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We offer a big “thank you” to all the members that
submitted papers, symposia and did the reviewing over
the past few months. Through your efforts, we promise
to have a fascinating and provocative program since
many of you took to heart the theme “The Questions
We Ask.” All of the paper sessions, meetings and
many of the symposia and PDWs will be held at the
Anaheim Marriott during the course of the meetings
(August 8-13). I have listed below a sampling of the
program.

It has been a tradition in the ODC Division for the
outgoing Division Chair to have an opportunity to make
a statement in the Division Newsletter. I am pleased
to do so, as I have also been pleased to serve the
division on its executive team over the last five years.

ODC Distinguished Speakers and Theme Sessions
We are fortunate to have two long time ODC scholars
serve as our Distinguished Speakers. On Monday
morning, Dr. William Torbert will present “The Questions
We (Ought to) Ask” as the Distinguished Theme
Speaker. The session promises to be one that will
inspire, provoke reflection and allows us to honor the
work of Bill. He has served as ODC Chair and is
moving to Professor Emeritus of Leadership at The
Carroll School of Management at Boston College this
year. His focus on “action inquiry” is about discovering
actions, in the moment, that have the interplay of self,
others, organizational strategies and global vision which
lead to transformation. Bill’s work can be accessed
through his webpage: http://www2.bc.edu/~torbert/.
We are in for a treat.
On Tuesday afternoon, Dr. Warren Bennis will present
“The Questions We Don’t Ask” as the ODC Distinguished Speaker. Warren is a Distinguished Professor
of Business Administration at USC’s Marshall School
of Business. He is regarded as one of the world’s
experts on leadership and is a prolific author. For those
who have been interviewed by Warren, or heard him
speak, there is always a new insight that emerges. This
session will be no exception to that pattern.
We also will have a panel of practitioners, scholars
and educators that will provide an interactive setting

What I would like to offer are my impressions of what
I see as an exciting new direction for research on
change – a repositioning and a reemphasis of the
central role emotions play in managing planned change.
Evidence is clearly mounting from the fields of cognitive and social psychology that individual change is
more emotional than rational. In addition, further
research suggests that a powerful coalition of emotions via contagious processes exists, and in fact, may
be a primary explanation for how groups overcome
obstacles and behave in unified ways, even though
individuals may be unaware of these powerful emotional effects. All of this suggests that emotion may be
the key catalyst/input in successful change and that a
coalesced emotional tone via social contagion processes can directly affect group and organizational
behavior.
(See Manning, page 7)
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(See Feyerherm, page 3)

2008 ODC DIVISION PROFESSIONAL
DEVELOPMENT WORKSHOPS:
CALL FOR PROPOSALS

ODC DIVISION EXECUTIVE
COMMITTEE 2007-2008

Ronald Fry
Case Western Reserve University

Michael Manning, Division Chairperson
New Mexico State University
Phone: 505/646-2532
Fax: 505/646-1372
Email: mmanning@nmsu.edu

“The Questions We Ask” is the theme for the 2008
AOM Conference in Anaheim. Please use this opportunity to submit creative and challenging PDWs that
explore how our field of ODC connects with this
theme: how our questions impact development and
change in human systems; the relationship between
inquiry and change; the kinds of questions that matter
most; the yet unasked questions we should be asking;
etc.

Frank Barrett, Division Chair Elect
Naval Postgraduate School
Phone: 831/656-2328
Fax: 831/656-3407
Email: fbarrett@nps.edu
Ann Feyerherm, Program Chair
Pepperdine University
Phone: 310/568-5544
Fax: 310/568-2312
Email: ann.feyerherm@pepperdine.edu
Ron Fry, PDW Chair
Case Western Reserve University
Phone: 216/368-2060
Fax: 216/368-6228
Email: rxf5@case.edu

PDWs are a platform for colleagues to share knowledge and expertise and foster the development of
workshop participants. Coordinated by the Academy's
many divisions, interest groups, and theme committees, PDW sessions are different from regular academy sessions in that they can have a longer time frame
and use a more interactive and participative format.
PDW sessions will be held prior to the AOM program
from noon August 3 through the afternoon of August
5, 2008.

Inger G. Stensaker, Division Representative
Norwegian School of Economics and Business
Phone: +47-55959669
Fax: +47-55959870
Email: inger.stensaker@nhh.no
Karen Jansen, Representative-at-Large
University of Virginia
Phone: 434/243-2309
Fax: 434/924-7074
Email: kjansen@virginia.edu
Ryan Quinn, Representative-at-Large
University of Virginia
Phone: 434/924-7735
Fax: 434/555-1212
Email: quinnr@darden.virginia.edu

Note that PDW space is limited, so PDW proposals
that would be of interest to several divisions or interest
groups are encouraged, although a PDW can only be
submitted to one Division. (Any co-sponsors will be
determined after submission.) If you are interested in
submitting a proposal for a PDW session to be sponsored by the ODC Division please use the form found
at http://meetings.aomonline.org/2008.

Quy Nguyen Huy, International Representative-at-Large
INSEAD
Phone: +33 1 60 72 44 98 Fax: +33 1 60 74 55 57
Email: quy.huy@insead.edu
Tim Goodly, Executive Scholar-Practitioner
CNN Worldwide
Phone: 404/827-3800
Email: tim.goodly@turner.com
Jude Olson, Executive Scholar-Practitioner
Lockheed Martin Aeronautics Company
Phone: 817/777-6700
Fax: 817/777-0949
Email: jude.g.olson@lmco.com

Also please note that the new “rule of 3” applies to
PDW submissions; no one can be part of more than 3
PDW submissions (this is in addition to the other rule
of 3 for the Academy proceedings).

Andre Avramchuk, Student Representative
Fielding Graduate University
Phone: 626/381-6956
Email: arttooz@aol.com

Proposals must include:
1. The Workshop Title

Eric A. Goodman, Web Page Master
Westwood College
Phone: 303/691-5714
Fax: 303/691-5701
Email: egoodman@westwood.edu

2. Full description of the workshop and activities
3. Time requirements of the workshop

Gavin Schwarz, Secretary/Treasurer
University of New South Wales
Phone: +61 2 9385 7278 Fax: +61 2 9662 8531
Email: g.schwarz@unsw.edu.au

4. Submitter (contact person) and Presenter(s)
information, including name, affiliation, address,
phone, fax, and e-mail for each person.

R. Wayne Boss, Newsletter Editor
University of Colorado
Phone: 303/492-8488
Fax: 303/494-1771
Email: wayne.boss@colorado.edu

5. Division/Interest group sponsor being solicited
and why
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6. Suggested division or interest group co-sponsors

•

A recommendation letter from your dean, department chair, or major advisor that verifies your (a)
status/progress and (b) year in your school's
doctoral program.

•

A one-page bio summarizing the nominee's contact
information, research and teaching interests, and
publications. This one-page bio will be distributed
among consortium participants

•

A 3-5 page (typed and double-spaced) summary
of the dissertation project, including the research
question, rationale, hypotheses/propositions, proposed
methods and results (if applicable).

7. How you intend to create healthy audience
interaction and participation
Please label the PDW file and subject line on your
email in the following format: submitter name PDW
ODC2008 to ensure your submission is properly directed. For example, FryPDWODC2008. November 13 is the deadline although early submissions are
welcome.
Send submissions and any questions you may have to
Ronald.Fry@case.edu.

(From Feyerherm, page 1)
on Tuesday morning to explore questions that we
should be asking, are afraid to ask or would like to
deepen. The panelists will provoke our thinking and
then it will be the participants in the room who carry
the questions further, and then reflected upon by our
panelists. We are trying to inject the interaction that
often comes with PDWs into the program itself.

2008 ODC DOCTORAL CONSORTIUM
Frank Barrett
Naval Postgraduate School
Karen Jansen
University of Virginia
If you are studying change and are actively working on
a dissertation, then submit an application to the all new
2008 ODC Doctoral Consortium! The ODC division
welcomes doctoral students from all disciplines who
are studying issues associated with change.

Symposia
The ODC division is sponsor of one All Academy
Symposium and six Showcase Symposia. In addition,
there are 21 more symposia. ODC is lead or sole
sponsor on four of those 21.

We have designed an innovative approach to the
traditional consortium experience this year. The consortium includes a working paper workshop, where
experienced change scholars such as Dick Woodman
and Quy Huy will share their “work in progress” and
work with you to make your research more rigorous,
relevant, and publishable. There will be plenty of
opportunities to make some great connections with
leading and emerging change scholars.

