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Abusive relationship: adaptive confidence
in leaving, 149–151; impact of self-
change on, 29–31, 32, 37; sharing
story of, 33–35

Action: from principle, change due to,
32–33; as stage in self-change,
205–206. See also Reflective action

Action learning, 148
Adaptive confidence, 90, 148–158; descrip-

tion of state of, 151–152; examples of
individuals practicing, 56, 148–151,
153–155; relationship between in-
tegrity and, 155; tips for practicing,
157–158; as unconditional confidence,
152; unrecognized experiences of, 153

Alvis, M., 8, 9–10, 21, 23, 63
Anderson, D., 216, 225–227, 230
Appreciative inquiry, 90, 122–135; “best

self” exercise for, 129–132; Cooper-
rider’s organizational development
method of, 122, 127; description of
state of, 125–126; humility and,
131–132; personal application of,
127–129; tips for practicing, 134–135;
transformational questions in,
123–125, 126–127

Army, story of transformation in, 8–10
Authentic engagement, 90, 110–121;

description of state of, 113–115;
executive’s turnaround experience
transformed by, 115–117; fundamen-
tal choice as entry into, 117–118;
mother-daughter relationship trans-
formed by, 111–113; tips for practic-
ing, 120–121

Authenticity: developed with personal
transformation, 51–55, 56; relation-
ships with others affected by, 59–60;
writing to reflect on, 106

Awareness: expanded with personal trans-
formation, 55–60; relationships with
others affected by, 59–60

B

Bass, B., 91
Benne, K. D., 70
Bennis, W., 153–154
“Best self” exercise, 129–132
Blake, W., 35, 36–37, 60
“Building the bridge as you walk on it,”

defined, 5
Byrd, A. D., 110, 114–115
Byrne, J. A., 188, 189

C

Caesar, J., 91
Cameron, K. S., 62, 127
Campbell, J., 60, 177
Catalyst for change: becoming, with

personal transformation, 58; as lead-
ership role, 57; seeing oneself as, 53

Chamberlain, M. D., 110, 114–115
Change: action from principle causing,

32–33; catalyst for, 53, 57, 58; failure
to, 19; strategies for creating, 70–75;
in world around us as result of self-
change, 23–25, 37, 43. See also Organi-
zational change; Resistance to change;
Self-change

Change the World (Quinn), x, xii
Changing for Good (Prochaska, Norcoss,

and DiClemente), 173, 201
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Chatterjee, D., 63
Chin, R., 70
CIGNA Individual Insurance, transform-

ing resistance to change in, 64–68
Closing exits, perspective changed by, 8,

116–117
Coaches: executive, 207, 218; practicing

tough love, 184–185
Comfort, centering on, in normal state,

19, 20
Commitment, in self-change, 202,

204–205, 209, 210
Companies. See Organizations
Competing values model of leadership,

87–88
Confidence: conditional vs. unconditional,

152; increased with fundamental state
of leadership experience, 220; lack of,
52, 59. See also Adaptive confidence

Confucius, 77, 85
Connections. See Relationships
Consciousness-raising, in self-change, 202,

204
Contemplation stage, in self-change,

203–204
Control: environmental, in self-change,

202, 206; illusion of, with Telling and
Forcing change strategies, 74; letting
go of, during deep change, 8, 10, 21,
57, 80–81

Cooperrider, D. L., 122, 127
Countering process, in self-change, 202,

205
Courage: required for real leadership, 17;

sharing story of abuse as act of, 33–34
Covey, S., 71
Creative states, with fundamental state of

leadership, 89–91. See also specific
states

Creelman, D., 122, 127
Critical mass, required for organizational

change, 68–69
Csikszentmihalyi, M., 33, 35, 43

D

Decision making, opening up process of,
44–45

Deep Change: Discovering the Leader
Within (Quinn): as aid for organiza-
tional transformation, 225; as aid for

recovery from divorce, 226; as aid in
starting own business, 46, 47; as first
book in trilogy, x; as guide for leader
overseeing organizational transforma-
tion, 66–67; reports of insights
prompted by reading, 7; stories from
readers of, xii, 1, 5; as tool for reflec-
tive action, 102; on trusting our vision,
80; values clarification prompted by, 41

Deep change: action learning required for,
148; ego and organizational culture as
obstacles to, 6; inability to control or
manage, 63–64; increased awareness
of authentic self with, 176–177; letting
go of control in process of, 8, 10, 21,
57, 80–81; relationship between fun-
damental state of leadership and, 6–7;
visionary leader not present for imple-
mentation of, 79–82

