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T!" NEXT IQ Model for Individuals (see figure) is built using four 
zones to illustrate the progression out of our closest comfort zones into 
zones where we can be open to and receive multiple perspectives. We 
can then create personal insights based on the collective knowledge of 
many instead of the limited information of one or a few. The shift from 
viewing our own intelligence as an independent process to viewing it as 
an interdependent process is best understood when seen as a progres-
sion from our point of greatest comfort to the point of greatest open-
ness. This shift begins with the CORE global mindset of intellectual 
courage to embark on the journey, intellectual openness to welcome the 
unexpected, intellectual reflection to see how the unexpected can be 
integrated into the expected, and intellectual empathy to know that oth-
ers on the same journey may see the very same things and experience 
them differently.
 An individual’s NEXT IQ is measured by the maturity of the individ-
ual’s global mindset and how he or she exercises deliberate intelligence 
to seek and include contrasting points of view from diverse perspec-
tives in order to create innovative high-impact solutions. Let’s break 
that down, piece by piece.
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 In order to jumpstart and/or enhance your NEXT IQ, the first step 
is to actively solicit perspectives that are different than your own. Many 

of us have been taught that when 
we encounter different points of 
view we have to either tolerate the 
differences or resolve the conflict. 
Through the lens of T!" NEXT 
IQ, contrasting points of view 
are instructional instead of bur-
densome, and different perspec-
tives are knowledge to be gained 
instead of conflicts to be resolved. 

When we view different perspectives this way, we think of differences 
in experiences, opinions, and thinking as beneficial to our personal 
ability to be intelligent thereby motivating us to actively seek these per-
spectives as part of our pursuit of excellence.
 The process of actively seeking different perspectives often starts 
with the simple step of acknowledging the narrowness and limited-
ness of our own experiences and perspectives. No matter how much we 
know, “none of us is as smart as all of us.”
 Given our tendency to be most comfortable in what we know, the 
first foray out of our closest comfort zone is usually into the perspec-
tives of others that most mirror our own. The new zone feels similar 
without being the same. The proactive journey through the zone of 
similarities into the zone of differences, however, is the journey that 
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The belief that one’s own view 
of reality is the only reality 
is the most dangerous of all 
delusions.

Paul Watzlawick 
(psychologist and 

philosopher, #92#–2007)
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most of us avoid. It requires us to be uncomfortable, but just as getting 
muscles into shape requires stretching in order to strengthen them, we 
need to stretch our intellectual comfort zones in order to strengthen 
the intellect.
 Part of that stretch is the acceptance that contradiction does not 
mean that one has to be right while another is wrong. Often, contra-
diction simply means contradictory right answers. T!" NEXT IQ is the 
ability to hold as plausible that “right” from one perspective does not 
have to be at the expense of a contradictory perspective being “wrong.” 
“Multiple rights” that are contradictory in nature can exist, and it is 
only when we can hold these “multiple rights” as concurrently feasible 
in our minds that our intelligence can grow to the level of being com-
petitive and actionable in today’s world.
 Think back to the visual example of the 3, W, E, and M in Chapter 
6. Every person around that table can be right even if each is directly 
contradicting the other. While the R"%&' IQ mires us in trying to fig-
ure out who has the right answer, T!" NEXT IQ asks us to reconceptu-
alize what is on the table based on multiple rights.