All Academy Symposium:
•

“Inner and Outer Sustainability” Marriott Grand
Ballroom E – Monday 10:40

Showcase Symposia:
•

“Consultant’s Responsibility” Anaheim Convention
Center 204 - Monday 8:30

The ideal candidate for this consortium will have
finished his/her coursework and be engaged in preparing
a dissertation proposal. Because space is limited, only
one student per program is allowed to participate, but
additional students from a given program may be
considered on a space available basis after the nomination deadline.

•

“Looking through the Lens of Positive Identity”
Marriott Grand Ballroom F – Monday 8:30

•

“The Shifting Landscape of Executive Education”
Hilton Pacifica Pavilion B – Monday 12:20

•

“Virtuousness in Organizations” Marriott Grand
Ballroom F – Monday 2:30

To apply, please send an email with the following three
documents attached to Karen Jansen
(kjansen@virginia.edu) by May 15, 2008:

•

“Identity and Social Change” Anaheim Convention
Center 204A – Tuesday 10:30
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•

“Organization-Level Trust” Hilton Pacific Pavilion
B – Tuesday 10:30

ODC Sole or Lead Sponsored Symposia:
•

“Emerging Consulting and Action Research Models:
Paradigms, Skills and Applications” Marriot Platinum
2 – Monday 10:40

•

“Distributed, Shared or Collective Leadership: A
New Leadership Model for the Collaborative Era”
Marriott Platinum 2 – Monday 2:30

•

“Kurt Lewin: His Approach, His Legacy, Our
Questions” Marriott Platinum 2 – Tuesday 10:30

•

“Natives Questioning Western Narrative Ways”
Marriott Platinum 2 – Wednesday 10:40

•

Welcome Breakfast: Monday, August 11 8:00 am
– Platinum 2

•

Theme Distinguished Speaker: Monday, August
11 8:30 am – Platinum 2

•

Interactive Theme Panel: Tuesday, August 12
8:30 am – Elite 3

•

Distinguished Speaker: Tuesday, August 12 4:10
pm – Platinum 2

•

Business Meeting: Tuesday, August 12 5:30 pm –
Elite 3

•

Social: Tuesday, August 12 6:30 pm – Platinum 2

Thank You!
This program would not be possible without help from
a lot of people. I was assisted by Lori Simms, my
graduate assistant at Pepperdine University. The ODC
board members, current and past, were of immense
help in assisting with thinking through issues and doing
extra reviews. I am also grateful to a few people who
helped the ODC Board members in additional reviewing for different categories of best papers – Ian
Palmer, Henrik Bresnan, Jim Ludema, and Arran
Caza.

Paper Sessions and ODC Awards
Out of the 119 papers that were submitted, 85 were
accepted. As in the past, there are three formats for
paper delivery – visual paper sessions which involve
posters displaying the work; interactive paper sessions
that often cut across the divisions and paper presentation
sessions for our division.
This year’s award winning papers were:
Best Overall Paper: Karen Jansen and Michael
Judd, “Change-based Momentum and Trajectories:
The Dynamics of Change Perceptions.”

Finally, a big thanks goes to those 26 people who
volunteered to be chairs and discussants for the
sessions AND to those who devoted time to reviews.
There were 341 reviewers who did 598 reviews of
papers and symposia. It is obvious that this program is
a product of all of us. Thank you so much for being a
part of the creation of the program. Now – come and
enjoy the fruits of your labor!

Best Student Paper: Dave Bouckenooghe and
Geert Devos, “Psychological change climate as a
crucial catalyst of readiness for change.”
Rupert F. Chisholm Best Theory to Practice
Paper: Marie Di Virgilio and James Ludema,
“How Can I Help You Succeed?: Leading Change
by Asking Questions that Generate Energy for
Action.”

Reviewers:
Bjørn Willy Aamo, Bodo Graduate School of Business; Gregory A. Aarons, U. of California, San Diego;
Mona Al-Amin, Temple U.; Ronald Alexandrowich,
York U.; Jeffrey Alstete, Iona College; Brad
Altemeyer, South Texas College; John Matthew Amis,
U. of Memphis; Greg Atchison, Embry-Riddle Aeronautical U.; Andre Avramchuk, Kaiser Permanente;
Amine Ayad, Colorado Technical U.; Susan Faye
Baechler, U.S. Army Program Executive Office for
Aviation; Diane Bandow, Troy U.; Heather Christine
Banham, Okanagan College; Frank J. Barrett, Naval
Postgraduate School; Jean M. Bartunek, Boston
College; Min Basadur, McMaster U.; Maria Graca
Batista, Universidade dos Acores; Sandra Beach,
Queensland U. of Technology; Karen Becker,

Best Interactive Paper: Richard D. Cotton and
William B. Stevenson, “Perfect Storm: A CrossLevel Study of Transformational Leadership During
Scandal-Exacerbated Decline.”
There was no award this year for best Action
Research Paper, and we encourage submissions that
adhere to that methodology (see the Summer 2006
ODC Newsletter, page 17, article by Hilary Bradbury).
ODC Sessions
There are some sessions which we encourage all
members to attend – and all of those are at the
Anaheim Marriott.
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Queensland U. of Technology; Stuart Belle, The
George Washington U.; Joseph Abiodun Bello, Covenant U.; Justin Kane Benzer, Texas A&M U.; Cecile
G. Betit, independent researcher; Constant D. Beugre,
Delaware State U.; Marlene A. Biseda, Claremont
Graduate U.; Hans Bjorkman, Unionen; Deborah
Blackman, U. of Canberra; Michelle C. Bligh,
Claremont Graduate U.; Wayne Boss, U. of Colorado,
Boulder; Marcia M. Bouchard, U. of Maryland U.
College; Dave Bouckenooghe, Vlerick Leuven Gent
Management School; Neil M. Boyd, Lycoming College; Henrik Bresman, INSEAD; David S. Bright,
Wright State U.; Wayne L. Brock, U. of Phoenix;
Rhett Andrew Brymer, Texas A&M U.; Barbara
Benedict Bunker, U. at Buffalo; Holly Burkett, Evaluation Works; Diana L. Burley, The George Washington
U.; Mary Wayne Bush, Raytheon Missile Systems;
Rune Todnem By, Queen Margaret U., Edinburgh;
George J. Byrtek, George Fox U.; Arne Carlsen,
SINTEF Technology and Society; Marilyn Jane Carter,
Benedictine U.; Angela Joy Carter, U. of Sheffield;
Min Z. Carter, Auburn U.; Arran J. Caza, U. of
Michigan; Joseph E. Champoux, U. of New Mexico;
Kuanwen Chen, Newcastle U.; Yonjoo Cho, Texas
A&M U.; Allan H. Church, PepsiCo, Inc.; David
Coghlan, Trinity College Dublin; Stephen M. Colarelli,
Central Michigan U.; Jonathan H. Coleman, Case
Western Reserve U.; John Conbere, U. of St. Thomas;
Beatriz Coningham, George Washington U.; Jeanne
Connolly, Wheaton Franciscan Sisters; Phil Considine,
Lincoln School of Management, U.K.; Bill Cooke,
Lancaster U.; Jorge Costa, Institute for Tourism
Planning and Development – IPDT; C. Keith Cox,
Tirawa Consulting, Inc.; Jack Bernard Crumbly,
Jackson State U.; Michael Cuellar, Georgia State U.;
Nicholas Darko, U. of Cape Coast-Ghana; Jeanette
Davy, Wright State U.; Leon De Caluwe, Vrije
Universiteit/Twynstra; Geoff De Lacy, CEO BSCAA;
Robert A. Dengler, Roosevelt U./Benedictine U./
Hawaii Pacific U.; Eric B. Dent, U. of North Carolina,
Pembroke; Robert Di Vincenzo, U. of Phoenix;
Anthony J. DiBella, Naval War College; George
Dikos, Decisiometrica Performance Optimization;
Khalil Mohamad Dirani, HRE; Richard Dool, Seton
Hall U.; Evelyn Dravecky, U. of California, Los
Angeles; Derrick E. D'Souza, U. of North Texas;
Richard Dunford, Macquarie U., Sydney; Steven P.
Earnshaw, Fielding Graduate U.; Maria Elmquist,
Chalmers U. of Technology; Caroline Anne Emberson,
Open U. Business School; Jennifer Dolores Evans, U.
College Dublin; R. David Fass, Air Force Institute of