Delehanty, H., 162
Denial: of need for change, 6; in precon-

templation stage of self-change, 203
Detached interdependence, 90, 159–170;

description of state of, 161–162, 163;
polarities and, 159–161; purpose clari-
fication to move toward, 162–168; tips
for practicing, 170

DeVries, R., 142–144
DiClemente, C. C., 173, 201, 207
Doug. See Anderson, D.
Dutton, J. E., 62, 127

E

Ego, as obstacle to deep change, 6
Emergent organization, 63
Emerson, R. W., 1, 2
Emotional arousal, in self-change, 202, 204
Energy, discovered in fundamental state of

leadership, 44
Entropy, 18
Environmental control, in self-change,

202, 206
Esperion Therapeutics, Inc., 46, 47
External direction, in normal state, 19–20

F

Failure, as element of change, 207–208
Family: altered relationship with, with

self-change, 47–48, 54–55; artificial
boundary between work and, 48;
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grounded vision of, 142, 144. See also
Work-family balance

Fear, feelings of: acting in spite of, 59; in
people leading organizational trans-
formation, 7–8

Feedback: in fundamental state of leader-
ship, 25; in normal state, 24; problem-
solving perspective applied to, 130–131

Fickenscher, K., 78–82
Fish, J.: changed perspective of, 3, 8, 23,

25; on episodic nature of fundamental
state of leadership, 217–218; executive
coach used by, 207, 218; fears of, in
transforming medical center, 7–8; self-
preservation as concern of, 21

Flag protest story, 153–155
Forcing change strategy, 70–71, 73, 74
Frankl, V. E., 95, 171–173
Freedom. See Responsible freedom
Friendship, experience of losing, 53–54,

57
Fritz, R., 21, 117
Fundamental choice, as entry into authen-

tic engagement, 117–118
Fundamental state of leadership: charac-

teristics of individuals in, 21–23; cre-
ative states associated with, 89–91;
defined, 5; entered with self-change,
14–17, 23–25; episodic nature of,
217–220; exponential learning in,
25–26, 60; as new model of leadership,
xii, 1–2; normal state contrasted to,
18–21; relationship between deep
change and, 6–7; thinking in, 83–85;
tips for attracting/inviting others into,
214–215, 232; view of self and others
altered in, 8. See also Leadership; spe-
cific creative states

G

Gail. See Parker, G.
Gandhi, M., 26, 32, 137–138
Glocer, T., 218–220, 229–230
Goss, S., 227–229, 230
Grounded vision, 90, 136–147; descrip-

tion of state of, 140; examples of
processes for generating, 141–144; of
family, 142, 144; of Gandhi, 137–138;
ineffective vision vs., 136–137,
138–140; tips for practicing, 146–147

H

Hanh, T. N., 75
Hart, S. L., 87
Helping relationships, in self-change, 202,

206
House, R. J., 90
Humility, 131–132
Hypocrisy: monitoring of, 152; as normal

in organizations, 7; recognition of, as
source of power, 24, 152

I

Insecurity, in normal state, 20–21
Integrated model of leadership, 89–92
Integrity: ever-increasing, in integrated

model of leadership, 90, 91–92; rela-
tionship between adaptive confidence
and, 155

Internal direction, in fundamental state of
leadership, 22

J

Jackson, P., 159, 161–162
Jennifer, 51–59
Jeremy. See Fish, J.
Joan, 198–200, 203, 204, 205, 206, 207
Johnson, R. A., 131–132
Jones, T., 62, 64–68
Journal writing, 103–106

K

Kellner-Rogers, M., 63
Kerr, S., 90
Kevin. See Fickenscher, K.
Koestenbaum, P., 159–161

L

Labarre, P., 160, 161
Larry. See Peters, L.
Leaders: behaving/thinking like managers,

15, 16; leadership’s function to pro-
duce, 64; in productive communities,
4–5; transformational teaching by,
222–229

Leadership: as catalyst for organizational
change, 57; confusion between posi-
tion and, 10; effectiveness of, with
change in work-family balance, 43,
44–45; four ways of viewing, 85–92;
integrity’s relationship to, 90, 91–92;
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polarities of, 89, 159–161; production
of leaders as function of, 64; as tempo-
rary, dynamic state, 11–12, 216; trans-
formational, 52–53, 56. See also
Fundamental state of leadership

Leadership development: technique
instruction for, 221; transformational
teaching for, 222–229

Leadership traits: polar model of, 86–87;
as way of viewing leadership, 85–86

Leading Change seminar, 52–53, 56, 115
Learning: action, 148; exponential, 25–26,

60; in real time, 65
“Learning how to walk through hell

effectively,” 9, 57
Letters to Garrett (Quinn), xii
Listening, before generating vision,

141–142
Los Angeles Junior Chamber of Com-

merce, change in executive director’s
leadership behavior, 14–17. See also
Yamamoto, R.

