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     EDU731 was intended to allow me to enhance my personal capabilities as a leader. Leadership is defined in many different ways, the secret is to find what type of leader I am and build upward. This class allowed me to study different leadership outcome styles, thereby allowing me to consider a style comparable to my liking. Through this class I was able to integrate my current work environment into practical exercises. 

     Special emphasis was directed to the following learning outcomes, (1) develop sense making skills that will provide you with much needed information about your organizational context, (2) examine successful practices that are associated with your organizational context, and (3) allow you the time to develop specific skills that you will need as a leader to transport best practices into action at your institution.

     I have selected assignment 8.1 a Portfolio for EDU731 to divulge the extent of competence with regard to Leadership for the 21st Century. This portfolio project will demonstrate a lot of the stated goals of this class and will demonstrate several examples of how to integrate leadership into my organizational work environment.  
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Abstract

     In a place of work, individuals are confronted daily with the accountability of making assessments. Converting a business or organization can be a personal drama that entails both delight, and grief. There is often a breach linking knowledge and action; successful leaders demonstrate a suitable equilibrium between differentiation and incorporation. 

     Many of today’s theories on organization, and leadership are shifting away from mechanistic conceptions that once thrived in the age of bureaucracy. Leaders often talk about the deterioration of the work ethic. In actual fact, it is not the work ethic, which has deteriorated. To be more precise, it is the leaders who have not succeeded. Learning is an indispensable stimulant for a leader; the resource of vigor keeps up the impetus by repeatedly sparking new knowledge, new ideas, and new challenges. This report entails both the idea of governance, and how leaders make important decisions; within are listed various formulas for successful implications, and future actionable outcomes.

Governance - how leaders make decisions

     All through the universe, orderliness survives within disorder, and disorder within orderliness (Wheatley, 1999). In a place of work, individuals are confronted daily with the accountability of making assessments. How should someone respond when another speaks to him or her? How do people choose what to do first when their supervisor gives them an undertaking? Corporations and organization want to employ leaders with honesty and competence. Those leaders have an obligation to those who work for them, and to impart employees with guiding principles for making proper decisions (England, 1999). 

     As a rule talented athletes seldom make superior coaches. The most superb violinist will not automatically make the greatest conductor. It is essential to differentiate between the expertise of accomplishment, and the expertise of directing the accomplishment, two completely dissimilar talents. It is additionally significant to establish whether an individual is adept to learning leadership skills. The instinctive leader will always rise up and be noticed. The secret to success is recognizing those who are capable of learning leadership over a period of time (Smith, 1996). 

     Converting a business or organization can be a personal drama that entails both delight, and grief. Succeeding and defeating a challenger is exciting, but it may also be distressing when upsetting a routine. This element is a function of an overhaul, for what succeeded in the past might turn out to be the source for failure in the present (Tichy & Devanna, 1990).

     Listed below are a number of qualities to help recognize whether somebody is capable of learning to be a leader (Smith, 1996).  

· Leadership in their history. The greatest forecaster of potential is their record. 

· The ability to generate or seize a vision. 

· An individual who does not feel the excitement of a challenge is not a likely leader. 

· A beneficial spirit of restlessness. Some people might call this criticism, however there is a big distinction in being constructively disgruntled, and being critical. 

· Individuals sheltered in their status quo are not leaders. 

· Realistic judgments. Highly innovative people are often not good leaders because they are powerless to judge their own productivity; they need someone else to say, "This will be successful" or "This will not." 

· Leaders seem to be competent enough to identify which ideas are realistic and which are not. 

· A readiness to take accountability. 

· A completion feature. With prospective leaders, when the work arrives, it's complete. 

· Mental resoluteness. No one can lead without being condemned or without facing disappointment. A prospective leader needs a mental robustness. A leader must be able to keep his or her, own advice until the appropriate time. 

· Peer respect. Peer respect doesn't disclose aptitude, but it can show character and individuality. People may like you, but not follow you. If they respect you, they will follow you, even if perhaps they do not like you." 

· Family respect. Look at the family of a potential leader: Do they respect him or her? The family's feeling toward somebody discloses much about his or her prospective to lead. 