Technology; Mi Feng, Stanford U.; Ana Cristina
Fernandes Da Costa, Delft U. of Technology; Cheryl
A. Fernandez, U. of Nebraska at Omaha; Victoria L.
Figiel, Troy U.; Beth Fisher-Yoshida, Columbia U.;
Jeffrey D. Ford, Ohio State U.; Deborah Kilgore Ford,
Roosevelt U.; G. James Francis, Colorado State U.;
Darryl Franklin, Benedictine U.; Terrill Frantz, Carnegie
Mellon U.; Susan Frear, U. of North Texas; Tobias
Fredberg, Chalmers U. of Technology; Joann
Fredrickson, Bemidji State U.; Ronald Fry, Case
Western Reserve U.; Richard Gannotta, Duke Raleigh
Hospital; Dominie Garcia, San Jose State U.; Christopher
Bernard Gargoline, U. of Phoenix; Anthony Gear, U.
of Glamorgan; Judith Gebhardt, U. of Southern
California; Gemma George, Capella U.; Gerald G.
GeRue, Rock Valley College; Patrick Gibbons, U.
College of Dublin; Mattia J. Gilmartin, Gilmartin Worldwide, Inc.; Kenneth B. Goldsmith, U. of Phoenix,
Graduate School of Business & Management; Timothy
W. Goodly, CNN; Eric Goodman, Westwood College;
Gopakumar Gopalakrishnan, Infosys Leadership
Institute; Arnaud Gorgeon, UCLA Anderson School
of Management; Marie Gould, Peirce College; Eva
Goutzamani, Athens U. of Economics and Business;
Debora Grale, Ursuline College; Danna Greenberg,
Babson College; Larry E. Greiner, U. of Southern
California; Avina Gupta, Columbia U.; Barry Joseph
Halm, Minnesota State U.; Alberto Daniel Hanani, U.
of Indonesia; Daren Ernest Hancott, U. of Phoenix;
Susan C. Hanlon, The U. of Akron; Chad Hartnell,
Arizona State U.; Shah M. Hasan, Otterbein College;
Tally Hatzakis, Brunel U.; Laura Hauser, Pepperdine
U.; George W. Hay, Benedictine U.; Mary Ann
Hazen, U. of Detroit Mercy; Shirley Ann Hazlett,
Queens U. Belfasst; Thomas C. Head, Roosevelt U.
Chicago-Schaumburg; Brook Henderson, Colorado
Technical U.; Anne Herbert, Helsinki School of
Economics; Jeffrey N. Hicks, U. of Twente; Daniel T.
Holt, Air Force Institute of Technology; Andrea
Hornett, Pennsylvania State U.; Henry Allan Hornstein,
Norwich U./Hornstein Teamworks Inc.; Lei Huang,
Cleveland State U.; Jack Huddleston, Capella U.; Quy
Nguyen Huy, INSEAD; Mathew J. Jacob, Microsoft
Corporation; Claus D. Jacobs, U. of St. Gallen; Jbilou
Jalila, Laval U.; Karen Jansen, U. of Virginia; Kristina
Jaskyte, U. of Georgia; Kim Jaussi, Binghamton U.;
Janice M. Johnson, Johnson & Johnson; Raymond S.
Jones, Citadel Graduate College; Baek-Kyoo Joo,
Winona State U.; C. Greer Jordan, Case Western
Reserve U.; Claudy Jules, Accenture; David Kakkuri,
Florida Gulf Coast U.; Marie Kavanagh, U. of Southern
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Queensland; Hamid H. Kazeroony, William Penn U.;
Nell Kimberley, Monash U.; Per Tobias Kirkebak,
Østfold U. College; Patricia Klarner, HEC U. of
Geneva; Cameron Klein, Kenexa; Mary Lou Kotecki,
Benedictine U./Deere & Company; Daniel R.
Kowalski, Kowalski Consulting and Management LLC;
Rita Kowalski, Work Life Consulting LLC; Sandeep
K. Krishnan, RPG Group; Stefan Krummaker, Leibniz
U. of Hanover; Ting-Kuei Kuo, U. of Cambridge;
Kenneth Wm. Kury, Saint Joseph's U.; Miriam Y.
Lacey, Pepperdine U.; Carole Lalonde, U. Laval; Eric
Lamm, San Francisco State U.; Mary C. Lang,
COMADRONA Communications, Inc.; Ann Langley,
HEC Montreal; Trond Age Langvik, Østfold Research;
Djamel Eddine Laouisset, Canada Consulting Group,
Ottawa; Eric C.T.E. Larsen, U. at Albany; JeanAnn
Larson, Pepperdine U./Beaumont Hospitals; Hermann
Lassleben, Reutlingen U.; Mark J. Law, U. of
Nebraska Medical Center; Guillermo Hugo Le Fosse,
U. de Buenos Aires; Jean S.K. Lee, CEIBS; Steve
Leybourne, Plymouth U.; Bernard Liebowitz, Adler
School of Professional Psychology; Michael Lin, U. of
Pittsburgh; Beverly Little, Western Carolina U.; Mary
S. Logan, London School of Economics and Political
Science; Patricia Denise Lopez, Alliant International
U.; Sherrie Lu, U. of Phoenix; Strayer U.; Ashford U.;
James D. Ludema, Benedictine U.; Richard Carlton
Lutz, Quinnipiac U.; Allan Macpherson, U. of Liverpool;
Susan R. Madsen, Utah Valley U.; Jeanne D. Maes,
U. of South Alabama; Anja Martina Maier, U. of
Cambridge; Michael R. Manning, New Mexico State
U.; David C. Marker, ESC Clermont Graduate School
of Management; Katty Marmenout, McGill U.; Ana
Maria Martins, U. of Glamorgan; Carol Mase, Cairn
Consulting; Judy Matthews, Queensland U. of Technology; Tracy M. Maylett, DecisionWise; Eileen
McCaffrey, U. of Western Australia; Janet McCollum,
Pepperdine U.; Michael Vincent McDonald, U.
College Dublin, Ireland; Ergo Metsla, Tallinn Technical
U.; Nicholas S. Miceli, Concord U.; Cynthia S. Miller,
Fielding Graduate U.; Zeeva Millman, A & M Human
Resources Consultants; Michael Millstone, Capella
U.; Nora Misiolek, Marist College; Shizuka Modica,
U. of Virginia (Darden); Eric Achiri Mongo, Walden
U.; Erik Monsen, Max Planck Institute of Economics;
Catherine L. Morgan, Bridgewater State College;
John-Paul Morgante, Talla-Com Industries; Elaine
Mosconi, U. Laval, Québec Canada; Kurt Motamedi,
Pepperdine U.; Rochelle Turoff Mucha, Business as
Performance Art, Founder; Meredith H. Myers, Case
Western Reserve U.; Mark Stephen Nagy, Xavier U.;
Prakash K. Nair, Texas A&M U.; Jean E. Neumann,

