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INTRODUCTION

‘ The Purpose of the Seminar Guide:

In the Corporate Culture and Performance Videotape, Professor Kotter presents compelling
evidence that organizations that have adaptive corporate cultures significantly out-
perform those that do not. More important, unhealthy cultures can be transformed and
adaptive cultures created through effective leadership on the part of senior management.

The purpose of this Seminar Guide is to outline a structured Workshop designed (o help
senior managers apply the concepts from the tape to their own business environment—
to help this group:

* Understand their own corporate culture;
* Assess how adaptive their corporate culture currently is;

* Create action plans for creating a more adaptive culture so that their organization can
anticipate change, respond effectively, and—ultimately—produce greater financial retiirns.

l The Structure of the Corporate Culture and Performance Seminar:

Introduction:
The Corporate Culture and Performance Seminar consists of six Modules, each taking

‘ approximately one-half day to complete. Each Module consists of a videotape segment

introducing key ideas and concepts, and a series of facilitated discussions and small-
group exercises designed to explore and apply the concepts from the tape.

Although the total Seminar runs three days, the Modules are structured as stand-alone
half-day sessions so that you and your group can choose whether to conduct the
Waoarkshop over three consecutive days, or break it up with several days in between each
Module. For continuity, it is recommended that you not allow more than a week to
elapse between Modules.
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[NTRODUCTION (continued)

Seminar Design:

J)ART 1: CULTURE AND PERFORMANCE

Module 1: Introduction to Corporate Culture

leatape Content:

Exercise Objectives:

Ihefines corporate culture and describes the
relationship between culture and the long-term
financial performance of an organization.

Module 2: Low-Performance Cultures

e Content:

Participants begin to identify their own corporate
culture as well as assess the impact their culture has
had—and will have in the future—on their
organization’s economic performance.

Exercise Objectives:

“wcribes the characteristics of unhealthy cultures,
re they come from, and how they undermine an
canization’s economic performaﬂCE.

Module 3: Adaptive Cultures

w Content:

Participants diagnose elements of their own corporate
culture that are unhealthy and that impede the
organization’s ability to achieve superior financial
returns.

Exercise Objectives:

wowcribes the characteristics of adaptive cultures, how
evolve, and how they are preserved over time.

1 2: CHANGING CUITURE

“lodule 4: The Process of Cultural Change

whontent:

Participants determine how adaptive their current
corporate culture is, as well as what they do that
maintains adaptive aspects of their culture.

Exercise Objectives:

wos the difficulties and obstacles inherent in
i culture change. Describes the kinds of

ties leaders need to focus on in order to
mentan effective culture change effort.

Module 5: Change Agents

Loittent:

Participants identify, from tiieir own experiences, the
kinds of actions that have helped create culture change.
They also determine the corporate culture that their
organization requires for success in the future, and
begin to identify how much of a culture change they
need to accomplish.

Exercise Objectives:

on the specific leadership behaviors required to
i sustain an adaptive culture.

Module 6: Getting Started

Participants assess their own performance as leaders in
the organization, and identify obstacles to these
leadership practices.

Exercise Objectives:

i~ avariety of specific steps and actionable ideas
‘rom the experiences of executives who have
e change efforts.

Participants identify and prioritize culture issues within
their own organization, and develop an Action Plan for
specific steps they can take to create a more adaptive

culture,
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INTRODUCTION (continued)

| The Role of the Seminar Facilitator:

Overview:

The Seminar consists of a series of facilitated discussions and team exercises, all desizned
to help a senior management group apply the key concepts developed in the tape to
their business. An effective facilitator can play a critical role in ensuring that the group
benefits fully from the rich content of the tape.

Requirements:

The exercises and discussions in the Seminar are all structured to enable participant: 1o
see their corporate culture from a new perspective. They need to challenge their
conventional assumptions about corporate culture, assess the current culture honesi |
and identify critical areas for change. It is essential for you as the facilitator to create an
environment where participants are open, creative, and willing to explore new ideas.

In addition to your ability to create an open environment, you also need to have a good
understanding of the concepts introduced in the tape, an in-depth understanding of the
structure and content of the Seminar materials, and basic facilitation skills including
questioning skills, listening skills, and summarizing skills.

Preparation:

Given the importance of the facilitator’s role, it is recommended that you prepare
yourself thoroughly. This should involve:

Reviewing the tape to make sure you are comfortable with the concepts, definitions, .nd
examples. You may also find that you want to review key sections of John Kotter's
book—Corporate Culture and Performance—to supplement your understanding.

Walking through the Seminar Guide to make sure you understand the purpose and
process for each of the exercises and group discussions. You may want to adapt some of
these to better fit the character and concerns of your group. In particular, you should
further customize the suggested discussion questions by jotting down other question-
you might ask that are particularly relevant for your senior management group.

-

Walking through the Viewer’s Guide to make sure you are clear on its content and
organization,

Reviewing the Corporate Culture Diagnostic Questionnaire to make sure you understan
how this questionnaire is structured. You should also review in detail the two scoring
sections in the Viewer’s Guide on pages 26 and 32 which describe how to tabulate the
responses from the questionnaire.
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O CTION (continued)

The Structure of the Seminar Guide:

Each Module of the Seminar Guide contains four major sections:

. An introduction to the Module that describes the purpose of the unit as well as any
comments you need to make prior to playing the tape segment.

. An overview of the key points made in the tape segment. This summary is designed to
provide a review of the tape contents, as well as a “quick reference” during the
discussions and exercises. The segment overview in the Seminar Guide is identical to that
in the Viewer's Guide.

« A series of discussion questions for you to use in leading a group discussion after each
videotape segment. Some of these questions are also listed in the Viewer’s Guide.

. One or two structured exercises designed to explore in more depth some of the key
points made in the segment. These exercises, although similar to those in the Viewer's
Guide, are designed to be done by a group rather than to be completed by an individual.
The Seminar Guide contains detailed instructions for conducting these exercises as well
as suggested timing.

These exercises often require the participants to write down their answers. The Viewer’s
Guide contains prepared pages that participants can use to record their responses. These
page numbers are referenced in the Seminar Guide so you can direct participants to the
appropriate pages to complete the exercises.

You should view the Seminar Guide as a suggested structure for the Workshop, not as a
rigid set of required exercises. The discussions may go off in unexpected directions; you
may choose to skip an exercise because the group is getting a lot of value out of spending
more time on a preceding one; you may decide to use an exercise from your own
repertoire or design one on the spot—these options are all possible, so long as the group
continues to focus on understanding, assessing, and identifying required changes to the
corporate culture of the organization.
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INTRODUCTION (continued)

‘ Pre-Program Planning and Check List:
Equipment/Logistics:
* Two flip chart stands with pads
* Markers and tape

* A video playback unit and large monitor

Materials:

* Viewer’s Guide for each participant

* Seminar Guide

* Corporate Culture and Performance V ideotape

* John Kotter’s book—Corporate Culture and Performance

* Corporate Cultire Diagnostic Questionnaire (The Seminar package contains one copy o
the Diagnostic Questionnaire, You need to make copies of the Diagnostic Questionnair.
so that each participant will have one at the session. )

Note: The materials indicated in italics are part of your Seminar package. You need to be responsible for providi
the remaining materials and equipment.