· A value that makes people pay attention to them. Potential leaders have a "holding court" value concerning them. When they verbalize, people take note. 
     The growth of an individual’s personal influence and self-leadership must come before any effort is to be done concerning the leading of others. One cannot distribute what one does not have; and cannot effectively give to others if one has not mastered. Personal leadership for those times of conversion is often somewhat like operating in a "state of grace." It is often a condition of being whole within oneself, and completely in tune with situations around oneself. It’s a condition of tranquility and simply being at ease with ones self command (Jelm, C & Jelm, J. 2001).   

     There is often a breach linking knowledge and action; successful leaders demonstrate a suitable equilibrium between differentiation and incorporation. This disparity is frequently exacted by an inequity, which is deeply influenced by environmental factors. The solution to executing the exact symmetry is of often the obligation of the leader. A leaders demeanor is extensively influenced by their cognitive-emotional direction (Argyris, 1993). 
     As one exhibits advanced amounts of self-leadership, evident characteristics and endowments develop (Jelm, C & Jelm, J. 2001).

· The employment of heightened perspicacity in dealings with others. 

· The formation of successful ideas that others can resonate with. 
· The making of superior relations and assurances to people, assignments and conditions. There is an instinctive structure of ability in dealing with others in truthful, and unimpeachable ways. Mastering self-leadership situates one to successfully lead others.
     The greatest test for any organizer is the demand for interactions between the source of a leadership, and those who choose to support a foresight. It is crucial to employ specific principles to a development (Jelm, C & Jelm, J. 2001):

· Actually, there are merely degrees of like-minded leaders there are no followers.

· Successful teamwork and alignment with others may well depend on a leader’s aptitude to operate with maximum "intent to serve" and the lowest "intent to control."
·  Leadership of the future will center on inclusion, not separation. Successful leadership will exhibit itself through unity, oneness and incorporation.
· The leader will have to master restraint, and have almost no focus on the control of others. The leader will appreciate that control does not equal authority, and that simple information or knowledge is not identical to influence. 
· The leader will formulate the room for others to come into the creative development, bringing their energies and passion with them 
     Many of today’s theories on organization, and leadership are shifting away from mechanistic conceptions that once thrived in the age of bureaucracy. Something that concerns a structure can play a central role in helping it self-organize into a new structure of command. At whatever time an environment presents original and dissimilar information, a system frequently decides whether to acknowledge that irritation and react. This recent information may perhaps be only a diminutive divergence from the norm. Nevertheless, if the structure pays interest in this data, it might bring the data inside to assist in future development, and transformation. If the information turns out to be a considerable interruption, that the structure can no longer disregard its significance, actual transformation may very well be at hand. Leadership must distinguish these important factors to truly evaluate future performance output, and true structural change. Leading is not only selecting high-quality people, but also directing forthcoming outcomes (Wheatley, 1999).

     It is feasible to support successful organizational change. Organizations that have changed, not only in terms of a new purpose, a new method, and operations levels, in turn have also concurrently amplified their ability to deal with impending change. In these structures, following a change endeavor, individuals felt more dedicated to the organization, additionally convinced of their own contributions, and more equipped to deal with change as a never-ending occurrence. The battlefield is filled with leaders who either did not recognize, or refused to concede the purpose of change within an organization (Wheatley & Rogers, 1998).

     When contemplating tactics for organizational transformation, a leader needs to keep in mind that involvement is not an option. Leaders have no option, but to invite people into the development of rethinking, redesigning, restructuring any organization. Ignoring an individuals need to participate may be to the organizations peril. If people are engaged, they will fashion a future, which has them in it. People espouse what they produce (Wheatley & Rogers, 1998).

     Leaders often talk about the deterioration of the work ethic. In actual fact, it is not the work ethic, which has deteriorated. To be more precise, it is the leaders who have not succeeded. Leaders have fallen short in their efforts to inspire a vision, meaning and faith in their followers, by failing to empower them. In spite of whether ones looking at organizations, institutions or minor endeavors, the key and central feature desired to is and has always been continual and successful managerial leadership (Bennis & Nanus, 1985).

     A successful leader must pull together a vision of a desired future state for an organization. Although this commission may be collective, and developed with other key components of any organization, it remains the leader's foremost responsibility and can’t be surrendered to another. To select a direction, a leader must first build a mental picture of a promising and advantageous potential for an organization. This idea may be as ambiguous as a fantasy or as exact as a mission statement. The significant purpose is that a foresight communicates a belief of a practical, convincing, appealing prospect for the organization, and a situation that is enhanced with what exists (Bennis & Nanus, 1985).