“ALL OF THE ABOVE”
In working with a corporation headquartered in the “deep south,” as 
it liked to tout, part of my assignment included revising its mission 
statement on diversity and inclusion. Inevitably, the corporation’s task 
force and I began the thorny conversation of how to phrase the mis-
sion statement broadly enough so as to be inclusive of all employees 
but narrowly enough to not explicitly mention certain topics that were 
social and political hot buttons in the corporation, with gay and les-
bian identities being at the top of the “do not mention” list.
 I pushed to have gay, lesbian, bisexual, and transgender (GLBT) 
employees explicitly recognized as part of the fabric of the corporate 
culture, and many people on the task force pushed back that the cor-
poration was not yet ready to deal with that issue. Interestingly, the 
corporation had an informal employee network group for gay and les-
bian employees, and most people knew about this group. The group 
was informally accepted, but the corporation did not want explicit 
mention of the issue or the group in any formal corporate communi-
cations and/or marketing materials.
 I suggested that we take the topic off the table, but I asked the task 
force members to hypothetically consider what the mission statement 
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could look like if GLBT employees were directly recognized as part 
of the corporation’s culture. The conversation about this hypotheti-
cal statement was discombobulated and confusing with some people 
referring to people’s sexual preferences while others referred to sexual 
orientation and a few grumbled that what people did in their personal 
lives should not be brought into the workplace. As we dug deeper into 
the dialog, one member of the task force mentioned that there were 
people in the corporation who could not support the active inclusion 
of gays and lesbians because homosexuality was against their religion. 
GLBT inclusion, in their eyes, would result in the exclusion of others 
who had specific religious beliefs about this issue.
 After several conversations on this topic (work on the mission 
statement continued on a separate track), I realized that these theoret-
ical conversations were driving the members of the task force farther 
apart instead of bringing them closer together, so I set off in search 
of personal stories that could shift the conversation. I started with 
the few openly gay people in the corporation and learned more about 
how they negotiated the religious and cultural expectations in this 
particular community. I talked with church leaders in the area and 
asked them to help me understand the religious views on this topic. 
No matter how hard I tried to find common ground between these 
two worldviews, I primarily found entrenched perspectives that saw 
an either/or proposition. One view had to be wrong for the other view 
to be right.
 Without any personal narratives in the community to bridge the 
warring views, I suggested that each member of the task force read 
Mary Cheney’s Now It’s My Turn: A Daughter’s Chronicle of Political 
Life (2006). A candid autobiography by former Vice President Dick 
Cheney’s daughter on her life as a lesbian, Mary Cheney’s story takes 
the reader through her journey of being a lesbian in the anti-gay con-
servative movement, of her silent opposition to the Federal Marriage 
Amendment that reserved marriage only for heterosexual couples, and 
her work on her father’s political team, which supported an anti-gay 
agenda, while she simultaneously worked to bring greater acceptance 
of gays and lesbians into the Republican party. Mary Cheney’s life 
didn’t make sense under the rules of any one perspective, but she 
embodied the “all of the above” principles that agree with both con-
flicting views while fitting into neither.
 Discussing a biography would not have been my ideal way to 
introduce the “all of the above” thinking to this sensitive and dif-
ficult discussion, but the book opened up a dialog about the sadness 
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that Mary Cheney must have felt when she heard her political party 
talk about who she was in a way that excluded her participation even 
though she was one of the key leaders of the 2004 Bush/Cheney 
reelection campaign. The group also discussed how conflicted Mary’s 
parents must have felt, and how the family had to make sense of their 
lives in the public domain without privacy.
 The task force—without prompting from me—invited mem-
bers of the informal GLBT employee group to join them in a dis-
cussion of the book. They used Mary Cheney’s story as the gateway 
through which the difficult dialog could begin and continue. After 
this joint meeting, one task force member commented to me that it felt 
much harder to take sides on an issue when a real live human being is 
involved. A personal narrative always adds dimensions to our perspec-
tives because our lives rarely take place in any one dimension.
 As of the writing of this book, this corporation still does not have 
sexual orientation integrated into its inclusion mission statement, but 
it now has domestic partner benefits and adoption leave. It also has a 
copy of Mary Cheney’s autobiography in its main library.

 Once we solicit the different and contradictory perspectives that 
inform and enhance our full intelligence capacities, T!" NEXT IQ 
requires us to move into the next 
zone, where we include, engage, 
and integrate those diverse per-
spectives into the way we think, 
the data we analyze, and the prob-
lem-solving tools we utilize. The 
different perspectives we solicit 
cannot be gathered and viewed in 
isolation with our own beliefs and 
views. It is in the ability to allow 
our own perspectives to blend 
with contradictory perspectives 
that we can tap into the collective knowledge and wisdom that is neces-
sary for us to thrive in the 2#st century.
 Your NEXT IQ hinges on your ability to understand the “and” 
between your perspectives and the different perspectives that expand 
upon and perhaps contradict your own. It relies upon your eager-
ness to learn from those around you, especially those whose different 

I’ve always felt that a per-
son’s intelligence is directly 
reflected by the number of 
conflicting points of view he 
can entertain simultaneously 
on the same topic.

