people from over eighty cultural 
backgrounds. Hence, this handbook is tinted with my 
personal experience conducting social and professional 
cross-cultural interactions within those settings. 

This second edition also includes my still-short 
experience in Portugal, a country that holds many 
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behavioral similarities with Taiwan and Mainland 
China during the mid nineties. I will speak of  these 
similarities in a different future publication, but the 
assumption in regards to such behavioral similarities 
is that they depend on the level of  development. I 
am currently conducting research in this and other 
European countries and should be publishing something 
in that regard in the future.

It is my hope that the content in this handbook will help 
the reader reach a better understanding of  how human 
factors, specifically the ego, affect interactions at work, 
and that such an understanding would contribute to 
making those interactions better, which in turn might 
contribute to sustainable organizational success, more 
fulfilling work processes, a happier life at work and 
anywhere else. 

Although the subtitle of  this handbook suggests that it 
is intended for organizational decision-makers, it suits 
anybody who, at work or outside the office, is greatly 
influenced by others, which is pretty much each one 
of  us. So this handbook is useful for everybody. My 
advice is to read each ego carefully, and while reading, 
keep your own organizational or personal contexts in 
mind so that you will be able to successfully apply this 
knowledge to your specific cases. 

Below, I include important definitions in regards to 
organizational outcomes.



21 INSIDE THIS BOOK

3. Author’s Preface

Stability.

Let’s use a hurt little toe and a walk in the park as an 
analogy of  what stability is and how it may affect the 
functioning of  an organization and hence the outcomes. 

Imagine yourself  with a broken or hurt little toe. “Nothing 
is more insignificant in the human body than a little toe”, some 
people may say. Well, it depends on the task. If  we are 
planning to take a walk in the park, that small part of  
the body will make a big difference in how we perform. 

When there is pain in a little toe, while walking, you 
have to put more weight on the other toes and on the 
other foot; you also twist or bend the hurt foot in order 
to perform the move, which puts more pressure on the 
joints and gravitational forces pull the interconnected 
parts off their center; this compromises stability. An 
unstable body will not be able to walk neither properly 
nor for too long. 

The same applies to organizations where one or several 
parts don’t function well; it will not be able to perform 
properly for long periods, because it is not stable, hence 
limiting its opportunities for growth.

Performance. 

This concept is simple. It refers to how an organization 
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functions as a whole. Performance might be also 
understood as partial, where some departments or 
divisions do well while others don’t. However, in this 
handbook, I take a holistic view of  the organization. 
In such a view, if  one part of  the organization does not 
function well, it will, at some point, affect the functioning 
of  the whole. 

Think about it in terms of  our walk in the park. Nothing 
could be easier to perform for a person with no physical 
limitations. But, even when the rest of  the body is 
healthy and strong, if  a little toe is broken, or hurt in 
anyway, that easy walk in the park would turn into a 
painful one. This person will feel the pain all over his or 
her body because the rest of  it would have to modify its 
normal position to compensate for that little part that is 
not functioning well. That person, as a whole, will not 
perform well on the walk. To summarize, performance 
in this handbook refers to how an organization functions 
as a whole.

Growth. 

This concept refers to advancements or improvements 
that make us better at what we do, bigger, healthier, 
stronger, happier and perhaps more influential. 

Think again about our walk in the park analogy.  How 
far you can walk and how much you would enjoy the 
walk will depend on whether or not there is pain, 
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anywhere in your body while you walk; while you move 
forward, that is.

If  all your body parts are functioning well, the walk 
will be a pleasant one; but if  there is one body part 
not functioning well, the little toe for example, the 
experience will be bad and it will limit the distance you 
can keep moving, the number of  calories you will burn 
and everything else good that results from a long and 
pleasant walk in the park.

Read the full handbook

https://vervetranslations.com/publications/
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Leaving cultural differences aside, 

ego pain disrupts relationships 

to the point that people stop 

cooperating for good.

(elsewhere in this handbook)
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“Being a Manager by title

does not make us leaders at the 
same time. 

Being a true leader is ultimately 
decided

by the people one leads!”

(Carl C. v. Rabe)
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When I first heard that Miguel was writing a book 
about Egos, I was curious on the spot. When I found 
out that this is about Egos at working places and how 
they affect organizational performance, I was even 
more interested. And here I am, a few months later, 
writing the preface of  the book. 

I’ve known Miguel for the past five years (to the time 
of  the first edition), and he’s not an ordinary but 
extraordinary person. Not only does he have a great 
know-how and skills in theoretical academics, he also has 
a vast experience in practical work and life applications, 
which comes from his notable personal path of  life. 

Having been in various global management and 
leadership functions over the past fifteen years, I was 
genuinely interested in what Miguel had discovered 
about Egos at work in his studies and observations. 

The Ego: what does it mean? Ego is the Latin word for 
the English “I”. It puts the “I, myself  ” in the center of  
a human individual’s thinking and behavior. It seeks the 
individual’s rather than the group’s wellbeing. 

