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Consulting Masterclass

" Day 1: Communication tactics
" Day 2: An art of Change

" Day 3:Knowing And leading People

© Ioan Tenner 1999



COMMUNICATION

Models, tools and tactics



The first session communication loop

2. chose a partner,

1. draw what you look at each other

think

/=N

3. explain, ask & listen

4. present someone else
7. build agreement v

on meaning

5. capture & displa
6. check understanding P pLay
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Communication means exchanging meaning

(re)start where observe & listen

people are

ask questions &
listen answers

broadcast & find A\ * 4 capture, learn
out (feedback) & adapt
build agreement display & build
& work together understanding

© Ioan Tenner 1999



What is your communication loop?

© Ioan Tenner 1999



Tactics of involvement

Mind Maps, Cards and questions

© Ioan Tenner 1999



Ishikawa Cause-Effect Diagram
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Organigrams available

Availability

Organisation (who’s who)

Escalate

Self-discipline

i

Communication

Approval process

Complexity

Over-participation —

Single point of contact
(Accountable)

Simple/concise

— |

Define/limit players

Take risks

Geography spread

Culture/language

Simplify

Single pro-contact

] Problem
[] Solution

<1 page
Electronic mail
l— Prioritize/screen
Delegate

Info overload

Alternate media

General knowledge

Club

Organisation
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Mind Maps
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‘_BF,

Here we opened a fish-shop, where we
proudly sell, our good, fresh, fish!

© Ioan Tenner 1999
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Card Method (in plenary sessions

Write up the question/subject
* Participants write their inputs on cards
— No critique or agreement here
— Write alone, in silence!
“ All cards are displayed.
“ Cards are explained and grouped into clouds.
© As authors agree, frame clouds with a line

© Ioan Tenner 1999
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Card Method (in plenary sessions)

"~ Give each cloud a heading
agreed/proposed by participants
" List and display the headings
" Rate headings by priorities/interest
You got participation and reasonable
agreement on the items to discuss
" Proceed with brainstorming, discussion,

problem solving, decision, etc.....

© Ioan Tenner 1999



Cards Democracy:

Cards are sacred. The aim
is Participation.

Better spoil walls than
people

© Ioan Tenner 1999



Questions, questions..Is it true that all we
need Is answers?

© Ioan Tenner 1999



Client Centered Questioning

Right Person |} Right Subject

Open Questions

Describe

Define

Confirm

Yes =
Agreement on
Meaning
Ioan Tenner 1999






Some good questions, maybe...

" ..My best question is to listen..
“Tell me more..”
“What will I tell you?”
“Describe!”
“What do you mean by..?2”

“Let me see if I understood:..”

@ Ioan Tenner 1999



Some good answers, maybe...

Why do you ask?

"~ How to answer to help?
“If you had a magic wand..”
“This reminds me of a similar...”

- My best answer is “I don’t know.”

@ Ioan Tenner 1999
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The power to make things
simple

© Ioan Tenner 1999



Communication that results in vision
and in action:

“You Knew it all the Time”

" The stuff good communication is made of:
" What you did that resulted in action
" What you observed that gave results

@ Ioan Tenner 1999



The sudden school - making things simple

0 Ask what you will tell
0 Tell what you will tell
o Tell it

0 Tell what you told
0 Let them tell you
0 Let them do it
0 Let them..

© Ioan Tenner 1999



Expertise Transfer Tactics

Mastery

Ownership, “done here”

Discovery: Role play, simulation

Active: Trial and error, exercise
Interactive: “You tell me first”

Ostensive: “Look!”, “Show how”
Classical: “About it!”

© Ioan Tenner 1999



The mastery-learning curve

Simple mastery ﬁ

expertise

Complicated

Ignorant simplicity
© Ioan Tenner 1999
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The power to make things simple

* A good expert can explain things with
precision, as complicated as they are.

" A good consultant can explain with
simplicity how manageable things are.

