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Accepting feedback, 33–45. See
also Feedback

Accountability, follow up and, 165
Alcoholics/alcoholism:

AA meeting anecdote, 67–68
codependence, 57–59, 130–131

American Idol (TV show), 39
Apologizing for past behavior,

174–175
Asch, Solomon (Social Psychology),

19–21, 105–106
Athletic training, 95
Attitude(s):

about change (survey results),
59–61

absence of change/improve-
ment as standing still or
degenerating, 59–60

change as skill that can be
mastered, 60

successful people continually
change and improve,
60–61

there will never come a time
in which some change
will not be useful, 60

about feedback:
healthy/positive, 14–15
negative, 47

Attribution theory/process, 26–31
associates’ not wanting to

believe that source of 
your problems is the 
environment, 30–31

feedback ref lecting how others
really feel about us and our
performance (Principle 13),
27–31

halo effect, 29
rationalizing specific 

characteristics/behaviors to
fit general impressions, 28

resistance to changing first
impressions, 28

small changes in specific areas
having significant impact on
others’ perceptions, 29

tendency to blame own failures
on environmental factors
and others’ failures on the
individual, 29–30

unequal attention to attributes,
28–29

Audiotapes, 153
“Average isn’t good enough”

(Principle 18), 52–54

Balance (Principle 6), 5–15
fight versus f light, 8–12
healthy attitude about feedback,

14–15
paralysis of analysis versus

“ignorance is bliss,” 13–14
Principle 6, 6
rationalization versus literal

acceptance, 7–8
“that ’s interesting” versus

“that ’s terrible” mindset,
12–13

Barnes, Louis, 37, 67, 101, 106,
128

Beginning where you are, 55–56
Behavior of others, attributing to

person or environment, 24–25
consensus, 25
consistent over situations, 25
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Behavior of others, attributing to
person or environment
(Continued)

consistent over time, 24–25
distinctive, 24

Behavior shaping, 125–126
Beliefs, changing, 123–126
Benefits associated with change,

remembering, 162–163
Biology, law of homeostasis, 49
Bird calls on The Late Show with

David Letterman, 147
Blame, assigning, 56–57

Cellular phones, 153
Change:

fixing weaknesses versus
building strengths, 83–95

improving your ability for,
178–183

incremental versus frame-
breaking (chart), 29

making it happen, 97–139
behavior shaping, 125–126
beliefs, changing (Principle

29), 123–126
building self-esteem, 128–130
building support system

(Principle 25), 104–106
codependence, 57–59, 130–131
defining feedback positively,

115
deprivation, avoiding feeling

of, 133–134
enjoying the process,

138–139
finding the real problem,

97–99
goals, moving from general to

specific, 101–104
labels, looking out for, 118–119
mental video, 110–115
myths (3) as reasons we don’t

ask others for
assistance, 106–107

observation of others as skill
development (Principle
26), 107–110

organizational implications of
feedback, 99–100

persistence eventually chang-
ing feelings/appetites
(Principle 28), 121–124

persuading others to change
with you increasing likeli-
hood of positive change
(Principle 31), 132–139

practice tips, 134–136
redefining negative feedback

in a positive light creating
increased motivation to
change (Principle 27),
116–121

rewarding successive approxi-
mations of a desired new
behavior increasing likeli-
hood of acquiring the
new behavior (Principle
20), 126–131

strategies/structures, support
systems, changing (Princi-
ple 25), 99–109

trade-offs, 136–138
“try it, you’ll like it (after a

while),” 119–121
nonlinear approach to, 94–95,

169, 178 (see also Compan-
ion behaviors)

planning, 165–166 (see also
Change issues, prioritizing/
selecting)

rationale, 47–61
attitudes (survey results), 59–61
“average” managers not good

enough to make signifi-
cant impact on employee
satisfaction and motiva-
tion (Principle 18),
53–54

beginning where you are, 55–56
codependence, 57–59, 130–131
considering larger system,