Abigail Adams (wife of John 
Adams and mother of John 
Quincy Adams, #744–#8#8)
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experiences, perspectives, and insights inform what you know and how 
you think. By learning from others, you are able to know what you 

need to know when you need to 
know it even if your own experi-
ences didn’t have the opportunity 
to teach it to you. As writer and 
futurist Alvin Toffler opined, 
“[the] illiterate of the 2#st cen-
tury will not be those who cannot 
read or write, but those who can-
not learn, unlearn and relearn.”# 

T!" NEXT IQ is that openness to learn from others, unlearn what 
you thought you knew, and relearn what you now see from your new 
perspective.
 The journey from Zone #, staying within the comfort zone of your 
own identity and perspectives, to Zone 4, where you actively seek input 
to create collective wisdom, is a journey in which we constantly fight 
the pull to go back to the familiar, easy, and predictable. Upcoming 
chapters will deal with these zones of comfort in greater detail, but it 
is important to note at this juncture that getting directions, taking the 
journey, and staying on the journey all take sustained effort that may be 
difficult but is definitely worthwhile.

T!" N!"# IQ M#$"% &#' O'.,()/,0)#(-
T!" NEXT IQ Model for Organizations (see figure) is based on three 
zones that explore both the people in the organization whose actions 

impact that zone and the nature 
of the impact that occurs in that 
zone. Similar to the Model for 
Individuals, the Model for Organi-
zations follows the path of phased 
integration with a different way 
of thinking that builds on mission 
and values and leads to collabora-
tion with competitors.
 Similar to an individual’s NEXT 
IQ, an organization’s NEXT IQ is 

You think that because you 
understand “one,” you must 
understand “two,” because one 
and one make two. But you 
must also understand “and.”

Sufi Wisdom

Albrecht’s Law:
Intelligent people, when 
assembled into an organiza-
tion, will tend toward collec-
tive stupidity.

Karl Albrecht (German 
entrepreneur, founder of 

discount supermarket chain 
Aldi)
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the collective mindset and capability of individuals within the organi-
zation to actively solicit, include, engage, and integrate different and 
contrasting points of view from diverse perspectives in order to create 
innovative high-impact solutions. As with anything else in organiza-
tions, the ability to activate and accelerate an organization’s NEXT IQ 
begins with its leaders. A high organizational NEXT IQ begins with 
leaders personally and institutionally developing, executing, and stress-
ing the mission and value of the collective intelligence that is generated 
from all individuals actively soliciting different perspectives to inform 
and enhance their own points of view. Furthermore, without clear lead-
ership on the mission and intent to prioritize collective intelligence 
above individual expertise, many organizations and teams within orga-
nizations default into “group think” models that can, to invoke Karl 
Albrecht’s words, veer toward collective stupidity.
 Internally, leaders can raise T!" NEXT IQ of their organiza-
tions by first ensuring that the organization’s mission and values are 
aligned with prioritizing collective intelligence above individual talent 
or expertise. By embodying this priority through their own behaviors 
and leading with this priority in macro and micro actions, leaders can 
shift the structures and the culture of their organizations. Input into 
T!" NEXT IQ begins with hiring a diverse workforce and developing 
inclusion competencies for that workforce. Once the organizational soil 
is primed for diverse perspectives and inclusive actions, the focus can 
shift to the output of T!" NEXT IQ—the business results.

Copyright © 20## Nextions LLC.
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 In leading the development of T!" NEXT IQ in organizations, it 
is critical to not focus on tolerance of differences or even celebration 
of differences. Tolerance and celebration are vocabulary vestiges from 
the R"%&' IQ that treat diverse perspectives as something that require 
sympathy. If someone offered you the opportunity to become smarter, 
would you offer your sympathies? Tolerate them? Celebrate with them? 
Or would you thank the heck out of them and dig into the opportunity 
to maximize your ability to extract all you can from the opportunity? 
That’s the shift from the R"%&' IQ to T!" NEXT IQ, and that is the 
cultural change that leaders must lead.
 Let’s pause for a second to digest what this shift really means. This 
is the point in understanding T!" NEXT IQ where skepticism usually 
rears its curious head and raises its eyebrows in doubt. The R"%&' IQ is 
working fine for now, so what added value will T!" NEXT IQ provide? 
Will T!" NEXT IQ actually change our output for the better?
 Margaret A. Neale, professor of organization and dispute resolu-
tion at Stanford Graduate Business School, states that “the worst kind 
of group for an organization that wants to be innovative and creative is 
one in which everyone is alike and gets along too well.”2 In fact, when 
everyone gets along, people on the team may feel better but actually 
perform worse. For example, when new members of a team are similar 
to the previous members, the team reports a high level of satisfaction 
with the group’s productivity, but they perform the worst on a group 
problem-solving task. When the new members are different from the 
previous members, the group’s satisfaction with its productivity goes 
down, but its performance actually rises significantly.3 Neale stresses 
that what “feels good may not always reflect the performance of the 
team . . . In fact, teams with a very stable membership deteriorate in 
performance over time. . . .”4

