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This class enabled me read and study the works of Fullan, Senge, Cziksentmihalyi, Argyris, and Weick. The procedures these authors talked about enabled me to glimpse at the behavior of organizing, instead of the traditional metaphors of organizational change and innovation. 

Special emphasis was intended with the following learning outcomes in mind, (1) examine the change and innovation theories and concepts, (2) understand the behaviors of organizing, (3) familiarize yourself with the various descriptions of organization change and innovation, and (4) apply learned theories and concepts of change and innovation to your organizational needs and goals.

     I have selected assignment 8.1 a Continual Renovation Schedule to demonstrate the amount of knowledge with regard to Managing Organizational Change and Innovation. This Continual Renovation Schedule project will display many of the desired objectives of this class and will demonstrate a case illustration of how to integrate organizational change into an organizational work environment. 
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Assignment

In this module you will complete and submit the final draft of your change project paper. Combined with the time dedicated to the completion of early sections of the paper, you will need 6-8 hours to refine and prepare the finished draft of your project. 

It's now time to put the finishing touches on the final written project. As you completed each section, you drew on your expanding knowledge and understanding of organizational learning. At this stage in the project, you can see the "whole" of the plan for change or of the change process you analyzed. Here are some points to consider as you complete the final draft of your project: 

* The description of the organization and its context is clear. 

* The change plan or analysis of the change process is specific and focuses    

on a major change initiative. 

* Relevant data and organizational information have been included so that the reader can understand the plan or the change analysis.

* The disciplines and principles of organizational learning have been integrated and applied appropriately to the change plan or analysis. 

* The final draft reads as a unified paper, not a series of separate sections. Check your transitions and linkages among sections for flow and continuity. 

* The final draft must contain the content described in each of the section headings. However, individual writing style and the nature of the project will likely determine the appropriate descriptive headings within the body of the project paper. 

* The final paper should be approximately 20-25 double-spaced pages. Any relevant displays of organizational data, etc. that do not fit in the body of the paper are extra pages and should be included in an appendix. 

Procedure

1. Review all feedback from your instructor. 

2. Complete synthesis and rewriting of final draft. 

Evaluation 

If you selected Option 1, you designed a comprehensive written plan for a major organizational change initiative using the principles, disciplines, and tools of organizational learning. The 20-25 page written plan will include the following sections. 

. Introduction- describes the organization, its context, its mission, your role as an organizational leader 

I. Assessment of current conditions- this establishes baseline information for the proposed change 

II. Description of innovation or proposed change. Why is this important to the organization? 

III. Gap assessment- explains the difference between current conditions in II and desired change III 

IV. The Plan for Change. Using the principles and disciplines of organizational learning you will describe in detail the steps for successfully implementing the proposed change. 

V. Identification of resources needed to implement the change initiative 

VI. Timeline for the change 

VII. Plan for monitoring progress 

Assignment 8.1 Continual Renovation Schedule

Abstract

As part of a restructuring plan of action, the El Dorado Motor Inn has prepared this continual renovation schedule to develop its future potentials. This plan of action consists of eight categories; each category breaks down relevant points for consideration and review. 

The foundation of this strategy is change and its dynamics. The approach begins with a brief narration and follows with an inclusive appraisal.  Subsequently a description of change is identified, followed by a Gap assessment. After that the plan for change is illustrated, trailed by identification of resources and a given timeline. Finally this text is shadowed by a plan for monitoring the progression of our continual renovation schedule. 

I. Introduction

The El Dorado Motor Inn has been in operation for approximately (50) years now.  I have been employed as the general manager for approximately (13) thirteen years at present.  The hotel/motel’s mission/purpose is to provide economy lodging on a continuous basis.  Just after WWII, a construction escalation necessitated the need for short-term housing. In fact, this hotel was here well before the construction on the 10 freeway, when there was nothing but orange groves surrounding it. 