Tavistock Institute; Jose Gongalves Neves, ISCTEInstituto Superior de Ciencias do Trabalho e da
Empresa; Jørn Flohr Nielsen, U. of Aarhus; Kohei
Nishikawa, Konan U.; Ernest A. Norris, Kaplan U.;
Karen Norum, Gonzaga U.; Frank Novakowski, Davenport U.; Nwankama Wosu Nwankama, AOM;
Alice Ann Obermiller, U. of Chicago; Ken Ogata,
York U., Toronto; Michael Boyer O'Leary, Boston
College; Jude G. Olsen, Lockheed Martin; Francina
Orfila-Sintes, U. of Islas Baleares; Debra E. Orr,
Roosevelt U.; Margaret T. Orr, Bank Street College
of Education; Amy Y. Ou, Arizona State U.; Jill
Waymire Paine, Columbia U.; Padmaja Palekar, Indian
Institute of Management Bangalore; Ian Palmer, U. of
Technology; Thanos Chryssanthos Papadopoulos;
Kizzy Marie Parks, DEOMI PAFB; Sotirios Paroutis,
Warwick Business School; Nicole Ann Pearce, Federal
Management Partners, Inc.; Maury Peiperl, IMD;
Vincent Paul Pellettiere, Aurora U.; Sandy Kristin
Piderit, Case Western Reserve U.; Norma Teresa
Pivetta, U. Catolica Argentina; Latha Poonamallee,
Michigan Technological U.; Edward H. Powley, Naval
Postgraduate School; Ryan Quinn, U. of Virginia;
Sabine Raeder, ETH Zürich; Anthony P Raia, U. of
California, Los Angeles; T.R. Ramanathan,
Northumbria U.; C.M. Ramesh, Goa Institute of
Management; Humayun Rashid, Case Western Reserve
U.; Lora L. Reed, Eckerd College; Richard H. ReevesEllington, State U. of New York, Binghamton; Edryce
Reynolds; Theresa Rich, General Motors Corp.; Alison
Rieple, U. of Westminster; Jeff Rightmer, Lawrence
Technological U.; Olga Rivera, Professor of Strategy;
Amanda Margaret Roan, U. of Queensland; Shelley
Robbins, Capella U.; Gary Robinson, Capella U.;
Gerhard Roodt, U. of Johannesburg; George Roth,
MIT; Jyotsna Sanzgiri, Alliant International U.;
Manuela Sarmento, U. Lusiada; James I. Schaap, U.
of Nevada, Reno; Patricia K. Schmakel, Lourdes
College; Achim Schmitt, HEC Geneva; Sharon M.
Schneider-Borowicz, Benedictine U.; Georg
Schreyogg, Freie U. Berlin; Lillian Schumacher, U. of
Saint Francis; Gavin Schwartz, U. of New South
Wales; Megan Seyedsafi, Capella U.; Leatrice Shacks,
Shacks Consulting; William C. Sharbrough, Citadel
School of Business Administration; Zachary Sheaffer,
Open U. of Israel; Walter Scott Sherman, Texas
A&M U.-Corpus Christi; Philip Shum, William Paterson
U.; Lianne W.L. Simonse, Utrecht U.; Sanjay Kumar
Singh, Institute of Management Technology,
Ghaziabad, India; Clive Smallman, Lincoln U.; Julie
Smendzuik-O'Brien, Fielding Graduate U./Minnesota
State Colleges and U.; Budi W. Soetjipto, U. of
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Indonesia; Davide Sola, ESCP-EAP European School
of Management; Peter Sorensen, Benedictine U.;
George M. Soto, New Worlds Enterprise, LLP; Janice
M. Spangenburg, Capella U.; Bert Alan Spector,
Northeastern U.; Gretchen M. Spreitzer, U. of Michigan,
Ann Arbor; Richard W. Stackman, U. of San Francisco;
Jacqueline M. Stavros, Lawrence Technological U.;
Inger G. Stensaker, Norwegian School of Economics
and Business Administration; Merwyn Strate, Purdue
U.; Christie K. Struckman, U. of San Francisco; Barry
Sugarman, Society for Organizational Learning; Ranjini
Swamy, Goa Institute of Management; Nouha Taifi,
eBMS, Scuola Superiore ISUFI, U. of Salento; Ram
Tenkasi, Benedictine U.; Jordi Trullen, ESADE; FuSheng Tsai, Cheng Shiu U.; Jacqueline Denise Turner,
Colorado Technical U.; Leslie Tworoger, Nova Southeastern U.; Toni Ungaretti, Johns Hopkins U.; Joan
Ernst Van Aken, Eindhoven U. of Technology; Woody
Van Olffen, RSM Erasmus U.; James Vardaman, U.
of Memphis; Virajanand Varma, Auburn U.; Glenn
Varney, Bowling Green State U.; Helen G. Vassallo,
WPI; Subir Verma, Management Development Institute; Frances A. Viggiani, Alfred U.; Gary Wagenheim,
Simon Fraser U.; Nancy E. Waldeck, U. of Toledo;
Lynne Waldera, InMomentum, Inc; William G. Wallick,
U. of Scranton; Nancy C. Wallis, Pepperdine U.; Ian
Walsh, Boston College; Yu-Lin Wang, U. of Illinois at
Urbana-Champaign; Donald D. Warrick, U. of
Colorado, Colorado Springs; Christopher Wasden,
The George Washington U.; Robert C. Waters, The
George Washington U.; John G. Watson, St.
Bonaventure U.; Nelson Waweru, York U.; Steven
M. Weingarden, Blue Cross Blue Shield of Michigan;
Susan Letterman White, Hepburn Axelrod & White,
LLC; Elden Wiebe, Saint Mary's U.; Barbara Butts
Williams, Capella U.; Sue Williams, U. of
Gloucestershire; Jason Wolf, Benedictine U.; Julie
Wolfram Cox, Deakin U.; Karen Kelly Wollard, Kelly,
Wollard & Associates, Inc.; Evan D. Wood, Taylor
U.; Chris Worley, U. of Southern California; Qu Xiao,
Hong Kong Polytechnic U.; Therese F. Yaeger,
Benedictine U.; Chen-Yen Yao, National Chengchi
U.; Jian Yu, Beijing Jiaotong U., Old Dominion U.;
Stephen J. Zaccaro, George Mason U.; Danielle
Zandee, Nyenrode Business Universiteit; Xingxing
Zu, Morgan State U.

Manning & DelaCerda, 2006; Manning and DelaCerda,
2003) as well as conducting empirical investigations on
organizational stress (Fusilier & Manning, 2005;
Jackson & Manning, 1997; Manning & Fusilier, 1999;
Manning, Ismael & Sherwood, 1981; Manning, Jackson
& Fusilier, 1996a; Manning, Jackson & Fusilier, 1996b;
Manning & Osland, 1990; Manning, Osland & Osland,
1989; Manning, Williams & Wolfe, 1988; Motowidlo,
Packard & Manning, 1986) – often not knowing how
these two research streams might be related. My
recent focus on the emotions of change is in collaboration with my colleague David Tobey. We are just
beginning to frame our agenda for research (Tobey &
Manning, 2008) that is guided by a number of basic
questions and assumptions. These questions and assumptions are what I would like to share.
Emotional Coalescence as the Key to Successful
Change
Most recent change research has focused almost
exclusively on the cognitive aspects of change. Some
of my own research with colleagues has followed in
this tradition (Weber & Manning, 2001). Even so, the
change literature has identified emotions as important,
although usually as a reaction to change with communication and sensemaking processes proposed
as antecedents (for example, see Liu & Perrewe,
2005). One clear exception to this is the classic study
by Pasmore and Friedlander (1982). Consistent with
our view that emotions can overtake a group in a
contagious way, Pasmore and Friedlander documented
how an organizational episode of illness, injury, and
extreme medical costs was corrected via a participative
action research intervention that shifted the groups
emotions from despair to action, thereby reducing
costly incidences of work-related injury to almost nil.
Pasmore and Friedlander explain their findings as a
result of stress and mass psychogenic contagious
reactions. The participative intervention shifted emotions
away from the psychogenic reactions that produced
injury and low motivation to an emotional coalescence
that involved problem solving and active attempts to
improve the work situation.
History is replete with unexplained cases of collective
behavior that overtakes a community or even a society
in an emotionally contagious way resulting in profound
social implications (MacKay, 1841/1980; Colligan &
Smith, 1977). Emotions, and the unconscious coalescence of collective emotions, appear to be the stimulating factor that, almost in an epidemic fashion,
creates a contagious condition for groups to act in

(From Manning, page 1)
I have come to this view after years of performing
large group interventions (Manning & Binzagr, 1986;
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processes of emotional contagion. Neuroscience studies
of contagion effects have isolated the brain mechanisms
that underlie the social facilitation of behavior – the socalled mirror neurons (Jaffe, 2007). Tognoli, Lagarde,
DeGuzman & Kelso (2007) provide research evidence
that mirror neurons become activated by an arousal
state and lead to physiological synchronization across
dyads and teams. During conditions of emotional
contagion team members increasingly exhibit similar
physiological symptoms such as posture, breathing
rate, vocal rhythms and inflections, etc. Hatfield et al.
(1994) provide a series of laboratory studies built upon
the supposition that mood is translated to others via
processes of emotional mimicry/synchrony. They
provide compelling evidence of the existence of
emotional contagion from a variety of disciplines
(social and developmental psychology, history, crosscultural psychology, experimental psychology, and
psychophysiology). In addition their program of
research indicates that we have abilities to infect
others with emotion, and that individuals have varying
predispositions to the degree they are susceptible or
resist emotional contagion. It is not a large leap to
hypothesize that these contagion effects also likely
align a group’s reaction to and support for organizational change.

unified ways. Some basic research exists in social
psychology documenting emotional contagion processes
in groups (Hatfield et al., 1994) as well as some
beginning research by organizational scholars (Barsade,
2002; Huy, 1999). Coupled with the advances in
neuropsychology and brain research, it is now possible
to build a case for an emotionally based view of change
that rests on the unconscious coalescence of emotions
that overtake groups and focus their behavior (Tobey
and Manning, 2008). Our intrigue is to begin to understand how we might harness these mass psychogenic
processes in order to more efficiently create largescale planned organizational change that is lasting and
sustainable.
Some Beginning Questions, Propositions, and
Assumptions
Our most basic beginning proposition is that emotions
are the primary stimuli making change possible in
groups and organizations. We focus on emotions as
the input to change.
In a curious way, we believe there is already support for
this position among OD practitioners. Two diametrically
opposed prescriptive frameworks for change use
emotive state as a key stimulus in creating planned
change. The first approach, often called the burning
platform approach to change (Conner, 1993), uses the
analogy of the organization as a burning oil platform,
which if immediate action is not taken will perish in
smoke. Consultants using this approach create the
emotion of fear and the need to take quick decisive
action in order for the organization to survive. A
burning platform intervention mobilizes negative
emotions and uses this emotive state to convince and
catalyze action.