Room Setup:

. Where at all possible, conduct the session with participants sitting at a round table or i)
a U-shaped classroom setup. This allows for the optimum interaction and discussion
among participants.

e g e — e
———— —

Flip Chart Flip Chart

]

Video Playback Unit
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parT 1; CULTURE AND PERFORMANCE
MoDULE 1: INTRODUCTION TO CORPORATE CULTURE

Introduction to Module 1
Purpose:

« To understand what corporate culture is, and how it impacts the long-term financial
performance of an organization.

» To help participants begin to identify their own corporate culture as well as assess the
impact their culture has had—and will have in the future—on their organization’s
economic performance.

Pre-Tape Comments:

+ Welcome participants and introduce yourself.
- Review the overall objectives for the Workshop. These are:
To help you. ..
1. Understand vour own corporate culture;
2. Assess how adaptive your current corporate culture is;
3. Develop action plans for creating a more adaptive corporate culture.
- Review the overall agenda for the program.

. + Review the logistics of the program. This should cover the specific structure the Workshop
will take for you and your group—as a full three-day session covering all six Modules, as
individual Modules separated by days or weeks, or some combination of these.

+ Review the structure of the Viewer’s Guide.

+ Review the purpose of the first Module (described above), and then play Segment 1 of
the videotape.

Segment 1 Videotape: Approx. 20 min.

Segment 1 Overview:
This segment explores two critical questions about culture:

+ What is corporate culture?

« Is there a relationship between corporate culture and organizational performance?
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MODULE 1 (continued)

l Segment 1 Overview (continued):
What is corporate culture?

Organizational culture is defined by Professor Kotter as having two levels. At the deepest
level, culture refers to a set of values that are shared by a group of people, and that
persist over time even when group membership changes. At the more visible level,
culture refers to a set of behaviors that are common among the members of a group
because these behaviors are expected by everyone. New employees are automatically
encouraged to follow these behavior norms by other members of the group.

Behavior norms are not only more visible than values, but are also much easier to change.

Invisible Harder to Change

Shared Values

Behavior Norms

Visible Easier to Change

Corporate culture is a subset of organizational culture. It refers to values and behavior
norms shared across the management levels of an organization.
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MODULE 1 (continued)

F Segment 1 Overview (continued):
Is there a relationship between corporate culture and organizational
performance?
Professor Kotter’s research suggests that corporate culture can have a significant impact
on the long-term financial performance of an organization. Corporate culture can create
an environment that enhances an organization’s ability to take advantage of market
opportunities, or that directly impedes it.

In addition, his research shows that:

« Corporate culture will have an even greater impact on a corporate economic
performance in the next decade;

+ Corporate cultures that inhibit strong, long-term financial performance develop easily;
in fact, the “path of least resistance” leads to unhealthy cultures, while performance-
enhancing cultures take strong management attention and effort;

« Corporate cultures can be changed to become more performance-enhancing; the
management ranks in an organization have it within their power to build a culture
where people anticipate change in the business environment and respond effectively to
these changes, resulting in an improved market position and greater financial returns.

. rPost-‘l'ape Discussion: 30 min.
|

After viewing the tape segment, lead a group discussion focused on the questions listed
below. Record participants’ responses on a flip chart.

« What was your overall reaction to what Professor Kotter presented in the tape?

+ What examples do you have from your own experiences where corporate culture has
impacted the long-term financial performance of an organization?

» How would you describe the central values of this organization’s management?

. What are the central behavior norms that are shared among managers across this
organization?

+ What kind of impact —positive or negative—do these values and behavior norms have
on the organization’s performance?

@ SEMINAR GUIDE




MODULE 1 (continued)

[ Exercises:

Identifying Current Shared Values and Behavior Norms 60 min,

This exercise is designed to help the group identify in more detail the shared values and
behavior norms that make up the corporate culture of the organization.

* Divide the group into teams of four or five.

* Ask each team to identify the five most widely shared values and the Jfive most powerful
behavior norms within the organization’s management group, and jot these down on
page 11 of the Viewer’s Guide in the first column,

* Each team should then evaluate each value/behavior in terms of its impact on the
organization’s performance, and put that score in the second column. They should use
the 1-to-5 scale described below to do this:

I = Very Negative Impact
2 = Negative Impact

3 = No Impact

4 = Positive Impact

5 = Very Positive Impact

* Finally, for each value/behavior, the team should describe a specific instance that has
occurred within the organization and that shows how specifically the value/behavior has
affected performance.

* Give the teams 30 minutes to do the exercise.

* When the full group reconvenes, ask each team to present the results of its work. Build a
list of the teams’ values/behavior norms and their performance impact scores on flip
charts—don’t attempt to capture the examples. Post the flip charts around the room.
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MODULE 1 (continued)

Exercises (continued):
Identifying Current Shared Values and Behavior Norms 60 min.

(alternate exercise)

This exercise is an alternative to the one described above. The purpose, setup, and timing
are the same; the major difference is that the teams focus on identifying a corporate
“story” and one or two “heroes” as a way to identify shared values and behavior norms.
This exercise can replace the preceding one, or it can be used in conjunction with it—
i.e., have half the teams do the first exercise while the other half does this one.

« Ask the teams to select one corporate “story” that is widely shared throughout the
management ranks and that is repeated often, and to identify two or three managers who
are perceived as “heroes.” They should jot these down on page 12 of the Viewer’s Guide.

» They should then identify three to five key values/behavior norms that the story illustrates,
and three to five key values/behavior norms that these heroes exemplify.

« Each team should then evaluate each value/behavior norm in terms of its impact on the
organization’s performance, and put that score in the second column. They should use
the 1-to-5 scale described below to do this:

1 = Very Negative Impact
2 = Negative Impact

3 = No Impact
. 4 = Positive Impact
5 = Very Positive Impact
+ Give the teams 30 minutes to do the exercise.

« When the full group reconvenes, ask each team to present the results of its work. Build a
list of the teams’ values/behavior norms and their performance impact scores on flip
charts and post them around the room.
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MODULE 1 (continued)

l Exercises (continued):
Assessing the Impact on Future Performance: 45 min,

This exercise is designed to help participants begin to identify whether the current
corporate culture will be a help or a hindrance to the organization in the future.

* First, ask the full group to look ahead into the future and think about the critical
changes that will have occurred in their business environment. Record their comments
on a flip chart.

* With these changes in mind, ask the group to review the shared values and behavior
norms that they identified in the preceding exercise. (The flip charts from this exercise
should be posted around the room.)

