Introduction

· New Game

· Two Ways

· With adjective

· Just first name

· Wrap-up Discussions

· Note who dropped out

· Do you do that at work?

· We will see this during the week

· Doing something different

· Never were really alone, always someone stepping in to help and assist. That what this week will be

· What did you (organizations) learn from this exercise

· Experiencing the Week

· The Quote

· I read: I forget

· I hear: I remember

· I do: I understand

· This training will be very different in that respect

· This is not a lecture, not task oriented- It is an experience for you.

· Living the process

· Live the process of the week.

· Not applying it back to work-leave baggage at the gate!!! Pick it up on your way back. Yea! This will be hard.

· Experience the 5-days for what they are worth for yourself-we’re not here to convince you of the process.

· Personal learning can be very significant and intense. A change to know yourself and how you impact other on a team.

· 7-Core Process

· Each element interdependent;

· Dynamic

· Have to be maintained in balance for an organization/team to be effective.

· Workshop focus for the next 5-days and how they interact with each other

· Which will be “sold” through a group presentation in a “market place” where the other teams are competing as well? This process continues for the whole week.

· Open Systems Model

· Raw Mat’l In

· Labels same as 7-core

· 7 Core/Systems Model can define a team, organization, family, etc.

· Balance to maintain process and purpose

· Learning Organizations

· This week will be about the 7-Core processes

· Environment

· We live in a competitive world

· Schools are learning organizations with their grading systems

· WTTW will be no different

· Reynolds/Russia/Alcoa = $$$

· Joining a team

· You will join a team whose purpose is to “market” your learnings based on each of the elements of how an organization can achieve “high-performance”. Each of you are a learning organization. Your team needs to become clear about what you are and want. 

· Your team will have the opportunity to “live” these principles and concepts.

· Integration

· As your team works through the information, you’ll integrate the “important” things into the team products.

· The Market

· Guidelines

· Learning Cycle

· Experience: observing; watching/seeing; behavior, acting; reading

· Sharing: reactions to self/others

· Discussing: an extension of sharing; gets into recalling happenings and discussing why; evaluating the “subject”, with candid, frank, in-depth discussions

· Adapting: flows from discussion. Its changing/modifying the actions and behaviors based on the discussion and evaluation.

· Apply: Do it!!! Test it to see if it met the things you set out for.

· Begin again. It happens everyday….

· Housekeeping Stuff

· Process of Modules

· Lecturettes

· Processing in teams

· Marketing

· Journals

· Schedules

· By this clock on the wall

· Late nights (work it with teams and families)

· Agendas

· Lunches

· Room Assignments

· Bathroom/cokes/phone messages/snacks/special requests

· Teams

Purposing

· Theory

· Defines who we are

· “why they exist” for themselves

· realizing we have demands and expectations of them to be a learning team that markets their experience and learnings.

· When do you know when you got there, what’s it look like?

· Groundrules, norms, individual goals/purpose/needs, get to know each other.

· Don’t make the mistake of thinking you know each other.

· Gives focus/direction setting

· Foundation, the “roadmap” of a team, it’s the common, shared mission

· What can happen when the goal or path is different?

· Create Interdependency

· Golfing: is it a team? No, individual scores

· Football: is it a team? Purposing creates that interdependency, win a game, have to play as a team. Team scores.

· Red Skins in 1993/94, if they had one vision-goal that was shared by all, why did they lose? Did they lose their “common vision”

· Expectations

· Team name

· Logo

· Groundrules

· Mission

· Market to other organizations your product, your learnings, your experience, something they can take with them.

· You have two hours, be back @ 3:30 to share what is different and unique about your team.

· Other things

· Flow of book

· Read first couple of tabs, this information may be helpful

· Laid out the same for each section

· Journals to capture the personal journey

· Feedback slips…

· Learn and apply from the experience, maybe go back to the learning cycle

· In the book

· “Everything you need to know is in the book – we will be around to help – clarify – support, but not give answers.

· Key learnings

· Staff Briefing on Team Visits/Presentations

· Presentations

· Un-creative, boring, flipchart dependant, single presenters.

· Visits

· Looking for the mismatches, step in – we’re listening and can step in for the places missed. “Box canyons-bad……”

· Look for where everyone is sitting; maybe draw a picture of where everyone is located – control, power of the pen…, loners, quiet….