M

Maintenance stage, in self-change, 206
Management techniques, difficulty of

using, 188–189
Managers, leaders behaving/thinking

like, 15, 16. See also Top management
Man’s Search for Meaning (Frankl), 172
Mark. See Silverberg, M.; Youngblood, M. D.
Meaning, search for, 172–173
Merton, T., 98, 113
Mike. See Alvis, M.
Mindfulness, 162
Mother-daughter relationship, transformed 

by authentic engagement, 111–113

N

Nader, R., 64
Newton, R., 45–47
Norcross, J. C., 173, 201, 207
Normal state: Blake’s “fallen world” as,

36–37; change strategies used in,
70–71, 73; characteristics of individ-
uals in, 18–21; resistance to change
built into, 64; slow death as result of,
19, 40–41; thinking in, 82–83, 84

O

Organizational change: critical mass
needed for, 68–69; as result of self-
change, 23–25, 69; self-change neces-
sary for, 197–201; transforming
resistance to, 64–68; vision emerging
in process of, 67–68

Organizational culture, as obstacle to deep
change, 6

Organizations: emergent, 63; extraordi-
narily positive, 3–4; normal condition
of, 18–19; personal revitalization from
starting new, 45–47. See also Produc-
tive communities

Others, focus on, in fundamental state of
leadership, 22–23

P

Palmer, P., 195
Parker, G.: abusive relationship trans-

formed by, 29–31, 32, 37; on changed
relationships with others, 59–60; story
of abuse shared by, 33–35

Participating change strategy, 71–72, 73, 74
Personal change. See Self-change
Personal revitalization: from changing

work situation, 45–48; from changing
work-family balance, 41–42, 44–45

Peters, L., 222–225, 230
Plato, 97
Polar model of leadership, 86–87
Polarities: in competing values view of

leadership, 87–88; of leadership, 89,
159–161

Positive organizational scholarship, ix
Power: recognition of hypocrisy as source

of, 24, 152; from sharing unique self,
34–35

Precontemplation stage, in self-change,
201–203

Preparation stage, in self-change, 204–205
Problem solving: asking transformational

questions in, 123–125, 126–127; per-
spective of, applied to feedback, 130–
131; reactive, as role of managers, 16

Prochaska, J. O., 173, 201, 207
Productive communities: defined, 3–4, 5,

216; leaders in, 4–5
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Purpose: centering on, 21–22; clarification
of, 162–168

Q

Questions. See Appreciative inquiry;
Transformational questions

Quinn, R. E., 62, 87, 103, 127
Quinn, Shauri, 162–168
Quinn, Shawn, 103

R

Reflective action, 90, 97–109; description
of state of, 100–101; group approach
to, 101–102; and imbalance between
reflection and action, 98–100; tips on
practicing, 108–109; writing as tech-
nique for, 103–106

Relapse, as challenge in self-change, 206,
207, 209

Relationships: abusive, 29–35, 37,
149–151; developing new, 54, 57–58;
with family, self-change affecting,
47–48, 54–55; helping, 202, 206; im-
pact of awareness and authenticity on,
59–60; relieving pain of breakup of,
162–168

Resistance to change: among top manage-
ment, 68; in normal state, 64; in pre-
contemplation stage of self-change,
203; transforming, 64–68; visionary
leader terminated due to, 79–82

Responsible freedom, 90, 171–183;
description of state of, 174–175;
foolish freedom vs., 173–174, 179;
Frankl on, 171–173; routines as
facilitating, 178–179; tips for practic-
ing, 181–182