 It turns out, according to Neale, that “the mere presence of diver-
sity you can see, such as a person’s race or gender, actually cues a team 
in that there’s likely to be differences of opinion. That cuing turns 
out to enhance the team’s ability to handle conflict, because members 
expect it and are not surprised when it surfaces.”5 Productive conflict 
(conflict along the lines of intellectual conflict and a debate on ideas) 
makes teams perform better, but when differences lead to destructive 
conflict (conflict along identity lines that prevent/distort communica-
tion), the team’s performance suffers; furthermore, the more diversity 
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there is in a group, the more positive impact the differences will have.6 
The difference between productive conflict and destructive conflict: 
inclusive leadership.
 In the 2#st century, innovation is the key to competitive success, 
and the intelligence required to be innovative flows from differences 
in identities, interpretations, perspectives, and problem-solving modes, 
but these differences can quickly transition from productivity enhanc-
ers to productivity detractors if leaders do not have the competencies to 
lead inclusively.
 Once an organization’s leaders are committed and able to increase 
their NEXT IQ by setting a mission and values for the organization that 
is consistent with encouraging and empowering everyone to align their 
actions with inclusive intelligence, Zone 2 can be reached. In Zone 2 all 
individuals are held accountable for these behaviors in order to create a 
truly inclusive work environment.
 Google, for example, is consistently evaluated by its employees to 
be one of the top five workplaces in America (and some Google employ-
ees insist that Google is one of the top workplaces in the world!). In 
fact, news reports of the gourmet food, the Ping-Pong tables, and the 
“work is play” culture as some of the key reasons for the happiness of 
Google employees are numerous. The perks are great, but the amaz-
ing retention of employees and the unmatched number of resumes that 
Google receives every day are due to a workplace culture that explicitly 
and implicitly communicates on a consistent basis that individual dif-
ferences matter because collective wisdom matters.

At Google, being yourself is a job requirement. When we encour-
age Googlers to express themselves, we really mean it. In fact, we 
count on it. Intellectual curiosity and diverse perspectives drive 
our policies, our work environment, our perks and our profits. It’s 
through the amazing diversity of all us, where we come from, how 
we think, our functions, that allows us to do extraordinary things.7

 Imagine if your organization identified individuality at this level 
as a job requirement! Google started with its leadership embodying 
these principles and then built them into the core foundation of what 
is important to the organization: “Everybody’s searching for something 
different. Our success hinges on our ability to understand the needs 
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of millions of Google users.”8 From the corporate mission and values 
that support multiple perspectives as an intelligence advantage, Google 
can move on to recruiting and hiring people who are not only ready 
to bring their individual perspectives into the Google team, but are 
equally ready to contribute to and benefit from a collective wisdom that 
is greater than their own unique skill set. This is not to suggest that 
Google is a utopistic workplace! Google suffers from its share of people 
not listening to each other or working well together; the focus on intel-
lectual courage and openness as competencies instead of as niceties is 
a structural accelerator for how people think and learn and lead in a 
rapidly changing global industry.
 Once an organization is on its way to increasing the collective 
impact of each individual’s NEXT IQ, the competencies used to generate 
debate and ideas internally can also be used to import intelligence into 
the organization through collaborative interactions with external con-
stituents, business partners, and even competitors (Zone 3).
 Movie rentals illustrate what Zone 3 looks like in one corporation. 
In the last #0 years, the market for video rental has changed so dramati-
cally that it barely resembles the “go to Blockbuster and rent a movie 
that needs to be returned two days later” model that dominated the 
#990s and early 2000s. Now, you can order movies online from Netflix, 
have them delivered to your door, and return them when you feel like it 
without late fees, or you can just download whatever movie you want to 
see from Netflix or Amazon or iTunes and watch it on your computer 
or iPad. Or you can pick up a movie at a Redbox kiosk when you are 
out shopping for groceries or just stream a movie or a television show 
from Netflix or Amazon directly into your high-definition television. 
All these choices generated in the last #0 years slowly drove Blockbuster 
to file for bankruptcy in 20#0.9