     Listed below are four stratagems that leaders select, many times unwittingly, in order to position their organization (Bennis & Nanus, 1985): 

· Reactive. With this tactic, the organization waits for change and acts in response, after the fact. A number of leaders who behave in this manner operate through default. In other cases, an impulsive approach is intended to keep alternatives open, and to offer the required flexibility to manage a wide variety of events. A reactive approach is the least expensive, and often the most shortsighted line of attack; it may sporadically work, but only in gradually transforming situations that permit sufficient lead-time to respond. 

· Change the internal environment. Instead of waiting for change to ensue them, leaders can form successful forecasting procedures to predict change, and then initiate, rather than respond. In the short run, a leader can rearrange the organization by yielding or withholding resources, manpower or facilities to elements of the organization projected to be influenced by changes. In the long run, internal environments can be altered in a lasting way, by changing internal organizational arrangements; by instruction and education; by selection, hiring, and dismissal; and by premeditated efforts to plan a tradition that expands certain principles.

· Change the external environment. This tactic entails that the organization expecting change act upon the environment itself to create the modification amiable to its requirements. This may possibly be completed through publicity, and lobbying efforts, cooperation with other organizations, producing innovative marketing niches by means of entrepreneurship and inventiveness.

· Establish a new linkage between the external and internal environments. By means of this innovative device, an organization anticipating change will endeavor to institute a new association among its internal environments, and projected external environments. This might be completed through bargaining and negotiation, whereby both the internal and external environments transform to assist each other more successfully.

     Learning is an indispensable stimulant for a leader; the resource of vigor keeps up the impetus by repeatedly sparking new knowledge, new ideas, and new challenges. If the leader is perceived as a successful learner, others will imitate that paradigm, much as a child follows a parent (Bennis & Nanus, 1985). 

     Realistically, workers and leaders may well recognize the necessity for change, but emotionally they may not be prepared to deal with it until a severe instance makes them face up to the adjustment that had transpired (Tichy & Devanna, 1990).

     Listed below are fives myths about leadership (Bennis & Nanus, 1985). 

· Leadership is a rare skill. While excellent leaders may be uncommon, everybody has leadership aptitude. 

· Leaders are born, not made. The reality is that core competencies of leadership can be taught, if the essential longing to learn is present.

· Leaders are charismatic. A number of leaders are, however the majority are not. Charisma is the consequence of successful leadership, not the other way around.

· Leadership exists only at the top of the organization. In actual fact, the larger the organization, the more leadership functions it is likely to have. 

· The leaders controls, directs, prods, manipulates. Leadership is not so much the application of authority itself as the empowerment of others. Leaders are able to interpret intent into truth by placing the energies of an organization behind a goal. Leaders direct by pulling rather than pushing; by stimulating rather than commanding; by allowing individuals to use their own resourcefulness and knowledge rather than by rejecting or limiting their experiences and actions. 
     Dr. Bruce Matsui (1997) points out that “Action Mapping” assumes that organizations and leaders value networks, which supports an organization. Those responsible often succeed in developing knowledge for the entire business when they are involved, and are part of the inner apparatus. In this type of environment, the system moves away from supremacy to one of loyalty, and relationships (Matsui, 1997). 

     In conclusion, the idea of governing a business or an organization may have many serious implications and responsibilities; future roadmaps of success are laid out through various forms, and conditional responses, which must be realized and experienced through varied learned responses. As we all know there are many, many books written with regard to how leaders make decisions, which is of obvious value. Yet this value is best remembered, and learned through experiencing, and applying these lessons within a real world environment. Only through trail and error, with regard to each circumstance, can a theory be truly understandable, applicable, and valued. 
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Abstract

     Margaret J. Wheatley expresses her belief in a new science, a science of chaos and order. She discusses the theory of creating a newer order, a world where chaos survives as a collaborator, and stability isn’t certain or preferred. She attempts to stir us into a newer way of viewing our environment, and how best to conduct it. The author emphasizes information as a source of all change; information allows us to change and affords for development. Leadership and the New Science, is decidedly gripping and abstractly laden. The book is suggested study for anyone interested in a dissimilar view of the world.
     As I initially started to read Margaret Wheatley book “Leadership and the New Science,” I contemplated perhaps I was examining some type of new age religion. I thought perchance she was forging a new science with regards to religion, and business. Yet as I continued to read her book, I soon realized what she was trying to do. It appeared her efforts were to unlock the reader’s discernment, and potential. Organizations have become redundant, or maybe personnel no longer seek out resourceful responses to common tribulations, she repeatedly addresses these, and other trepidations in this text. 