* Ask the group to identify those values and norms that, in their view, will be either a !
bigger problem or even more useful, and explain why. Build one flip chart for the “bigger
problem” values/norms and one for the “even more useful.” Capture both the !
values/norms and the rationale for their answers.
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PART 1: CULTURE AND PERFORMANCE
MODULE 2: LOW-PERFORMANCE CULTURES

Introduction to Module 2:
Purpose:
+ To explore the characteristics of unhealthy cultures, where they come from, and how
they undermine an organization's economic performance.

=
E

« To have participants identify elements of their own corporate culture that are unhealthy
and that impede the organization’s ability to achieve superior financial returns.

Pre-Tape Comments:

« Review what you accomplished in Module 1 of the Seminar.

« Review the purpose of Module 2 (described above), and then play Segment 2 of the
videotape.

| Segment 2 Videotape: Approx. 20 min.

Segment 2 Overview:
This segment explores the nature of low-performance cultures and addresses three key
questions:

. . What characterizes low-performance corporate cultures?
« Where do they come from?

+ How exactly does this type of culture undermine economic performance?

What characterizes low-performance cultures?

Professor Kotter suggests that unhealthy corporate cultures seem to share three critical
characteristics. First, managers tend to be arrogant, behaving as if they have all the
answers and rarely looking outside the firm for new and better business ideas. Second,
managers in these organizations tend to value themselves, their own immediate work
groups, and their own particular products and services more highly than anything else.
Finally, these organizations tend to be highly bureaucratic, focusing excessively on
procedures, stability, and order.
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MODULE 2 (continued)

I Segment 2 Overview (continued):

< e|npowy

Where do these unadaptive cultures come from?

By studying the histories of 20 corporations with unadaptive corporate cultures,
Professor Kotter identified a particular pattern of events that was common to most
of them:

* Through some combination of visionary leadership and/or luck, each of these firms
developed a good business strategy and implemented it effectively.

* Because the strategy worked well, it allowed these organizations to acquire a strong
market position and to sustain that position over time. This dominant position in the
market brought these companies substantial growth and profitability, with little real
competition or adversity.

* Business success created a strong corporate culture—a set of values and behavior norms
shared across the management levels of these firms.

* Success bred arrogance. Managers began to believe that they were the best, and that their
particular ways of doing business could not be improved upon.

* Pressures on the firms were all internal. With little competition from the outside,
internal competition among divisions and departments grew. Managers became
concerned primarily with promoting the interests of their own particular groups or
products.

* Driven by the need to cope with high growth, these firms began to put into place a
bureaucracy staffed by managers who were focused on systems, structures, and controls,
rather than on leadership and vision.

SENIOR MANAGEMENT

Effective Strategy

BRI rEre T

Management Arrogance

Business Success Parochial Focus

Emphasis on Stab"ilit-; e
and Control

Unadaptive Culture
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MODULE 2 (continued)

Seg;ent 2 Overview (continued):
How exactly does this type of culture undermine economic performance?

Professor Kotter points out that this type of corporate culture undermines economic
performance because it prevents the organization from adapting to change. Arrogance,
insularity, and lack of leadership can create an environment where managers ignore
critical information and cling to strategies and practices that are no longer effective.

C o|npoi

Post-Tape Discussion : 45 min.

After viewing the tape segment, lead a group discussion focused on the questions
listed below. Record participants’ responses on a flip chart.

» What are your reactions to what Professor Kotter discusses in this tape segment?

+ Given any experiences you may have had with low-performance cultures, how do these
organizations fit the profile which Professor Kotter describes?

* How open to new ideas from the outside are the management ranks in this
organization? Do managers typically challenge the status quo? Do managers look for
better ways to conduct the business?

* Would you characterize your organization as political? How focused are managers on
advancing themselves, their products, and their own immediate work groups? How
. concerned are they with truly satisfying the legitimate interests of customers? Of
employees? Of shareholders?

* Would you characterize this organization as highly bureaucratic? Are managers more
concerned with control, stability, and order? Are innovation and initiative stifled?

* What critical events have helped to shape this organization’s cultural profile?
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MODULE 2 (continued)

l Exercises:
Diagnosing Your Organization’s Culture:

This exercise is designed to help participants diagnose their current corporate culture,
and in particular, identify any areas that are characteristic of low-performance cultures.
The exercise is divided into two parts—the first part is designed to be done individually;
the second part should be conducted in teams.

=
]
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Individual Exercise: 30 min,

* Hand out the Corporate Culture Diagnostic Questionnaire to all participants and have
them complete Part 1. Give participants about 10 minutes to do this.

* Once they have completed Part 1, each participant should pick out two of the lowest
rated items from Part 1—where the score was a 1 or a 2—and jot these down on the
form provided on page 18 of the Viewer’s Guide.

* Still working individually, participants should complete the remainder of the form on
page 18. For each item they selected, they should describe:

1. a specific instance that has occurred in their organization and that illustrates why they
gave the item the rating they did;

2. the impact that incident had on the organization’s performance;

focusing on key past events in the organization’s history and trying to identify where

3. how that particular shared value or behavior norm evolved in the organization,
@
| that particular value/behavior came from.

Team Exercise: 60 min.

* Divide the group into teams of three or four.

* Ask each team to consolidate their work by coming up with a team list of the three fo five
lowest rated items from Part 1 of the Diagnostic Questionnaire. Each team should prepare
a flip chart which identifies these three to five items.

* In addition, the teams should be prepared to describe a specific incident to illustrate why
they rated each item low, what impact that incident had on the organization’s
performance, and how that particular shared value or behavior norm evolved.

* Give the teams 30 minutes to do this part of the exercise.

* When the full group reconvenes, have each team present its results. After all the teams
have presented their flip charts, lead a group discussion focusing on the similarities and
differences among the teams’ analyses.
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PART 1: CULTURE AND PERFORMANCE
MODULE 3: ADAPTIVE CULTURES

Introduction to Module 3:
Purpose:
« To describe the characteristics of adaptive cultures, how they evolve, and how they are
preserved over time.

« To have participants determine how adaptive their corporate culture is, as well as what
they and other senior managers do that maintains adaptive aspects of their culture.

Pre-Tape Comments:

« Review what you accomplished in Module 2 of the Seminar.

+ Review the purpose of Module 3 (described above), and then play Segment 3 of the
videotape.

Segment 3 Videotape: Approx. 20 min.

Segment 3 Overview:
This segment focuses on describing adaptive corporate cultures in more detail, and
addresses the following three questions:

» What are the key characteristics of an adaptive culture?
+ How do adaptive cultures develop?

» How are adaptive cultures maintained over time?

What are the key characteristics of an adaptive culture?

Adaptive corporate cultures are characterized by two key elements:

« Managers pay close attention to all three critical constituencies of the business—
employees, stockholders, and customers. In many cultures, managers value one or even
two constituencies highly, but not all three. In unadaptive cultures, managers tend to
focus mainly on themselves or their own immediate work group.

« Leadership up and down the management hierarchy is valued; people are encouraged to
provide leadership and initiate change when needed to satisfy the legitimate interests of
those constituencies. In many cultures, this is not true. In unadaptive cultures, orderly
and risk-reducing management processes are valued much more highly than leadership
initiatives.