 Amid these many options, Netflix continues to dominate the mar-
ket. In 20##, Netflix became the “largest single source of internet traffic 
in North America,”#0 showing that it has become the dominant player 
in providing movie and television entertainment to people when and 
where they want it.
 As competition in this area heated up in the last decade, Netflix very 
quickly learned to depend on a collective and collaborative intelligence 
model that enhanced the individual capacities it had hired internally. 
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What it had realized early on in its existence is that customers loved hav-
ing future entertainment recommended to them based on their previous 
choices, and it focused on enhancing that feature to a point where cus-
tomers became loyal to Netflix partly because they relied on the accu-
racy of these recommendations. Netflix could have hired brilliant minds 
to improve the recommendation algorithms internally, but that could 
have taken a long time, and the company would have been dependent 
only on the individual expertise of Netflix’s internal experts. So, Netflix 
moved beyond its organizational walls to collaborate with the world.

COMPETITIVE COLLABORATION = $! MILLION
In October 2006, Netflix announced a competition that would reward 
anyone who could substantially improve its movie recommendation 
system through advanced predictive modeling with $1 million.
 In July 2009, two teams appeared to be left standing in the $1 mil-
lion race, Bellkor’s Pragmatic Chaos and Ensemble. On the surface, it 
looked like two teams had outperformed all the other competitors, but 
a closer analysis reveals that the two teams were actually amalgamated 
collections of many of the teams that had initially entered the compe-
tition. Each team was a collaboration of competitors.
 As the New York Times reported on July 28, 2009, “[t]he biggest 
lesson learned, according to members of the two top teams, was the 
power of collaboration. It was not a single insight, algorithm, or con-
cept that allowed both teams to surpass the goal . . . Instead, they say, 
the formula for success was to bring together people with complemen-
tary skills and combine different methods of problem-solving.”11

 Bellkor’s Pragmatic Chaos was a seven-member collection of 
other teams who hailed from varying technical backgrounds and many 
countries. Ensemble was an international consortium of 30 members 
representing many rival teams.
 On September 21, 2009, Netflix announced that Bellkor’s Prag-
matic Chaos had won the contest in a dead heat. Netflix congratulated 
the winner, awarded the $1 million prize, and quickly announced the 
next competition.
 The Netflix competition is a great example of T!" NEXT IQ 
model—by creating conditions outside of its organizational boundar-
ies to actively seek, engage, and integrate external perspectives into 
its collective business intelligence, Netflix expanded its intelligence 
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pool to all corners of the globe. Through its efforts, it not only high-
lighted how it could benefit from multiple perspectives, but it also 
helped additional teams of brilliant experts realize that the more eyes 
they had on the problem, the more solvable the problem became.

 T!" NEXT IQ for organizations is about having the leadership, 
the structures, the culture, and the individual competencies in place 
to maximize the intelligence that inclusion brings even if inclusion 
sometimes means working with competitors. This level of expansive 
inclusion begins with each individual, but it does need to be executed 
on an organizational level in order to make organizations organically 
innovative.
 So, if we know that inclusive thinking leads to innovation, and we 
know that innovation is a necessity if we want to succeed in the 2#st-
century marketplace, why do so many individuals and organizations 
revert back to their R"%&' IQs when they know that they will be more 
successful using their NEXT IQs? Simply put, the R"%&' IQ feels easier.

CHANGE IS ALSO A VERB
Individual Strategies to Prime for Change

Organizations can definitely do a lot to prime people to change, but 
individuals have tremendous power to enact changes in small ways 
that build up those change muscles into tools for innovation. We rec-
ommend our clients start working their change muscles by making 
the following small changes.

#. Once a year, attend a conference that has nothing to do with your 
area of expertise or your industry. Pay close attention to what 
people are discussing at the conference and try to find one way 
that you can use what you have learned in your own objectives at 
work. This is a great way to break out of the tunnel vision that 
results from focusing on the same area of expertise and/or the 
same industry.

2. Once a quarter, check out a book from your public library (or buy 
a book if that’s your preference) on a different country, a differ-
ent culture, a different religion, or any other subject that really 
feels different to you. Read the book and try to discover at least 
five ways in which people in this different country, culture, race, 
ethnicity, religion, and so on, are different from you and at least 
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five ways in which they are similar to you. This is a great exercise 
to help you expand your ways of seeing the world and the people 
around you.