     The author makes this statement with regards to her efforts, “I assigned myself the task of presenting material to provoke and engage you, knowing that your experiences with these pages will produce different ideas, different hopes, and different experiments than mine” (Wheatley, 1999, p. 9).  Her statement reflects the openness with which she expects to present her views. Yet again, I’m still insignificantly cautious, I’m still thinking new age religion. A statement made on page #18 reflects my cautiousness, “Organizations lack this kind of faith, faith that they can accomplish their purposes in varied ways and that they do best when they focus on the intent and vision, letting forms emerge and disappear” (Wheatley, 1999, p.18).  

     The author reveals the usage of science and holism as a format for her points; how many current theories are reflecting oneness, rather then some external factor. Page #12 stated, “In holistic treatments, the body is viewed as an integrated system rather than as a collection of discrete parts” (Wheatley, 1999, p. 12).  Her continual reflections on a oneness with all life, and our own interactions with each other is viewed in her statement on page 25, “If people are machines, seeking to control us makes sense. But if we live with the same forces to all other life, the seeking to impose control through rigid structures is suicide” (Wheatley, 1999, p.25).  She continually stresses the importance of working and being in unity with our current surroundings, and not overburdening with dictatorial doctrines, which enclose the creative process. 

    Christopher, and Jeannine Jelm substantiates this perspective in their writing, “The successful creation of cooperation and alignment with others may depend totally on the leader’s ability to function with maximum "intent to serve" and a minimum "intent to control." (Jelm, 2000, p.1 ).

     Organizations have a tendency to focus their attention on structural designs, and gathering data; this information is often the result of subparts being compiled independently from each other’s subpart. Only through recognition of its interdependence can an organization truly succeed. On page #35 the author states, “None of us exists independent of our relationships with others” (Wheatley, 1999, p.35).  

     In chapter three the author stresses interdependence with the universe at large. She stresses many invisible forces at work, which binds us together. On page #52 she states, “Fields encourages us to think of a universe that more closely resembles an ocean, filled with interpenetrating influences and invisible forces that connect” (Wheatley, 1999, p.52).  Space is never empty, and the author stresses this harmonious and potent point. 

     Once more Christopher and Jeannine Jelm validate this viewpoint in their text, “Leadership in the coming time will focus on inclusion, not separation. Effective leadership will manifest through unity, oneness and integration” (Jelm 2000, p.1).

     Nature is interlinked into a participative role. If it is possible to think about organizational roles in this way, then functional potentials and possibilities would truly exists. Man is capable of transformational ideas; with fluid and responsive systems in place, powerful ideas will be exposed. By using the creative energy of the universe, informational development takes place; “All life uses information to organize itself into form” (Wheatley, 1999, p. 95). 

     Chaos has forever been aligned with order, which is a notion that challenges its general explanation. As difficult as this is to believe, much like trying to believe there is order on a messy desk, I concur with this author’s belief. Page #132 stated, “In the chaos theory it is true that you can never tell where the system is headed until you’ve observed it over time” (Wheatley, 1999, p. 132).  History is riddled with examples of such behaviors, and only until the smoke has cleared are these actions truly evident. 

     Life has the capacity for change, and this author continually foresees hopeful changes in everything we do. She describes some of these changes on page 153, “Life demands that I participate with things as they unfold, to expect to be surprised to honor the mystery of it, and to see what emerges” (Wheatley, 1999, p. 153).  

     Finally in chapter nine she concludes her hypothesis of “The New Science.” Page #168 reflects her passion best, “For me it is not only the science I have read that gives me assurance that I live in an orderly world, even when it refuses to organize in ways of my choosing” (Wheatley, 1999, p. 168).  Her passionate belief is often reflected in this book, and is fulfilled best with the idea that, we are only stewards of action we do not own them. In short, she believes in order to better organize our selves, we need not reflect negatively upon chaos, but rather realize that our own actions are only reflective of a greater importance; which is often of unknown and unforeseen circumstances, and factors. We cannot control every factor of our environment, yet with an openness, and oneness with our surroundings we may feel a better sense of ease. 