How does supporting leadership and valuing all three constituencies relate to
adaptability? Professor Kotter has found that when managers pay attention to these
three constituencies, they are quick to spot trends that may affect any or all of them.
And if the firm values leadership at multiple levels, then the organization has the
resources to drive whatever initiatives are needed to respond to these changes.
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MODULE 3 (continued)

] Segment 3 Overview (continued):
How do adaptive cultures develop? 1

Professor Kotter’s research shows that organizations with adaptive corporate cultures
have a different historical pattern than those with unadaptive cultures, {}

* In firms with adaptive cultures, the leadership core created a focus early in the firm’s life
on customers, employees, and stockholders, and on competent leadership throughout

the company.

* As these firms became successful, the leadership core reinforced these key values by
continuously emphasizing the importance they had in creating success.

* Continued success created an increasingly broad group of managers committed to these
values, and adaptive cultures became strongly embedded in these organizations.

SENIOR MANAGEMENT

g

Effective Strategy

Emphasis on Role of 3 Constituencies
In Creating Success

B e MU T S

Y Emphasis on Importance of
Busmgss Success Leadership in Creating Success

Adaptive Culture
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MODULE 3 (continued)

| Segment 3 Overview (continued):
| How are adaptive cultures maintained over time?
) In order for adaptive cultures to survive over time, Professor Kotter points out the need
| for top managers to:

« Constantly communicate these core values—verbally and in writing;

« Behave in ways that are consistent with these values—through how they personally
behave, whom they hire, whom they promote, what they reward, etc.

l Post-Tape Discussion: 30 min.
After viewing the tape segment, lead a group discussion focused on the questions listed
below. Record participants’ responses on a flip chart.

=
)
¥
=
o
w

+ What is your reaction to Professor Kotter’s definition of an adaptive culture?

» How highly valued are customers, employees, and stockholders in your organization?
Do managers generally act in ways that demonstrate concern for addressing the needs of
these three constituencies? Are all three valued equally, or is one valued much more
highly than the other two?

. « How much is leadership valued in your organization? Are managers encouraged to take
the initiative and make changes necessary to satisfy the interests of the three
constituencies?

« What critical events have helped to shape your organization’s cultural profile?

I Exercises:
Diagnosing Your Corporate Culture (continued)

This exercise is a continuation of the exercise in Module 2. In this case, however,
participants begin to focus in-depth on particular areas of their corporate culture that
are characteristic of adaptive cultures. The exercise is again divided into two parts—the
first part is designed to be done individually; the second part should be conducted in
teams.

—

—-_—
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MODULE 3 (continued)

l Exercises (continued):

Individual Exercise: 20 min,

* Each participant should review his or her completed Corporate Culture Diagnostic
Questionnaire and pick out two of the highest rated items from Part 1—where the score
was a 4 or a 5. Each participant should use pages 23 and 24 of the Viewer’s Guide to jot
down these items.

+ Still working individually, participants should complete the remainder of the form on
pages 23 and 24. For each item they selected, they should describe:

1. a specific instance that has occurred in their organization and that illustrates why they
gave the item the rating they did;

2. the impact that incident had on the organization’s performance;

3. how that particular shared value or behavior norm evolved in the organization,
focusing on key past events in the organization’s history and trying to identify where
that particular behavior came from.

* Finally, each participant should identify specific ways in which the management ranks
maintain these values/behaviors in the organization—for example, “screening” potential
management hires for how well their values and behaviors will fit in; developing
management training programs that explicitly teach core values and behavior norms;
rewarding people who follow cultural norms and penalizing those who do not, etc.

Team Exercise: 70 min.

* Divide the group into teams of three or four.

* Again, ask each team to consolidate their work by coming up with a team list of the three
to five highest rated items from Part 1 of the Diagnostic Questionnaire. Each team should
prepare a flip chart that identifies these three to five items.

* In addition, the teams should be prepared to describe a specific incident to illustrate why
they rated each item low, what impact that incident had on the organization’s
performance, and how that particular shared value or behavior norm evolved. Lastly, the
teams should be prepared to discuss three things they do as managers to preserve and
maintain these behavior norms over time.

* Give the teams 40 minutes to do this part of the exercise.

* When the full group reconvenes, have each team present its results. After all the teams
have presented their flip charts, lead a group discussion focusing on the similarities and
differences among the teams’ analyses.
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MODULE 3 (continued)

r Exercises (continued):
Assessing Patterns in Your Culture:

In this exercise, participants identify the overall corporate culture profile for their
organization based on a consolidation of their Corporate Culture Diagnostic
Questionnaires. Again, the exercise is divided into two parts—the first part is designed to
be done individually; the second part should be conducted as a full group.

Individual Exercise: 20 min.

« Each participant should complete the Culture Diagnostic Scoring Sheet on page 26 of
the Viewer’s Guide. (Page 25 contains brief instructions for completing the Scoring
Sheet.) The scores they calculate on this sheet are based on their responses from Part |
of the Corporate Culture Diagnostic Questionnaire, and will give participants a sense of
how adaptive their corporate culture currently is. After completing the sheet, each
participant should have calculated a series of eight averages which helps describe the
organization’s corporate culture:

=
;

« An average score for the two key dimensions of an adaptive culture—Valuing
Constituencies and Valuing Leadership.

« Average scores for each of the three clusters within Valuing Constituencies: Employees,
Shareholders, and Customers.

» Average scores for each of the three clusters within Valuing Leadership: Establishing
. Direction, Aligning People, and Motivating/Inspiring.

+ Give participants about 20 minutes to do this.

Group Exercise: 40 min.

« In order to have a discussion about the overall corporate culture in the organization as
the participants view it, their individual Scoring Sheets need to be consolidated into one
set of average scores for the full group. To do this, designate one participant to collect
the six cluster scores from each of the participants and to calculate an average for the
group. In addition, this person should calculate an overall average for Valuing
Constituencies and an overall average for Valuing Leadership—each of these two averages
is simply an average of the three cluster averages within the dimension.
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MODULE 3 (continued)

I Exercises (continued):

€ sjnpop

Group Exercises

* While the participants are calculating the group’s averages, you should prepare the
following flip chart:

Current Corporate Culture

Valuing Constituencies:
Employees Avg.
Shareholders Avg.
Customers Avg.
Overall Avg.

Valuing Leadership:
Est. Direction Avg.
Aligning People Avg.
Mot./Inspiring Avg.

Overall Avg.

—J|

—_—

* Once the group has calculated the overall averages for the current culture, capture these
averages on the flip chart.

* Ask the participants to analyze the patterns in the data and to capture the key points on
another flip chart.

- First, look at the overall averages for the two dimensions Valuing Constituencies and
Valuing Leadership. Is one substantially higher or lower than the other? What are
the implications of this pattern?

- Next, look at the averages for the three clusters within the Valuing Constituencies
dimension. Are all three at similar levels, or is one cluster significantly higher (or
lower) than the others? What are the implications of this for your business?

