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as memorable concepts, they stay with you. Figure 4.1 contains our most 
powerful findings—ones that are subtle and are reflective of strong cul-
tures. I first define them and then pick them up in two case examples. By 
the way, these six insights interact in mutually reinforcing ways.

1. Use the group to change the group

2. Precision over prescription

3. Feedback: collaboration, candor, and autonomy

4. Trust and interact vs. trust but verify

5. See the forest and the trees

6. Accountability as culture

Figure 4.1  Sticky Change Phrases

1. Use the Group to Change the Group

The opposite of nuance is directness. One such example in school leader-
ship is cited by Macbeath and his colleagues (2018) in referring to “the most 
improved school in England” from a case study conducted by Mary James:

The success of the school was owed to the uncompromising head-
teacher who was not hesitant in claiming ownership of policy and 
strategy . . . He is quoted as saying “This policy has got a lot of me 
in it. It’s largely me” and “that wasn’t from staff. That was from 
myself . . . I think teachers have got to feel that they’re making 
decisions, but I suppose [what] I am forcing them to do is to make 
those decisions.” (pp. 9–10)

Not an ounce of nuance, yet evidently successful in raising achieve-
ment scores. It doesn’t take a genius to know that not much will continue 
after this head leaves his school. By contrast, the school leader who devel-
ops the group while she or he leads has long lasting impact and must lead 




