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Advocacy, 156-159; dark side of,
163Fig.7.1; managing dark side of,
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Aligning: macro and micro pulls, 63-66;
organization, 57-61; outsider views to
strategic needs, 53-57; pulls across
organization, 51-66; roles within hier-
archy, 61-63; stakeholders, 115; strate-
gic and local-level change, 54Fig.3.1

Alternative perspectives, 12, 18; imple-
mentation of, 44-45; openness to,
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Alumni groups, 183

American Diesel Corporation, 54, 53

American manufacturers, 34, 25

Analysis paralysis, 34

Arthur Andersen consu'tar ts, 53, 87

Assimilation, 18, 24

Assumptions: helping inisiders identify gaps
in, 42-43; its-eina!, 18; questioning
one’s own, 17, 176; underlying, 18, 31,
58. See also Cultural assumptions

Authorization organizations, 84-85. See
also Organizational cultures
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BigFab, 22,92, 117-121, 131, 133, 134,
137, 139-143, 148, 149, 156, 159,
165, 185; profile of, 93
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Career counselors, 148
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57,63, 75,109, 110, 156, 171, 182;
micro, 21, 53, 151;overcoming,
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perspectives, 29

Change: adapiive, 41; capability, 20-26,
90-9+; Gisziplined, 89-90; organiza-
ticnal openness to, 85-90; pushcart, §;
pushing, 69

Chiange agents, 2, 13

Change, pulling, 9-14; applying frame-
work for, 47-49; from within existing
culture, 67-94; framework for, 37-47;
getting to right place at right time for,
147-170; identifying opportunities for,
40-41; process of, 27-49, 39Fig.2.3

Change, true. See True change

Clarity, 135-138. See also Expectations,
managing: truth in advertising

Coaching, 139-140, 158, 159

Cobwebs, cultural, 101, 102

Columbia shuttle disaster, 32

Competency, 157, 159

Complacency, 178

Consultants, external, 15-16, 42

Copy Exactly (Intel), 39, 44

Countercultural perspectives, 13

Cowboys, 88

Credibility, building, 77, 140-144

Cultural assumptions, 10-11, 16, 18;
building, 32; failure of, 32-37; at IBM,
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Culture, existing: as context for pulling
change, 75-90; getting to know,
138-140; matching pulling change
strategies to, 72—75; working within,
to pull change, 67-94
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Data, 77, 78

Distance, 104

Diversity, workforce, 136

Doom cycle (Electronics Manufacturing
Corporation), 129, 130Fig.6.1

Dual responsibility, 172; and competing
forces in operation, 175-178; and liv-
ing in two worlds over time, 173-5

E

Electronics Manufacturing Corporation,
126-134, 180; doom cycle, 142, 143

Enron, 53, 87

Entrepreneurial orientation, 88-89, 157,
160. See also Organizational cultures

Equilibrium, 172

Expatriates, returning, 105

Expectations: managing, 113—-115; mis-
match of, 137; and truth in advertis-
ing, 135-138

Experience-based organizations, 78-79.
See also Organizational cultures

Expertise, 152, 154, 170

F

Fiorina, C., 30
Forces, competing, 175-178; balancing,
176Fig.8.1

Full immersion. See Immersion - tctal
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Gaps: finding, 29, 174, 172, 175, 176,
184; helping insiaers identify, in
assumptions, 42-43

Gerstner, L., 58, 59, 63, 77

Global teams, 98

Grove, A., 33

H

Harmony logic, 89

Hawthorne effect, 46

“Herding cats,” 86, 88

Hewlett Packard, 30, 31

Hierarchies, 14-17, 80-82, 158-160

High maintenance employees, 180

HiTech, 22,92, 117-121, 131, 135, 137,
139, 141, 144, 149, 153, 155, 158, 185;
Asian operation, 150, 151; profile of, 94

HP Way, 30, 31

I

IBM, 58, 77

Immersion, total, 104—107, 120, 174-175;
returning home from, 116-117

Individualists, 88

Industry groups, links to, 183

Inertia, organizational, 3

Ingrained, becoming, 179

Insiders: and applying pull-change frame-
work, 47; building support infrastruc-
tures, 107-122; identifying, for
outsider-insider development activi-
ties, 109—-110; and maintaining link-
ages, 111-113; and managing
expectations, 113-115; pure, 10

Insularity, 178

Intel, 35, 38

J

Japanese manufaciurers, 34
Jolts, 19
Just-in-tim¢ svstem, 35
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Kar.van, 35

L

Lean manufacturing, 6-8, 12, 41, 55-57.
See also Worldwide Manufacturing
Industries