There are currently (15) fifteen full and part-time workers employed at the El Dorado Motor Inn; some have been with us for as long as (20) twenty years.  The hotel is located just off the 10 freeway, Azusa exit, right next to a busy McDonalds fast food restaurant.  There are (3) three subdivisions, the front desk division, maintenance (security) branch, and the maids department. I administer the entire operation, and directly operate the front desk sector; Mike Yago is currently in charge of the maintenance area; and Fernando Montenegro directs the maids operation.  I have a philosophy with regards to managing the hotel, and that has to do with empowerment.  I empower my staff to make decisions, and if they make a mistake (non-criminal) we discuss and learn from it, as a group. I try not to cause any staff member to be afraid to make a judgment; the longer they are in employment, the better they become at making judgments. 

We have a sister hotel in the northern part of the state, near San Francisco, California.  Our philosophy is similar as in that of the Hillsdale.  They sell rooms by the week (7-day), and we sell them for five-day periods; the distinctions have to do primarily with the dissimilarity in cliental, and geographic localities.  The expectation for each hotel is different; and it is reflected in our bottom line.  The Hillsdale profit margin is far greater then that of the El Dorado Motor Inn.  Customer expectation has a great deal to do with every day operations, which is reflected and demonstrated in our differences.  

My staff’s and my immediate work environment have to do with directly dealing with customers, often times, only when they become dissatisfied.  We are often the thrust of dissatisfied individuals who want to take their aggressions out on another.  So my perspective is one of being a little cynical when it comes to people, events, and tribulations.  I’m constantly putting out fires, which other people start; I have seen my fair share is deceitfulness. This factor is always considered when final assessments are analyzed before implementation.

As we progress through this assessment for continual room renovation plans and scheduling, I will attempt to display an evolving plan based on experience and cost saving structures.  I have developed a management team, with the clear intent of dealing with a changing cliental, and the ever present predicament of room renovation.  We will attempt to narrow our scope, and reflect a particular desire.  That need is to better establish an ongoing and adaptable team dynamic for change.  In this report, I will outline our team desires for change, and emphasis on basic affordable lodging, in addition to customer satisfaction.  
II. Assessment of Current Conditions

Presently, the El Dorado Motor Inn has no prescribed appraisal or formatted strategy with regards to our continual renovation scheduling. To date, we have gone from room to room and based all judgments on the outcome of the previously renovated rooms. This strategy is applicable and operational as long as we continue to preserve existing staff, yet once experienced staff become unavailable, and/or are replaced there is no stability to this process. Also there is no established recurrent appraisal with regards to our continual renovation project. 

Mike Yago is the departmental director with regard to our existing continual room renovations project. He has determined that a detailed outline, and review procedure would be in his department’s best interest. Mike Yago to date has relied on repetitive experience through a trail and error progression. He has referenced that his staff has in the past, made mistakes; and had to go back and recreate, or repair many inaccuracies, due to misunderstandings and miscommunications. Many times the maintenance department might go through numerous rooms before any type of reflection blueprint was completed; this has lead to a general slowdown; many times they may possibly have to go back and upgrade that deficiency.

There is also a lack of inter-departmental communications with regards to our continual renovations project. To date, the maintenance department has worked independent of each subdivision. This too has lead to misunderstandings and miscommunications. Lacking this inter-departmental factor has continually misinformed staffs understanding with regards to this issue. Often times the departments do not communicate, and do not prepare strategies together for the overall improvement of the El Dorado Motor Inn. This lack of focus has lead to a general decline in outcome performances between departments. If maintenance is responsible, then it is only maintenances obligation; this is often the feeling with respect to this development. Only by generating an inter-dependant environment can lasting change and continual reflection to change be established.

Lastly, there is the issue of established routine; currently my staff is in a rut, and is always looking to blame another, with regard to non-completion and/or failure. By establishing a set schedule, assignment duties, and room reflection outcome performance review process, possibly a better outcome and staff interaction may intensify. 

