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History of Organizational , Management and Communityand Strategic
Planning and Development

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

1900: Experts Solve Problems

1950: Everybody Solves Problems

1965: Experts Improve Whole System

2000: Everyone Improves the Whole System
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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Phases of Strategic Planning and Change
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Designing and Planning the Process

* Where the change and process are decided upon.

Designing the Strategic Plan

* Where the Strategic Plan is developed.

Implementation

* Where the plans are transformed into actions.
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

 Search Conference Tasks
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

* Reviewing the Past: Local to Global

* Assessing the Present: Local to Global

* Exploring the Future: Local to Global

* Exploring Prouds and Sorries

* Creating a Future Vision

* Engaging in Action Planning

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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 Search Conference Beliefs, Assumptions & Values
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

* Ordinary people have knowledge of the real world and can
   organized this knowledge without experts.

* Creating shared perceptions of reality is critical to understanding the
colorfulness of a turbulent world.

* Creating shared perceptions create a new context for creating  the future
and action plans.

* People can create their own futures.

* People want opportunities to engage their bodies, minds and hearts.

* People prefer cooperation to competition.

* Equalitarian participation supports more productive and  effective
conferences, visioning and action planning.

* Effective and successful change arises from involving all stakeholders in
the design, development and implementation process.

* Diversity ought to be respected, appreciated and valued.

* Ordinary people can self-organize and perform tasks without
facilitators.

* Designing the conference and change process is as critical as conducting
the session and implementing plans.

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
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Search Conference Conditions for Success
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

* Broad Spectrum of Views

* Open System Exploration

* Future Focus

* Peer Participation, Tasks and Roles

* 16 Hours of Work Sessions Across Three Days

* Full Participation & Attendance

* Public Action Commitments

* Healthy Conditions
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Suggested Principles for Supporting Dialogue

Dialogue is not a discussion. Discussion can be imagined as a ping-pong
game with participants hitting ideas back and forth to win. Participants
tend to talk at  others. There tends to be a real or imagined hierarchy.
Participants have numerous issues and  ideas that tend to be undiscussable,
non-negotiable and untouchable.

In dialogue, a person treats others as equally important beings. They talk
with others. They respect each person as unique. They ask questions, listen
to responses, and provide feedback.

A dialogue takes place for the purposes of mutual learning and creativity.
A dialogue involves a flow of communications, possibly resulting in
understanding and new meaning from creating new knowledge. In a
dialogue, one can begin from a certain position. However, this position is
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flexible and can change. The spirit of an dialogue is creative, neither
competitive nor hostile.

The likely outcome of an dialogue could be a New Theory. A theory is a set
of assumptions about the world directing action and behavior. Everyone
has theories. For example, many people hold the theory that people are
only motivated by monetary rewards.

It is important in a dialogue that all facts, feelings and insights are
recognized and not disregarded because they do not conform to one's
theory. It is also important that no point of view be written in stone. When
a person becomes angry about another's position, the assumption(s)
causing the feeling must be explored. When the core assumption is
discovered, it needs to be compared with the facts and the views of others.
Often, people assume that their assumptions are a part of their
personality. This is not necessarily true. Many assumptions are learned.

It is important that each person involved in a dialogue explore their own
assumptions. This needs to be done by assuming or role playing the
position of the other to gain an understanding and not to discredit or
discount the other.

The outcome of a dialogue is not necessarily consensus. To often, the idea
of consensus and team spirit involves a group of people who already share
a common set of assumptions. When a disagreement or facts contrary to
the group's theory are presented, the presenter is perceived as not being a
"team player" and his or her point of view is disregarded. This is not a
dialogue. In a dialogue, a new idea is explored. One likely result is the
creation of a new theory. This is the spirit of true community and
democracy, not groupthink, conformity and authoritarianism.

The following are principles for supporting dialogue.