56–57
everything you do makes a

difference (Principle 19),
54–57
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involving others in your
efforts to change
increases the likelihood
that change will occur
(Principle 20), 57–61

law of performance homeosta-
sis (Principle 16),
50–51

level of commitment and
difficulty, and ease of
change, 49–50

maintaining perception of
high performance
requiring change over
time (Principle 17),
51–53

performance expectations,
49–50

requiring sustained effort over
time, 185–186

sustaining, 141–166
benefits, remembering, bene-

fits associated with a
change, 162–163

boost of enthusiasm,
148–149

enjoying change process,
138–139

finding strength in others,
146–148

follow up, 163–165
getting in shape, 158
implementing new systems or

structures (Principle 33),
144–149

increasing internal mental
strength, 157–158

increasing knowledge and
skill base, especially in
new technologies (Princi-
ple 34), 149–154

modeling success and failure,
160–162

personal styles (Principle 32),
141–142

plan to win, 165–166
removing large distractions,

154–157

significant life changes
requiring desire, strength,
and motivation (Principle
35), 154–166

similar ends, different means,
142

skill development, 151–152
structured environment,

143–144
technology, using, 149–154
time, using wasted, 152–153
vision, 159–160, 162

working harder versus working
smarter, 167–183

you will not change what
you do not believe
needs to be changed (Prin-
ciple 3), 2

Change issues, prioritizing/
selecting, 63–82

criteria for rating, 67–82
ease of change, 70–71
felt need, 67–70
relative impact, 72–74

criteria for selection, 82
finding one essential issue

that will give you a
competitive advantage,
82

not selecting an issue that
others want changed
more than you do, 82

not selecting more than two
issues to work on at a
time, 82

not selecting two issues that
are both difficult to
change, 82

exercise ( listing your 20 most
important skills/knowledge/
activities), 75–78

issues dealing with things
easier to change than
issues dealing with
people (Principle 22),
72–82

managing expectations ( four
steps), 66
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Change issues, prioritizing/
selecting, (Continued)

most critical skill in making
change based on feedback
is deciding what specific
issue to work on first
(Principle 21), 64–71

skills/knowledge/activities:
essential, 73
necessary, 73–74
nonessential, 74

“Things You Can Do to Save Our
Marriage,” 63–64

worksheet, 81–82
Child prodigies at piano, 170–171
Coaches/mentors, 146–148
Codependence, 57–59, 130–131
Commitment/difficulty, and ease

of change, 48
Companion behaviors:

for accepting feedback, 33–45,
172

developing others, 40
integrity and honesty, 35–37
listening, 41–42
optimism, 40–41
self-assessment exercise, 42–45
showing consideration and

concern for others, 37–38
valuing differences, 38–39
willingness to set stretch

goals, 41
for building strengths, 94–95
for change, 167–178

accepting feedback, 172
developing others, 176
establishing clear goals and

priorities, 177–178
innovation, 176
optimism, 176–177
passion and willingness to

make a difference, 170–172
showing concern and consider-

ation for others, 174–175
trust, 172–174

as nonlinear development,
94–95, 169, 178

Competitive advantage/
disadvantage, 79–80

Computers:
analogy, 111
personal, 153

Cross training, 95

Dailey, Charles, 23
Dalton, Gene, 37, 67, 101, 106,

128
“Dead people don’t bleed”

anecdote, 9–10
Death of loved one, 154–155
Denial (minimal/moderate/

advanced), 3–4
Deprivation, avoiding feeling of,

133–134
Developing others, as companion

behavior for accepting feed-
back, 40

Diet/eating habits:
avoiding feeling deprived, 134
changing, 119–120, 122, 158,

180
rationales for, 54

Differences, valuing, 38–39
Difficulty/commitment, and ease

of change, 48
Distractions, removing large,

154–157
Divorce, 154–155

Eating habits. See Diet/eating
habits

Effectiveness, perceived:
doing something well having

dramatic impact (Principle
24), 93–95

“how good is good enough?”,
79–80

impact of multiple strengths, 91
impact of no strengths, 88–89
impact of one strength, 89–90
studies on impact of strengths,

91–92
E-mail, 152, 153
Embarrassment, fear of, 86–87
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Emotional distress, 154–157
Enthusiasm, finding boost of,