· Understanding our roles – continue to support

· Don’t’ give-in to their struggle – no answers. Learning happens with struggle.

Technical

· Theory
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· Take “inputs” → transform them into “output, an example to use is a marker or pen

· It’s the A-Z steps to get “it”

· Whether it’s a “hard” product or “soft” product → there is a producing process.

· Tie this to your learning team: Soft ↔ engineering project or training; hard ↔ pen, aluminum, M&M’s

· Last time (purposing)

· “How” did you get through? What steps did you use to come out with a product? Does it need to be revised? Build from what you just did in the last module. (Note: this can be the toughest for a team to develop)

· Strategy (operating principles) and Workflow

· Old style vs. Now in this organization.

· Expectations

· What it takes for your team to meet its mission for the week

· Your team can develop your own producing process,

· Your product should be something that defines how your team works.

· Other things

· Whole idea of being a team is to produce a product or service that is of high value to external customers

· Pen vs. Team learnings, baking a cake is a good example

· Is your process working

· Re-emphasize the agenda

· Key Learnings

· All people have to understand fully to participate

· 8-Step Process, etc.

· Staff Briefing on Team Visits

· Presentations

· Still un-creative, boring, flipchart dependant

· Some may be doing something a little different – not much

· Probably same people

· Probably a good demo of traditional presentations vs. high performance

· Visits

· Looking for the mismatches, step in – we’re listening and can step in for the places missed. “Box canyons – bad…”

· Probably looking for answers in the book, lots of reading…

· Understanding our roles – continue to support

· Don’t give-in to their struggle – no answers. Learning happens with the struggle.

· Push it back to them

Systems Theory

· Theory

· Define the “System”
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· It is important to define this well. Breaking down systems into their smaller systems, subsystems have to exist with the rest of the systems.

· In organizations, we put the radiator, coolers, engines – for themselves, and not for the purpose. Ex: engineering → engineer products; production→produce; maintainence→maintains. SILOS

· Some examples:

· Eggs effect on the body

· Car example using different systems: A?C, electrical, brakes, wheels, bolt system (metric vs. English)

· American Mfg. → best technology in the world, out produce anyone in the world…..but Japan????

· Gm with fenders or rather using spare parts based on inventory to design a car around that whereas Japan/Germany have been designing the car from the ground up based on the customer needs and fit. Remember the commercial with the guy sitting in the care and the car being built around him.

· 7-Core &Open Systems Model

· It’s the fit that counts, just like in the car example

· 7-Core

· 50’-60’s: if you can produce it you can probably see anything, GM saying “What’s good for the company has got to be good for the country”

· 90’s: how does it fit in the global economy? GM is no longer the only car manufacturer

· Expectations

· 7-Core processes apply to your team, as a learning organization, but it also applies to the larger organization

· Other Things

· Key Learnings

· Parts are just parts unless it fits

· You design fit to achieve purpose

· Open systems is a complete system

· Integration of parts if more important then having excellence in one

· Sub-systems should enhance the whole

· “Everything” is connected to everything else

· One part affects the whole. Making one change has multiple impacts

· Must address all parts of the system, cause imbalance in the system

· The system begins with me and moves outward

· Systems that are balanced to fit with their environment survive

· Staff Briefing on Team Visits

· Marketing

· 2-3 adjectives; “meat, need more sizzle”

· Interventions:

· Apply tasks here – it’s ok to discuss, to plant, and apply it here! Just to gain understanding and draw relationships. As long as their not solving world hunger

Individual Needs

· Theory

· Circle of Concerns vs. Circle of Influence/Control

· Moving from Concern → Control/Influence involves sharing, trust, owning the accountability “my own feelings and actions”

· It is a translation process, just like any other

· A skit is appropriate

· ? What does it look like to you

· What happens to your behavior if your needs are not being met?

· Expectations

· Other things

· Thought: Being a real person is ok, but often times we are taught very young that it is not ok to show emotions, like being mad.

· Feedback, etc. Is a chance for clarifying, not defensive and not justifying, it’s just where I’m at.

· Key Learnings

· Help your team members work through the issues

· It’s hard!!! Emotional level is high and can be draining

· Be real and be mature!!!

