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Leadership Development
 and Individualized

Leadership: Understanding
Leader Action Logics 

in Dyadic Relationships 

Abstract

The purpose of this article is to offer a new conceptual framework 
that furthers our theoretical understanding of leadership develop-
ment as it occurs within and impacts the dyadic leadership process 
in an organizational system context. It contributes to the conceptual 
and practical explorations of the developmental process of global 
leadership expertise as it combines the conceptual frameworks of 
individualized leadership1 for understanding the relational aspects 
of dyadic leadership, and individual leadership development situat-
ed in the field of constructivist developmental psychology2. This new 
conceptual framework may be useful for organizations interested in 
the sustainable development of their leaders in dyadic leader-follow-
er relationships where each member is committed to their individu-
al development as well as that of the dyad.

Key words: leadership development theory, individualized lead-
ership, transnational leadership capacity

1 Yammarino & Dansereau, 2002
2 Cook-Greuter, 2003, 2004; Torbert, 1987, 2004
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Purpose

This article offers a conceptual integration of two theoretical frame-
works: leader-member exchange (LMX) theory and constructive-
developmental theory. By interweaving adult development stage 
theory with the leader-follower dyadic relationship known as indi-
vidualized leadership (IL) we can explore developmental interde-
pendencies of the two individuals as interacting from two action log-
ics. Action logics can be powerful animators of human activity and 
relating, and one can readily see the potential of this derived con-
ceptual framework as described in this paper. This new conceptual 
framework furthers our theoretical understanding of leadership de-
velopment as it occurs within and impacts the dyadic leadership pro-
cess in an organizational system context. It contributes to the con-
ceptual and practical explorations of the developmental process of 
global leadership expertise as it combines the conceptual frame-
works of individualized leadership3 for understanding the relational 
aspects of dyadic leadership, and individual leadership development 
situated in the field of constructivist developmental psychology4.

Individualized Leadership Defined

Individualized leadership is a conceptual framework that builds on 
and offers another leadership alternative to leader-member ex-
change theory (LMX). LMX theory is a model of the dyadic leader-
ship process that has supported the study of leader-follower relation-
ships from a perspective that considers the follower role as actively 
contributing to leadership effectiveness and outcome quality5. LMX 
supports the study of the dyadic leader-follower relationship with si-
multaneous consideration of three domains: the leader, follower, 
and the relationship between them. The development of this dyadic 
relationship is based in role and exchange theories6. The LMX mod-
el describes how effective leader-follower dyadic relationships de-

3 Yammarino & Dansereau, 2002
4 Cook-Greuter, 1999, 2003, 2004; Torbert, 1987, 2004
5 Graen & Uhl-Bien, 1995; Yammarino, 1990; Yammarino & Dansereau, 2002
6 Graen & Uhl-Bien, 1995; Liden et al, 1997; Uhl-Bien et al, 1997
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velop over time and through a role-making process and exchange 
dynamics.

Individualized leadership (IL) builds on the foundational work 
on LMX and recognizes the interpersonal aspect of superior-subor-
dinate dyadic relationships and so allows for leaders to form unique, 
independent, balanced one-to-one relationships with each of their 
followers in separate and distinct dyads. Formally assigned dyads 
have unique beginnings because individuals are complex and flexi-
ble and form distinct relationships7. The IL approach holds that suc-
cessful leaders in dyads characterized by high degrees of IL provide 
support for their subordinates’ feelings of self-worth8. The roles of 
followers in such dyads are of particular interest because of the use-
fulness of understanding how support for self-worth is perceived, 
both inititally and over time.

Dansereau, et al., reasoned that the superior-subordinate rela-
tionship depended on the ability of the leader to provide support 
for a subordinate as an individual. Building on the work of earlier 
theorists, they suggested that exchange theory generally supports 
the proposition that superiors support the sense of self-worth of 
those subordinates whose performance is satisfactory9. This support 
for one’s sense of self-worth encourages the subordinate to contin-
ue performing in ways which the superior deems satisfactory in or-
der to continue gaining such support for the subordinate’s self-es-
teem. 

