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archy, 61–63; stakeholders, 115; strate-
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American Diesel Corporation, 54, 55
American manufacturers, 34, 35
Analysis paralysis, 34
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Assumptions: helping insiders identify gaps
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58. See also Cultural assumptions
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Behavior, 31, 142
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BigFab, 22, 92, 117–121, 131, 133, 134,

137, 139–143, 148, 149, 156, 159,
165, 185; profile of, 93

Blind spots, 42, 56
Bundling, 78
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Career counselors, 148
Career moves, 153
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57, 63, 75, 109, 110, 156, 171, 182;
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perspectives, 29
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pushing, 69
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culture, 67–94; framework for, 37–47;
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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;
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138–140; matching pulling change
strategies to, 72–75; working within,
to pull change, 67–94

203

Index

16_974730 bindex.qxd  8/25/04  11:44 AM  Page 203

CO
PYRIG

HTED
 M

ATERIA
L

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



D

Data, 77, 78
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Corporation), 129, 130Fig.6.1
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Harmony logic, 89
Hawthorne effect, 46
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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
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IBM, 58, 77
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returning home from, 116–117
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Industry groups, links to, 183
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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
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Japanese manufacturers, 34
Jolts, 19
Just-in-time system, 35
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Kanban, 35
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Lean manufacturing, 6–8, 12, 41, 55–57.
See also Worldwide Manufacturing
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Legacy solutions, 32
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110, 156, 171, 182
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of, 163–164

204 INDEX

16_974730 bindex.qxd  8/25/04  11:44 AM  Page 204

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



Mentors, 139–140, 148, 149, 160, 163,
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116–117
Misfit, potential, 165–167
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Pacing, 164–165
Pentium (Intel), 35–36, 38
Perseverance, 175
“Pong,” 52, 55, 59, 62, 63, 66, 147, 178
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Protégés, 159, 162–166
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Pull system, 35
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51–66; aligning macro and micro,
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archy, 61–63; and matching outsider
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Pushcart change, 8
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81–82; lateral basis for, 80–82
Resistance, 13; organizational, 16
Responsibility, mutuality of, 4. See also
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