@ Ioan Tenner 1999



The force of argument

Ancient Rhetoric - today

© Ioan Tenner 1999



Rhetoric Wheel

Pathos

© Ioan Tenner 1999



" ETHOS - Who you are = credibility

© PATHOS - The “client centred” attitude =

rapport

© LOGOS - The power to make things simple =
impact

© Ioan Tenner 1999



Rhetoric
Wheels

PATHOS

LOGOS

Sensitivity

Good will

ETHOS Practical

@ Ioan Tenner 1999



The building blocks of impact

OETHOS ==

Ethics ’ +

OPATHOS =

0 LOGOS =

Practical
wisdom

’+

Good will ’

© Ioan Tenner 1999



Ethos, pathos, logos exercise

"~ How to demonstrate Ethos, Pathos, Logos?

"~ A short presentation to one of your actual
target audiences, demonstrating Ethos,
Pathos and Logos.

@ Ioan Tenner 1999



Push and pull

The yang and the yin of
communication

© Ioan Tenner 1999



“Push”

@ Ioan Tenner 1999



\\Pullll
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"I only write the minutes”

© Ioan Tenner 1999



ORGANISATIONAL
CULTURES

A LANGUAGE FOR CHANGE



How do you see Organisational Culture?:

© Ioan Tenner 1999



The "Structural” approach:




The “Structural” approach
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management Tools and tasks and Decisions

Organisation Measurements People Skills
Structure and Rewards and Attitude
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The "Cultural” approach:

Management
Objectives:

I hﬁ\lf\ -~ rllﬂnam
1 1IAdvVe ad urodiil

Certainly Your Majesty,
We will make it true!

Certainly Master, We’ll arrange:

- Site plans by next - Blessings on
week - Feasibility available budget
Studies

@ Ioan Tenner 1999



Certainly Master, We’ll arrange:

- Site plans by next o - Blessings on
week - Feasibility available budget
Study

We’ll arrange:

T - Re- NVe’ll arrange:
fitsan —  ewecut - Careful with the Re- 9 . More
order, with budaet design, - Trainin fund
pleasure through stone udge please 9 unds,
— "~ please

We’ll arrange-

- Sc:meI et?(tra _Here we - God help
calculations o oo us
\\\\\__,///\ sand \\\__,////

We’ll arrange: We’ll arrange:

-Herewecut -Careful with /\ -Some extra - Here we
ions __ buildon

We’ll arrange:

-Here we cut - Careful with

-Ifit's an We’ll arrange:

order, with
easure

-God help us
pleasur

e we

Here
build on

Organisation Structure

Some
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B
7

-
[ o]
e

L

exti
ations
(
g

}r’_ru—l © Ioan Tenner 1999

®




Environment

/\\ |\ — _~ |\ N

Decisions Measurements Style Communications

Behaviour Rules Symbols Rituals

What you
can Events

e GO VIO Y

What
people can Reasons, Ideals, Values
explain: Objectives Interests Knowled
The
axioms:

‘Obvious” assumptions Unquestionable
truth

© Ioan Tenner 1993 Deep belief



Cultures Structures

® Power (Profit @ ® Web
Centre)
P N

’ Fl'?lleditional) I I I I I ® Temple

® Task ® Net
(Consensus)

® Atomistic 00 g ® Cluster
(Personalities,"0 [
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Harrison & Handy’s Four Culture Types

High Formalisation

Role
(Traditional
I I I I I (Consensus)

High Low o
Centralisation Centralisation
Power Atomistic
(Profit Centre) (Personalities)

Low Formalisation

© Ioan Tenner 1999



Power Culture

High Power Rings
Centralisation
Formalisation Web

"~ Person in centre - vital; succession issues
Works on precedent
"~ Anticipating top wishes
Few rules/procedures
Control through selection of key individuals
" Political organisation

" Balance of influence

@ Ioan Tenner 1999



Power Culture

High Power Rings
Centralisation
Formalisation Web

" Move quickly, react well. Right direction?
" Risk taking
" Faith in individuals, not in committees
Tolerant of means
Competitive atmosphere