Note: If, for example, the organization values Shareholders and Customers much more highly
than Employees, Employees may feel that their concerns are unimportant, and may act in ways
that ultimately do not serve the customer.

- Finally, look at the averages for the three clusters within the Valuing Leadership
dimension. Are all three at similar levels, or is one cluster significantly higher (or
lower) than the others? What are the implications of this for your business?

Note: If, for example, the scores are high on Establishing Direction and on Aligning People, but
low on Motivating/Inspiring, this may mean that, while the firm’s vision is well understood, it is
not being implemented as effectively as it could be.
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PART 2: CHANGING CULTURE
MODULE 4: THE PROCESS OF CULTURAL CHANGE

Introduction to Module 4:
Purpose:

+ To explore the difficulties and obstacles inherent in creating culture change and to
describe the kinds of activities leaders need to focus on in order to implement an
effective culture change effort.

+ To help participants determine the corporate culture that their organization requires for
success in the future, and to identify how much of a culture change they need to
accomplish.

Pre-Tape Comments:

+ Review what you accomplished in Module 3 of the Seminar.

« Review the purpose of Module 4 (described above), and then play Segment 4 of the
videotape.

r Segment 4 Videotape: Approx. 20 min.

Segment 4 Overview:
This segment focuses on the process of changing corporate culture and addresses the

. following questions:

» What is culture change, and what isn’t?

=
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» Why is changing corporate culture so difficult?

+ What needs to happen to create culture change?

What is culture change, and what isn’t?

As Professor Kotter points out, it is important to recognize what constitutes true culture
change in an organization. People tend to label any organizational change as “culture”
change—for example, if the boss decides to make the work hours 8:00 a.m. to 5:00 p.m.
instead of 8:30 a.m. to 5:30 p.m. However, this example is not a change in the culture—
it is simply a change in the rules. Unless the change represents a shift in shared values
and behavior norms, it is not truly culture change.

It is also important to recognize that the challenge of changing culture is different from
the challenge inherent in maintaining an already adaptive culture over time.
Maintaining an effective culture can be difficult, particularly when the organization is
under severe stress from expansion or from acquisitions that bring with them different
cultures of their own. But, transforming a problem culture into one that enhances long-
term economic performance is a substantially more difficult effort.
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MODULE 4 (continued)

! Segment 4 Overview (continued):

Why is changing corporate culture so difficult?

Transforming an organization’s corporate culture can be done, but it happens slowly
and with great effort. Four basic characteristics of culture make this the case:

* The two levels of culture—shared values and behavior norms—are interdependent,
Making policy changes may accomplish some limited behavior change, but if some
values still remain that are inconsistent with those behaviors, forces can build over time
to reinstate old practices.

* The culture within an organization usually helps support the current power structure,
and therefore the power structure usually fights any change that might threaten its
privileges.

* Culture is perpetuated by a variety of mechanisms within the organization. If the
appraisal, reward, and promotion systems in the organization are not revamped in some
way, these will slowly undermine any change effort.

* Because culture touches human values, changing culture causes strong emotions; fearing
loss, people will cling harder to the familiar and fight to keep the status quo,

@ SEMINAR GUIDE




MODULE 4 (continued)
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rSegment 4 Overview (continued):

What needs to happen to create culture change?

Professor Kotter studied a number of companies that successfully implemented major
culture change despite the difficulties inherent in such an effort. These success examples
suggest that leaders who want to create culture change should focus their energies on a
few critical activities:

« Creating an atmosphere of perceived “crisis” in the organization; without dissatisfaction
with the current state, there is little incentive for managers to change familiar patterns of
behavior.

» Developing or clarifying a vision of what changes are needed so that people have a clear
sense of where the organization is going, and where they should be headed.

« Communicating the vision widely and repeatedly; using simple, powerful, and consistent
language.
» Modeling, through their own actions, the kinds of values and practices they want infused

into their firms; “walking the talk” gives credibility to the words, and provides examples
to others in the organization of what behavior is expected.

« Empowering other people to start acting in ways that are consistent with the desired
values, and to implement new strategies and practices; part of empowering others is
removing barriers within the organization which get in the way of the desired behavior.

« Looking for some quick but sustainable successes; short-term successes are critical in order
to give the change effort some credibility, keep people motivated, and demonstrate
positive results to the organization.

« Demonstrating patience and persistence; major culture change takes a long time—years
not months—and the willingness to persist in the face of obstacles and setbacks is

critical.
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MODULE 4 (continued)

] Post-Tape Discussion: 45 min,
After viewing the tape segment, lead a group discussion focused on the questions listed
below. Record participants’ responses on a flip chart.

* What experiences have you had with culture change—in your own organizations or in
others?

* How are your experiences similar to or different from the examples discussed on
the tape?

* As you think about your own experiences with major culture change, what worked—
and what didn’t—in accomplishing the change?

* As you assess your own corporate culture, are you facing a major culture change issue? If
50, how would you describe what needs to change?

l Exercises:
Assessing the Need for Culture Change

In this exercise, participants begin to identify in more detail the scope of the culture
change that they may need to implement. The exercise is divided into three parts:

* The first part is a full-group discussion focusing on identifying key trends in the
company’s business environment that will provide the greatest challenge to the
company’s future success;

* The third part of the exercise is designed to consolidate participants’ individual
assessments of the required corporate culture into a composite for the group as a whole,

@ SEMINAR GuiDE




MODULE 4 (continued)

| Exercises (continued):
30 min.

Group Discussion:
» During an earlier exercise—Assessing the Impact on Future Performance from
Module 1—participants began to identify critical changes that may take place in their

business environment.

+ Ask the participants to review those flip charts and to identify the three to five most
critical challenges they feel the company faces in the future. Capture the results of this

discussion on a flip chart.

Individual Exercise: 30 min.

« With these critical challenges in mind, participants should complete Part 2 of the
Corporate Culture Diagnostic Questionnaire. Give them about 10 minutes to do this.

« Once participants have finished completing Part 2, they should complete the Culture
Diagnostic Scoring Sheet on page 32 of the Viewer’s Guide. This Scoring Sheet is similar
to the one they completed for Part 1—the specific instructions for the Scoring Sheet are
on page 31 of the Viewer’s Guide.
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MODULE 4 (continued)

| | Exercises (continued):

Group Exercise: 45 nin,

* In order to have a discussion about the overall required corporate culture as the
participants view it, their individual Scoring Sheets need to be consolidated into one set
of average scores for the full group. To do this, designate one participant to collect the
six cluster scores from each of the participants and to calculate an average for the group.

* While the participants are calculating the group’s averages, you should prepare the
following flip chart:

Required Corporate Culture

Valuing Constituencies:

Employees Avg.
Shareholders Avg.
Customers Avg.

Overall Avg.

Valuing Leadership:

Est. Direction Avg.

Aligning People Avg,

Mot./Inspiring Avg,
Overall Avg,

—

* Once the group has calculated the overall averages for the current culture, capture these
averages on the flip chart.