· You are only as good as you are real

· Individual needs are similar, you’re unique

· I am responsible for getting “my” needs met

· Needs change as we grow

· Answers lie inside, not outside

· Individual differences are essential for high performance teams

· Blaming others is avoidance behavior

· Common ground is not as important as common understanding

· Staff Briefing on Team Visits

· Marketing

· 2-3 adjectives; “meat, need more sizzle”

· Maybe during “marketing”, do on key learning for the team

· Tie-learning from “marketing” to learnings and back to the 7-Core processes.

· May become questioning the value of the market place

· Start thinking of the HEAD → HEART stuff within the staff

· Are they being real?

· Tell: limited only by imagination, be creative, etc.

· Visits

· Teams may be “looking for the answer”, it’s not in the book –it’s in the room

· Apply tasks here – it’s ok to discuss, to plant, to apply it here! Just to gain understanding and draw relationships, as long as their not solving world hunger!

· 20 minutes is not really enough time to really explore this

· Laughing, smoking, and carrying on is really not unusual, but it can be a sign of avoidance to the task. Individual needs are very personal and can easily be avoided

· Day 2: can be too soon for any major interventions. Balance this, since we don’t’ want to take away any of the pain – that can detract from their growth

· Staff

· Begin questioning staff if we are role-modeling the behaviors we want the team to model.

· Be Real!!! With self and staff team and organization

· Are we doing the Processes in our team – do it!!!

· New ideas are very fragile

· Tough feedback can begin with the teams

· Start kicking them out the box, their comfort zone

Social 1: Problem Solving/Decision Making Process

· Theory

· 3-Sections: We’ll just do the first tab - stop there.

· Over time

· Dark Ages, to Middle Ages to current may be a way to compare

· Like the caveman: right by might – beat ‘em up

· 1600’s – 1800’s: by petitions in front of a judge or something

· 2000’s: more democratic, what is right not who is right

· Open-Systems Model

· Decision making and p.s. will happen, unconsciously or planned for

· Not something companies are used to doing. We generally have a boss who tells us what to do, when to do it, etc. Technology can and is done every day – the social side of the business is not….

· VEN Diagram

· Ability to hear different views

· Embrace the differences and build on them

· ? Question for WWS/Staff discussion: explain the box of goodies to go through

· PICTURE THAT IS KINDA LIKE A VEN DIAGRAM
· Expectations

· Individual: Spend a minimum of 15 minutes

· Team: 45 minutes

· Then call us

· Other things

· No flipcharts if staff agrees

· Staff Briefing on Team Visits

· Process for debriefing scores

· Usually get into – it’s a well defined task

Social 2: Team Growth Process

· Theory

· High-Performance Teams

· Plan for growth

· Use energy to grow

· Plan for success

· Successes don’t just happen

· Growth Cycle

· Model

· Read / use example in the book

· WTTW Model

· Dependency

· Relying heavily on instructions/members

· Looking for right/wrong answers

· Polite conversations/facades

· Feel like team & members have no control

· Counterdependency

· feeling comfortable with team

· challenging instruction/system/members

· blaming someone else for issues (rebellious, angry, frustrations with whoever is in control, issues with authority figures, not here @plant, @home thus avoiding here, kicking the dog)

· feeling tapped out, burned out

· Note-It’s normal, embrace this – you’re growing up as a team

· Inter-dependency

· Synergy, as a team, as an organization, truly a whole with the outside

· Recognizing – can’t do it alone, accepting outside help

· Fighting goes away

· Accept outside environment for what it is and move on

· Become responsible and accountable for their mission and themselves in a new way.

· “We are together as a whole system; but unique and separate”; “Ying-yang” – it’s the balance

· Expectations

· Go through questionnaire and call the staff for answer-key

· Discuss the differences within your team and address the problem areas

· Develop a product that will market your learnings and experiencey that will help other teams benefit from your team

· Other things

· Human beings vs. Human doings

· Brain at the gate; 8 hours-n-the-shower; give you 8 and hit the gate

· Key Learnings

· Staff Briefing on Team Visits

· Marketing

· Maybe 2-3 adjectives and 1 that would really help the team improve, “If your team did _____ this….”