A third proposition is that positive emotional contagion
will result in more sustainable and creative changes.
This proposition has support from the work of
Fredrickson (1998, 2001, and 2003) and Fredrickson
and Branigan (2005) who propose a broaden-andbuild theory that hypothesizes that positive emotions
expand the scope of attention and thought-action
repertoires. In contrast, negative emotions restrict
ones search and focus attention on detail and specifics,
thereby limiting creative options. In addition, Losada
and Heaphy (2004) demonstrate that the ratio of
positivity to negativity in team interactions is related to
team performance. High performance teams have
more positive ratios. We hypothesize that sustainable
organizational change is more likely to result from
positive emotions.

An alternative approach, referred to as the common
ground framework, focuses on positive outcomes that
can result from sustained dialogue fostering a common
ground understanding that mobilizes capabilities to
creatively address the issues of the organization
(Weisbord, 1992). Often using a large group conference
method, this planned change intervention stimulates an
emotional bond among participants representing system
stakeholders in order to take action based on their
common understandings. Again, like the burning platform
framework, this approach uses emotions as a catalyst
for change, mobilizing emotion to achieve creative
action.

Critical Questions
Repositioning the central role of emotion in organizational change coupled with the implicit assumption that
emotions must be managed or better yet mobilized to
create sustainable change, raises many more questions
than we currently can answer. How might emotions
help us understand why change does or does not last?
What makes the same change strategy successful in

A second proposition is that rapid, massive, and longlasting shifts in organizational behavior occur via
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Administrative Science Quarterly, 47(4), 644675.

some settings and not others? How does group change
evolve from individual emotion — given that the
former is an aggregation in some form of the latter? If
change is contagious, are the two change paradigms,
burning platform or the development of common
ground, complementary or competing approaches to
organizational change? Under which conditions might
one approach be preferred over the other? How might
positive emotion and negative emotion create similar
and differential outcomes in planned change? Are
both types of emotion needed, or might we gain greater
leverage focusing on positive emotions? How does
network centrality and the emotions these individuals
possess influence emotional contagion processes?
From a methodological perspective, how might we
begin to research and understand the relationship
between individual emotions, emotional contagion, and
effective planned change? How might we measure
meso levels of emotion in groups and organizations?
We currently are developing a conceptual model to
address many of these questions that also provides a
framework for research and practice (Tobey &
Manning, 2008).
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Welfare.
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Books.
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Thanks
I would like to thank many members of the ODC
Division for their support over the last five years. In
particular, I owe a debt of gratitude to my special
friends Ram Tenkasi and Frank Barrett, with whom I
have had the privilege to work together on the Executive
Committee. They have made these board duties a
great deal of fun and any work much less onerous. In
addition I am indebted to Chris Worley, Gretchen
Spreitzer, George Roth, Ann Feyerherm, Ron Fry,
Inger Stensaker, Karen Jansen, Linda Sharkey, Jude
Olsen, Andre Avramchuk, and Jose DelaCerda, with
whom I have had the honor to work closely. Additionally,
Wayne Boss has for many years brilliantly performed
his role as Editor of the Division Newsletter. His
service to the Division is without equal. Eric Goodman
has ably managed the ODC Website, and Gavin
Schwarz has worked hard in his role as Division
Treasurer and Historian. All deserve an applause for
their generous efforts. It has been a great five years,
and the Division is strong and in good hands with the
continuing board leadership.
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David Cooperrider
2007 Distinguished Speaker
It was perhaps 20 years ago, yet I remember my first
meeting with Willis Harman in vivid color. Fresh out of
my doctoral dissertation research on the idea of
Appreciative Inquiry, I was taking the next big step,
working on an interdisciplinary understanding of the
relationship between images of the future and human
action in the present, especially the relationship
between positive action in human systems.
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of Occupational Health Psychology, 1(1), 100109.
Manning, M.R. & Osland, J.S. (1990) The relationship
between absenteeism and stress. Work and
Stress, 3(3), 223-235.
10

even friends, would be taken aback. But then he said
it: “We need to spread as widely as possible the image
of business as one of the great creative forces on the
planet.” Rather than choosing a conservative skepticism
with regard to the massive array of planetary challenges,
Willis Harman decided to make a choice, as he put it,
“to explore the optimistic hypothesis” that business —
with the most adaptable organizational forms ever
invented and with its agility, its innovative capacity, its
potential for dignified and meaningful work, its reach
and connective technologies, and its penchant for
pragmatic entrepreneurship and continuous learning
— could contribute to the well-being of many. “It is
rapidly becoming clear what is not working; we have
yet to form a vision of the global society that does
work.”

Meeting Willis Harman in his office in 1987 was like
opening the doors in the mind. We all have those
precious moments — a seemingly chance encounter
with people who can only be described as guiding lights
— and only much later do you realize the enormity of
the person’s impact and gift not only to you, but to
humankind and the life of our planet as a whole.
Of course, this is not the place to go into a full display
of Willis Harman’s future-oriented analysis and forecasts. But a simple re-reading of volumes such as
Global Mind Change and Creative Work: The
Constructive Role of Business in Transforming
Society reveals how stunning these books are for their
prescient accuracy. Harman predicted the epic shift in
consciousness now underway, and how someday the
idea of mind-as-causal would transform the human
sciences and our understanding of ourselves as active,
deeply connected participants in the creation of reality.

This visioning — creating the new images of business
and society for the 21st century — could become, as
Harman once again prophesied, “a task of historic
proportion.”

However, beyond awakening us to the powers of
“global mind shift” and the possibilities inherent in a
new era of conscious co-evolution, Willis Harman had
huge concerns when examining the negative patterns
— the ever-multiplying signs suggesting that the modern
world was at the end of its tether — of irreversible,
manmade climate change; extinction at an horrific
rate; deforestation and desertification; growing scarcity
of fresh water; accumulations of toxic chemicals;
chronic poverty and hunger in large portions of the
world; the seeming inevitability of growing terrorism;
the instability of the debt-ridden world economy; and the
ever-present threat of nuclear accident or unimaginable
war.

I had no idea how that first meeting with Willis Harman
over 20 years ago would change my career. I came
away from the meeting inspired and convinced that the
best way to be involved with the profound global
complexities of our day is to respond positively to the
challenge: to create a better world than this planet has
ever known.
With the Compass Set: A Call to Worldwide
Dialogue and Deeper Inquiry.
Suddenly corporate sustainability is creating more
buzz and debate than almost anything we have ever
seen in the business world. Conferences, UN summits,
new books, management schools, and the media —
including major journals and magazines devoted to
everything from economics to spirituality — are delving
into the heart of the debate. The recent headline in one
such magazine framed it in the form of a common
question: “Will Big Business Destroy — or Save —
the World?”

His analysis of the future, 20 years ago, was uncanny.
And for Harman there was no question that every
epochal shift holds explosive potential for great turbulence, chaos, and dangerously out-of-control systemic
failure. So his real concern was the question of how.
As an honest and disciplined future-oriented thinker,
he knew that there could be no accurate forecast of
future outcomes, but rather that one could, in a sense,
begin to place bets as to where we might put our
precious collective attention and energy if our aims
were to single out sources of opportunity to make the
transition moment as “salubrious” or healthy as possible.