III. Description of Innovation

Within the confines of our proposal for a continual renovation and appraisal schedule, I would now like to discuss the nature of this proposal; its significance, and inclusion with regards to our stated mission, and valued narrative. 

This proposal is beneficial from the perspective that there has been a general lack of inter-departmental cooperation in previous room renovations; which has led to a collective slowdown, and detraction to this development. To date, the maintenance department has worked independent of each subdivision. This to has lead to misunderstandings and miscommunications. Lacking this inter-departmental dynamic has continually misinformed staffs understanding with regards to this issue. Often times the departments do not communicate, and do not plan a course of action together for the overall improvement of the El Dorado Motor Inn. This lack of focus has lead to a general decline in outcome performances between subdivisions. Only by launching an inter-dependant environment can lasting change and continual reflection to change be established. I am proposing that we formulate a committee, and develop a cohesive strategy with regard to a formal written policy on continual room renovations with an ongoing monitoring process. 

Our mission and values must be continually adhered to during any discussions, and as a continual reflection to this cause. Our vision must continue to exhibit a safe, yet economical sentiment; the hotel’s mission is to provide economical lodging, in a safe and comfortable environment. By maintaining this type of establishment we would continue to display community pride, and have comfort in knowing that we have an established business, which is esteemed by all. This would augment our personal as well as organizational net value in ourselves; and with regards to a cherished, and valued business.

In formulating a general outline prior to establishing a structured system, I have listed below several areas of possible usage and interest. Concerns-Based Adoption Model (CBAM in appendix) may assist us in our goal by outlining potential points of interest. CBAM breaks down into three principal segments, 1) Stages of Concern, 2) Levels of Use, and 3) Innovation Components. Analysis of these three areas may support our investigation of potential sections of discord, and tribulations. 

An additional category of possible exploration is, applying systems thinking to learning disabilities. Leveraging change (appendix) is nothing to be feared; yet it is often misconstrued. By implementing systems thinking to our initiative, our company may in fact be assisting in an elimination of a potential quandary. Understanding team dynamics would surely facilitate our awareness under the sphere of systems thinking. Often times there is constant pressure to conclude a project, and/or make a decision quickly. A review using systems thinking with the intention of team formation could be reviewed and considered under this arrangement. 

A review of archetypes (appendix) would aid from a visualization perspective. Of particular importance is the archetype “Fixes that Fail,” which demonstrates the importance of adaptability. Often times after altering a policy there might be inadvertent consequences from that transformation. Continual review and adjustments must be forth coming in order to adapt well to environmental transformations. Of interest are the leveraging points (appendix) of change in close relationship to any particular problem. Yet there must be continual adaptation to any unintended consequences (appendix) that may occur; and this is demonstrated by inclusion with an additional leverage point/cross path. By using this demonstration with unforeseen occurrences, the probability for success may be greatly enhanced. 

IV. Gap Assessment

In describing the actual differentiation between the actual and desired term of organizing this stratagem, I see several ways of enhancing and formatting this progression. First there will always be evident differences with regard to the procedural change, followed by some type of arrangement for further facilitation. As discrepancies will evidently occur, a process for discussion and advancement must be in place, in order to stop this from materializing.  Individuals have exhibited differences with regard to their particular views on any particular issue.  The pursuit of any good organization is in finding whether these exhibited differences are cohesive, and truthful in determining particular outcomes.  This report attempts to support and facilitate a broad examination with this regard. 

I would like to describe, in short detail, several methods for successful evaluation and conclusion.  By utilizing the ladder of inference (appendix), a process of analysis becomes evident. It is not uncommon for an individual’s thought process to become obscured by misinformation.  By utilizing the ladder of inference’s step process, an individual and/or group may be aided in a particular outcome.  Also by using a method called exposing the left-hand column, our procedures may also come into question by exposing alternative thinking.  It is not uncommon to have hidden assumptions with regards to planning, this process will aid in exposing an alterative to one perspective.  This application will provoke discussion based on assumptions and ideas in relationship to work, and personal life.  Finally there is the exercise of espoused theories, and theories-in-use.  There is a relationship to what we as individuals say, and what we actually do; this exercise will assist us in our understanding of assessment outcomes and distributions. 