3. Once a month, take a different route to work. If you usually drive, 
take the train. If you usually take the train, take a bus. Get off at 
an earlier stop and walk the remainder of the way. Whatever you 
do, make it different. Then, observe. Notice the changes in scen-
ery, the people who are sharing your commute on the train, the 
highway, the bus, or the sidewalk. This is a good exercise to inter-
rupt your unconscious from taking over when you do the same 
thing in the same way over and over.

4. Once a week, initiate a conversation with someone you have never 
spoken with before in your workplace, with a customer, at a client 
site, or in any other professional scenario.

5. Once a day, when you are trying to analyze a situation or solve a 
problem, ask at least three people the same question to see how 
different people respond before you solidify your own perspective. 
This is a good exercise to help you see the different ways in which 
people understand information and solve problems.

CHANGE IS ALSO A VERB
Organizational Strategies to Prime for Change

In almost every organization for which I’ve conducted assessments on 
the culture, the communication processes, leadership, and/or overall 
employee engagement, I have found the following to be true:

People want change (the noun) but they 
don’t want to change (the verb).

 In order to prime any organization to start using T!" NEXT IQ at 
an individual and collective level, the first step has to be to get people 
to prepare to change, not just for change. Fortunately, our change mus-
cles can be exercised and strengthened regularly so that when they 
are called upon to act, they are strong enough to do so. The following 
strategies allow people to exercise and strengthen their individual and 
collective change muscles.

#. Use Dr. Edward de Bono’s Six Thinking Hats#2 process to encour-
age people to think outside of their comfort zones. Each of the 
six hats focuses on a specific way of thinking. Assigning “a hat” to 



100 | T!" NEXT IQ

each individual in a meeting and asking people to only speak in 
the voice of their assigned hats allows people to train their brains 
to change the way they think about issues.

 White Hat:  Focus on facts, information, research data
 Red Hat:  Focus on feelings, emotions, intuition
 Black Hat:  Focus on caution, risk aversion, deliberation
 Yellow Hat:  Focus on being positive, optimistic, and idealistic
 Green Hat:  Focus on new ideas, innovation, outside-the-box 

thinking
 Blue Hat:  Focus on the big picture, the long-term perspective

2. Encourage people to find one contradictory opinion before they 
present their perspective. The conversations that occur in a per-
son’s search for a contradictory opinion alone dramatically change 
the way a person thinks about his or her own idea and perspective.

3. Urge people to have lunch with someone from a different func-
tion, practice, role, department, and so on at least once a quarter. 
Ask people to use those conversations in the way they think about 
the organization and the way they think about their own roles.

4. Foster “creative conversations” where meetings are held for no 
other purpose than to brainstorm all possible questions, answers, 
challenges, and solutions to a particular issue. These meetings 
should be free from the pressure of having to make decisions or 
reach conclusions.

5. Embolden people to think of their jobs and their workplaces as 
positively anticipating of change because change means better, not 
harder. Communicate examples of change making things easier in 
order to drive this point home.

T!" N!"# IQ I(-).!0-: C!,10"' 2
�! T!" NEXT IQ Model for Individuals explores the four sequential 

zones that an individual journeys in order to travel beyond the 
limitations of the R"%&' IQ to the intelligence available in the 
collective wisdom of T!" NEXT IQ.

�! T!" NEXT IQ Model for Organizations explores the three sequen-
tial zones that an organization has to journey to achieve the next 
level of organizational intelligence. The three zones in this model 
cover both what individuals, especially the organization’s leaders, 
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have to do in each zone as well as the impact of those actions on 
the whole organization.

�! The Netflix competition example provides an illustration of how 
an organization can become more intelligent by not limiting 
where and how it gets its intelligence and also by viewing com-
petitors as collaborators.

�! Although the majority of individuals and organizations want posi-
tive change, they resist the act of changing. The Change Is Also 
a Verb exercises for individuals and organizations offer concrete 
tools to prime for change (the verb).

T!" N!"# IQ A30)#(-: C!,10"' 2
�! Implement the Change Is Also a Verb exercises for individuals and 

note what happens to your attention levels, your observation skills, 
and your thought patterns, especially as you implement the daily 
and weekly suggestions.

�! Explore the Change Is Also a Verb exercises for organizations and 
note what happens to team dynamics, interpersonal relationships, 
and collective problem-solving strategies. Are people learning new 
things about each other? Do different people speak up in different 
contexts? Have informal “water cooler” conversations shifted?
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