* Ask the participants to analyze the patterns in the data and capture the key points from
the discussion on another flip chart.

- Which items or clusters were assessed as most important for the organization’s
success? Why?

- Which items or clusters seemed less important? Why?
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PART 2: CHANGING CULTURE
MODULE 5: CHANGE AGENTS

| Introduction to Module 5:
Purpose:
* To describe the specific leadership behaviors required to develop and sustain a more
adaptive culture.

« To have participants assess their own performance as leaders in the organization, and to
identify obstacles to these leadership practices.

Pre-Tape Comments:
* Review what you accomplished in Module 4 of the Seminar.

* Review the purpose of Module 5 (described above), and then play Segment 5 of the
videotape.

Segment 5 Videotape: Approx. 20 min.

; Segment 5 Overview:

The preceding segment focused on the challenge of changing an organization’s culture
and the process for successfully producing culture change; this segment looks at culture
change agents and what they do as individuals in order to produce effective change.

* What specific behaviors does a successful culture change agent engage in?
+ What kinds of people are able to act as culture change agents?

What specific behaviors does a successful culture change agent engage in?

Fundamentally, successful culture change agents provide a great deal of leadership.
Leadership does not mean planning, organizing, and controlling; leadership means
providing people with direction or vision to guide their actions, aligning people behind
that vision, and motivating them to accomplish it. More specifically, these three areas of

leadership involve the following practices:

+ Establishing Direction:

- Keeping in touch with the needs of internal and external customers, shareholders,
and employees;

- Constantly challenging assumptions and “conventional wisdom™;

- Creating a vision for the company, the division, or the department that is both
exciting and sensible;

- Developing realistic strategies for accomplishing the vision.
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MODULE 5 (continued)

f Segment 5 Overview (continued):
» Aligning People:

- Constantly communicating the direction in which people should go;

- Communicating the vision (of the firm, the division, the department) in a clear,
simple, and powerful way;

- Behaving in ways which are consistent with the vision;
- Demonstrating personal commitment to the company’s vision and strategy.
* Motivating/Inspiring:
- Communicating the vision in a way that connects to people’s individual values;
- Involving people in deciding how to implement visions and strategies;
- Providing coaching and feedback to guide people in achieving the vision;

- Providing enthusiastic support to people in their efforts to accomplish important
goals;

- Recognizing and rewarding people for successfully implementing the vision.

What Kkinds of people are able to act as culture change agents?

. The successful culture change agents studied by Professor Kotter shared a particular
“profile™:

* They tended to have a proven track record of producing change in the past, and
consequently took on their current challenge with some experience at implementing
change efforts;

* They tended to have an “outsider” perspective, characterized by an openness to new
ideas and approaches;

a[npop

* At the same time, they also had an insider’s power base with the credibility and the
access to resources necessary to get the job done.
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MODULE 5 (continued)

| segment 5 Overview (continued):

Developing a more adaptive culture starts with the individual—with change agents who
have certain characteristics and who engage in specific leadership behaviors. Working
collectively and focusing on key process steps for producing change, these change agents
can produce the changes necessary to create a more adaptive culture.

AU PLATS - s i - e =

Change Agents
Characteristics + Behaviors

R TR AT e

The Process of Change

M SR TR et 7 R VA M T A A

More Adaptive Culture

Post-Tape Discussion:

30 min.

After viewing the tape segment, lead a group discussion focused on the questions listed
below. Record participants’ responses on a flip chart.

+ As you look at managers in general within the firm, how would you assess the level of
performance in the three areas described above—Establishing Direction, Aligning

People, and Motivating/Inspiring?

+ What are the obstacles to these leadership behaviors within your organization? How can
you overcome them?

» How much leadership “bench strength” do you have in your organization? Are the
leadership skills found throughout the management ranks or limited to a few

individuals?

« How will you go about expanding the leadership within your organization?
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MODULE 5 (continued)

l Exercises:

Assessing Your Leadership Performance:

In this exercise, participants develop a sense of their own effectiveness as change agents
by assessing how much they engage in the key leadership practices described in the tape.
Participants work individually to complete the Leadership Self-Assessment
Questionnaire and the Scoring Sheet; this individual activity concludes with a personal
planning section, where each individual identifies one or two leadership areas to focus
on, and generates specific actions he or she could take to improve in those areas.

Individual Exercise: 20 min.

* Each participant should complete the Leadership Self-Assessment Questionnaire on
page 36 of the Viewer’s Guide. Give participants about 10 minutes to do this. Before they
begin the exercise, it is helpful to provide the group with the following guidelines:

- The questionnaire is for each participant’s own use—no one else will see it: they are
not going to be asked to share it with anyone.

- Participants should take the time to consider the questions carefully, and answer
each question as honestly and as thoughtfully as they can.

- Participants should work individually and silently during this entire exercise.

* After 10 minutes, when participants have completed the questionnaire, ask them to
move on to the Scoring Sheet on page 37 of the Viewer’s Guide. This Scoring Sheet will
help them get a clearer picture of their strengths and weaknesses as leaders of change in
the organization. They should take about 10 minutes to complete the Scoring Sheet, and
calculate their average scores for the three leadership clusters—Establishing Direction,
Aligning People, and Motivating/Inspiring,

Individual Exercise: 20 min,

* Let the participants know that they will have about 20 minutes for personal planning,
focusing on the results of their Leadership Self-Assessment Questionnaires. Ask each
participant to use a blank sheet of paper for this exercise.

S o[npoyy

* They will first need to review their data and identify any key patterns in the scores. On
the front of the blank page, they should jot down their five highest scores and their five
lowest scores from the questionnaire. They should also jot down two key messages from
the data—what does the data tell them about their leadership strengths and weaknesses?

* Then each participant should identify one or two leadership areas—specific practices or
groups of practices—where the participant might want to focus in order to improve his
or her leadership within the organization. On the back of their planning sheets,
participants should identify specific actions they can take to address each of those
areas/practices where they scored lowest.
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MODULE 5 (continued)

E;ercises (continued):

Identifying Obstacles to Leadership Practices:

This exercise focuses on identifying critical obstacles to effective leadership in the
organization, and on identifying specific changes that may need to be made to reduce or
eliminate those obstacles. The exercise is divided into two parts—the first part is a full
group discussion; the second part is designed to be done in pairs.

Group Discussion: 30 min,

* Ask the group to review their own Self-Assessment scores, and the overall scores the
group calculated for Valuing Leadership from Part 1 of the Diagnostic Questionnaire.
These scores reflect their views on (a) how much each of them engages in these
leadership practices, and (b) how much the management ranks in general demonstrate
these behaviors.

* Ask the group to identify critical obstacles to leadership within the organization. Make
sure that when the group identifies an obstacle, they also identify which leadership
practice (or practices) is (are) most impacted by the obstacle. The following questions
may be helpful in focusing the discussion:

- Do competitive pressures create obstacles to leadership practices? What about other
environmental factors, such as customer demands or regulatory issues?