The IL approach suggests that subordinates in unique, inde-
pendent, dyadic relationships with formally assigned superiors may 
determine that they can gain their superior’s support for their sense 
of self-worth, and that if they do, this determination marks their rec-
ognition of their superior as a leader. This recognition of formally 
assigned superiors as leaders, and their support for the followers’ 
sense of self-worth, results in the followers contributing satisfying 

7 Dansereau et al., 1995; Yammarino & Dansereau, 2002
8 Dansereau et al., 1995 
9 Berscheid, 1985; Homans, 1961; Stogdill & Coons, 1957 
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performance. Thus, a subordinate’s perceptions of support for self-
worth initiate IL in the dyadic relationship10. 

In those leader–follower dyads that evolve to exhibit IL, the ap-
proach posits that subordinates viewed their superiors as leaders 
early in the relationship when they determined support for their 
self-worth according to the presence of the following three influenc-
ing factors11: (1) feeling safe to reveal personal things about them-
selves12; (2) feeling inspired by the leader to do his personal best13; 
and (3) feeling secure about approaching the leader in situations of 
ambiguity14. In these dyads, subordinates make the determination 
for support of self-worth early in the leadership process and interde-
pendently within the leadership relationship. This was shown in one 
recent in-depth qualitative leadership study wherein subordinates 
described early relationship events that included these influencing 
factors independent of the structural context for the beginning of 
the relationship in Wallis, Yammarino and Feyerherm15. The next 
section introduces action-logics, followed by a discussion of how 
leaders and followers in dyadic relationships can support their mu-
tual leadership development and the development of IL.

The Leadership Development Framework and Action-Logics

Drawing on the theoretical work of Jung, Adler, Piaget, Maslow and 
Kohlberg, Loevinger contributed to our understanding of how 
adults make sense of the world through meaning-making stages that 
are sequentially more complex, comprehensive, and better able to 
deal with the challenges of modern life. Her work gave rise to the 
Washington University Sentence Completion Test (WUSCT), one of 
the most widely used and best validated in the field of human devel-
opment16. Loevinger’s work has been refined by scholars and ex-

10 Dansereau et al., 1995; Yammarino & Dansereau, 2002
11 Dansereau et al., 1995
12 Jones & Archer, 1976
13 Dutton & Aron, 1974
14 Bandura, 1986
15 Wallis, Yammarino and Feyerherm, 2011
16 Loevinger & Wessler, 1970
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tended by theorists such as Torbert and Cook-Greuter to include 
clearer descriptions of later meaning-making stages17. Torbert and 
Cook-Greuter’s constructive-developmental framework builds on 
earlier work in that it also focuses on the processes of transformation 
and the struggles and challenges inherent in such development. 
What people actively notice, become aware of, describe, reflect on, 
and ultimately act upon depends on how they understand the world 
around them. This internal process of making sense of the world 
gives rise to an individual’s values, beliefs, assumptions about self, 
others, and work. It guides one’s awareness, skills and interests, rela-
tionships and satisfaction, and life goals. Thus it is profoundly useful 
in understanding leadership and the ways in which leaders develop 
themselves and create conditions for their colleagues’ development, 
all part of leading organizational transformation18.

The Leadership Development Framework19 is premised upon a 
fundamental belief in the potential of adults to experience contin-
ued growth and learning over the lifespan. It holds that persons may 
develop fundamentally new ways of seeing, understanding, relating 
to, and engaging with life20. Such a developmental arc significantly 
informs that individual’s ability for a deeper understanding of and 
more dynamic world views, thus allowing for the expanded capacity 
to problem solve and act with wisdom and effectiveness in the 
world21. Growth across this logical sequence of action logics is re-
ferred to as the vertical aspect of development, which represents the 
relatively rare and hard-earned changes in how we interpret our ex-
periences and how we transform our view of reality over a lifespan. It 
refers to learning to see the world anew and seeing more expan-
sively, including a transformation of consciousness, thereby enabling 
individual access to a wider selection of ways to influence and inte-
grate experience22. While vertical development is considered trans-

17 Cook-Greuter, 1999; Torbert 1987
18 McCauley, Drath, Palus, O’Connor & Baker, 2006
19 Torbert, 1987, 2004
20 Cook-Greuter, 1999; Kegan, 1982, 1994; Loevinger, 1976; Torbert et al, 2004
21 Cook-Greuter, 2004
22 Cook-Greuter, 2004
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formational, horizontal development refers to the deepening and 
expansion of a person’s meaning-making within a stage and is often 
referred to as consolidation within a stage. It can be thought of as 
the learning and growth that occurs in training and development 
programs, wherein people learn new skills and behaviors and learn 
how to influence more broadly with their new competencies. There-
fore, one might think of vertical and horizontal development poten-
tially occurring together over a lifespan as according to a spiral type 
of movement. 