These stated mental modules will aid and assist us in our quest for commonality and cohesion.  It is often short-circuited reality that determines fault; and we must be ever vigilant to this problem in a hope for furtherance and for a successful conclusion.  Including awareness into our plan will assist this project; yet it is often the idea of scrutinizing ones self-reflection, on particular issues, that leads to this desired outcome.

In preparing this strategy for future change, I hope to create an instrument for repeated adjustment within our company.  Only by demonstrating evident differences with regards to our plan, for continual renovation, can we actually aid our performance.  It is by changing these differences and decidedly focusing on the mere issue of reflection and cohesion do we actually facilitate true as well as valued change.

The strategy calls for a format for accomplishment with regards to our continual renovation scheduling; and preparing a recurrent stream of judgments from staff.  Built-into this application is the notion of re-examination and repeated analysis at the end of each room.  Within the boundaries of consideration we should include agreement, and reflection to assist this development.

It is this gap that will be best served by the above listed processes.  It is personal mastery that will enable our company to further itself.  By defining ourselves with respect to evident differences and combining these views to create a cohesiveness, is what will further our endeavor.  Additional effort must be adhered to, in order to maintain our values, and the mission of our company.  By embracing our past as well as our present standing, we will grasp a plan of action for the future.  A continuance of systems thinking and a commitment to creating an internal assessment, which allows for these differences, will enable a furtherance of the present issue at hand.  Continual review under the guise of systems thinking will open and allow us to adhere to the highest possible quality control available for ourselves, and our company.

Often times the best ideas fail, due to what images, assumptions, and preconceived ideas a person or company might have.  The ways mental perceptions develop are of potential consequence to leaders.  Why are mental perceptions so powerful, and why do they have such impact on outcome performances?  Two people may in fact be seeing the same occurrence, yet perceive different outcomes.  Industry has used many of the same methods in determining outcomes in advance of production; yet it is this venue, which makes possible common miscalculations.  Apathy that is deeply entrenched in attitudes, and performances allow for these faults; it is under this umbrella that we find usage for mental models listed above.

This composition is attempting to stimulate, or incubate if you will, a newer view about problem resolution within any solution practice.  The situational perspective with regard to the hierarchy must be maintained to prevail over its dominance.  It is not uncommon to find an established order process when confronting any type of future change; and it is under this supposition/focus that we find ourselves.

V. The Plan for Change

Process 

Step 1

In step one, a formulated team will be addressed.  This team will consist of three primary departmental members, for a total of three members.  The purpose of this team formation is primarily fact finding at its inception.  Yet this team will encompass additional dynamics as the plan of formation is configured.  All results will be forwarded to the general manager, which is not a party to initial formation. Adherence to all above listed theories shall be continual and related to each step listed. 

Step 2

The continual renovation team will meet regularly at pre-designated times, and be paid fully for their time.  

Step 3

Without bias, there will be a continual free flow of opinions with regard to continual renovation.  No entry or initiative will be listed as bad prior to an unmitigated review of each said line of reasoning. 

Step 4

Mapping off the areas under consideration must be established at this point to better reflect its progress and standing.  A detailed step-by-step progression of each category will be continually reviewed for better enhancement.  Under a review of past experiences, shall there be a better reflected future course. 

Step 5

A final assessment at this point shall be put forth to the general manager.  The general manager shall read the final formation in an open, and direct orientation to either except or send back for further study.  The areas of primary concern are: 

1) Cost

2) Time

3) Realistic expectations.

4) Situational review of said renovation scheduling.