Lean University group (Midwest Corpo-
ration), 64-66, 82, 84, 116-117

Learning: lifelong, 183; organizational, 78

Legacy cultures, 72

Legacy solutions, 32

Legitimacy, 76-77; experience base for,
78-19; technocratic basis for, 77-78

Leveraging, 12, 22, 78,92, 160

Linkages, maintaining, 111-113,
174-175, 182-183

M

Macro challenges, 54, 57, 63, 75, 109,
110, 156, 171, 182

Macro pulls, 63-66

Matchmaking, 148; and sponsors,
155-159; successful, 167-170

Matrixed team, 98

Maturation, 172, 174

Mental models, 29, 154; limiting diversity
of, 163-164



Mentors, 139-140, 148, 149, 160, 163,
181; network, 159-162

Meritocracies, 83-84, 158, 162. See also
Organizational cultures

Micro challenges, 21, 53, 151

Micro pulls, 63-66

Midwest Corporation, 63-65, 82, 84,
116-117

Misfit, potential, 165-167

Multidisciplinary team, 98

N

NASA, 32

Network attractor, 24, 149

Network navigator, 149-151

Networks, 80-82, 148; executive, 156,
158; and network mentors, 159-162;
personal, developing, 151-155; pulling
change through personal, 152Fig.7.1

Niche Manufacturing, 59-62, 68, 79, 118

o

Open mind, 176

Organizational cultures, 30; authorization-
based, 84-85, 158; and context for
pulling change, 75-90; experience-
based, 78-79; hierarchical, 81-82. 15¢.
158-160; lateral, 80-81; and meritocra-
cies, 83-84, 158, 162; openties: to
change in, 85-90; risk averse, 86-88,
160, 167; strong, 3C: tachnocratic,
71-18

Organizations: alighir'g, 57-61; bounded
risk-taking. &9~ AC; building change
capability into, 20-26; entrepreneur-
ial, 88—89; risk averse, 8688

Outsider perspectives: and becoming out-
sider while still on inside, 99-103;
challenges that create opportunities
for pulling in, 29; matching, to strate-
gic needs, 53-57; rejuvenating,
179-182; value of, 42

Qutsider-insiders: across all levels of hierar-
chy, 14-17; at American Diesel’s Sedalia
Plant, 55; definition of, 4; developing a
cadre of, 17-20; development activities
for, 109-110; development of, 19Fig.1.1;
insiders becoming, 93—122; moving
from outsider to status of, 144—146; out-
siders becoming, 123-146; preventive
maintenance, 178-179; support infra-
structure for, 89, 91; two types of, 17
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Qutsiders: attracting the right, 132-135;
bringing in, 123-126; building a sup-
port infrastructure for, 130-146; and
building credibility, 140-144; and get-
ting to know existing culture, 138-140;
infrastructure for preparing, to wear
two hats, 132Fig.6.2; moving from, to
outsider-insider status, 144—146; two
contrasting support infrastructures for,
145Fig.6.1

Ownership, 8, 13, 123-124

P

Pacing, 164-165

Pentium (Intel), 35-36, 38

Perseverance, 175

“Pong,” 52, 55, 59, 62, 63, 66, 147, 178

Professional sociecies, 183

Protégés, 159, 162-166

Pull inventory 9

Pull system;, 25

Pulls: «iligriing, across organization,
51-56; aligning macro and micro,
63—-66; and aligning roles within hier-
archy, 61-63; and matching outsider
views to strategic needs, 5357

Pushcart change, 8

R

Reasoning, flawed, 34-35

Recruiting processes, 133-135, 138

Reflection, personal, 174, 180, 182

Regression, 46

Relationships: hierarchical basis for,
81-82; lateral basis for, 80-82

Resistance, 13; organizational, 16

Responsibility, mutuality of, 4. See also
Dual responsibility

Risk aversion, 86-88, 160, 167. See also
Organizational cultures

Roles, aligning, 61-63

Rustbelt Corporation, 67-73, 79, 82, 85,
126

S

Sedalia Engine Plant (American Diesel
Corporation), 54-58, 62

Selection criteria, 109-110, 119. See also
Recruiting processes

Senior executives, 14

September 11 terrorist attacks, 53

Signals, 33-34
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Small wins, 13, 14

Socialization: process, 32-33, 47, 79; tra-
ditional, 10

Solution, applying wrong, 35-36

Sponsors, 148, 149, 158; as matchmakers,
155-159; and pacing, 164-165

Stakeholder alignment, 115

Statistical analyses, 35

Statistical process control (SPC), 35

Strategic needs, matching outsider views
to, 53-57

Support, 82; authorization basis for,
84-85; merit basis for, 83-84; systems,
20

Support infrastructure: building, 107-122;
building, to jump start outsider-insider
development, 130-146; and identify-
ing insiders for outsider-insider devel-
opment activities, 109—110; and
maintaining linkages, 111-113; and
managing expectations, 113-115; for
preparing outsiders to wear two hats,
132Fig.6.2; two contrasting, 117-122

T

Technocratic-based organizations, 77-78

Technological competence, 77

Technologists, 77-78

Time, 103, 104

Timing, 78

Touching bases, 81

Toyota Corporation, 35

True change: building organizational
capability for, 23; and maintaining
outsider-insider perspectives, 171-185;
need for collaboration in, 184-185;
three basic concepts for, 2-3; three
fundamentals of, 184; three ingredi-
ents necessary for, 91; what is not, 5-8

W

Wearing two hats: learming of, 96Fig.5.1;
preparing insiders tor, 95-122

Worldwide Man:iactraring Industries, 5,
54, 56, 57615, and best practices
in orgariz=tional change, 7; Chicago
plant 5-10