" Size is a problem

@ Ioan Tenner 1999



Role Culture

High Bureaucracy
Centralisation
High H H H H H Greek temple
Formalisation

" Reason, logic, rationality
"~ Specialisation of departments

" Procedures for roles, communication and
dispute settling

" Individuals interchangeable for a given job
" Positional power; experts’ power tolerated
- Fit for stable environment

@ Ioan Tenner 1999



Role Culture

High Bureaucracy
Centralisation
High H H H H H Greek temple
Formalisation

Security for individual (used to be so)
Get expertise without risk

" Reward the satisfactory
Frustration for results oriented people

"~ Economies of scale
Slow, inflexible

@ Ioan Tenner 1999



Task Culture

High Net
Formalisation

Low Matrix
Centralisation

Getting the job done; rewards for results
Obtaining resources; right people at right level
Expert power - dispersed influence

Team concerns and issues

" Individuals identify with organisation
objectives

" Adaptable; quick reaction
High degree of self-control over work

@ Ioan Tenner 1999



Task Culture

High Net
Formalisation

Low Matrix
Centralisation

Mutual respect based on competence
Sensitivity to market?

Fewer economies of scale; less expertise depth
Favourable to initiative

Difficult to control

When scarce resources; teams compete

Individual objective surface (Anomia)

@ Ioan Tenner 1999



Atomistic, Person, Star Culture

Low

Formalisation 0 O 0O 0 Constellation of
O 0O independents

Low

Formalisation

Charismatic power

" Each one does his own thing

" High expertise/creativity
Shared influence

" Psychological contract

Control or hierarchy impossible

Unstable conglomerate

@ Ioan Tenner 1999



Communication Styles for the
Four Cultures



C.-G. Jung’s dimensions: How people obtain
information and how they process it

Logical Thinking

Perception Intuition

0O

Practice

© Ioan Tenner 1999



Jung’s Theory and the four Cultures

Perception and

Measurement

Concrete facts

Logical Thinking
Concepts and

Policy
P N

Hands On
Try it out

Active Doing
Practice

Intuition and
Hypothesis
Reflective

Scenarios,
What if?

© Ioan Tenner 1999



Organisational Minds

Formal, Logic

Bureaucratic | §cjentific Consensus | Functional
People &
Reality & Data Scenarios
Vision, plans
Facts » plans,
Centralised Decentralised
o - 0
U g
Up @O
Power Pragmatic Creative People

Informal, Practice

© Ioan Tenner 1999



Communication Styles to fit each culture

Formal, Logic

Bureaucratic Functional
Scientific Rhetoric
Facts
Push Pull
Reality & Data People &
Centralised Scenarios
Decentralised
Pragmatic Socratic
Power People
Informal
Practice

© Ioan Tenner 1999



Roles and results

Scientist

Advocate

Pragmatist

Strategist

Educator

@ Ioan Tenner 1999



ZEIGARNIK

Unfinished business...
sticks to the mind

@ Ioan Tenner 1999



Surprise!

ner 1999






AN ART OF CHANGE

Preparing for, against and the
surprise

© Ioan Tenner 1999



Change changed, not the human being

© Ioan Tenner 1999



A rating scale - change events as "life
points” lost:

Divorce =-73 Marriage = -50
Being fired =-47 Retirement =-45
Reorganisation, bankruptcy = -39

Major change in financial state =-38
A different line of work =-36

After Holmes and Rahe 1967

© Ioan Tenner 1999



A rating scale - change events as "life
points” lost:

Promotion, demotion, transfer = -29

Outstanding personal achievement = -29
Trouble with the boss = -23

Change in working hours = -20

Change in residence = -20)

After Holmes and Rahe 1967

© Ioan Tenner 1999



Sum for 12 months:

Less than -150 = normal health next year

150 to less than -300 = 50% chance of a
serious illness

More than -300 = 70% chance of serious
illness

Comment: Thanks Heavens, this is only
statistic.