Step 6

As part of the report, the general manager will ask for a comprehensive analysis as to how these events come about, how they transpired, areas of pessimism, and the overall tender for success.

Step 7

After acceptance of the continual renovation schedule, a plan for continual review will be the next order of business.  This team and plan must be able to adjust to various situational occurrences.  There might be a financial shortfall or a windfall; as such, the team dynamic must also be adjusted to meet these differences.  The team and continual plan must frequently review each category of said plan for its benefit, and future adjustments.

Goals

1) Establish a functional and operational team for the purpose of activating and reviewing a continual renovation schedule of action. 

2) Upon establishment of said team, their goal is to create a cohesive environment for future change.  Openness and respect for all individuals involved is the primary mechanism for this change.  

3) To review all available data, and ascertain it value to this project.  

4) To review all previous data, and relate it on a continues basis for future usage. 

5) To adhere to the pre-designed structure of transformation, and to use this constitution for furtherance and self-reflection. 

6) To develop an ongoing mechanism for dynamic structural change, and reflections.

7) In knowing that the only lasting change is actually from within. It cannot be dictated; but rather it is developed from continual openness and reflections from a true team dynamic. 

Team Formation

Most theorists today believe that there is no one perfect way to organize; the contingency theory allows for application and this differentiation (Borgatti, 2001). That is the basis for my team formation; allowance for change in a non-structured environment.

Why is one adjustment favored over another?  How can our company select the best resolution for a certain setting?  To assist in identifying our future plan of action through team dynamics, we require a plan of action through which we may better understand potential quandaries.  Underneath team formation rudiments has timetabled our goal setting for this change of action, and its development model.

Dialogue will be the basis for my initial Team advancement.  It is through dialogue that individuals find collectiveness, and continued development.  Language is nothing but a collective agreement.  Individuals find usefulness in using a common language, and its application enables dialogue.  A society has agreed on a common language for the purpose of communicating business transactions, governing policies, civil and criminal activities, pleasure, etc.  It is this common meaning that enables success or failure.  Once a dialog has been established a formation of development occurs.  It is this formation for which I seek.  It is through individual expression that team advancement seeks a conclusion or formation.

Guidelines

There are some simple guidelines, which must be observed in formation, 1) assumptions must be suspended, 2) all contributors must be deemed as contemporaries, 3) there must be a facilitator present, and agreeable to all.  It is these factors that allow for a free flow of ideas, and conclusions.  All efforts must be taken to disallow rank, tenure, and all exclusive criterions in any discussions, and deductions.  Seeing another person as a colleague of equal value, establishes a positive sentiment.

Select a Facilitator

A skilled facilitator would allow for a narrowing of thought and projection.  This important factor is especially present in the beginning of formation.  A facilitator would allow for continued establishment of views, and for continued dialogue.  It is especially important that care is taken to not endanger, or suspend another position, but rather establish an agreement for possible exchange.  It is under this influence that the facilitator may in fact alter dialogue.

It is the balancing of dialogue that allows a counterpart to provide openness and provide for cohesion.  In discovering newer views, individuals of this team formation may find usage for agreement.  When there is productivity a classification converges, and clarification leads to possible conclusions.

Relationship Development

Dialog and discussion is the primer for change; it is under this posture that I want to find our group.  As a learning team moves back and forth between dialogue and discussion, they begin to master each other’s observations.  It is at this point that I hope for relationship development, which often occurs.  Team members tend to develop a deeper trust that often will carry over into continued dialogue.

Reflection and Inquiry

It is at this point that reflection and inquiry develops into action science.  It’s under this direction that we find true formation of thought and idea extraction.  Once the team develops a discipline, debatable formation occurs.  Once dialog is articulated a unique vision of team learning, reflection and inquiry skills transform our vision.  It is under these guidelines that I wish to establish team formation at the El Dorado Motor Inn. 