· Others

· Some controlling, some mothering, us/them, acting like you know it all, avoiding, ego driven, reactive

· Supporting, encouraging, straight feedback

Social 3: Team Member Turnover

· Theory

· Work teams will have members change

· How does a high-performance team deal with this?

· A chance for a team to integrate the new member into the team’s processes and maintain synergy

· What happens to the team – back to ground zero

· Expectations

· Develop a process for integrating new team members

· Share experience and learnings

· Other Things

· Key Learnings

· Staff Briefing on Team Visits

Environmental

· Theory

· External not Internal Feedback

· Giving feedback is listening/processing/grow from it (which can mean accepting/rejecting)

· Being open to hearing new and different things

· Real World Examples

· Berlin Wall with Russia and effects on Alco, Rod Mill, EPA, and RRC, etc. Minolta/garbage in the environment

· Staff will be around at 15 minute intervals as shown to give our environmental feedback

· Process for external feedback, “more of…less of…..maintain”

Control

· Theory

· History

· Past management functions

· Control

· Is what hold the parts together, keeps the technical and social systems functioning

· How do you maintain order in your team

· Expectations

· Share learnings/experience

· Other Things

· Human Beings vs. Human Doings: We can be controlled (human doing) or Be in control (human beings). Thinking comes before Doing – if we don’t do the thinking, I believe we give up the control, Not choosing to ‘think’ means someone else will.

· Past history: WTTW questions: “#2: A strategy that identifies needed changes to make your team’s control process more effective both here and there at the plant!, #5: develop a listing of ‘criteria’

· Go back to learning model

Feedback

· Theory

· Supporting feedback: takes time to be able to give and receive, construction, sincere, specific, accurate, it’s a gift

· Easy to avoid – because if not done in a supporting way, history tells us it is painful. High-performance teams thrive on it.

· Develop a process (3+ for every –‘s) – Needed to grow

· Johari window

· Personal responsibility, also depends on individual maturity else words are just that, words.

· Swallow it whole? No way! Go back to the learning model!

· Expectations

· Other things

· Edward Moses: Watching his own videos of high hurdles, giving his own feedback

· Key Learnings

· Staff Briefing on Team Visits

· - teams and individuals have to be ready for it. That’s why this section is last. The feedback today will be much different from Monday’s.

Final Product

· Theory

· Shows the “Journey” of the week

· In some ways describes the 7-Core processes of what your team learned

· Makes good use of all available resources – people, equipment, facilities, money

· Only limited by your imagination

Closing Comments

· Re-Entry

· What/How to share

· Ex: dentist: from a kid with brother – frightening

· Evangelist: preaching the word

· “I”: discussing my experience; someone else may be completely different – allow them that experience

· Do you really believe we must change to survive?

· If we don’t change the results will not improve

· If we don’t improve; will we survive?

· These skills are for life; perhaps for some a more satisfying way to work

Personal Notes

· Size

· Size allows for people to hide. Provides for a dysfunctional team

· When in doubt, go smaller – 5 is good!

· Individuals will hide

· Facilitations

· More facilitation at beginning, less towards the end. Sometimes spending the whole time if needed or if dependent (shutting down or something)

· Maintain “marketing philosophy

· Staff size of about 7 ok. Not al rookeys – some strong ones too! Balance!

· Learning journals

· Out of the Box

· Always be willing to do something different each time – it’s not a cookbook, do it out of order, do team member turnovers, etc.

· Ex: Team member turnover at start of one of the day for about ½ hour with 5 minutes of sharing experience

· Ex: Identify social interaction: GAIL list them and categorize them. Social community: all have 4 elements Indian tribe, school, church, family, town

· Staff

· Organization

· Maybe let them share at some point if comfortable, start at purposing may help.

· It’s important to do it: respond and document either in team or in group.

· Key Purposing Points

· Living process

· Real and unique

· It’s a process, not a document

· It guides/directs effort (back drop)

· It’s not the statement nicely framed and hung that counts

· It’s ownership to purpose that’s important.  That’s achieved through involvement of all.