     A final thought to an initial statement with regards to a new age religion. I truly enjoyed her perspective, and I am encouraged by her comforting words; yet I still wonder why she used the language she used? I’m no longer concerned, and I feel that I have learned a different viewpoint, and for that I am truly appreciative. As to the question of concurrence, needless to say, I am grateful for the knowledge set forth in her text, however I will have to wait for a rightful experience before judgment is fully given and appreciated. 
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Abstract
     Changing an organization necessitates a new vision, a new framework for thinking about approach, makeup, and people.  While some leaders can start with a spotless slate, transformational leaders must commence with what is already in position.  They are like engineers who must revamp old-fashioned factories, for a new operation.  They distinguish themselves as courageous conversion negotiators, and are value driven.  They are creative thinkers, with a capacity to dream, and the talent to decipher those dreams and metaphors, so that other people can share them.  This book illustrates these important factors, and comes to the reader’s inquiry with many interesting and thought provoking conclusions. 

     “Competitive pressures are forcing companies to reassess the explicit and implicit employment contracts they have struck with employees over the last three decades” (Tichy & Devanna, 1990, p. 4).  This above opening statement immediately reflects how these authors’s will proceed in their book.  The market place is reflecting this open change, and the authors are continually making this point (Tichy & Devanna, 1990). 

     "A transformational leader is someone who can take on the responsibility for revitalizing an organization.  They define the need for change, create new visions, mobilize commitment to those visions, and ultimately transform an organization” (Flynn, 2001). 

     The authors are basing their book on three themes, act 1 “Recognizing the need for revitalization,” act 2 “Creating a new vision,” and act 3 “Institutionalizing Change” (Tichy & Devanna, 1990, p. 5 & 6).

     The book gives real world experiences based on many prominent leaders during the time of initial publication.  Leaders like Michael Blumenthal (Burroughs Corp.), J. Jeffrey Campbell (Burger King Corp.), Alex Cunningham, Lloyd Reuss, and Robert Stempel (General Motors, Corp.), Frederick Hammer (Chase Manhattan Bank), John Harvey-Jones (Imperial Chemical Industries Corp.), Lee Iacocca (Chrysler Corp.), Mary Ann Lawlor (Drake Business Schools), Don Mackinnon (Ciba-Geigy Corp.), James Reinier (Honeywell Corp.) Jack Sparks (Whirlpool Corp.), Edward Thompson (Schneider Transport), and Jack Welch (General Electric).  The two most prominent business leaders, which I am familiar with, are both Lee Iacocca, and Jack Welch.  These individuals offer their perspectives with reference to potential transformations, and existing tribulations (Tichy & Devanna, 1990).  

     On pages twenty-seven and twenty-eight, the author’s lay out four ways of dealing with transformations by embracing contradictions (Tichy & Devanna, 1990, p. 27 & 28).

1. “A struggle between the forces of stability and the forces of change. Successful organizations must find ways to balance the need for adaptation with the need for stability.”

2. “Dramatic tensions between denial and acceptance of reality. Potential revitalization dramas become tragedies when key protagonists attempt to deny reality and hide from its implications.”

3. “ A struggle between fear and hope. Organizations, like the legendary phoenix, are capable of regenerating themselves.”

4. “A struggle between the manager and the leader. Managers are dedicated to the maintenance of the existing organization, whereas leaders are often committed to its change.” 

     These four elements emulate the author’s revelation that leaders have to drag organizations into the approaching future by generating a constructive vision of what the organization can develop into; and concurrently offer open assistance throughout the changeover sequence (Tichy & Devanna, 1990).

     Page number thirty-nine reflects best their statement about the gathering storm, “Many organizations, faced with the need to be more globally competitive, must resort to cutting back the workforce.  This contraction is one of the most difficult change problems that transformational leaders will encounter” (Tichy & Devanna, 1990, p. 39).  As the climate for change is presented, it is up to the leaders to distinguish these factors, and work towards solutions.  The author’s gave various factors and concerns with regards to being a transformational leader during times of upheaval. 

     One way of forcing transformation is by compelling people to become externally observant.  The author’s gave four activities for which to make this possible (Tichy & Devanna, 1990, p. 53-55):

1. “Challenge the leader.  One of the greatest failures in most organizations is that there is no one to tell the emperor that he has no clothes.”

2. “Build external networks.  Differing views of the world can keep the threshold at a lower setting.”

