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* A four-step framework for developing
your organization’s strategy.

 Align your succession plan with your
organization’s strategy and identify core
competencies you will need to execute
your strategy.

* Learn proven methods to close future
gaps in your leadership bench strength.

* Set goals to address gaps through
strategic initiatives and individual
development plans
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Presentation Notes
Think.  How many things have changed over the last 100 years. Others you can think of? 


Douglas
McGregor
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Some of where our Legacy Organizations have come from
Fredrick Taylor (upper center photo): Scientific Management (published in 1911) Started before this. The One Best Way. 1) Develop the science for each element of a man’s work, replacing the old rule of thumb method. 2) Scientifically select then train, teach and develop the workman. 3) Heartily cooperate with the men as to insure all of the work being done in accordance with the principles of the science which has been developed. 4) Management take over all the work they are better suited (thinking)

James McKinsey (top right photo) Founder of McKinsey & Company. Budgeting is an expression of policy and strategy flowing directly from the business plan.  Budget used to evaluate performance.  Another interment of control.   McKinsey belied that great managers thought deepley about their processes and plans.  “UsuallyI find that the executive who says he does not believe in an organization chart does not want to prepare one because he does not wish othe people to know that he had not yet thought through his organization properly.  For the same reason many men are opposed to budgets. They are unwilling for anyone to see how little they have thought through what they are going to do in future periods.  IF you disagree, you haven’t done your work. 

Max Weber – (lower left) The idea that positions and laws (not people) hold power. “Bureaucracy is an organizational structure that is characterised by many rules, standardized processes, procedures and requirements, number of desks, meticulous division of labor and responsibility, clear hierarchies and professional, almost impersonal interactions between employees”.
Lyndall Urwick (upper left )limited span of control – how many people one leader can manage. (5-6)
Henry Ford (lower right) – assembly line
Mary Parker Follett (inset with Lyndall upper left)– Unsung mother of modern management –Integration  Power with vs power over.  ideas of reciprocal relationships (win/win) and noncoercive power (influence) were ahead of her time.  Unfortunately, pieces of here work inadvertently lead to the tangled matrix organizations we know and “love.” 

Douglas McGregor (lower center) Theory X and Theory Y (work is a reflection of our assumptions) X=I dislike work and will avoid it if I can. Y=I find work natural and fulfilling. (I want to achieve great things, be creative and am responsible).  If ask most of us chose Y, attribute X to others. This is where we want to focus. 
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What’s inside of our organizations is a set of assumptions that we rarely notice or consider. We inherit it from those who come before us.  These assumptions and the practices they inspire are a kind of operating system (os), running silently in the background, the foundation upon which everything is built.   OS are all around us. 

Take intersections. How do we prevent cars form hitting one another while maintain maximum flow of traffic?  Signal controlled intersection.  311,000 signals in the US.  What are the assumptions: People can’t be trusted to manage the intersection, complex problems must be managed with elaborate rules and technology, we must plan for every possible scenario. (multi colored lights, arrows, flashing and solid.)

Roundabout. Between 1,100- 1,200 in US
Assumptions: people can be trusted and will trust one another, use judgement and do the right thing, complex problems can be managed with simple rules and agreements that leave room for judgement, many scenarios will unfold, but social coordination will be enough to handle them .

Notice anything between the two: one doesn’t require much thinking. One you can sneak in a text or two, one keeps things moving. One has a huge apparatus behind it with control stations and staff monitoring constantly. The other is left to it’s own devices. 

Which is safer?
Which has higher throughput,
Which is cheaper to build and maintain?
Which one works better when the power goes out? 
Roundabout: Reduction of collisions by 75%, 89% reduction in delays, cost $5000 - $10,000 less to maintain, and work when the power goes out. Yet which one are we more comfortable with?  We confuse popular with quality. 
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What do we believe in these areas?
What are our practices in these areas?
Are they serving us?
�Why does this exist? 

People: 
Within teams, how do we approach roles and accountability
Does our structure learn and change over time? 

Training:
What is our approach to development?
How do we give and receive feedback?
How do we grow and mature, the journey of discovery, nurturing talent, skills and competence


Communication:
How are we structured?
Who can tell others what to do?
How do we convene and coordinate; share information and data across the organization 
Eliminate or improve meetings that are not serving us

Right solutions
Decision making processes identified?
How are issues brought forth and prioritied?




Harmful
Weaknesses

Helpful
Strengths
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Assumptions

* How will goods be bought and
sold?

* How will people communicate?
* Where will work be done?

* How will technology impact our
industry?

 How will taxes, immigration and
import regulations change?

 Where will people be working?
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What Is Need in the
Future?

* Knowledge

* Skills

* Experiences

* Attitude & Beliefs

Strengths

Opportunities

Weaknr
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Sales

Business Acumen
Data Analytics
M&A
Connections
Visionary

Owner thinking
Communication
Culture development
Infrastructure
Resilience
Architecture

Creative thinking

Robotics or Al
Strategy

People development
Leadership
Professionalism
Drive or energy
Influence

Pace or tenacity
Technical knowledge
Emotional intelligence
Industry knowledge
Judgement

Project management



Performance

9

A

Box Matrix

4 High Functional 7 High Performer
Expert

8 Developing Top
Talent

3 Solid Functional
Expert

6 Misaligned Talent/
Diamond in the Rough

Potential (by position or role)
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Find out what they aspire to do, be, become, try


Get Them What They Need

e Coaching and/or mentoring
e Specific training or education

* Provide experiences
* Manage project
* Participate on different teams
* Fill in a role while a position is vacant
e Start a new department or division
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Thank you so much for joining me today.  The hour goes quickly but I’ll take the last few minutes to answer any questions that you have.  

We get better through spaced repetition and practice.  So I encourage you again to 1. ask for feedback from others and 2. journal your emotions and the impact you are having on others.  Just try to increase your level of observation of whats going on around you.  

Next week, we will build on our discussion today and use it to improve our ability to give effective feedback.  Bring your handouts back with you.  The second half of the handouts is for the second session on April 12th.  
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