The biggest obstacle to team formation at the El Dorado Motor Inn is the differentiation between the staff and management.  There must be an emphasis that both parties may lose positioning without cohesion and cooperation.

Skillful Discussion

Knowing and understanding the skills of any discussion are of the utmost importance.  There is a difference between dialogue and skillful discussion. Intentions should be discussed with an emphasis on conclusions. It is this shared meaning that transforms a team into a successful dynamic.  Balancing advocacy and inquiry should be addressed; it should not be considered difficult to challenge another individual with immediate rejections.  Much like language, which is a shared meaning, our team must also find shared consequence within structured meaning.  Exploration of all impasses should be explored for a valued conclusion. It is these sources of disagreement that must be explored on a continual basis to reach a satisfactory representation.

The application to find solutions within team dynamics can help people to discover divergence in their own wisdom; which they realize can be filled and will consequently advance a performance outcome. In that way, groups can associate the value of learning directly to future action.  The El Dorado Motor Inn requires these dynamic skill developments within the confines of team structures to better establish dialog. 

VI.  Identification of Resources and VII. Timeline for Change

As mentioned earlier, financial compensation and outlay is of minimal application.  All cost could be easily absorbed into regular salaried outlays.  Team formation and structural changes would be permissible within customary remunerative expenditures.  

Team formation and meeting locales will commence during regular scheduled work periods.  Even in the event of work loss, scheduled team meetings would be less then calculable.

There are no predetermined timelines, as the continual renovation schedule is recurrent and constant in makeup.  However with that said, as the need for a plan of action is required, and a committee review system is needed, urgency is of the utmost importance.  

Resources:

1) People: Within the realm of team formation, (3) three-individuals/departmental heads will make up the primary committee resource.  All future assessments would follow this team formation.  
2) Money: Financial allocation is limited to current cost structures, and allotment.  However there might be minimal increases in room renovation cost, which must be adjusted at a future date, once allocation has been formatted and distinguished. 

3) Time: As this is a continual renovation schedule, no timeline is initially required for commencement.  Yet once formation of said plan is activated an allotment of scheduled time should be established.  

VIII. Plan for Monitoring Progress

Upon team formation and its usefulness having been applied, a recurrent monitoring program must be instituted and reassessed on a regular bases.  As dialogue is the basis of our team formation, so must our monitoring rotation.  Once dialog has been established, it will be easier to facilitate a monitoring system for review.

The current plan calls for a review at the conclusion of each room; our monitoring plan will also encompass a review of team processes at this same juncture.  In order to facilitate team processes and conclusion discussions, a review by each member will be given during team dialogue discussions.  Any and all discussions will be centered on team dialogue and its ability to monitor itself through continual team evaluation. Any and all dissention of thought must be addressed in an open and thorough dialogue.  Areas of possible agreement and disagreement must be identified.  

The El Dorado Motor Inn will require sound development for identifying, tracking and measuring results to ensure a sufficient level of accountability, and to ensure that lessons learned are shared. The future viability of the Motor Inn will depend on being able to demonstrate results, initially in terms of exposure and subsequently in terms of outcomes.

Formation of the continual renovation team will be accountable to the General Manager, and to itself.  The team will be the central factor in whether the Motor Inn will continue with its implementation strategy.  This formation will determine economic outcomes, and whether job creation or job losses are decided.  The team will answer with accomplishment and job satisfaction.

Monitoring of program progress through the use of benchmarks, processes and output indicators will be an inherent component of this program.  Submission of routine progress reports (quarterly), which contain information on the state of the progress and the results of agreed indicators.  During the initial design and during the establishment of the monitoring and evaluation systems, potential risks and obstacles to program implementation should be identified and reassessed at appropriate intervals.

Considerations for the Assessment Team (IFC, 2000)

1) Data may be acquired from a variety of resources. There are enhancements that may be impractical or too complicated to determine, consequently, the El Dorado may develop substitute structures to gauge its development. Consultations and interpretations of working routines are additional resources of particulars.