148–149
Essential, business ( in example

model), 161
Essential activities worksheet, 78
Exercise, physical:

cross training, 95
hiking, 180–181
importance of getting into

shape, 158
joy and passion in, 181, 182

Expectations:
managing ( four steps), 66
performance, 49–50

Fanning, Patrick (Matthew McKay
and; Prisoners of Belief ), 124

Fatal f laws, 85, 168
Fear of embarrassment, 86–87
Feedback:

balancing reaction to (Principle
6), 5–14

fight versus f light, 8–12
paralysis of analysis versus

“ignorance is bliss,” 
3–14

rationalization versus literal
acceptance, 7–8

“that ’s interesting” versus
“that ’s terrible” mindsets,
12–13

change process beginning with
accepting feedback (Princi-
ple 7), 15–16

defining positively, 116–121
denial, 3–4
improving ability for accepting,

33–45
companion behaviors, 33–34,

172
developing others, 40
integrity and honesty, 35–37
listening, 41–42
optimism, 40–41
self-assessment exercise,

42–45

showing consideration and
concern for others, 37–38

skill improvement through
improving companion
skills (Principle 14), 34

valuing differences, 38–39
willingness to set stretch

goals, 41
improving attitude toward, 14–15
reasons for (see Impressions,

forming)
receiving feedback but not

changing for the better per-
ceived more negatively than
if you had not received
feedback (Principle 2), 2

tendency to denounce not only
what is said, but those who
say it, rather than accept
criticism (Principle 4), 3–4

Fight versus f light, 8–12
Fixing weaknesses versus building

strengths, 83–95
belief of most people that, to

improve, they have to elimi-
nate their weaknesses rather
than build on their
strengths (Principle 23),
85–92

definition of “strength,” 88–89
doing something well having

dramatic impact on 
perceived effectiveness
(Principle 24), 93–95

fear of embarrassment, 86–87
focusing on strengths, 87–88
focusing on weaknesses (“Isn’t

that what we’re supposed to
do?”), 84–85

how to build a strength, 94–95
perceived effectiveness:

impact of multiple strengths,
91

impact of “no strength,” 88–89
impact of one strength, 89–90

studies on impact of strengths,
91–92
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Folkman family:
children, 38, 102, 128, 130–131,

147, 180
“Things You Can Do to Save Our

Marriage,” 63–64
Follow up, 163–165
Frankl, Viktor (Man’s Search for

Meaning), 177

Gallwey, W. Timothy (The Inner
Game of Tennis), 113–114

General versus specific goals,
101–104

Genetics, and behavior, 178–179
Goal(s):

behavior shaping and, 125–126
clarity of, as companion behav-

ior for change, 177–178
moving from general to specific,

101–104
willingness to set stretch, 41

God as source of enthusiasm, 148
Goldsmith, Marshall, 173–174
“Good enough”:

“average isn’t good enough”
(Principle 18), 52–54

determining, 79–80
Gottlieb, Linda (Carole Hyatt and;

When Smart People Fail ), 116
Grooving, mental, 124

Halo effect, 22–23, 90
Hiking, 180–181
Hyatt, Carole (and Linda Gottlieb;

When Smart People Fail ), 116
Hygiene, personal, 74

Illness, 154–155
Impressions, forming, 17–31

associates’ not wanting to
believe that source of 
your problems is the 
environment, 30–31

attribution process, 26–31
behavior change essential for

changing impressions,
18–23

explaining other ’s behavior, 24–25
feedback ref lecting how others

really feel about us and our
performance (Principle 13),
27–31

halo effect, 22–23, 29
once people form an impres-

sion, they are not as open
to information that contra-
dicts the original impression
(Principle 10), 23

others seeing us differently than
we see ourselves (Principle
8), 17–18

packaging, 21–22
rationalizing specific character-

istics/behaviors to fit 
general impressions, 28

resistance to changing first
impressions, 28

small changes in specific areas
having significant impact on
others’ perceptions, 29

tendency to base our percep-
tions/feedback to others on
our own performance and
personality (Principle 11),
23–25

tendency to blame own failures
on environmental factors
and others’ failures on the
individual, 29–30

tendency to perceive the reasons
for our own failure as hav-
ing to do with the situation,
and failure in others as hav-
ing to do with their effort,
ability, knowledge, or char-
acter (Principle 12), 25–27

traits, and overall impressions, 19
unequal attention to attributes,

28–29
Innovation, as companion 

behavior for change, 176
Integrity and honesty, as compan-

ion behavior for accepting
feedback, 35–37
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Joy/passion:
companion behavior for change,