After Holmes and Rahe 1967
© Ioan Tenner 1999



CRITICAL SITUATIONS



The Little Sister of Crisis

A critical situation is one you will not
forget.

© Ioan Tenner 1999



A critical situation is a dramatic unit of
place, time and actors.

© Ioan Tenner 1999



Exercise: Critical situations at work

Write up a list of critical situations remembered
in your group.

"~ Chose one of them to be presented.
Who will play whom? Don’t play your own role.

- Come back to play it in the plenary session.
7 minutes, video

© Ioan Tenner 1999



How long does it take for a child to learn that
fire is hot?

(© loan Tenner 1999



Chaos is simpler than it looks.

© Ioan Tenner 1999



We can learn from the critical situations
and improve them:

" Critical situations are typical.
* We will meet the same again.
" Critical situations are patterns.
" We may change the scenario.
" Critical situations are “given”.

" But we can aggravate them or optimise
them.

© Ioan Tenner 1999



Learning to change means preparing for
endless surprise.

“To be prepared against surprise is to be trained.
To be prepared for surprise is to be educated.”

James P. Carse

..A third choice is to prepare the surprise yourself

© Ioan Tenner 1999



Critical Situations: Lessons from the National
Association of Underwater Instructors Textbook,
Capalaba, Australia, 1990

The first Concept:”.. when you go diving, you
will be the most dangerous animal in the water...
Your greatest enemy is panic”

" 2nd Concept: “You can operate under
pressure.”

"~ 3rd Concept: “[Underwater] never hold your
breath.”

- 4th Concept: “..it is easier to relax on the
bottom.. than at the surface.”
S5th Concept: “Some of your equipment makes
you float and some causes you to sink.. As a

diver you will want to avoid sinking.”
© Ioan Tenner 1999



Critical Situations: Lessons from N.A.U.I. !

"~ The 6th Concept: “. if you leave things alone,
they will likely leave you alone.. Don’t molest
that which can hurt you.”
7th  Concept: “If you don’t know what
something is, don’t touch it.”

“When you can handle the exceptional
situations, the normal ones will be just much
easier.”

"~ A warning: “Water is heavy.”

© Ioan Tenner 1999



Preparing for surprise

© Ioan Tenner 1999



The cobra legacy

Brain reaction to newness

@ Ioan Tenner 1993




Surprise!

ner 1999



The Brain Reaction

The Gap

The Trap

Confusion

The Game

Fight/Flight

Strategy
© Ioan Tenner 1999
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Preparing against surprise

© Ioan Tenner 1999



Making change mind-size

The discovery and use of forms,
patterns and regularities

© Ioan Tenner 1999
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Shoe Rule

© Ioan Tenner 1999



If you want to change people’s mind you
need to know first where their mind is.

Change can only start where people are.

© Ioan Tenner 1999



“Change moods”

- OOO. 000 =

Long Term

Medium

Short

© Ioan Tenner 1999



“Change moods”(continued)

Scouting

Analysing

Do it now!

@ Ioan Tenner 1999



“Change moods”(continued)

' 4
o

Adjust Remodel Transform

@ Ioan Tenner 1999



“Change moods”(continued)

Homeostatic Homeorhetic

@ Ioan Tenner 1999



Force fields and force knots

© Ioan Tenner 1999



Force Field Analysis

Retaining Forces

111133
i

Driving Forces

© Ioan Tenner 1999



Positive Problem Definition

Desired
Future
State

Present
State

© Ioan Tenner 1999



Change Staircase - Innovation in large
groups

© Ioan Tenner 1999



A transition path to optimise against
surprise

DIP CURVES

© Ioan Tenner 1999



Dip Curve

@ Ioan Tenner 1999



“Involved” or committed?

The “Tactic of giving a choice” and “Clear
delegation”

© Ioan Tenner 1999
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“Completed staff work” - The Pentagon
Memorandum.

The subordinate must present a completed
solution and action plan for the manager to
approve or disapprove.

The staff officer must work out all the details.

“When in doubt consult with your peers, not
with your manager.