2) The assessment team must have somebody in charge and answerable for carrying out the process. 

3) A schedule must be put in place for implementation of commissioned framework. 

4) The evaluation must be performed during regular hours, so the assessment team can converse with workers and watch systems in development. 

5) The appraisal team must divide the appraisal procedure into subdivisions, since some of the sections may need repeated screening. 

6) The assessment team must assess the strong points as well as faults in the approach. 

7) The quarterly report should be written in a simplistic manner since its readers will probably have a mid-level of proficiency. 

8) Precise concentration should be specified to corrective dealings for divergent conclusions from previous evaluations. 

9) Discuss all reports with personnel involved, prior to its discharge to guarantee that the information is not imprecise. 

Reflections if Results Show Problems or Underperformance in Target Realization 

· Is the current continual renovation strategy dependable?

· Are there omitted or faulty procedures? 

· Does staff have sufficient supplies? 

· Has there been satisfactory training? 

· Do all workers understand the requirements? 

· Have the regulations been compulsory or optional? 

· Is the communication development process functioning properly? 

Monitoring Summary 

This monitoring progression is developed along the lines of good judgment and open dialogue.  While striving to clearly show support for our goals and objectives, we've taken the additional step to align our team objectives strategically and balance our goals between team perspectives and an individual’s adherence to the job.  Through the preceding objectives in this plan, we will track progress toward attainment of these goals and objectives throughout this sequence. 

Through on-going analysis, the continual renovation team will identify impediments to goal satisfaction and develop action plans to resolve problems. Periodically, this strategic Plan will be reviewed to update, evaluate and prioritize objectives in support of the established goals. 
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Appendix

Graphic Depiction of Systems Archetypes
The archetype, which I have selected for graphing and discussion, is “Fixes that Fail.”  Often times by altering a policy there might be inadvertent consequences from that transformation; this graph replicates this quandary.  The leverage points of interest are “Problem” occurrence, followed by a particular “Change,” which often follows; yet there is the unforeseen outcome of any decision that is reflected in an “Unintended Consequence” leverage point. 

Continual review and adjustments must be forth coming in order to adapt well to environmental changes.  It is not uncommon for a company to make an error, and redirect soon after, in order to minimize losses.  It is only the company that does not reflect a negative outcome that deteriorates in the end.  Unfortunately too may companies make policy changes that actually reflect negatively on their bottom-line?  The below listed graph mirrors these movements, and amply grooms an individual to analyze there own internal decisions.   

Description: A policy might be adjusted for an immediate short-term solution, yet it might have an unexpected long-term consequence. 

Early Warning Symptom: Solutions that have often succeeded in the past might be immediately attempted; nevertheless those responses might not be relevant to every particular situation.  Guarded consideration must be taken, and an open approach for continual adaptation must be exhibited if necessary; future adjustments, meant for a well-intentioned policy might be necessitated. 

Management Principle: In order to maintain a well seasoned, and functional policy manual, long-term forethought must continually be considered and reasoned. Yet there also must remain sincerity for continual adjustment, and an adaptation to environmental modifications. Example: Our Company established a policy change with regards to allowing children in a segregated locality.  The assessment at that time was that we would be able to augment our sales volume, and still diminish most occurring future problems.  It took merely (10) ten days for the reoccurring difficulty to take place; and we immediately changed our policy to reflect the desired outcome.  We no longer rent to any individual that is under the age of (21) twenty-one years of age.  We have found that the younger the individual, the greater probability for property damage, and mischief.  
[image: image1.wmf] 

Ladder of Inference

Conclusion: Others must be wrong

Assumptions: I have the only true faith

Beliefs: They are not worthy

Meaning: This is just what I believe

Actions: I stop all contact, and

Stop leaning about commonalities,

what we actually have in common. 