 

This movement through new ways of looking at and engaging with 
life occurs along a trajectory from the simpler to the more complex 
ways of understanding, and from a more static to a more dynamic 
view. Once an action logic has been assimilated it is part of an adult’s 
meaning-making capacity as subsequent action logics may be inte-
grated. An image sometimes used to depict this is that of a sequen-
tially nested collection of Russian dolls, each fitting inside the next 
larger one. This trajectory, one in which earlier stages are included 
and transcended, unfolds to later stages which are more differenti-
ated, integrated, fluid, and more capable of effective action in in-
creasingly uncertain and ambiguous circumstances23.

23 Cook-Greuter, 2004; Torbert, 2004
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While a person’s vertical development includes each previous 
stage, the LDF identifies how a leader is likely to interpret situations, 
and therefore, how they may act. So while a person can interpret 
events and situations from any of the action logics traversed or from 
the current one, it is most often the case that people act from one, 
or possibly two, dominant action logics24 referred to as a person’s 
center of gravity. Under stress, it is possible a leader will act from an 
earlier action logic given either unconscious habits or even con-
scious ones. It is important to remember that a person at a later 
stage may understand earlier perspectives, but an adult at an earlier 
center of gravity is unlikely able to understand later stages except 
through the relatively simplified perspective of their mental model.

Table 1. Developmental Action-Logics25 (adapted from Torbert and Associates, 2004)

Action- 
Logic

Key-
Characteristics

Leadership style associated with each Action-Logic

Opportunist Wins any way 
possible. Self-
oriented; 
manipulative; 
‘might makes 
right.’

Short term horizon; focus on concrete things; 
deceptive; rejects feedback; externalizes blame; 
distrustful; fragile self-control; possibly hostile 
humor or ‘happy-go-lucky’; views luck as central; 
views rules as loss of freedom; punishes accord-
ing to ‘eye for eye’ ethic; treats what they can 
get away with as legitimate. Seeks personal ad-
vantage; takes an opportunity when it arises.

Diplomat Avoids overt 
conflict. Wants 
to belong; 
obeys group 
norm; rarely 
rocks the boat.

Observes protocol; avoids inner and outer con-
flict; works to group standard; speaks in clichés 
and platitudes; conforms; feels shame if they vio-
late norm; avoids hurting others; seeks member-
ship and status; face-saving essential; loyalty is to 
immediate group. Attends to social affairs of 
group and Individuals. Provides supportive 
social glue.

24 Torbert, 1987, 2004
25 Torbert and Associates, 2004
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Action- 
Logic

Key-
Characteristics

Leadership style associated with each Action-Logic

Expert Rules by logic 
and expertise.  
Searches for 
improvement 
and rational 
efficiency.

Is immersed in the self referential logic of their 
own belief system, regarding it as the only valid 
way of thinking. Interested in problem solving; 
critical of self and others based on their belief 
system; chooses efficiency over effectiveness; 
perfectionist; experts in their own field; dog-
matic; values decisions based on the incontro-
vertible facts; wants to stand out and be unique 
as an expert; sense of obligation to wider, inter-
nally consistent moral order. Strong individual 
contributor.

Achiever Meets strategic 
goals. Delivery 
of results by 
most effective 
means. Success 
focused.

Effectiveness and results oriented; long-term 
goals; future is vivid, inspiring; welcomes behav-
ioral feedback; feels like initiator, not pawn; 
begins to appreciate complexity and systems; 
seeks increasing mutuality in relationships; 
blind to own shadow, to the subjectivity behind 
objectivity; seeks to find ways around problems 
in order to deliver; adopts rather than creates 
goals.

Individualist Innovates pro-
cesses. Relativis-
tic position 
with fewer 
fixed truths. 
Self, relation-
ships and 
interaction 
with the sys-
tem.

Focus on self and less on goals; increased under-
standing of complexity, systems operating and 
working through relationships; deepening per-
sonal relationships; takes on different role in 
different situations; increasingly questions own 
assumptions and assumptions of others; attract-
ed by change and difference more than by sta-
bility and similarity; increasingly aware of own 
shadow.
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Action- 
Logic

Key-
Characteristics

Leadership style associated with each Action-Logic

Strategist Creates personal 
and organiza-
tional transfor-
mation. Links 
between prin-
ciples, con-
tracts, theories 
and judge-
ment.