“Don’t ask the manager what to do. He needs
answers, not questions.”

© Ioan Tenner 1999



“Completed staff work”

“Do not wary your manager with long
explanations. He is interested in results.”
D

Test: “If you were the chief would you be willing
to sign the paper? If not, it's not yet completed
staff work.”

© Ioan Tenner 1999



More tactics

© Ioan Tenner 1999
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A future driven by people

© Ioan Tenner 1999



Strategic Creativity

Preparing the surprise

© Ioan Tenner 1999



On education:

KN

“More and more about less and less”
© Ioan Tenner 1999



Four Straight Lines

© Ioan Tenner 1999



Exercise:

Draw no more than four straight lines (without
lifting the pencil from the paper) so that they will
cross through all the nine dots...

@ Ioan Tenner 1999



Change I

“Bricks”

© Ioan Tenner 1999



Brainstorming procedures for individuals
and for groups.

© Ioan Tenner 1999



Brainstorming Rules:

- First individually create, then process
" No evaluation or critique
Who’s the craziest -contest

“ Quantity first

Use others’ ideas

" Display all contributions
- Speed, enthusiasm, competition, play

- Small group, diversity

@ Ioan Tenner 1999



Morphological forced Connections

List the attributes of the
situation

Below each attribute,
place as many
alternates as you can

think Of P :Jbe
L Ir
When completed, make LT Water
random runs through Belt
the alternates, picking Hard Surface
up a different one from caple
each column and Rails
assembling the N,
combinations into Sorvip o Ry,
entirely new forms of sZagng%m/% S
your original subject pggec,jé’? ®Fstpesy)
O &‘Q \(\é\‘ W e /7@0/?7//% g;) for
Y\@og &S O Y o™i

After all, inventions are
often new ways of

combining old bits and
pieces © Ioan Tenner 1999



Portraits

© Ioan Tenner 1999



Synectics

Roles

9 Client & contributors

® The leader is a Facilitator not a contributor

1 The client states the problem
2 The leader questions the client for background

3 The group formulates several problem statements

@ Ioan Tenner 1999



Synectics

4 The client chooses one formulation

5 The group elaborates 3 solutions

6 The group presents solutions

7 The client chooses one with his objections
8 The group proposes solutions to objections
9 The client selects one with his objections

Repeat solution-objections until the client is
satisfied (or tired)...

@ Ioan Tenner 1999



Change I1I
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Everything is possible, provided there
are no rules or assumptions!

© Ioan Tenner 1999



The Epistemic Detector

© Ioan Tenner 1999
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“Just as sight recognises darkness by the
experience of not seeing, so imagination
recognises the infinite by not understanding
it.”

Proclus 412 - 485 AD

© Ioan Tenner 1999



Every man takes the limits of his own field of
vision for the limits of the world.

Arthur Schopenhauer

© Ioan Tenner 1999



You see things and you say “Why?”
But I dream of things that never were
and say “Why not?”

George Bernard Shaw

© Ioan Tenner 1999



The reasonable man adapts himself to
the world; the unreasonable one
persists in trying to adapt the world to
himself. Therefore, all progress
depends on the unreasonable man.

George Bernard Shaw

© Ioan Tenner 1999
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Stages of Strategic Thinking

, Implementation by line
Phenomena W Draft plan of actions |— managers
@
l Typical short-circuit
Grounin I Giving concrete form to
ping conclusions
, Emergence of
Abstraction | conalusion
— Validation or rebuttal of
Detgrmlrgztclﬁln i | hypothetical solutions by
PP in-depth analysis
| Provisional formulation
"| of hypothetical solutions .
Source: Kenichi Ohmae

The art of strategic thinking

© Ioan Tenner 1999



Types of Thinking

Mechanical
systems thinking

> s J.

m = B
P " Rearrangement of
— ! - el elements
Perceptual < VRN
A map can display o
information, biases N~ PRGN
and areas of ._ __ T
uncertainty Intuitive . . ——> o - & -
Strategic - . A
thinking g | ‘
Analysis of essenct - Transformation or
changed

configuration
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“"The Art of the General”

All strategies try to make sense
and to give sense to some
important change.

