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Major Leadership/Management Concepts Discussed:

Deep Change or Slow Death:  Deep change begins at the personal level.  It requires the individual to “walk into the land of uncertainty” and surrender control.  Quinn explains when faced with the dilemma of deep change or “slow death,” most people prefer to make incremental changes.  This is the result of a rational analysis and planning process.  If the change does not work, the individual has the option to return to the old way.  Incremental change does not disrupt past patterns, but merely it is an extension of the past.  We feel we are in control.  

The reality is in today’s world of constant change and intense global economy, incremental change at a regular pace is not sufficient.  Individuals and organizations need to make major changes and reinvent themselves more frequently to remain competitive, profitable, and efficient.  Quinn explains individuals and organizations become structured and stagnant.  We need to “surrender control” and allow deep change to occur.  The significance of deep change is personal growth and aligning oneself to external surroundings to foster development of new ways of thinking or behaving.  

Quinn further states one key to successful leadership is continuous personal change.  Personal change is a reflection of our inner growth and empowerment.  Empowered leaders are the only ones that can make real change in the organization.  Having the courage to change, these individuals model the behavior they are asking others in the organization to do.  Individuals get organized and motivated, leap into uncertainty and strive bravely ahead.  As a result, the process also transmits signals to others, and they are attracted by the courage and motivation.   This is an example of bottom-up change.  It starts with an individual.  

If deep change does not occur at the personal level, the individual and the organization experiences “slow death.”  For many, the option of experiencing “slow death” is preferred than changing oneself.   Quinn states organizational leaders choose to do other things than initiate change.  Leaders divert the attention from the real issues and actually become destructive by staying busy with other business matters.  Employees start to feel a violation of trust and responsibility in their leaders.  Consequently, leaders and employees increasingly become self-interested and begin to attend to their own futures.  Some will experience burnout.  

Risk is Necessary:  Traditionally, rules and procedures have been established to ensure stability and predictability in the organization.  The rules bind the organization together and make business coordination possible.  Nonetheless, today’s rules and procedures represent solutions to yesterday’s problems. The old rules hinder the organization to resolve new challenges from the external environment.   To remain vital, an organization must adapt to changing external demands.  

Quinn explains this will only happen if a few individuals are willing to take serious risks.  The possibility of failure is a constant companion of a leader and is a reality.  Leaders cope with this presence because they understand when they sacrifice their principles for pressure both they and the system take another step toward “slow death.”  Leaders are willing to accept the necessary risk because it is the right thing to do.  Taking risks requires discipline, courage, and motivation. The individual must be willing to step outside of the well-defined boundaries and old paradigms in an effort to renew and energize the organization.  

A Vision from Within:  Every organization has an inner voice.  The leader must listen to that inner voice.  It calls for continuous internal values and external realities.  The individual inner voice maintains self-interest; in contrast, the organizational inner voice wants to succeed.  Quinn states the inner voice is the most potent source of power in the organization and is the moral core. It leads to realignment and increased flow of resources.  Discovering the inner voice uncovers the vision of the organization.  To accomplish this, an individual or group must be willing to break the logic of task pursuit.   Preparation, reflection, and courage are necessary in order to hear the inner voice. This is why deep change at the personal level first is important.   The inner voice of the organization will provide direction if people have the courage to listen and the commitment to change. 

Significance of the Book’s Concepts to My Experience and Learning:

The management and leadership concepts discussed in this book helped me to gain a better understanding how the deep change process starts with individual’s personal growth and transfers to the organizational setting to promote transformational change within the organization.  

The concepts made me reflect on my recent leadership experience in implementing change to the workplace.   This book made me realize deep change took place for some individuals.  They were willing to support the idea to make process improvements using new technology so we could become more efficient in our work.  Furthermore, for the individuals who were non-supportive I now understand it as “slow death.”  They could not align themselves with the external realities and were not willing to take the risks involved and support the new ways of doing business. 

To conclude, I believe these concepts will prove beneficial to my learning experience as I go through deep change and begin to think and behave in new ways, so I can productively contribute to my workplace and be an effective change agent in my organization.    