It’s important to note that this book does not deal with 
Freud’s psychoanalytic theories of  the Id, the Ego, and 
Super-Ego, nor with Machiavelli’s thesis that egocentric 
behavior could be tolerated as long as the ends justify 
the means, but it attempts to give a practical guidance 
regarding how different types of  the Ego at work 
influence individual behavior, what consequences come 
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with them, and how to overcome and deal with them. 

In an organizational context, we often speak of  one 
person being the supervisor of  or superior to others. We 
imply that the superior or manager is above and better 
than other co-workers. 

Many might think, yes: A Manager is above others in 
the hierarchy of  an organizational structure. But does 
this make him superior to others? Does it make her 
better? 

While it is true that an organizational hierarchy sets a 
certain order to tasks and responsibilities, one cannot, 
and should not, mistake this as the superiority of  one 
person over another. If  this becomes the case, the effect 
of  such an applied Ego at work will become negative for 
the working relationship and finally the organizational 
performance. 

Who has not seen people at work with a big Ego? Those 
who believe the earth is not spinning around the sun 
but both sun and earth are spinning around them; the 
ones who know it all, who have seen and done it all. 

While having a fair amount of  self-esteem is good and 
helpful, stretching and over stretching it to the extent 
that it becomes a purely self-centered Ego will be 
harmful to organizational performance and success. 

Too much of  an Ego makes us blind. It makes us blind 
to the shortcomings that each of  us has. It makes us 
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overestimate our capabilities. Yes, I write “us” because 
the Ego is not just a Manager’s thing, but rather a 
conscious and subconscious part of  ALL of  us. 

In this handbook, Miguel unravels the mystery of  “Egos 
at Work” that apply to all of  us being managers, first-
line employees, and co-workers at the same time. 

Looking a bit deeper into the matter: The Ego is 
described as a defense and attack mechanism that comes 
with the risks and stress of  perceived or real threats, 
uncertainty, and acting on stereotypes. Once the threat, 
or the perception of  threat, disappears, the ego rests. 

However, in today’s VUCA environment the Ego 
becomes even more apparent as there has never 
been more Volatility, Uncertainty, Complexity, and 
Ambiguity. These components increase competition 
for resources, power, and appreciation. Which in turn 
puts more stress and risks on both leaders and team 
members alike. 

Miguel’s studies and observations have identified eight 
forms of  Ego, and several forms of  Ego can be activated 
all at once. The eight egos are like eight shields-weapons 
activated depending on the situation. Remember, we 
are dealing with interpersonal relationships, so there 
are always two sides of  the interaction: the defending 
side, which he calls “ego defense” and the attacking 
side, which he calls “overpowering ego reaction” or 
“ego attack”. 
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He distinguishes the following 8 forms of  Ego: 
Superiority Ego, Seniority Ego, Generation Ego, 
Industry Knowledge Ego, Skills Ego, Network Ego, 
Gender Ego, and Culture Ego. 

When one is reading about the different Egos, where 
they come from, how they arise, what causes them, and 
how to deal with them as a business leader, it all seems 
so obvious. Obvious it is, but only once it is written 
down and presented in clear structures. 

Miguel managed to write down his observations in a 
summarizing and enjoyable manner. The handbook is 
what it is called: a book that gives practical guidance 
about how to understand, detect and deal with Egos in a 
working environment. The author has spiced it up with 
real-life examples and cases, which he has experienced 
in his more than twenty years of  living and working in 
a multi-international context. 

When I first heard about the title of  the book “8 Egos”, 
the question snapped to my mind whether the eight 
egos are like the “7+1” sins of  bad leaders? Would it 
be a book about eight bad habits that must be avoided? 

Miguel has carefully dismantled my initial thoughts and 
questions. Throughout the book it becomes clear that 
these Egos, per se, are not negative for individuals or 
organizations but – if  managed well – can become a 
source of  great benefits. 

Reading this handbook you will learn more about 
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what it takes to manage the Ego, YOURS and that 
of  OTHERS around you, no matter whether they 
are your employees, colleagues or bosses. To those in 
leadership functions, understanding and being able to 
deal with Egos is not an option but a necessity to enable 
and foster organizational performance and business 
success! Enjoy the reading! 

“While it is true that an 
organizational hierarchy sets 
a certain order to tasks and 

responsibilities, one cannot, and 
should not, mistake this as the 
superiority of one person over 

another.”

(Christian Martin)

Read the full handbook

https://vervetranslations.com/publications/
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Individual success

depends more on

cooperating with others

than on our

individual capabilities.
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Yes, market dynamics determine how organizations 
manage their short, mid and long-term actions. 

Yes, public policy affects whether or not an organization 
is able to reach its goals as well as create and sustain 
profitable development. 

And yes, macro environmental issues (natural or 
human-made) such as economic crises, warfare, rain, 
earthquakes, pandemics such the one caused by the 
Covid-19 and the like, affect organizational stability 
and lifespan. 