· Keeps us focused

· Before purpose comes distinct competencies and central values

· Interdependence of seven processes

· Technical Producing Key Learning

· Process of How.  It’s not What/Here and Now, not back home

· A way of getting organized

· It’s the conversion process (i.e. mfg. information)

· Content vs. Process

· It’s a conscious examination – we can reinvent how

· Tie design principles into technical producing process

· Systems Theory

· Producing Delivery

· Purchasing and Tallied

· Feedback:

· Two to four terms to describe

· Each team can ask two questions to another team

· Lecturette/debriefing

· Learning journal

· Kick-off and frame next process Individual needs

· Systems Theory – Key Principles and/or Adages

· Everything is connected to everything else (dividing a house in half does not give you two smaller houses) (PRINCIPLE)

· There are no final answers

· Every solution creates new problems

· Don’t’ try to control the workforce, just change the work rules/design

· Nothing grows forever

· Obvious solutions do mare harm than good

· Don’t make rules that can’t be enforced

· Competition is often cooperation in disguise

· Sub-systems are more stable than their larger systems (PRINCIPLE)

· Bad Boundaries make for poor performance

· One part of a system has an effect on the whole systems (PRINCIPLE)

· Criteria for Learning Organization Team Composition

· Energy Producers and Energy Users

· Boys and Girls – gender

· Levels of hierarchy

· Company split out

· Function diversity (Engineer, Sales, etc.)

· Age distribution

· Ethnic diversity

· Agenda (Tuesday mid-morning)

· Photo needs

· Group mix

· Individual needs

· Product delivery

· Purchase and Tally and Feedback

· Lectureet and defining

· Learning journal

· Kick and frame  

· Social Systems

· For a social system to survive the “GAIL” elements must function

· G = Goal Attainment

· A = Adapt to External Environment

· I = Integrate Amongst Itself

· L = Latency (in it for the long haul)

· Deming on Goals

· Goals and budgets are destructive and limiting

· The only goal is “Continuous Improvement”

· Decide on a daily, weekly, monthly basis, how and what to improve

· Must have a strong vision of the future.  It we focus on being better than we were yesterday, we will go farther in a month or a year than we would ever have projected a goal to achieve.

· Story of the Eagles

When eagles plan to raise you, they build a very strong nest of twigs, thorn brush, etc.  Then they line it with down, material scraps, anything to make it very soft.


The eggs are deposited in the soft nest and carefully watched over by both the parents.  After hatching, they are nurtured by both parents until they are ready to learn to fly.


The young bird is then placed on the back of the father eagle and the father flies off.  The young bird is then allowed to test his wings with the security of the father’s assistance.  In time, the father will drop suddenly and the young eagle will flap furiously but the father will again move to catch the young.


While the father is teaching the young eagle to fly, the mother is removing some of the softness from the nest.  When the eagles return and rest for the night, the nest is not as comfortable for the young eagle.  He is restless and is moved out of his “comfort zone”.  With time, the young eagle gains the skill to fly independently, while the nest no longer feels safe and comfortable and he moves off to build his own nest.  The parents return to refurbish the nest for their own comfort.


(It was also noted that in some cases the young bird are pushed off the cliff and flutter downward to be rescued by the parents before they fail.  This continues until they are successful.)

· Personal Growth

· Changing Habits

· Principle of 7 for physical habits (must do the new way 7 times before it becomes a new habit)

· Principle of 21 for behavioral habits (must demonstrate new behavior 21 times before it is a new behavior)

· “Insanity is doing the same thing and expecting it to make a difference”

· You don’t learn by playing it safe.  You learn by taking risks, trying, failing, succeeding….

· TOOL – Positive Bombardment

· Steps in Accepting Change

· Denial

· Anger

· Anger

· Bargaining

· Depression

· Acceptance

· People can start at any stage and generally progress through all the stages.  They might even start with acceptance and as they meet resistance from others revert through the other stages.  The key to helping people through the cycle is to recognize and accept where they are, not where you want them to be, and provide them the support to move on to another level.

· Walt Disney – “The more you are like yourself, the less you are like anyone else, which makes you unique”

· Sister Ramona – “The better you understand yourself as you are, the better you will understand others are they are.  This is the first principle of leadership, starting where others are rather then where you want them to be.”

· On group sizes

· For sharing information only – a group can be as large as necessary

· For discussion – groups of 12 to 15 are okay

· For decision making – 8 or less

WTTW Learnings (Aug. 7, 1992)

· Facilitation

· The role of the facilitator is to CLARIFY , not to solve issues for the team

· People must be allowed to create their own processes.