3. “Visits to other organizations. Seeing the way other companies, especially those in Western Europe, and Japan do things can have a profound impact.”

4. “Management Processes.  A powerful vehicle for creating a felt need for change can be built right into the management processes.  Thus when General Electric changes the budgeting process from one that measures progress against last year’s results to one that measures progress against a competitor’s progress in a given business, the stimulus for change becomes both powerful and more relevant.”

     Overcoming the struggle to change is best displayed in the author’s assertion, “Overcoming resistance by people use to the old ways is more complex than merely issuing orders that a new era now exists.  People must be given a way to work out the psycho-dynamic of closing off what has been, working through a transition period, and taking up new beginnings” (Tichy & Devanna, 1990, p. 60).  The first phase must be disengagement, which is the event that triggers this event.  The second happening associated with endings is disidentification, which signifies a person working through a development in which their identity is tainted.  The third measurement of an ending is disenchantment, which entails coming to recognition with the fact that what was enchanting in the former can no longer be.  The final process involved in endings is disorientation, which is neither fixated in the past or the future (Tichy & Devanna, 1990).

     The author now expresses hope for the future of an organization, a method of death and rebirth if you will; then the author stresses a New Beginning.  People now become excited about future possibilities, by unhooking themselves from their previous behaviors, understandings, and ways of thinking.  There are organizational changes, which must be overcome as well, and this is reflected best in this statement, “This leads us to believe there is something in the nature of organizations and people that makes it difficult for them to change in a fundamental way” (Tichy & Devanna, 1990, p. 72). Many times organizations as a hole fail to respond to external stimuli, which has led to their organizations demise.  The author stresses the point that it is not only the individual, but also the congregate that influences outcome (Tichy & Devanna, 1990). 

As part of any conclusion there must be a vision for the future.  The author lists various examples on creating visions for the future; but the best one I ascertained was expressed best in this assertion, “A vision contains an implicit mission statement, for embedded in every vision is a sense of what kind of a company we want to be at some point in the future” (Tichy & Devanna, 1990, p. 143).  The author’s were reflecting the basis for creating a common mission statement that all individuals within an organization can cultivate from (Tichy & Devanna, 1990).

     On page one hundred and fifty nine the author’s expressed their desire to providing the means for any successful transition.  There are dynamics involved in working through endings, transitions, and new beginnings; which are so compelling that good leadership, and recourses must be forth coming for success (Tichy & Devanna, 1990).

     Creating organizational change was best defined in this statement, “Changing an organization requires more then changing individual attitudes and behaviors.  The roles, the networks, and the formal structures of the organization must be reshaped” (Tichy & Devanna, 1990, p. 186).  I personally benefited greatly from this statement about making a bureaucracy behave, “Transformational leaders institutionalize the vision by reweaving the strategic rope: the technical, political, and cultural strands must be combined to make the bureaucracy behave” (Tichy & Devanna, 1990, p. 216). 

     Dean Pielstick confirms this belief in this statement, “A vision provides a descriptive picture of the organization’s potential future.  That vision may originate with the person at the head of the organization, but often is an articulation of a collection of ideas shared by the leader and numerous other employees.  By synthesizing these ideas and elevating them in a way that touches on the needs and dreams of the employees, the leader begins to elevate the vision to a moral level (doing the right thing), a vision for the common good” (Pielstick, 1998).
     The author’s go into great detail with regards to ways of assisting this process, from creating organic systems, to adjusting a political system.  The most important factor I came away with from this part of the text was that we as leaders are the social architects for any change and for motivating people.  This is best reflected by what Michael Blumenthal said, “The way you do it is to hire the right people, and have them hire the right people.  You show them how you are running the company by encouraging them to speak up, by giving them responsibility, and you get them to function as a team by taking them along on retreats, and talking things out, and sharing your concerns with them, and asking them their opinion” (Tichy & Devanna, 1990, p. 241).

     To conclude this report, I would like to use the author’s finalizing statement; “Our challenge is to transform ourselves and our institutions to meet the challenge of the new reality without losing the things that we value most” (Tichy & Devanna, 1990, p. 281). Due to the length of this assignment I have left out many aspects, which reflect in detail with regards to this subject; yet I hope the reader can see the basis and direct through this limited text?  This was a brilliant book about change; and how it is advantageous and significant in understanding it properties. 
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Invitation:

     A memo will be submitted two weeks in advance of this meeting encouraging their participation; followed by a phone call several days in advance requesting verbal RSVP. 