The questions we ask often set the stage for what we
find, and what we find creates the context for our
dialogues. Unfortunately, all too often the voices in the
argument line up predictably on both sides of the
question listed above, and the clashes seem endlessly
to continue in a repetitive fashion. Especially perplexing
is the ethnocentric multiplicity in views concerning
business-in-society (imagine Osama Bin Laden and
George Bush debating the question), as expressed
across cultures and civilizations.

After systematic observation and analysis as well as
intuitive reading of all the signs, Willis Harman came
to a major conclusion — reluctantly. He surprised
himself and others with what he was about to declare.
His conclusions would be challenged. Some people,
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However, whatever our generative images might be,
the question remains: how might they inspire new
ways to close the global societal learning gap — that
is, the distance between the growing complexity of our
own making and the lagging connection of our capacities
to innovate, anticipate, and collectively synchronize in
health-giving, life-giving ways?

In many ways, the intensifying fire and ethnocentric
heat in the debate around business-in-society was
vividly symbolized not so much by the words businessand-society, but the equivalent words “world” and
“trade.” Was it an accident that the 9-11 targets of
terror were called The “World” and “Trade” Towers? The relationship between business in society —
including business’s search for mutually beneficial
advances that address the world’s most pressing
global needs — has become, as Willis Harman
predicted, one of the defining issues of the 21st
century in which the future of business is literally a
front-and-center matter of world affairs.

Anticipatory Learning and Appreciative Inquiry
at the United Nations
On June 24th, 2004 Case Western Reserve University
announced the opening of its new Center for Business
as an Agent of World Benefit, housed in an astonishing
Frank Gehry building. The initiative’s first major project
was to help design a multi-stake-holder learning process
with UN Secretary General Kofi Annan and 500
CEOs, civil society executives and citizens, and nationstate leaders including presidents and intergovernmental leaders. The Leaders Summit, as it was called,
was the largest of its kind ever held at the UN. It was
catalyzed by growing recognition that the world will
not be able to realize its Millennium Development
Goals — for example, eradicating extreme poverty by
2015 and creating green sustainable societies and
economies — without tremendous innovation and a
viral-like spread of new models, stories, or cultural
codes/memes of enlightened business.

As important as the question “Will Big Business
Destroy — or Save — the World?” appears to be,
there is perhaps another more important question or
larger framing to consider. For something as vitally
important to us as the accelerated articulation of our
highest visions of business and society for the 21st
century as a whole human family (including our differences), how might we create not a polarizing ethnocentric debate, but a world-centric dialogue? How
might we — in the service of accelerating our capacity
to learn as a whole, interconnected, and coherent
system — meet one another across civilizations,
cultures, belief systems, nations, traditions, and
worldviews not with frozen positions and answers, but
with creative questions, a deep and sincere spirit of
inquiry, and an openness to discovery, surprise, new
knowledge, and sense of awe?

The session was inspired by the Secretary General’s
desire to create a new pattern of learning through
dialogue, and the approach of Appreciative Inquiry
(AI) was selected. More will be said on this, but for
now it is good simply to highlight that AI is a positive,
dialogic process that is based upon a celebration of the
Other, involving systematic inquiry that seeks to
discover sources of strength, wisdom, and vision not
simply in the self but in the Other, including the
positive core of capacity latent in a universe of
strengths that are inherent in the integral whole. AI
searches for everything that “gives life” to living
systems — groups, organizations, cultures, etc. —
when they are most alive, effective, creative, and
healthy in their interconnected ecology of relationships. In the language of today’s positive psychology
movement and the new science of human strengths, it
means adopting a positive or life-centric bias —
seeking fresh understanding of dynamics described by
words such as excellence, thriving, abundance,
resilience, or exceptional and life-giving.

The posing of the central question for such an inquiry,
it can be proposed, should not fuel hostility, polarizing
debate, and a recycling of exhausted belief systems. Is
it possible to envision a new kind of world-elevating
public dialogue? Can we imagine an apt metaphor for
an appreciative approach to global inquiry and accelerated world learning? Is global learning, in metaphorical terms, best seen as single-loop learning much like
a machine or a thermostat that automatically adjusts
itself to a proscribed status quo state? Is worldwide
learning, perhaps in a more powerful way, to be
accelerated through images of a global brain, where
intuitive leaps and reflexive double-loop learning
about learning are possible? How about images of
the web of life or the metaphor of a universe that is a
deeply connected whispering pond — an image that
suggests, as Ervin Laszlo so scientifically and poetically
describes it, that our every positive or negative thought,
utterance, and relationship resonates widely, instantly,
and eternally? We know that our metaphors matter.

The Secretary General’s own words — words that
have now catalyzed over 3,000 corporations to sign on
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instantly energized. Thousands of stories were being
told, and like a special kind of time-lapse photography
which can show us life bursting out and blooming right
in front of our eyes, it was clear that a resonating
tipping-point might well be underway. Stories were
surfacing, one after the other, of architects designing
green factories and buildings in ways that give back
more clean energy to the world than they use. Bottomof-the-pyramid strategies demonstrated how business
can eradicate poverty through profitability. There
were powerful stories of business as a force for peace
and reconciliation in high conflict zones. Discussions
proceeded on how to globally scale-up micro-enterprise
innovations. Twenty of the world’s largest financial
houses — holders of pension funds, mutual funds,
stock exchanges such as Goldman Sachs, and Brazil’s
stock exchange Bovespa — came together to issue an
impressive financial report documenting the importance
of managing the triple bottom line. Entitled “Who
Cares, Wins,” it was loudly applauded by NGOs,
governmental leaders, and business executives alike.

to the mission of the UN strengths-based Appreciative
Inquiry approach when he opened the meeting this
way:
Let us choose to unite the strengths of markets
with the power of universal ideals. Let us
choose to reconcile the creative forces of
private entrepreneurship with the needs of the
disadvantaged and the requirements of future
generations.
Following the Summit, Kofi Annan wrote about the
need to renounce our monological habits (e.g., talking
heads and predetermined outcomes) and to embrace
new inquiry-based and strength-based forms of wholesystem joint creation. After the historic meeting concluded, he wrote to the Case Western Reserve university
team:
I would like to commend you more particularly
for you methodology of Appreciative Inquiry
and to thank you for introducing it to the United
Nations. Without this, it would have been very
difficult, even impossible to constructively
engage….

The power of this narrative-rich, large-group community
of inquiry was said by many to be consciousnessshifting, perhaps in much the way astronauts experienced a shift when they stepped out into space and
could see the majestically spinning globe we live on.
Appreciative Inquiry is like this. It can take us, collectively, to the edge of the unknown and beyond. Inquiry
is all about openness, curiosity, creative questioning,
and its spirit involves what Whitehead once called “the
adventure of ideas.” And it’s not about putting a
superficial sense of hope on a trouble time. Indeed,
hearing the stories from other cultures of the “impossible
becoming possible” creates its own dislodgement of
treasured certainties. Co-inquiry in the presence of
such massive diversity almost always discloses views
not quite like our own. So when we enter Appreciative
Inquiry’s theatre, we are often — almost always —
surprised with the ending. But then we are gifted not
with solid certainty, but with something even better:
the vertigo of new vision.

In essence, the core question of the meeting was not
“Will Big Business Destroy — or Save — the World?”
Instead the Summit focused on a cross-cultural search
for the best in the Other in relation to breakthroughs,
innovations, next practices, new solutions and higher
visions of business as an agent of world benefit:
“Where are the pioneers and surprising new leaders in
your organization and culture? Can we locate the
‘golden innovations’ — stories of courage, strength,
and elevated practice that are emerging and working
successfully that, if further developed and applied,
could vitally transform the world toward human,
economic, and ecological well-being? What are your
society’s best, most compelling visions of the relationship of business and sustainable society for the future
we want? Can we articulate both the common ground
and the higher ground, and at the same time come
together to learn about and honor our special differences?”