Recognises importance of principle, contract, 
theory and judgement – not just rules and cus-
toms; creative at conflict resolution; process 
oriented as well as goal oriented; aware of para-
dox and contradiction; aware that what one sees 
depends upon one’s world view; high value on 
individuality, unique market niches, particular 
historical movements; enjoys playing a variety of 
roles; witty, existential humor; aware of dark 
side of power and may be tempted by it – may 
misuse their own abilities and manipulate oth-
ers. Postconventional.

Alchemist Generates social 
transformations. 
Interplay of 
awareness, 
thought, ac-
tion and ef-
fect.  Trans-
forming self 
and others.

Seeks participation in historical/spiritual trans-
formations; creator of events which become 
mythical and reframe situations; anchoring in 
inclusive present, seeing the light and dark in 
situations; works with order and chaos; blends 
opposites, creating ‘positive-sum’ games; exer-
cises own attention continually; researches inter-
play of intention, thought, action and effects on 
outside world; treats time and events as sym-
bolic, analogical, metaphorical (not merely 
linear, digital literal), involved in spiritual 
quests, often helps others in their life quests.

Leadership Development in IL Dyads

In this section we integrate these two conceptual frameworks to pro-
duce a new way of understanding IL in a leader-follower dyad. Three 
examples are discussed below wherein the action-logic of each indi-
vidual in the dyad is considered in relation to the development of 
each individual and to the development of IL in the dyad. The three 
examples are located in Table 2 and have been selected in order to 
have an illustration of a follower at an earlier stage than her superior 
(example one), a follower at a later stage action logic than her supe-
rior (example two), and a leader and follower at the same action 
logic (example three). In each case, the developmental stage of 
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each individual will be discussed and how representative interaction 
between the two individuals might contribute or detract from the 
development of IL, as seen in whether the follower is likely to deter-
mine support for her self-worth as described earlier.

Example One: Follower has Strategist action-logic,  
Superior has Expert action-logic

Consider a leader-follower dyad wherein the follower’s action-logic 
is three stages later than the superior she reports to. This might not 
occur as infrequently as one might suppose given the defined career 
path of a functional manager through the management ranks, or 
the progression of a university professor into an administrative role. 
In this sample dyad, the follower as a Strategist can play many differ-
ent roles to others and seeks mutuality with others; she is comforta-
ble guiding and developing others. Further, her Strategist Self likely 
has an increasing ability to deal with complexity and paradox, and is 
willing to think and act outside the box. She probably seeks partner-
ships with all other stages. 

On the other hand, her Expert action-logic superior has a strong 
identity with other masters of their trade, such as other professors 
who have achieved prominence in their field, won teaching awards, 
or stand out in a field related to hers. This superior is content to be 
viewed as a unique practitioner of her ‘craft’ and is focused on con-
tributing her expertise. She would characteristically be ruled by log-
ic and would enjoy her sense of power from an expert position, and 
accepts feedback from only another craft master. It is likely that she 
would even seek perfection, and argue for her own ‘correct’ posi-
tion while dismissing others’ concerns.

It is probably going to be difficult for this follower to sense a feel-
ing of personal safety or a trust level such that she would be willing 
to approach her superior in an ambiguous situation. While the fol-
lower might be motivated to a personal best in her chosen field, 
overall, it is unlikely she will determine that her superior supports 
her self-worth, and therefore, unlikely that IL will develop in this 
dyad given classic descriptions of these two action logics. As the fol-
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lower in such a dyad, the author has experienced participation in a 
dyad with these leader-follower action logics, and indeed, it was not 
a relationship conducive to the development of IL.

Example Two: Follower has Achiever action-logic,  
Superior has Strategist action-logic

In a dyad where the follower is an Achiever, he will be increasingly 
self-aware and will seek mutuality, as relationships are a source of 
action for him. Being goal-oriented, he looks for opportunities to 
succeed, progress, and discover how to make things better. He will 
likely deal and bargain to achieve goals, looking to be rewarded for 
getting things done, for solving problems, for steering a group and 
bringing a product to market. The superior in this dyad, a Strategist, 
will likely encourage these drives and will look for ways to enhance 
the competence and functioning of this follower. This superior un-
derstands the organization as a place where individuals should be 
free to be and do as they choose given their stature and past record 
of success, integrity, and thoughtfulness. He appreciates the diversity 
in people and their points of view, approaches, and preferences. 