Reuters, deep change experience at,
218–220

Reward process, in self-change, 202, 205
Rick. See DeVries, R.
Riley, P., 185, 186
Robert. See Yamamoto, R.
Roger. See Newton, R.
Roman. See Walley, R.
Routines, responsible freedom facilitated

by, 178–179
Ruthless hero, myth of, 43–45

S
Sacred space, created by sharing stories,

222–225
Schlembechler, B., 184, 186
Schriesheim, C. A., 90
Self: authentic and unique, increased

awareness of, 176–177; “best self”
exercise, 129–132; continuous evolu-
tion of, with responsible freedom,
179–180; focusing on, in normal state,
20; unique, power from sharing,
34–35

Self-actualization, 114–115
Self-change, 197–215; abusive relationship

altered by, 29–31, 32, 37; altered rela-
tionship with family following, 47–48,
54–55; as catalyst for change in world
around us, 23–25, 37, 43; as entry into
fundamental state of leadership,
14–17, 23–25; focus on future in,
209–210; influence in organization
increased by, 10–11; as necessary for
organizational change, 197–201; as
necessary for teaching leadership de-
velopment, 222–229; negative patterns
related in, 208–209; organizational
change as result of, 23–25, 69; from
sharing story of abusive relationship,
33–35; social networks and, 210–211;
spiral model of, 207–208; stages of,
201–207; steps for facilitating, 210;
tips for encouraging practice of,
213–215; willpower’s role in, 209

Self-deception, overcome by authentic
engagement, 111–113, 115–117

Self-organization, 63
Self-reevaluation, in self-change, 202, 204,

209–210
Sharing stories: of abusive relationship, 33–

35; sacred space created by, 222–225
Shinseki, E., 8–9, 10, 63
Silverberg, M., 40, 41–42, 44–45, 99–100
Slow death: normal state as leading to, 19,

40–41; as result of failure to make
deep change, 6; working too hard re-
sulting in, 41–42

Social liberation, in self-change, 202, 204,
205
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Social networks, self-change and, 210–211
Stan. See Goss, S.
Static model of leadership, 85–86

T

Telling change strategy, 70, 73, 74
Termination: as stage in self-change,

206–207; of visionary leader, 79–82
Thinking: both-and, 83–85; either-or,

82–83, 84
Thoreau, H. D., 32, 33, 35
Tolstoy, L., 199, 226
Tom. See Glocer, T.; Jones, T.
Top management: resistance to change

among, 68; vision generated after lis-
tening to, 141–142

Torbert, W. R., 152
Tough love, 90, 184–194; coaches practic-

ing, 184–186; description of state of,
185–187; difficulty of teaching, 191;
Jack Welch as practicing, 187–189;
posssible use of, at any organizational
level, 189–190; tips for practicing,
193–194

Trait approach to leadership, 85–86
Transcending change strategy, 72–75
Transformation. See Deep change
Transformational leadership, 52–53, 56
Transformational questions, 123–125,

126–127. See also Appreciative inquiry
Transformational teaching, for leadership

development, 222–229
Trust: emphasize in Participating change

strategy, 71, 73; experience of losing,
53–54, 57; in our vision, 80

Turnaround experience, transformed by
authentic engagement, 115–117

“Tyranny of competence,” change process
sabotaged by, 45, 68

V

Values: clarification of, 41; competing, as
model of leadership, 87–88

Vision: common organizational lack of,
136–137; emerging in organizational

transformation process, 67–68; em-
phasized in Transcending change
strategy, 72–73; trusting our, 80; un-
known process for implementing,
8–10; visionary not present for imple-
menting, 79–82. See also Grounded
vision

Voice: few people feeling they have, 50–51;
found with increased awareness and
authenticity, 59

W

“Walking naked into the land of uncer-
tainty,” 9

Walley, R., 10–11, 21, 23, 51, 189–190, 198
Warner, C. T., 111
Welch, J., 187–189
Wheatley, M. J., 63
Whitehead, B., 127–128
Willpower, role in self-change, 209
Wordsworth, W., 86
Work-family balance: and boundary be-

tween family and work, 48; leadership
effectiveness with change in, 43, 44–45;
personal revitalization from changing,
41–42, 44–45. See also Family

Working too hard: “ruthless hero” myth
as, 43–45; slow death as result of,
41–42

Wright, K., 123–125, 126
Writing, as technique for reflective action,

103–106

Y

Yamamoto, R.: on critical mass needed for
organizational change, 68–69; deep
change in leadership behavior of,
14–17; describes experience of funda-
mental state of leadership, 23–25; on
effect of self-change, 45; on exponen-
tial learning, 50, 60; in normal state,
18, 19, 21

Young Presidents’ Organization (YPO),
101

Youngblood, M. D., 171, 176–177
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