The power of the emerging innovations and next
practices defied simple categorization into such familiar
domains as business ethics, corporate philanthropy, or
other non-strategic corporate social responsibility
initiatives. Each positive innovation and breakthrough
pointed to a pattern for the future erases the false
dichotomy embedded in “the great trade-off illusion”:
the belief that good business must sacrifice outstanding
performance if it chooses to address society’s well

Within minutes after Kofi Annan’s welcome, diverse
pairs — for example, Lord Brown, CEO of BP, in
conversation with Thulani Gcabashe, Chief Executive
of South Africa’s ESKOM were invited to “mutual
interviews” searching for everything of value worth
valuing, using questions that helped establish centerto-center union to the best in the Other’s experience,
organization, and culture. The room of 500 people was
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world eradicates poverty, restores the biosphere,
and creates global understanding and peace. And
speaking directly to the language of business, the aim
of the world inquiry would be to demonstrate the
integral hypothesis that the universe is connected,
correlated, and coherent; therefore every global issue
of our day is truly a business opportunity that provides
new sources of top-line innovation as well as new
magnitudes of purpose, meaning, and value. Sustainable
value creation is not just good for the world; it also
represents the business opportunity of the 21st century.

being. It became clear that what the world is searching
for is an understanding of that mutual sweet spot,
whereby from a business perspective every global
issue can be seen as a business opportunity, where
doing good and doing well are so naturally intertwined
that there is no longer any talk of things such as
corporate responsibility as if it were an appendage.
And this is where, right in front of our eyes, the crosscultural nature of the inquiry begins to create a new
world-centric mosaic. A leader from Brazil said that
we need a new language. “The word responsibility
for the whole” is paternalistic and misleading, he
remarked. “In our Brazilian view it is not so much
responsibility for the whole but intimacy with the
whole; this sense of intimacy changes everything.”
Another leader added to this mosaic: “Every culture in
history has established markets and businesses
intended to make exchanges of mutual benefit, and so
in Sweden we have a wonderful word for business.
The Swedish word for business — ‘Narigsliv’ —
translates literally as ‘the nourishment of life.’”

The architecture of this World Inquiry, under the
leadership of Ron Fry and Nadya Zhexembayeva, has
just been through its prototyping and pilot testing
phases, completed from the search mechanisms to the
digital stories which can be shared instantly everywhere with the click of a button (www.worldinquiry.org).
Catalyzed by Case Western Reserve University’s
Weatherhead School of Management and a growing
open-source network of partners worldwide, the World
Inquiry offers new ways for people to share stories of
exceptional business and social practices; connect and
conference with one another; experience each other’s
talents; and articulate anew-from the local to the
global — a 21st century vision of business as an agent
of world benefit. In a simple process, people download
powerful Appreciative Inquiry questions, adapt and
co-create new ones, and interview for astonishing
innovations. The method’s objective is to tap the
positive potential of Appreciative Inquiry as a way of
mobilizing millions and millions of face-to-face conversations with business leaders, visionaries, students,
scholars, social entrepreneurs, thought leaders, and
wisdom companions including children, wise elders
and spiritual teachers; and to link these to the original
potential of the internet as a medium that inspires
world-centric creativity, connection and coherence,
and worldwide education as a whole.

Indra’s Net
In the heaven of India there is said to be a network
of pearls so arranged that if you look at one you
see all the others reflected in it. In the same way,
each object in the world is not merely itself but
involves every other object, and in fact is in every
other object.
— Hindu Sutra
We live in Worlds Our Inquiries Create: Why
Not an Indra’s Net for Business as an Agent of
World Benefit?
One of the most exciting visions shared at a subsequent follow-up event with 1000 people — The Global
Forum on Business as an Agent of World Benefit —
was an idea for a Nobel-like Prize to catalyze a World
Inquiry. Each year there would be an ongoing and
vast global search for those business and society
breakthroughs that are generating the largest positive
impacts during this, the great transition moment which
Willis Harman said would certainly take us into “rough
and uncharted waters.” The search, in the spirit of
building a more secure scaffolding between epic eras,
would be to lift up millions of stories that elevate-andextend from the most positive ethnocentric contributions,
to the new world-centric forms of awakening, to the
gifts of the whole. The inquiry’s focus would be a
search for extraordinary business and society
innovations that help to revolutionize the way the

Suddenly the image we have been asking for — for the
world inquiry into business as an agent of world benefit
— is right here. The metaphor for the kind of global
learning we need flashes across the mind’s eye: it is
the image of Indra’s Net. It’s about the ancient
Buddhist story of the universe that describes the
cosmic web of inter-relatedness extending infinitely in
all directions. Every tiny intersection of the vast
intertwining net is set with a glistening jewel, in which
all parts of the whole are brilliantly reflected. And in
our image, it also involves a “learning” dynamic,
spontaneous and instantly local and whole, compelling
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each jewel to transform in and through a reverberating
amplification of “strengths upon strengths” of all the
other jewels…supraliminally (faster than the speed of
light) there is a remarkable mirroring and merging,
a connected and coherent whole, sparkling and
glistening — and it encircles our blue planet with the
purest appreciative intelligence we are capable of
extending.

Antoniou, Alexander-Stamatios G.; & Cooper, Cary
L. (Eds.). (2005). Research companion to organizational health psychology. Northampton,
MA: Edward Elgar Publishing.

It is an image of a World Inquiry that is coming alive
right now.

Bedny, Gregory; & Karwowski, Waldemar. (2007).
A systemic-structural theory of activity: Applications to human performance and work design. Boca Raton, FL: CRC Press.

Argyris, Chris. (2004). Reasons and rationalizations: The limits to organizational knowledge.
New York: Oxford University Press.

Bennett, Winston Jr.; Lance, Charles E.; & Woehr,
David J. (Eds.). (2006). Performance measurement:
Current perspectives and future challenges.
Mahwah, NJ: Lawrence Erlbaum Associates.

BOOKS BY ODC DIVISION MEMBERS
2004-2007

Borg, Ingwer; & Groenen, Patrick J. F. (2005). Modern
multidimensional scaling: Theory and applications (2nd ed.). New York: Springer Science
+ Business Media.

David S. Boss
Babson College
Matthew L. Sanders
Utah State University

Bruch, Heike; & Ghoshal, Sumantra. (2004). Bias for
action: How effective managers harness their
willpower to achieve results. Cambridge, MA:
Harvard Business School Press.

In an effort to continue measuring the research productivity of ODC members, we have complied the
following list of books from January 2004 to December 2007. This list represents an exhaustive search of
the Business Source Complete and PsychINFO databases using the name of each ODC member as the
criterion for an author search. This list is presented in
alphabetical order with one entry for each book.

Bunker, Barbara Benedict; & Alban, Billie T. (2006).
The handbook of large group methods: Creating
systemic change in organizations and communities. San Francisco: Jossey-Bass.

We recognize that despite our best efforts, this list is
certainly not comprehensive. While there are many
reasons for this, there is one worth mentioning. Some
common author names made searches more difficult,
and at times it proved impossible to determine for
certain which books belonged to ODC members. In all
cases, we erred on the side of caution. If you know of
any books that have been omitted from this list, we
request that you send those citations to the editor
(wayne.boss@colorado.edu), and he will include them
in the next issue of the ODC Newsletter.

Burke, W.W. (2007). Organization change: Theory
and practice (2nd ed.). Thousand Oaks, CA:
Sage.
Cameron, Kim S.; & Lavine, Marc. (2006). Making
the impossible possible: Leading extraordinary
performance — The Rocky Flats story: Lessons
from the clean-up of America's most dangerous
nuclear weapons plant. San Francisco: BerrettKoehler Publishers.
Cameron, Kim S.; Quinn, Robert E.; DeGraff, Jeff; &
Thakor, Anjan V. (2006). Competing values
leadership: Creating value in organizations.
Northampton, MA: Edward Elgar Publishing.

Adams, John; Khan, Hafiz T. A.; Raeside, Robert; &
White, David. (2007). Research methods for
graduate business and social science students.
New Delhi, India: Response Books/Sage Publications.

Cecil, Robert D.; & Rothwell, William J. (2007). Next
generation management development: The
complete guide and resource. San Francisco:
Pfeiffer/John Wiley & Sons.

Alexander, Patricia A.; & Winne, Philip H. (Eds.).
(2006). Handbook of educational psychology.
Mahwah, NJ: Lawrence Erlbaum Associates.
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Cherniss, Cary. (2006). School change and the
MicroSociety Program. Thousand Oaks, CA:
Corwin Press.

Cambridge handbook of expertise and expert
performance. New York: Cambridge University
Press.

Coghlan, David & Rashford, Nicolas S. (2006).
Organizational Change and Strategy: An
Interlevel Dynamics Approach. New York:
Routledge.

Gill, Roger. (2006). Theory and practice of leadership.
Thousand Oaks, CA: Sage Publications.
Harris, George W. (2006). Reason's grief: An essay
on tragedy and value. New York: Cambridge
University Press.

Cooper, Cary L.; & Dewe, Philip. (2004). Stress: A
brief history. Malden, MA: Blackwell Publishing.