It is likely that IL will develop in this dyad because both the Strat-
egist superior and the Achiever follower are interested in mutuality 
and completing tasks successfully. It would be expected that this 
Achiever would readily identify ways in which his superior inspires 
him to do his personal best, to feel comfortable approaching him in 
matters requiring trust, and to experience a sense of personal safety 
in work matters. While IL might be more likely because the superior 
is operating from an action logic later than the follower, it is proba-
bly also an important factor that both of them are at Achiever status 
or later, suggesting that both are committed to development of 
themselves as leaders, can recognize their own biases and preferred 
stances, and are beginning to or are increasingly paying attention to 
unconscious motivations and shadow sides. With both this follower 
and superior actively engaged in their development and the devel-
opment of others, it is likely that the relational conditions necessary 
for the support of one’s self-worth are present, and therefore likely 
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for IL to develop in this dyad.

Example Three: Both Follower and Superior are at Strategist 
action-logic 

With both the follower and her superior operating at the Strategist 
action-logic, this dyad allows us to consider how a follower is likely to 
understand support for her self-worth when both individuals ap-
proach meaning-making with a stance that is increasingly willing and 
able to deal with complexity and paradox, to think and act outside of 
the proverbial box. As the Strategist seeks valid single and double-
loop feedback, it is likely these two relationship partners discuss their 
relationship, how they understand trust between them, and ways in 
which they can elicit personal best in the other. Thus, it would be 
surprising if the follower in this dyad did not come to see her supe-
rior as a leader, thereby beginning the establishing of IL in their dy-
adic relationship. If each is committed to their own development, 
this dyad would likely see each becoming part of organizational net-
works, building greater awareness of the complexity of interdepend-
encies of vision and change within the organization, and thus mov-
ing away from a ‘quick-fix’ mentality. If they are late-stage Strategists, 
perhaps they are increasingly attentive to the flow of emergent reali-
ties and energy, and seek wholeness in the context of the collective.

Summary

The new conceptual framework described in this article can contrib-
ute to continued growth and learning over the lifespan of organiza-
tional leaders and thus is relevant for those engaged in managing in 
a world characterized by increasingly complexity and interconnect-
edness. How leaders and followers understand each other, how they 
attend to their individual development and create conditions for the 
mutual transformation of those they work closely with is of impera-
tive importance to the goals of organizational effectiveness. Open-
ness to transformative experiences, attending to the flow of emer-
gent realities and energy, and increasing capacity to recognize and 
use systemic and cultural perspectives are more likely to occur when 
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leaders and followers are attuned to development and continuous 
learning in their organizations.

Table 2. Action-Logic and Support for Self-worth Determinants.

Action-Logic Support for self-worth determined by:
Leader Follower Sense of 

personal safety
Inspired to 
personal best

Trust level 
enough to 
approach in 
ambiguity

Diplomat Diplomat
Expert
Achiever
Individualist
Strategist

Expert Diplomat
Expert
Achiever
Individualist
Strategist Example One: Follower has Strategist action-

logic, Superior has Expert action-logic
Achiever Diplomat

Expert
Achiever
Individualist
Strategist

Individualist Diplomat
Expert
Achiever
Individualist
Strategist

Strategist Diplomat
Expert
Achiever Example Two: Follower has Achiever action-

logic, Superior has Strategist action-logic
Individualist
Strategist Example Three: Both follower and leader are at 

Strategist action-logic

challenging.indd   100 12.10.12   21:18



  Challenging Organisations and Society  101

Leadership Development and Individualized Leadership: Understanding Leader Action Logics in Dyadic Relationships

References

Bandura, A. (1986). Social foundations of thought and action. Englewood Cliffs, NJ: Prentice-
Hall.

Berscheid, (1985). Interpersonal attraction. In G. Lindzey, & E. Aronson (Eds.), Handbook of 
social psychology (pp. 413-484). New York: Random House.

Cook-Greuter, S. R. (1999). Postautonomous ego development: A study of its nature and meas-
urement. Dissertation Abstracts International, 60, 06B. (UMI No. 993312)

Cook-Greuter, S. (2003). Ego development: Nine Levels of Increasing Embrace.