All those aspects are external factors upon which 
business organizations have little or no control at all. 
The following common Chinese saying encompasses 
this organizational reality: “计划赶不上变化” 
(jihua gan bu shang bian hua). This saying expresses the 
fact that all plans are ultimately affected, and at some 
point determined, by sudden human or environmental 
changes. Nothing is more accurate when it comes to 
organizational processes, where the only constant is 
change. 

What really matters in terms of  how successfully we 
deal with sudden changes is how well prepared we are; 
and in order to be prepared, we have to look into several 
internal factors that affect our ability to react quickly 
and effectively to sudden or unplanned situations. 
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Some of  those factors are tangible, such as capital, 
machinery, or infrastructure; others are intangible such 
as the content of  communication, knowledge, culture, 
personalities and the ego. Yes, the ego. 

Continue reading from book.

https://vervetranslations.com/publications/
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“Knowing others is intelligence;

knowing yourself is true wisdom.

Mastering others is strength;

Mastering yourself is true power.

(Allegedly by Lao Tzu in the Tao Te Ching) 
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Ego Formation, Value and Identity Model.

This model represents the dynamic nature of ego 
formation and maintenance, which leads to acquiring 
identity and hence individual and collective value.
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Space intentionally left blank.

In simple words, the ego (the Greek word for the 
English “I”) is the biological, social and evolutionary 
“executive department” of  the mind that functions by 
helping us adapt, make sense of  the world, and have 
consistency and identity. It exists in the conscious mind, 
which means that we are aware of  it at all times.  The 
ego is then the self: “I.”

Most of  the time, when acting on the basis of  our ego, 
we don’t call it ego because it sounds “egocentric,” 
which has a negative social connotation; and as a social 
defense mechanism, we do not want to be associated 
with anything negative. So, we normally call it anything 
else but ego. 

The same as the superego (deep-rooted ideas or high 
rationality) and “id” (unconscious mind, or instinctual 
element of  the human psyche), the ego is always with 
us. We never leave it at home. Never!

 These three elements, ego, id and superego, first 
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introduced by Sigmund Freud, and further developed 
by Ana Freud and other psychologists, form the 
“psychological persona”. 

The Ego does not just appear; it develops in an 
“epigenetic” manner, which means that it changes as 
we evolve through life. Erik Erikson brought this term –
epigenetic– into the psychology literature in his Theory 
of  Ego Psychology. 

This epigenetic nature of  the ego implies that, as we 
move from one stage of  life to another, and our strengths 
in society evolve –either weaker or stronger–, our ego 
changes accordingly. For example, during our teenage 
years, our ego actions or reactions may be based on our 
sports capabilities or physical attractiveness or abilities; 
during our adulthood, the ego moves to professional 
skills; later in life, wisdom or legacy is what constitutes 
our ego. Sports, professional skills, wisdom, and legacy 
among others are our strengths or focus areas at different 
stages of  life and so they constitute the different egos 
with which we moderate our interactions with others 
throughout our lifetime.

Continue reading from the handbook.

https://vervetranslations.com/publications/
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Fire can warm or consume,

water can quench of drown, 

wind can caress or cut. 

So it is with human relations: 

we can both create or destroy, 

nurture or terrorize, 

traumatize or heal each other.

(Allegedly by Bruce D. Perry)
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The first step in developing our capacity to deal with 
the ego at work, and to understand why the ego manifests 
in work settings, is to keep in mind that, normally, we 
work under some kind of  pressure. It is this pressure 
element that activates our defense mechanism. It also 
lowers our tolerance for the consequences of  someone 
else’s mistakes.

At work, we are under a certain level of  stress at all 
times, whether it is a deadline, an annoying co-worker, 
customers’ complaints, long working hours, not 
reaching the sales target, a narcissistic CEO, messed up 
organizational systems, or our personal life. To make 
things more complicated and stressful, at work, we 
never have absolute control of  the final results, not even 
of  our own working time. We depend on others. Hence, 
we have to compromise the “I” and concentrate on the 
“we”, which is not always easy and adds to the stress 
factor so pervasive at work.

The second aspect in developing our capacity to deal 
with the ego at work is to keep in mind that how a 
message is delivered influences the strength and length 
of  ego reactions, which is further influenced by who 
delivers the message and to whom. Here, the form, not 
the content of  communication matters the most. The 
form is the first impression; attention to the content 
comes after. 
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I will not go deep into corporate communications in 
this handbook, but it’s worth mentioning that since the 
ego is partially emotional and partially rational, the 
way in which we communicate with others is key to 
lessen its intervention. The form of  a message (tone of  
voice, choice of  words, etc.) stirs emotions earlier than 
the content. Again, let’s keep in mind that the context 
matters for how we interpret a message. 

Continue reading from the handbook.

https://vervetranslations.com/publications/
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The
8 Egos
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1. Seniority

2. Superiority

3. Generation

4. Industry Knowledge

5. Skills

6. Network

7. Gender

8. Culture
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It is the mark of an educated mind 
to be able to entertain a though 

without accepting it.

(Allegedly by Aristotle)

Continue reading from the handbook.

https://vervetranslations.com/publications/
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