Accommodation:

     Rather then using my authoritative head office, I have selected a neutral location. This assembly will be held at a local restaurant, located down the street. We can reserve a secluded cubicle, which is very serene, and professional. During this time period we can order lunch, and work on several cost savings measures. 

Agenda:

     The agenda is simple yet interactive. I will set the agenda by asking for an informal discussion with regards to cost savings suggestions. I will monitor participation, and seek an open dialog in a non-threatening condition. I estimate this meeting to take about 1 and ½ hours.  

Following Up:

     I will follow up this meeting with subsequent meetings; one held every month for the next three months, at the same location, with the same desired conditions. I will make any and all adjustments with regards to the agenda, as differences and problems are presented, and become evident. As there is no conditional end to this study, a quarterly review will conclude these meetings for future significance, and evaluation.

Future Actions to Reach Objectives Planning Matrix: El Dorado Motor Inn

1-22-02

By: Hank Kraychir 

Objective: Secure Additional Cost Saving Measures: 

Assemblage: Head Maid, Maintenance Chief, and General Manger.

Actions linked to short-term objectives:
	Barrier
	Required Element(s)
	Task/Actions
	Person/s Responsible
	Time Line Begin/End
	Assessment of Impact on Short Term Objective(s)
	Budget

	Raising Labor Cost.

Raising Rates is Not an Option.

Governmental cost.

Revenue

Damages

Renovations


	Gather data for future savings. 

Gather data for future savings.

Gather data for future savings.

Gather data for future savings.

Gather data for future savings.

Gather data for future savings.
	Find, discuss, and possible implement labor savings?

Currently raising rates is not an option.

Seek relief from cost increases by reviewing all tax data for possible future savings?

Currently revenue is fixed.

Damages are listed as an unknown area, yet we may review our current rental policy in order to seek relief from rising costs?

We can either eliminate, or slow our current renovation plans, if cost saving are necessary and vital (however, note this might have long term consequences, if not completed?). 

 
	General Manager

Head Maid

Maintenance Chief

General Manager

General Manager

General Manager

Maintenance Chief

Head Maid

General Manager

Maintenance Chief

Head Maid
	Three months

Three months

Three months

Three months

Three months

Three months
	.

A final assessment will follow this three-month term to witness its effectiveness. 

A final assessment will follow this three-month term to witness its effectiveness.

A final assessment will follow this three-month term to witness its effectiveness.

A final assessment will follow this three-month term to witness its effectiveness.

A final assessment will follow this three-month term to witness its effectiveness.

A final assessment will follow this three-month term to witness its effectiveness.
	Three lunches= approximately $250.00, all additional time/cost will be conducted during regular work time. 

-----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------$250.00------


Action Map Worksheet
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Keep

Fix

* What is working

* What is not working

* Ideas coming
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* Communicating

  Do not work

*Trying new things

Stop

Start

* Doing things, which

* Thinking about the

   no longer work

 

  business, as if
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Practices and 

   

you owned it

   Strategies, which no

   longer work

Assemblage



Head Maid - General Manager - Maint. Chief

Destination



Secure Additional Cost Saving Measures

 What Is Known

Known



* Cost continue to 

rise, especially labor 

cost.

* Raising rates is 

not an option.

 Unknown



* Rentals

* Damages

* Renovations

* Governmental 

cost increases; 

taxes, etc. 

 

Needed



* A continual 

review of all outlay; 

materials, pay, 

cleaning supplies, 

repairs, and future 

projects.     

                 

What If ?



* We could Change material Brands and 

save an additional 15%?

* We could cut 10% off staff hour 

usage?

* We could change the way things are 

currently done, thus making our jobs 

easier?

* We cut amenities in rooms?

* We charge a fee for those things not 

covered normally?

* Continued

                              Reflections

* 

Continually reflect daily, weekly, monthly, and 

yearly. Thereby increasing your personal 

knowledge, and value. Only by increasing ones 

personal value, do we assure our personal and the 

businesses success.

          

Storytelling / Evaluations

Share stories, communicate and evaluate events in a sharing 

environment for the benefit of all. 
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Connectors

 

Mavens



Salespeople



Hank



Hank

Mike



Mike



Non-

performer

Keli

 Action Map: Connectors, Mavens, and Salespeople