* Suspend your assumptions. Most people tend to take a position and
defend it. In groups, this creates polarization. Dialogue does not require
you to suspend your position but to be open to hearing the position of
others. Also, dialogue encourages  examining the assumptions and beliefs
upon which your position is based rather than defending them.
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* Support a Spirit of Inquiry. Explore the thinking behind your's and
other's views and beliefs. The purpose is to create fresh insights and
support creative intelligence amongst group members. It's not a contest or
game of winning. Asks such questions as "What leads you to believe that's
valid?" and "What are the beliefs, values and assumptions upon which
your idea or view is based?"

* Be Colleagues and citizens. Dialogue is best facilitated when all
members live the words of Thomas Jefferson presented in the Declaration
of Independence. "All people are created equal." That means leaving your
hierarchical position and professional credentials at the door. We are all
citizens in a dialogue. That means each has a gift to express.

Suggested Readings:

Bohm, D. (1983). Wholeness and The Implicit Order. London, UK:
Ark.

Bohm, D. and F. Peat. (1987). Science, Order and Creativity. NY,NY:
Bantam.

Bohm, D. (1987). Unfolding Meaning--A Weekend of Dialogue with
David Bohm. London, UK: Ark Paperbacks.

Bohm, D. (Autumn. 1992). "On Dialogue." Noetic Science Review. pp.
16-18.

Block, P. (1993). Stewardship--Choosing Service Over Self-
Interest. San Francisco, CA: Berrett-Koehler.

DePree, M. (1989). Leadership Is An Art. NY,NY: Dell.

DePree, M. (1992). Leadership Jazz. NY,NY: Doubleday/Currency.

Eisenhardt, K. (Spring, 1990). "Speed and Strategic Choice: How
Managers Accelerate Decision Making." California Management
Review. Vol. 32, No. 3. pp. 39-54.
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Gibb, J. (1978). Trust--A New View of Personal and
Organizational Development. La Jolla, CA: Omicron Press.

Gibb, J. and L. Gibb. (1973). "Humanistic Elements in Group
Growth." Tomorrow's Organizations: Challenges and Strategies.
edited by, J. Jun and W. Storm. Glenview, Il: Scott, Foresman & Co.

Goldstein, J. (Summer, 1993). "Revisioning the Organization:
Chaos, Quantum Physics and OD--An Interview with Margaret
Wheatley. OD Journal. Vol. 11, No. 2. pp. 85-91.

Nonaka, I. (November-December, 1990). "The Knowledge-Creating
Company." Harvard Business Review. Vol. 69, No. 6. pp. 96-104.

Peck, M. Scott. (1987). The Different Drum. NY,NY: Simon and
Schuster.

Owen, H. (1990). Leadership Is. Potomac, Maryland: Abbott
Publishing.

Owen, H. (1991). Riding The Tiger--Doing Business in a
Transforming World. Potomac, Maryland: Abbott Publishing.

Owen, H. (1992). Open Space Technology--A User's Guide. Potomac,
Maryland: Abbott Publishing.

Senge, P. (1990). The Fifth Discipline--The Art and Practice of
The Learning Organization. NY,NY: DoubleDay.

Vaill, P. (Autumn, 1982). "The Purposing of High-Performing
Systems." Organizational Dynamics. Vol. 11, No. 2. pp. 23-39.

Vaill, P. (1989). Managing As A Performing Art: New Ideas for a
World of Chaotic Change. San Francisco, CA: Jossey-Bass.

Wheatley, M. (1992). Leadership and the New Science--Learning
about Organization from an Orderly Universe. San Francisco, CA:
Berrett-Koehler.
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Weisbord, M. (Winter, 1987). "Toward Third-Wave Managing and
Consulting." Organizational Dynamics. Vol. 15, No. 3. pp. 4-25.

Weisbord, M. (1987). Productive Workplaces--Organizing and
Managing for Dignity, Meaning and Community. San Francisco, CA:
Jossey-Bass.
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Breakthrough Innovation, Empowerment, Shared Vision and
Collaborative Action. San Francisco, CA: Berrett-Koehler.

Weick, C. (1969). The Social Psychology of Organizing. Reading,
MA: Addison-Wesley.

Tape Interviews:
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