© Ioan Tenner 1999



Strategy is the activity of
managing the course of change

The aim of strategy is to change
change...our way.

© Ioan Tenner 1999



The change of change is hewness.
At its core is surprise.

* Newness means “something else”, forever
undefined, like the line of the horizon

* At the core of newness 1s surprise, that something
we did not know 1n advance. We better develop
strategy to manage surprise.

 Strategy 1s a craft of surprise.

© Ioan Tenner 1999






There are three ways of managing
newness:

* Preparing against surprise

* Preparing for surprise
* Preparing the surprise

© Ioan Tenner 1999



Preparing against surprise

© Ioan Tenner 1999
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Preparing against surprise- doing our best
to forecast and control

* What 1s going to happen and how can we adapt to
that future?

* What are our means and what decisions and plans
can we make?

* The answer must lie in careful analysis,
interpretation, forecasting, planning and
implementation.

© Ioan Tenner 1999



The risk, if we prepare only against
surprise.

© Ioan Tenner 1999
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Preparing for surprise

© Ioan Tenner 1999
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Preparing for surprise is a state of
readiness

* Keeping ready and open, with optimal means
ready to use - less to defend, less to lose, more
available.

* Learning to learn and to unlearn. How fast are
we able to switch strategies in response to the
unexpected real world?

 How can we achieve optimal change fitness? A
state of company and of mind.

© Ioan Tenner 1999
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If change is "something else”

© Ioan Tenner 1999
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"When the water rises, so does the
boat.”

Hagakure

© Ioan Tenner 1999



Preparing the surprise

© Ioan Tenner 1999



Preparing the surprise itself

o Take initiative and re-frame the field within
which strategy is practised beyond present
limits, into the unknown.

* Reconsider and alter the basic assumptions
about reality and possibility.

* How to change the world? Make and break
rules, invent a new product, service, role,
market niche.

© Ioan Tenner 1999
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Practising Nx1

Can we know what we don’t know and
trespass into the unknown, challenge
the obvious and make the impossible
possible?

© Ioan Tenner 1999



KNOWING AND LEADING
PEOPLE

Managing oneself, leading others



Let's Get
Rid of
Management

LEADERS

People don't want to be managed.
They want to be led.

Whoever heard of a world manager?
World leader,

yes.

Educational leader.

Political leader.

Religious leader.

Scout leader.

Community leader.

Labor leader.

Business leader.

They lead. They don't manage.

The carrot always wins over the stick.
Ask your horse.

You can lead your horse to water,
but you can't manage him to drink.
If you want to manage somebody,
manage yourself.

Do that well

and you’ll be ready to stop managing.
And start leading.

A message as published in the Wall Street journal by United Technologies
Corporation, Hartford, Connecticut 06101.

© Ioan Tenner 1999



To laugh is to risk being a fool
To weep is to risk appearing sentimental
To reach out for another is to risk involvement
To show feelings is to risk exposing yourself
To place your ideas, your dreams before
a crowd is to risk their loss.

To love is to risk not being loved in return
To live is to risk dying

To hope is to risk despair
To try is to risk failure

But risks must be taken because the greatest
hazard in life is to risk nothing.

Those who risk nothing, do nothing, have
nothing and are nothing .

They may avoid suffering and sorrow. But the
cannot learn, feel, change, grow, love, live.
Chained by their certainties, they are slaves.
They have forfeited their freedom.

© Ioan Tenner 1999



“Interface” Complexity Levels

Organisations tem level

@ Ioan Tenner 1999



The Johari Window

| know and | don’t know but
you know you all know

“The open self” “The blind self”

| know but Neither of us
you don’t knows

“The concealed self” “The unknown self”

© Ioan Tenner 1999



A SELF-ANALYSIS GRID

© Ioan Tenner 1999



Your

Name the The Feeling & Your
Situation Participants Problem Behaviour Outcome
Childhood
School
Professional
Life
Private
Life
@ loan Tenner 1999




"~ Do you find a pattern?
- If yes, this is your “programming”
" Is it successful?