170–172
in exercise program, 181, 182

Kelley, Harold, 24
Korean kimchi, 120

Labels, looking out for, 118–119
Law of performance homeostasis,

50–51
Layoff, differing perspectives on,

26
Learning approaches, comparison

of:
steps in Gallwey ’s “Inner Way,”

114–115
typical approach, 114

Learning disability, focusing on
strengths, 87–88

Lerner, Melvin, 26
Listening:

companion behavior for accept-
ing feedback, 41–42

versus solving problem, 147–148
Literal acceptance, rationalization

versus, 7–8

McKay, Matthew (and Patrick Fan-
ning; Prisoners of Belief ), 124

Meditation, 158
Memory, examples of solutions for

problems with, 144–146
Mental grooving, 124
Mental movies, 110–115
Mental strength, increasing 

internal, 157–158
Mentors/coaches:

benefits of, 146–148
finding, 148–149

Modeling success or failure,
160–162

Moral support, 147
Motivation for change, 154–166

benefits, remembering, 162–163
follow up, 163–165
getting in shape, 158

increasing internal mental
strength, 157–158

modeling success and failure,
160–162

personal experience, getting fit,
180

plan to win, 165–166
removing large distractions,

154–157
significant life changes possible

only if you have the neces-
sary desire, strength, and
motivation to cause those
changes to happen (Princi-
ple 35), 154–166

vision, 159–160, 162
Mussen, Paul, 23
Myths (3) as reasons we don’t ask

others for assistance:
asking for help is a sign of

weakness and highlights
your inability to solve the
problem yourself, 107

asking others for help is a
strong admission that you
have a problem, 106–107

others do not want to be both-
ered; asking for their help
imposes on their time, 107

Nazi concentration camp experi-
ence, 177

Nonlinear development, 94–95,
169, 178

“Not invented here” syndrome,
68

Observation, skill development
through (Principle 26),
107–110

Optimism:
companion behavior for accept-

ing feedback, 40–41
companion behavior for chang-

ing, 176–177
Organizational implications of

feedback, 99–100
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Others:
developing; as companion

behavior for change, 176
finding strength in, 146–148

moral support, 147
reminders, 147

showing concern/consideration
for:

companion behavior for
accepting feedback, 37–38

companion behavior for
change, 174–175

skill development through
observation of, 107–109

Packaging, 21–22
Paralysis of analysis versus

“ignorance is bliss,” 13–14
Parity, 79
Passion:

companion behavior for change,
170–172

in exercise program, 181, 182
PDAs, 153
Perceptions as reality (Principle

5), 4–6, 53
Performance:

expectations, 49–50
perceived effectiveness:

doing something well having
dramatic impact (Principle
24), 93–95

“how good is good enough?”,
79–80

impact of multiple strengths,
91

impact of no strengths, 88–89
impact of one strength, 89–90
studies on impact of

strengths, 91–92
problems as function of three

things, 56–57
relative to others:

competitive advantage, 79
competitive disadvantage,

79–80
parity, 79

requirements for high-level:
dissatisfaction with adequate

performance, 169
no fatal f laws, 168
some strengths, 168–169

Perrier water, 120–121
Personal computers, 153
Personal hygiene, 74
Personal style, 141–142
Physical exercise, 158, 180–182
Piano lessons, 170–171
Planning to win, 165–166
Practicing change, tips for,