Härtel, Charmine E.; Zerbe, Wilfred J.; & Ashkanasy,
Neal M. (Eds.). (2005). Emotions in organizational behavior. Mahwah, NJ: Lawrence
Erlbaum Associates.

Crandall, Beth; Klein, Gary; & Hoffman, Robert R.
(2006). Working minds: A practitioner's guide
to cognitive task analysis. Cambridge, MA:
MIT Press.

Hodgkinson, Gerard P.; & Ford, J. Kevin. (Eds.).
(2006). International review of industrial and
organizational psychology (Vol. 21). Hoboken,
NJ: Wiley Publishing.

Day, David V., Zaccaro, Stephen J., & Halpin, Stanley
M. (2004). Leader development for transforming
organizations: Growing leaders for tomorrow.
Mahwah, NJ: Lawrence Erlbaum Associates.

Hoffman, Robert R. (Ed.). (2007). Expertise out of
context: Proceedings of the Sixth International
Conference on Naturalistic Decision Making.
Mahwah, NJ: Lawrence Erlbaum Associates.

Donaldson, Stewart I. (2007). Program theory-driven
evaluation science: Strategies and applications. Mahwah, NJ: Lawrence Erlbaum Associates.

Hosie, Peter J.; Sevastos, Peter P.; & Cooper, Cary
L. (2006). Happy-performing managers: The
impact of affective wellbeing and intrinsic job
satisfaction in the workplace. Northampton,
MA: Edward Elgar Publishing.

Donaldson, Stewart I.; Berger, Dale E.; & Pezdek,
Kathy. (Eds.). (2006). Applied psychology: New
frontiers and rewarding careers. Mahwah, NJ:
Lawrence Erlbaum Associates.
Druskat, Vanessa Urch; Sala, Fabio; & Mount, Gerald.
(Eds.). (2006). Linking emotional intelligence
and performance at work: Current research
evidence with individuals and groups. Mahwah,
NJ: Lawrence Erlbaum Associates.

Hunt, James M.; & Weintraub, Joseph R. (2007). The
coaching organization: A strategy for developing leaders. Thousand Oaks, CA: Sage Publications.
Johnson, Craig E. (2007). Ethics in the workplace:
Tools and tactics for organizational transformation. Thousand Oaks, CA: Sage Publications.

Dyer, William G.; Dyer, W. Gibb Jr.; & Dyer, Jeffrey
H. (2007). Team building: Proven strategies
for improving team performance (4th ed.). San
Francisco: Jossey-Bass.

Kahn, William A. (2005). Holding fast: The struggle
to create resilient caregiving organizations.
New York: Brunner-Routledge.

Edward, Hoffman. (2007). The way of splendor:
Jewish mysticism and modern psychology (updated 25th anniversary edition). Lanham, MD:
Rowman & Littlefield.

Karwowski, Waldemar. (Ed). (2006). Handbook of
standards and guidelines in ergonomics and
human factors. Mahwah, NJ: Lawrence Erlbaum
Associates.

Epstein, Robert. (2007). The case against adolescence: Rediscovering the adult in every teen.
Sanger, CA: Quill Driver Books/Word Dancer
Press.

Komives, Susan R.; Lucas, Nance; & McMahon,
Timothy R. (2007). Exploring leadership: For
college students who want to make a difference
(2nd ed.). Hoboken, NJ: John Wiley & Sons.

Ericsson, K. Anders; Charness, Neil; Feltovich, Paul
J.; & Hoffman, Robert R. (Eds.). (2006). The
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Kumar, Nirmalya; Anderson, James C.; & Narus,
James A. (2007). Value merchants: Demonstrating and documenting superior value in
business markets. Cambridge, MA: Harvard Business School Press.

Smith, Frank. (2006). Ourselves: Why we are who
we are. Mahwah, NJ: Lawrence Erlbaum Associates.
Stober, Dianne R.; & Grant, Anthony M. (2006).
Evidence based coaching handbook: Putting
best practices to work for your clients. Hoboken,
NJ: John Wiley & Sons.

Langan-Fox, Janice; Cooper, Cary L.; & Klimoski,
Richard J. (Eds.). (2007). Research companion
to the dysfunctional workplace: Management
challenges and symptoms. Northampton, MA:
Edward Elgar Publishing.

Sullivan, William M.; Colby, Anne; Wegner, Judith
Welch; Bond, Lloyd; & Shulman, Lee S. (2007).
Educating lawyers: Preparation for the profession of law. Hoboken, NJ: John Wiley & Sons.

Leiter, Michael P.; & Maslach, Christina. (2005).
Banishing burnout: Six strategies for improving
your relationship with work. San Francisco:
Jossey-Bass.

Thatchenkery, Tojo; & Chowdhry, Dilpreet. (2007).
Appreciative inquiry and knowledge management: A social constructionist perspective.
Northampton, MA: Edward Elgar Publishing.

Long, Stephen Weber. (2005). Caring for people
with challenging behaviors: Essential skills
and successful strategies in long-term care.
Baltimore, MD: Health Professions Press.

Thatchenkery, Tojo; & Metzker, Carol. (2006). Appreciative intelligence: Seeing the mighty oak
in the acorn. San Francisco: Berrett-Koehler
Publishers.

Marquardt, Michael. (2005). Leading with questions:
How leaders find the right solutions by knowing
what to ask. San Francisco: Jossey-Bass.

Watson, Charles E.; & Idinopulos, Thomas A. (2007).
Are you your own worst enemy? The nine inner
strengths you need to overcome self-defeating
tendencies at work. Westport, CT: Praeger Publishers/Greenwood Publishing Group.

Marshak, Robert J. (2006). Covert processes at
work: Managing the five hidden dimensions of
organizational change. San Francisco: BerrettKoehler Publishers.

Weick, Karl E.; & Sutcliffe, Kathleen M. (2007).
Managing the unexpected: Resilient performance in the age of uncertainty (2nd ed.). San
Francisco: Jossey-Bass.

Murphy, P. Karen; & Alexander, Patricia A. (2006).
Understanding how students learn: A guide
for instructional leaders. Thousand Oaks, CA:
Corwin Press.

Weinberg, Robert S.; & Gould, Daniel. (2007). Foundations of sport and exercise psychology (4th
ed.). Champaign, IL: Human Kinetics.

O'Neil, Judy; & Marsick, Victoria J. (2007). Understanding action learning. New York:
AMACOM.
Sessa, Valerie I.; & London, Manuel. (2006). Continuous learning in organizations: Individual,
group, and organizational perspectives.
Mahwah, NJ: Lawrence Erlbaum Associates.

Wicks, Jan LeBlanc; Sylvie, George; Hollifield, C.
Ann; Lacy, Stephen; Sohn, Ardyth Broadrick; &
Powers, Angela. (2004). Media management: A
casebook approach (3rd ed.). Mahwah, NJ:
Lawrence Erlbaum Associates.

Simpson, David; & Miller, Lynda. (2004). Unexpected gains: Psychotherapy with people with
learning disabilities. London: Karnac Books.

Woodman, Richard W.; & Pasmore, William A. (2005).
Research in organizational change and development. US: Elsevier Science/JAI Press.

Smith, Frank. (2004). Understanding reading: A
psycholinguistic analysis of reading and learning to read (6th ed.). Mahwah, NJ: Lawrence
Erlbaum Associates.
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R. Wayne Boss
Academy of Management ODC Newsletter
Leeds School of Business
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University of Colorado
Boulder, Colorado 80309
(303) 492-8488
Email: wayne.boss@colorado.edu

FEEDBACK TO THE EDITOR
We welcome your feedback and would appreciate your comments below. Selected comments on articles in the OD
Newsletter may be published in the next issue, so please indicate if you prefer your comments to be withheld. After
completing your comments, please return them to the editor at wayne.boss@colorado.edu.

LETTERS TO THE EDITOR
1. Do you have any comments that you would like to share with the Editor (comments on articles from the last issue,
comments on this issue, suggestions, etc.)?

________________________________________________________________________________
________________________________________________________________________________
________________________________________________________________________________

NEWS ABOUT MEMBERS
2. Is there any important information about you or a colleague that you would like to have appear in the next issue?
________________________________________________________________________________
________________________________________________________________________________
________________________________________________________________________________

PUBLICATIONS
3. Please list below any recent or forthcoming publications by you or a colleague. (Indicate full citation.)
_______________________________________________________________________________________

________________________________________________________________________________
________________________________________________________________________________
________________________________________________________________________________
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