" Do you want to change it?

© Ioan Tenner 1999



A tale of two cities

@ Ioan Tenner 1999



Building rapport and making sense

TYPES OF PERSONS -
The MT-grid

© Ioan Tenner 1999



The MT-grid

Analytical Relational

Achiever Expressive




Mind-Types Grid

Reality & Facts

Reason

Analytical

Achiever

Relational

People & Vision

Expressive

Practice

© Ioan Tenner 1999



Exercise:

Group 1: Describe
Group 2: Celebrated people

Group 3: How to build rapport with this
person

Group 4: Show how

© Ioan Tenner 1999



The MT-grid

Response under pressure

© Ioan Tenner 1999



Tuning in, to the same wavelength

MOTIVATION

© Ioan Tenner 1999
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The Maslow Pyramid

5. Being and transcendence
4. Esteem
3. Belonging

2. Security

1. Survival

© Ioan Tenner 1999



"Maslow moods”

¥\

- OOO. 000 =

Being

Belonging

Survival

© Ioan Tenner 1999



Maslow Ad_apted___' |

¢ Safety

MOTIVATION WATCH |
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Motivation exercise:

Our motivation and theirs; how to relate?

5. Growth & Change

4. Esteem & Competence

3. Belonging & Communication
2. Comfort & security

1. Job Survival

© Ioan Tenner 1999



KNOWING AND LEADING
PEOPLE AS TEAMS:

THE WORKINGS OF GROUPS AND
THE DESIGN OF TEAM-WORK



A Constructive Group Process Model

Perform

After Tuckman & Jensen,
1977 (modified)

© Ioan Tenner 1999
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Nominal Group Technique

A small group gathers around a table
1 and receives instructions: subject is
identified

4

2 Participants silently write down ideas
about problem/ subject

Each participant’s ideas
are presented, one at a Each idea is discussed, clarified

3 | time, and are written on a and evaluated by the group
chart until all ideas are members

v

expressed

Participants rank the ideas in their
5 order of preference

/

6 The highest ranking idea is taken as
the group’s conclusion
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Groupthink

A camel is a horse designed by
a committee

Ioan Tenner 1999



"DELPHI" Experts Techpique

3
Enlist the Present the Experts record
cooperation of problem to solutions,
Problem > — experts experts recommendations
4
Experts’ responses
are compiledand |
reproduced
Responses Experts comment on
5| are shared others’ ideas and 6
with all others propose a solution
If no consensus
is reached
7

Solutions are compiled |

If a consensus

is reach%
Ioan Tenner 1999



Tactical logistics with large and small
groups
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"Accordion” Groups

Plenary
\

Small Group
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Example of a Problem Solving Workshop

Question to the Plenary

Card Method “What's the problem?”

15
“ ” “Which cards belong
1%IOUdS together”

Stickers

I Rank

Topic List T - Names
15 e
Small Group v
Work 5G SG SG
60

Presentation of grou
Plenary work roup
60 Results - discussion
Small Group 5 s s
Work i S S
60 S
é\(c):tlon Plan Plenum What Who

When
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A RHETORIC OF ACTION

Leadership and advice in small
and in big groups



Brief advice in small groups -
"The Small Wheel”

Advise
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Ownership transfer in larger groups - "
The Big Wheel”

Elicit

\A : M
A

Help Build
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A simulation and a synthesis

COOPERATION AND
COMPETITION



Video debrief and conclusion
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The centipede was happy, quite,
Until a toad in fun

Said, “Pray, which leg goes after which?”
This worked his mind to such a pitch,

He lay distracted in a ditch,

Considering how to run.

Zen
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ZEIGARNIK

Unfinished business...

sticks to the mind
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Do you want to follow the
discussion?

loan Tenner, PhD
38, Chemin du Pré de la Croix
1222 Vésenaz CH
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