134–136
Priorities, clarity of goals and; as

companion behavior for
change, 177–178

Prioritizing issues for change, 67–82
exercise ( listing your 20 most

important skills/knowledge/
activities), 75–78

how effective do you need to
be, 75–79

rating criteria, 67–82
ease of change, 70–71
felt need, 67–70
relative impact, 72–74

selection criteria, 82
finding one essential issue

that will give you a com-
petitive advantage, 82

not selecting an issue that
others want changed more
than you do, 82

not selecting more than two
issues to work on at a
time, 82

not selecting two issues that
are both difficult to
change, 82

skills/knowledge/activities:
essential, 73
necessary, 73–74
nonessential, 74

worksheet, 81–82
Prioritizing work, modeling 

example, 161
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Procrastination, 172
Proposals, drafts asking for 

feedback, 104–105
Public speaking, 126–127
Push-pull perspectives, 69–70

Rationalization versus literal
acceptance, 7–8

Reacting to feedback, 1–16. See
also Feedback

Relaxation, 158
Reminder role, 147
Rewarding yourself, 128
Risk taking, change and, 173, 186

Scodel, Alvin, 23
Self-assessment exercise, on com-

panion behaviors for accept-
ing feedback, 42–45

Self-esteem, building, 128–130
Self-improvement tapes/books,

157–158
Shape, getting in, 158. See also

Exercise, physical
Shaping, behavior, 125–126
Sickness, 154–155
Situational feedback, 31
Skill(s):

companion (see Companion
behaviors)

change as, 60
developing new, 151–152

Spouse abuse, change efforts, 163
Spouse as source of strength,

146–148
Stereotypes, 21
Strengths:

belief of most people that, to
improve, they have to elimi-
nate their weaknesses rather
than build on their
strengths (Principle 23),
85–92

definition, 88–89
doing something well having

dramatic impact (Principle
24), 93–95

focusing on, 87–88
how to build, 94–95
and perceived effectiveness:

impact of multiple strengths,
91

impact of “no strength,”
88–89

impact of one strength, 89–90
studies on impact of strengths,

91–92
Stretch goals, willingness to set,

41
Structured environment, creating,

143–144
Support system, building, 104–106
System, larger, 56–57

Talent development, age
limitations on, 178

Technology:
benefits of using, 153–154
cellular phone, 153
e-mail, Internet, or online

service, 153
PDA, 153
personal computer, 153
voice-mail system, 149–150, 

153
Teenage peer groups, 105
Temper problem in vignette,

110–111
“That ’s interesting” versus “that ’s

terrible” mindset, 12–13
“Things You Can Do to Save Our

Marriage,” 63–64
Time, making use of wasted,

152–153
Tools. See Technology
Trade-offs, 136–138
Traits, and overall impressions, 19
Traumatic emotional events,

154–157
Trust, as companion behavior for

change, 172–174
“Try it, you’ll like it (after a

while),” 119–121
Typing skill, 152
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Valuing differences, as companion
behavior for accepting
feedback, 38–39

Victims, reaction to, 26
Video conferencing, 151–152
Vignettes/illustrations:

Amy, 155–156, 157
Angela, 69
Barry, 138–139
Ben, 158
Bill, 77–78, 108, 143–144
Charlie, 19–20
Cheryl, 97–98
David, 132
Debbie, 129
Derrick, 118–119
Dick, 98–99
Edward, 134–135
Ellen, 11–12
Jan, 143–144
Jean, 22
Jeff, 108
Jennifer, 9
Jerry, 116–117
Jill, 7
Jim, 127–128
John, 8
Julie, 26–27
Kathy, 13
Kerri, 72
Maria, 123–124
Melissa, 87
Pat, 110–111
Rand, 14

Shirley, 160–162
Steve, 4–5
Sue, 137
Tom, 55, 155
Vern, 30
Vickie, 118

Vision, clear, 159–160, 162
Visualization (mental movies),

110–115
Voice-mail system, 149–150, 153

Wasted time, making use of,
152–153

Weaknesses, focusing on (“Isn’t
that what we’re supposed to
do?”), 84–85. See also Fixing
weaknesses versus building
strengths

Weather Channel, 148
Winning game plan, versus

being overly competitive,
165–166

Word processing software,
learning process, 150–151

Words for describing people,
and stereotyping, 21

Working harder versus working
smarter, 167–169

Work prioritization model, 161
Wortman, Camille, 26

Zaleznik, Abraham, 37, 67, 101,
106, 128

Zenger, Jack, 83, 94, 167, 169
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