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I. Choose a Compelling Vision

Choose the path with heart, for change comes from the heart.

Since visions can select your dreams, reach for something that’s really work it, something compelling, inspirational, that’s worth large chunks of energy.  Reach for something that taps not only the mind and body, but also the heart, something that’s elegant and special.  The single largest psychological need people have is identity.  High performance requires creating the capacity to identify with a shared vision of what we want to accomplish, do or be.  High Performance for organizations or individuals requires an inspirational, compelling vision.

“In the long run, men hit only what they aim at.”

Henry David Thoreau

II. Embrace Change

Expect everything to be different:  Some things won’t, but most will.

View what you already know about organizations with suspicion.  Chances are it won’t serve you well.  The most difficult part of building high performance work systems is that most of what feels right and is second nature will probably be wrong.  Resist acting on impulse or old paradigms.  Stop and consciously think about the situation.  You’ll probably decide on a different way to do it.

“I have lived in this world just long enough to look more closely the second time at things I was most certain of the first time around.”

Josh Billings

III. Create Self-Fulfilling Cultures

Behave the values you want the culture to live by.  Be what you value.

Cultures deal with the people processes of an organization.  How we do things, attitudes, distribution of power, underlying values and assumptions shape an organizations behavior.  How they are chosen and developed are critical.  They determine how the organization really operates.  Common reoccurring patterns of behavior become norms, which become what we term culture.  To change culture, you must change behavior.

“Let us not go over the old grounds; let us rather prepare for what is to come.”

Cicero

IV. Understand the Requirements

Expect it to take more of everything than you think.

Most of your expectations are developed from your traditional view of organizations.  They are very different and the targets or yardsticks are mostly inaccurate when applied to these types of new work cultures, particularly in the beginning when everyone’s learning and a lot more up front discovery work needs to get done.  Expect these estimates to be low, particularly in the requirements for time, information and external help.

After you’ve done all your traditional planning and budgeting, simply double them and maybe add another half.  No one will buy it early on, but your forecasts will turn out a lot more accurate.

V. Reject Recipes

Understanding principles and theory are more important than the techniques.

Avoid prescribing the cure until you know the extent of the problems.  There are a lot of people selling step-by-step cookbooks filled with tools and techniques.  All of them may be helpful, but few are indispensable.  But none of them are as important as the principles that build the foundation.  Tools and techniques are merely some alternative means.  Understanding principles are key to the organizational outcomes desired.  Then “we” can develop our own tools and techniques needed.

“Training won’t work.  A tool approach can’t work.  Copying doesn’t work, either.”

John J. Sherwood

VI. Encourage Involvement

Involve as many, as early, as deeply, as possible.

Real and meaningful involvement builds understanding, ownership, responsibility and a shared commitment.  Many of the design decisions made could be done by a few, but developing a self-fulfilling culture requires everybody.  It’s the involvement in the meaningful decision that builds a common understanding and commitment.  Remember, effective decisions are equal to quality thinking times acceptance.

VII. Ask for Help

If you can’t bring yourselves to rely on others for help, you won’t succeed.

Be prepared to rely on others.  There will be times throughout the process when you won’t have what it takes.  After all, we are interdependent creatures who don’t always have the answers when we need them.  That’s normal, healthy and to be expected.  Creating resource pools provides better quality and acceptance of our efforts.

VIII. Foster Learning

Expect to be changed by the process.  If not, you probably haven’t created anything much different from what you had.

It’s mandatory to grow old – it’s optional to grow up.  Expect to learn a lot, to feel frustrated, awkward and incompetent.  Learn to welcome the unanticipated, the surprises, with excitement.  Change always means letting go and going on.  Reject traditional training programs.  They provide little to no real learning.  Rather, take the skills to the team when it’s needed.

“Learning is like rowing upstream:  not to advance is to fall back.”

Confucius

IX. Rethink People Selection

Select people for qualities rather than skills.

Identify those who are self confident, personally secure and broadly capable.  Individuals with low status and power needs, good rational problem solvers, collaborators, who are inspired by the vision are more desirable than brilliant soloists.  Don’t let technically related expertise blind you to the value of these human qualities.  Systems are both technical and social.

X. Be Comfortable with Incompletion

When you think you’re done, you’re probably just beginning.

The journey is never over.  If continuous improvement is to become a way of life, we must build a system which enables and encourages an ongoing renewal process that keeps the organization engaged in its continued search for excellence at adding value to its environment and its customers.  Remember when things seem to take too long or don’t go the way they ought to go, “The Journey is the Destination.”

“Through life’s journey, great spirits have always encountered violent opposition from mediocre minds.”

Albert Einstein


For further information or additional materials on High Performance Work Systems, call or write:

Whitewater Strategies, Inc
996 S 650 W

Salem, UT 84653

(801) 358-9074
www.whitewaterst.com
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