· Don’t say, “Here’s our model for ‘Conflict Resolution’, Say “We have conflict, how do we handle it?”

· On “Teams”

· Control is never an option in any organization.  The team must control its processes or someone else will

· Individual difference must be seen as bringing strengths to the team.  In fact, different backgrounds and experiences being real strength.

· This was seen in the strength brought to each team by the cultural differences of the Native Americans from Jan Juan Mine who were on each team.  They provided a quiet leadership in interpersonal areas which the teams may have missed otherwise.

· I must feel that my view is valued by the group

· I must be able hear something different – to try it on – to be really open to something from someone else.

· Team members don’t just focus on their “common ground” (the places they all agree) but must build a “common understanding” which includes where they agree and where they disagree.

· Team members must be able to say:

· “I may be wrong” “ I may not have it all” “I may not agree but I must hear all differences”

· Differences as well as agreements must be clarified

· People cannot choose who is on their team, therefore they must

· Celebrate differences

· Build on strengths – Build broader experience base.

· Teams need to learn differences between voting and consensus. Polling is a tool for assessing where everyone is in a discussion but is not used to make a decision.

· Your team is only as strong as its members are mature.  Note reading: “The Human Process of Continuous Growth.”  Each time an individual experiences a significant change; he needs to mature within this situation or group.  The group also goes through maturing stages.

· Defensiveness Levels

· Level 1 – Attacking

· Level 2 – Denial

· Level 3 – Yes..But…

· Level 4 – I understand, let me explain why I did….

· Level 5 – Listen/Quiet – but mentally shut off person – No response – But did not try to understand.

· Level 6 - ?.......

· What you resist – persists

· Feeback Ideas

· Specific (Identify what I observed and what I expected)

· Direct

· Non-punishing (focus on behavior not the person)

· Actionable (feeback must be framed so the person can take action to correct or improve the situation)

· Descriptive – This is what is observed and how I perceived it; I may not understand or be correct.  But if this is what I expect, how can I help you meet this expectation.  You are responsible for the action.

· Don’t feedback “ON THE RUN” – make sure you have time to come together on understanding the situation.

· Honesty is Adherence to Truth – Truth is the discovery of reality.  Make sure you are honest with the person by looking past perceptions, checking it out, and discovering reality.

· Ask for CLARIFICATION – not DETAIL

· Contracting – Agree with the person on what is expected, how I can help, and what we will do when the expectations are met, or not met.

· Sender must send well – Receiver must receive well.

· Instead of saying – “You made me feel…” use “When this happened, I felt…” The other person is responsible for their actions not my feelings and I am responsible for my actions, not their feelings about my actions.

· Protect the self – then focus on who and what you’re trying to help.

· Self Esteem principle – “I Am Lovable and Capable”

· Your weaknesses are your strengths overused

· Is the communication difficulty how it’s being said or what is being said.  We must separate it out and look for reality.

· FEAR – False Expectations Appearing Real.

Interesting Quotations


Enthusiasm without knowledge is like running in the dark.


When the paradigm shifts – everyone goes back to zero.


Do you have trouble hearing?  No, I have trouble listening.


Destination is the Journey.

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

The way to insure winning is to invent your own rules.

· Aircraft Carrier – Facilitation Concept


When bringing an Aircraft Carrier into port, you do not steer or pull the ship.  
Rather, tugboats “bump” the ship to the right direction.  This requires:

· Good communication

· Common understanding of purpose and direction

· Trust – otherwise the “bumps” annoy or anger the person

· Effective Decisions = Quality Thinking X Acceptance




ED=(QT)(A)




If Quality Thinking = 95% (Expert) but




Acceptance = 50%  Then the




Effectiveness of the Decision is only 47.5%




If Quality Thinking by the group is only 70% and




Acceptance = 100% since the group worked together, then




Effectiveness of the Decision is 70%

· Theory Input to Address Team Accountability

· External Feedback is important for growth

· Teams organization can be successful and be out of business

· External requirements may change

· Requirements differ between customers

· Highly competitive environments make it difficult to build and sustain High Performance Team

· Consumer/customer should drive outputs, Teams need to adapt.  Best is the enemy of better.