- Does the organization’s vision and strategy create leadership issues? Are the
organization’s strategic requirements or financial goals so stringent that they create
pressure for managers to behave in ways that are contrary to the leadership
practices?

- Does the formal organization structure of the firm create obstacles? What about the
appraisal and reward systems? Is the promotion process consistent with these
practices? Are there any internal procedures and policies that “get in the way” of
managers behaving as leaders?

- Are there any other obstacles that inhibit the management ranks from engaging in
these leadership practices?

* Capture the results of the discussion on flip charts.
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M ODULE 5 (continued)

| Exercises (continued):

Pairs Exercise: 50 min,

* Divide the group into pairs, and ask each pair to choose one critical obstacle from the

list to work on.

* Ask each pair to identify specific changes that may need to be made to reduce or
eliminate the obstacle they have selected, as well as fwo or three ways that they as

managers can provide leadership despite the obstacle. Each pair should prepare a flip
chart to present the results of their work to the full group.

* Give the pairs about 30 minutes to do this, Then

reconvene the full group, and ask each
pair to present its recommendations.

@ SEMINAR GUIDE




PART 2: CHANGING CULTURE
MODULE 6: GETTING STARTED

!' introduction to Module 6:
Purpose:

- To explore a variety of specific steps and actionable ideas derived from the experiences
of executives who have led culture change efforts.

+ To help participants identify and prioritize culture issues within their organization, and
to develop a preliminary Action Plan outlining specific steps they can take to create a
more adaptive culture.

Pre-Tape Comments:

* Review what you accomplished in Module 5 of the Seminar.

+ Review the purpose of Module 6 (described above), and then play Segment 6 of the
Videotape.

Segment 6 Videotape: Approx. 20 min.

|

| Segment 6 Overview: .
This tape segment contains a variety of actionable ideas derived from the observations
and experiences of several executives who have led culture change. Their comments

. should stimulate participants’ thinking about how they can begin a culture change
effort, or enhance one that is already under way.

‘ Post-Tape Discussion: 30 min.
After viewing the tape segment, lead a group discussion focused on the questions listed
below. Record participants’ responses on a flip chart.

» Were there any surprises in this list of action steps described in the tape? Why?

« Of the actions described, which are the highest priority for your organization to
implement? Lowest priority? Why?

» Which seem most practical? Least practical? Why?

] Exercises:
Identifying and Prioritizing Culture Problems—“Gap” Analysis 45 min.

This exercise and the one that follows are critical summary exercises designed to pull
together all the work done thus far in the Seminar, and to help participants develop a set

“ of recommended priority action steps which they can take to create a more adaptive
corporate culture in the organization.
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MODULE 6 (continued)

e R

[ Exercises (continued):

This first exercise focuses on the “

required corporate culture are p

Current Corporate Culture
Valuing Constituencies:
Employees Avg.
Shareholders Avg.
Customers Avg,
Overall Avg,
Valuing Leadership:
Est. Direction Avg,
Aligning People Avg.
Mot./Inspiring Avg.
Overall Avg.
— =

* On the two charts, mark or circle the larg
culture. For each major gap,

gap exists:

- Is it because the current culture score is very low and,

-Is it because the required culture score is s
score, even though that score—when not
seem reasonably high? If this is the case,
required culture score?

gaps” between the current corporate culture—as
e scores from Part 1 of the Diagnostic Questionnaire—

re—from Part 2’s composite scores. Before beginning

flip charts summarizing current corporate culture and
osted at the front of the room:

Required Corporate Culture
Valuing Constituencies:
Employees Avg.
Shareholders Avg.
Customers Avg,
Overall Avg,
Valuing Leadership:
Est. Direction Avg.
Aligning People Avg.
Mot./Inspiring Avg.
Overall Avg,
i

* Capture the group’s observations on a blank flip chart.

@ SEMINAR GUIDE
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MODULE 6 (continued)

f | Exerches (continued):
| Developing an Action Plan: 45 min.

| This final exercise takes the full group through an action planning process designed to
| identify specific steps that this management group needs to take to address the priority
| culture gaps identified in the preceding exercise.

« First, ask the group to identify the one or two highest priority culture gaps from the
| analysis they did in the prior exercise.

« For each of these priority gaps, develop an Action Plan which identifies:
- Action Steps—next three months;
} - Who will be responsible for accomplishing each step;

- What additional help or resources are needed.

- Action Steps—next six months;
- Who will be responsible for accomplishing each step;

- What additional help or resources are needed.

« Use a prepared flip chart like the one illustrated below to capture this information:

m

Priority Gap

‘ Action Steps  Who? Help Needed
Next 3 Months

Action Steps ~ Who? Help Needed
Next 6 Months
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MODULE 6 (continued)

l Closing Comments:

* Review the overall objectives for the Workshop.

* Summarize the two flip charts that describe the cu rrent corporate culture of the

organization and the required corporate culture, and summarize the key gaps between
the two.

* Review briefly the action steps the group has developed.

* Ask the participants if there are any “next steps” that the group needs to take—for
example, reconvening the group for follow-up meetings to discuss the status of the action
steps; conducting small-group sessions with their direct reports to go through a similar
seminar process, etc. The facilitator’s next step is to ensure that the action planning charts
are typed up and distributed to the participants as a record of their work,

* Thank the group for their participation.

@ SEMINAR GuUIDE




USES AND
BENEFITS

A Guide for the
Highlight Tape




®_0_9
0%0%2%0
0090%:%

DIULLOLIGY PUE 2NIND deiodio)

spea waunaeda(] - siafeurpy [e12Ud0) o
s1afeuejy 101UIS . s1010 SunesadQ joryD) .
SJUIPISAL ] UOISIAI(] « S130J () 2ANNDIXT JAIYD) «

210§ pausisap A[[eoy1dads U2aq AL JEULIO) PUE JUILOD S]] “SIATINIIXD JOIUIS
10 2duatiadxa Suruiea] ajqenea pue anbiun v st duvIofiag puv ammin?) apiodios)

SOAIINI2X2 10jUas 10 paugFisep Ajjedyyrdeds Juajuod wesgoid

‘uoneziuedio ano 1no

-ySnoay uonedonaed seunuag ut 1sasajut Sunenns Jo sueaw e se :Aem 1ayloue
ut ngasn ade | wBiySip o puy Lew nod teunuag oapip Aajdwod ap ureiqo

01 3pPap oA PINOYS “IRUTWAG 03PIA 22upHLIOf1a] pup a7 awiodior) 2|dwod
ay1 Jo aseypand spremoy ajqedidde st ade g, wSiySip ayi jo adud aseyand ay g,

"E0LL-LZZT/008 1t 221)-]|0)
JUERI[NSUO.) 19NPOL JAJA [/uRyIeN € [[e3 ased|d S1yauaq pue sasn s JBUIUAG 09pIA
3y} INOQR UONEULIOJUT JAYN 231 pinom noA ‘ade |, wBiySiy ay Suimaia saige