Cook-Greuter, S. (2004). “Making the case for a developmental perspective.” Industrial and 
Commercial Training, 36, 275–281.

Dansereau, F., Yammarino, F., Markham, S.E., Alutto, J. A., Newman, J., Dumas, M., et al. 
(1995). “Individualized leadership: A new multiple-level approach.” Leadership Quarterly, 
6(3), 413–450.

Dutton, D. G., & Aron, A. P. (1974). Some evidence for heightened sexual attraction under 
conditions of high anxiety. Journal of Personality and Social Psychology, 30, 510−517.

Fisher, D., Rooke, D. & Torbert, W. (2003). Personal and Organizational Transformations 
through Action Inquiry. Great Britain: The Cromwell Press.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Develop-
ment of leader–member exchange (LMX) theory of leadership over 25 years: Applying a 
multi-level multi-domain perspective. Leadership Quarterly, 6(2), 219−247.

Homans, G. C. (1961). Social behavior: Its elementary forms. Brace: New York Harcourt.

Jones, E. E., & Archer, R. L. (1976). Are there special effects of personalistic self-disclosure? 
Journal of Experimental Social Psychology, 8, 148−153.

Kegan, R. (1982). The Evolving Self: Problem and process in human development. Cam-
bridge, MA: Harvard University Press.

Kegan, R. (1994). In over our heads: The mental demands of modern life. Cambridge, MA: 
Harvard University Press.

Liden, R. C., Sparrowe, R. T., & Wayne, S. J. (1997). Leader–member exchange theory: The 
past and potential for the future. Research in Personnel and Human Resource Management, 
15, 47−199.

Loevinger, J., & Blasi, A. (1976). Ego development. San Francisco, CA: Jossey-Bass.

Loevinger, J. & Wessler, R. (1970). Measuring Ego Development, vol 1: Construction of a sen-
tence completion test. San Francisco, CA: Jossey-Bass.

McCauley, C., Drath, W., Palus, C., O’Connor, P. & Baker, B. (2006). “The use of constructive-
developmental theory to advance the understanding of leadership.” The Leadership Quar-
terly, 17, 634–653.

Mendenhall, M., Osland, J., Bird, A., Oddou, G. & Maznevski, M. (2008). Global Leadership: 
Research, practice and development. New York: Routledge. 

Rooke, D. & Torbert, W. (2005). “Seven Transformations of Leadership.” Harvard Business 
Review, April 2005.

Stogdill, R. M. & Coons, A. E. (Eds.) (1957). Leader behavior: Its description and measure-
ment. Columbus: Bureau of Business Research, Ohio State University.

challenging.indd   101 12.10.12   21:18



102  Challenging Organisations and Society

Nancy Wallis

Torbert, W. (1972). Learning from Experience: Toward Consciousness. New York: Columbia 
University Press.

Torbert, W. (1987). Managing the Corporate Dream. Homewood, IL: Dow Jones-Irwin.

Torbert, W. R. and Associates. (2004). Action Inquiry: The secret of timely and transforming 
leadership. San Francisco, CA: Berrett-Koehler.

Uhl-Bien, M., Graen, G. B., & Scandura, T. A. (1997). Relational leadership theory: A role-
making approach. Unpublished manuscript.

Wallis, N., Yammarino, F. & Feyerherm, A. (2011). “Individualized Leadership: A qualitative 
study of senior executive leaders.” The Leadership Quarterly, 22, pp. 182–206.

Yammarino, F. J. (1990). Individual- and group-directed leader behavior descriptions. Educa-
tional and Psychological Measurement, 50, 739−759.

Yammarino, F. J. & Dansereau, F. (2002). “Individualized leadership.” Journal of Leadership 
and Organizational Studies, 9(1), 90–99.

challenging.indd   102 12.10.12   21:18



168  Challenging Organisations and Society

This was 
a pleasure – it was my  

pleasure. It seems to be the nature of a 
dialog that there is no end; it is a living system that 
can be continued from each point. We started our 

conversation in Helsinki on a beautiful summer day sitting 
on a stone at the seaside, gazing at the horizon, and contin-
ued it via Skype and e-mail in Irvine (US) and Vienna (EU) 

and in virtual space.
And now we invite you – the readers of this dialog 

– to join us on this journal’s website:
www.cos-journal.com
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