· Missions endure – goals can create bondage, the only goal is CONTINUOUS IMPROVEMENT

· Emotional Trust Bank Account – Refer to S. Covey – “7 Habits of Highly Successful People”

· Need to balance – SEFL-CONFIDENCE with HUMILITY AND VULNERABILITY

· Parking Lot Evaluations – CHECK IT OUT!!!!

· Customer Satisfaction Model
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(lines not shown would depict level of activity)

New ideas encounter violent opposition from mediocre minds.

The journey is the destination.

· Control Key Learnings

· To control or not to control is not the question

· Control is not an option.  The team must control its processes or someone else will.

· The degree of autonomy correlates with the degree of internal and self control.

· Acts of leadership are forms of control (leadership can be “others” or “self” directed)

· System order cannot exist without controls

· Customer service does not mean customer control

· In a changing (turbulent) environment, the team with clear direction wil be in control.

· Control implies having: INFORMATION, KNOWLEDGE, SKILLS, and ABILITIES

· New forms of control come out of chaos.  Self knowledge provides self control.

· The source of power and control is information.

· You cannot have control without accountability

· Key Learnings Feedback

· Feedback is at the heart of growth

· Feedback is essential to growth

· Feedback is necessary to maintain trust

· Feedback is better heard when solicited

· Caring and support is at the core of hearing direct and straight feedback

· Feedback should be descriptive, not judgmental

· “Praise improves a person’s hearing.”

· We know we need it, but mostly avoid it

· Timing is important

· Each person’s truth is truth

· What you resist, persists

The seven core processes are NOT linear.  They are interacting. 

You can go through al seven in twenty minutes.

All seven processes need to be present and in balance and you never reach that perfect balance – continually improving.

Processes are our own methods and not someone else’s – not canned program with success formulas that never work.

The seven core processes make a whole and complete organization and each process is a subsystem with its unique parts – i.e. environment.

Nothing is easy.  It takes hard work to create and sustain high performance teams.

The workshop results are not easy to demonstrate.

You need both head and heart to be whole.  Without one or the other, you’re incomplete.

The team core processes are for well designed whole teams, not functions, task groups, disciplines, specialty teams, etc.

Team processes are continually evolving.  What you use today may not be what you use tomorrow. 

· Teams need vehicles for inevitable and periodic re-vitalization.

· Traditional training programs or change efforts don’t work when thy only provide answers or the recipes (i.e. some TQM efforts).

· It’s in the struggle that the growth and learning comes.

· Feedback Debrief

· It’s usually never as bad as we think it’s going to be.

· Starting out the first time can be stiff, uncomfortable, and difficult (use crossing arms and hands example).

· Teams over time will learn to look forward to feedback sessions.

· Change comes from the heart, not the head.

· All beginnings are difficult – The Torah

Survey Feedback

1. To what extent have your expectations be met?


Not at all 0-------------------------------10 Exceeded

2. To what extent have you become aware of the seven processes?


Unaware 0 ------------------------------10 Extremely aware

3. To what extent have you personally grown this week?


No growth at all 0 ---------------------10 Significant growth

4. To what extent will this experience provide you opportunities for back home application?


No opportunities 0 --------------------10 A great many

5. To what extent did the staff provide support?


Lousy 0 --------------------------------10 Always there, helpful

6. List any specific things you feel the staff should do:



More of:


Less of:

Experiential Cycles


This model has clarified some of the aspects of “experience” Pfeiffer and Jones does not lead you to the details of this and frequently omits the present product, provide feedback, and clarification portions.


“A dramatic elaboration of something I do in about this much space” (1/4 of a page vs. a full page).


“I would argue that there might need to be more skill development in the next one: Sustaining and Renewing High Performance Teams.”


This is unique in that the staff is developed too, in parallel.

Redefining Competition: 


Theodore Roszak: 

“The joy of this quest is not in triumph over others, 





but in the search for qualities we share with them 





and for our uniqueness, which reaises us above all 





competition.

On Paradigms


William Wordsworth:

The glory of the dream face, the prison-house closes 




in after childhood, and custom lies on us “heavy as 





frost.”

On Life as a Process


Marilyn Ferguson:

The importance of process in another discovery.  





Goals and endpoints matter less.  Learning is more 





urgent than storing information.  Caring is better 





than keeping.  Means are ends.  The journey is the 





destination.    
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