Experience: Religious Beliefs

Real Data and Experiences

Fixes That Fail - Policy Manual

Problem          Change



Unintended 

Consequences 
Concerns-Based Adoption Model (CBAM) 

First developed by Gene Hall in the late 1970’s, this theory has evolved to encompass everyday organizational reforms, and structural substance (Hall, 1979). CBAM investigates this development in three marked ways, 1) Stages of Concern, 2) Levels of Use, and 3) Innovation Components. 

Listed under Stages of Concern, notes (7) seven characteristic expressions:

Awareness- I am not concerned about it.

Informational- I would like to know more about it.

Personal- how will using it affect me?

Management- I seem to be spending all my time getting materials ready.

Consequence- how is my use affecting clients? How can I refine it to have more impact?
Collaboration- how can I relate what I’m doing to what others are doing?

Refocusing- I have ideas about something new that would work even better. 

Listed under Levels of Use of an Innovation, notes (8) eight characteristic behaviors:

Nonuse- takes no action with respect to the innovation.

Orientation- seeks information about the innovation. 

Preparation- prepares to use the innovation.

Mechanical- is poorly coordinated, making changes to better organize use of the innovation.

Routine- has established a pattern of use and is making few, if any changes.

Refinement- assesses impact and makes changes to increase it. 

Integration- makes deliberate efforts to coordinate with others in using the innovation.

Renewal- seeks more effective alternatives to the established use of the innovation. 
Organizational Unlearning Reflection

Upon reflection, I recognize preferred degrees of difference between safeguarding one’s perspectives and unlearning.  With regard to organizational learning and change within my own organization, I characterize unlearning as constructive.  Once unlearning has been taught and a compliance to adopt its qualities has been mastered, I see future potentials and qualifications.  Much like learning from the example of why didn’t the fire fighters drop their tools; I see benefits from an open dialogue with regard to all failure and potential possibilities. 

Specifically with regard to my work location, I see unlearning as abandonment to many of the things we are use to doing. This does not mean I must give up my values, ideas, and any vision for the future, but rather a willingness to support my older values, with newer potentials.  Perception of events may at times reflect an environment where unlearning is beneficial for future correction of said error.  A practical example could be directly applied to my continual renovation plan; there must be present a willingness to unlearn many of our habitual dealings, and foresee potential qualities of team formation. I see a great deal of apprehension to team formations, thus an “unlearning” attitude might be injected in any initiation to facilitate potential outcomes. It is the stimulus of doubt that facilitates an environment for future change.  

Short-Circuiting Reality: Example Illustration

This illustration specifies that a Belief can persuade the Selected Data & Experience we pay interest to; this belief effectively creates an inner buttress circle that short circuits actuality.  The inclination is to choose facts that bestow interest to those things that sustain our beliefs.

I have chosen the theme of religion, due to its controversial, and its often highly emotional perspectives; I thought it would serve as an imposing test illustration for assignment 4.1.  People often have preconceived religious beliefs, which often makes for a constrictive analysis.  It is these emotional thoughts, which often times pre-determine relationships, and associations.  Those individuals past environments and associations with their perspective religion may determine the meaning, which often leads to pre-determined assumptions.  These assumptions frequently lead to pre-determined conclusions.  Which inclines a person’s belief, that others may not be worthy of their association. The actions step is often dismissed, based on those experiences that may lead to a failed outcome.  Often times it is this action step that is bypassed, which points to that individual’s continual belief pattern. The above blue arrow indicates this perspective, and illustrates the action bypass. 

It is often this short-circuited reality step that leads many individuals through a continual and flawed perspective with regards to examination, and outcome performances.  In developing organizational improvement and changed discovery scheduling, this factor has significant importance.  This important factor may aid or hinder outcome performances by selected staff, their relationships in team formation, and outcomes with customer relationships.   Failure of planning formations is often due to a general lack of appreciation with regard to actions stepping succession, and its development.  I do hope this above listed illustration enables us all in facilitating an advanced understanding of this process and its action steps.  
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