*s11adXa apIsiNo pue s1apea| ssautsng Aq SHUALLIOD

ydap-ut pue ‘suonesodiod [njssadans e sasuanbas uoneaoj-uo ‘suoneiuasaid

s JaNoy uyo[ woly s1diadxa sPNIdUT pur SIUIWTIS XIS S TEUIIG Y JO Y2 SIZU
-ewwins ade 1, ySryBip oy 1, reunwag oapiy Mopdwiod sy maraasd o1 dem judiuaa
-uod ‘ansuadxaur ue s1apo ade 1, WByySiy armwuwsofiag puv sy apaodio) dy |,

sp043e aFueyd NJSS229ns sojyoad ‘Juajuod JeUIDS 0OPIA SozZuewwNS ade) WENYSIH

afueyd jeam
- 105 uepd uonpe ansieal v dofaaap uaL pue ApPiemde pue APANA(GO 2mNd
$,UONEZIUERIO UMO INOA $SISSE 0] QL 3 [[,N0& DaupnLiofiag puv i) aaodio;)

(o) o) iU gl og aping y

e.©_0_9
a®a®o9,0

1 pa1aaod sanbiuyday pue sjooy Suisn “afueyd [pamymd papaau Sundays pue Suldyn
-uapt 10j wasds aapdwod v s y—uonejuasaid e isnl uey) 10w st auvLOf1d prip
aini[n?) 21p10d107) *SIPUIUIG 0IPIA JANNIIXD UL JIPEI] S PHOM ) JAJA L /ueyieN
£q paanpoad pue jooyg ssautsng] pieAIRH ) JO 19110 UYo[ J0ssajod AqQ
padojaaap wieaBoad wed-xis pareadayun ue st duvuofiag puv amyn?) apiodio)

agueyd Fupoaye
103 walsAs pajesgojul ue ‘ssusuadxa Funues) (nuamod Y lIBUIWLSS 0IPIA YL

‘siyauaq ajqesedwos deas pue—uoneziuedio umo nof soj wedord sepnurs e uo
WIequIa ued NoA “IRUIUS 03PIA 2uvHIofiad pup ainjny) aipsedio]) s DAL ueIeN
yim ‘mop “afeiueape aannadwod Jo 331n0s € 01ul amind iy wim o sdays axyey
o1 SuruuSaq aze saruedwod Auet 8papmouny SIY YIIm pauLIy Paystqeisa Apeap
uaaq aaey sueuiopad [epueuy wu-Suo] pue sanguIle [EINMD dYyads udamiaq
sYuI] AU 1yl APUAaL A[Uo S 31 Ing “paaddns o1 AN[IqE S)1 UT DUIIIJIP © s{eul
amyna s Auedwiod e jo yijenb ayy jey) umouy aaey s1opea| ssaursng s1ead 104

afejueape aannedwod jo 221n0s e ojul aunynd s Auedwod ok winy o) sAem 1aA03s1q

ammd
aandepe ‘nyssacons e Suiureisns amny
pue Suneasd jo sdudfjeyd oy 10J a1 ur paau [m uoneziuedio ok
wea) yuawaeuew anod saziSoug . sanrenb paymd Anuapt nod sdpy .
uoneziuedio o4 1oj sdas ueuniojzad uo spape s
syads oyur s)ySisut [esauad Suney pue amymo juasaxd s uoneziuedio

-sueny 10] ASojopopatu e sapiaoig «  InoA Suissasse 10§ WISAS € saplaoIq

s110JJ2 a8ueyd [nyssaddns adueuLIopad [eUBUY pue aImmd
Jo sajdwiexa 2121000 SABIIO «  21e10d10D UIIMIAQ SHUI[ AU SAYLL]D)

sjyysuaq/suopouny weigosd

HONVINIODIEJ ANV TANLIND) HIVIOJIO)D)




BNSULOIS PUE 3

N7 desodio DOULULOLIAG PUP 3NN Meiodioy

“UONEINPA 2ANNDX2 pue juawdopasp

uawafeuew 10§ ajqisuodsal Apearje a1 Loty 2dus ‘s1afeuetn FuLIeL) pue 21n0sdI
uewiny 10J Aqqen|ea 2q ose pinoys 1j ‘siadeurw pue saafojdws Loy Furdopasp

ut paajoaut auokue—speay| jwawnaedap ‘siuspisaid uoistarp ‘siafeuew proudd

: SOFD saayew-uoisap Aesodiod o anjea senonued spioy wesdoad sy yuiy |

‘00 ‘ajquieadal are sjuawdas pue sauads
[ENpIAIPUI 35IN03 JO puy “uoneziuedio anua ue noydnony pue dnod jjews
B UIyIm 10q ajqeieadal 1euitag Ayl sayew 11 181 S10IPIA JO 14aUdq INIouy

“(PUAUILODAL ] UOP [ Y1ym) Suinis auo uy
11E 3 goream 122 10 “wiesSosd JwawdoPAdp 2AINDIXD PIPUIIXD dI0W T ojul 1t Neid
-aqut ‘doysy10 A\ AEP-22111 10 ~OM] JAISUIIUL UL JO SISTQ Y} S JBUILAG A 250 A2t

¢ojedionaed pinoys oym -

“ape2ap SIYL JO 1531 1DYIAYM—SAEM JO A1DLIEA B UT [BLIDIEW L) LOIJ LLITI] O] SIIMIIA SMO[|E 11 ‘duil)
ay jo safuajpeyp 211 193t 03 a1mnd Aerodiod xay adeysol waty day o1 jesodsip awres a1 1y uoneiuasaid asHUOI [FUIS € 0JUL $20IN0S JO AILITA B LWOL) [EUdjew ﬁ,
J1ay) je sueaty jo Lewre ue aaey || Loy Lpiewnn anoeid ojur it ind pue adueyd AUIQLIOD O SN SMOJ[E 1] “JUDIDYJD PUE J[IXD[J ST 0IPIA [[B JO ISIL] "SUOSTAL [EIIAIG
[EIMIND JO UOISIA € e[ntuiio) 0 sanbiuipd) pue sjooy aaey [ Aoy pue L10jaq op Lucvoniie sy opIA Sui. inik
1,Upod Ajnjosqe 4311 sAem Ul 21NN 11211 SuIssasse 10j somatuely e asey [ A
ey puodag ‘suoneziuelio AULLL JOJ AIYMYIIOM JEUILIG L] IYEL PINOD AUO[R
asuasagyp ey pue—iydisut pue 4310 mau gim Aeme awod [ A3 [A3] duo uQ safupyd pranyno Liessazau Sunuawayduu

pure Suidjnuapt spremor dais 1511 aU) s1uLLISSISSE JeL) puy APAnafqo )1 ssasse
o) apqussod s 31 ‘spaepueis aanenuenb fewixa surede amnd s uoneziuedio umo
oA Funmseatu Ag -sjeod s1 aaa1yae 01 AIqE s UONRZIUETIO 21U Y1 JO SULIA)

LUNM AeME DUI0D SIOMAIA [[IM JEUYM

“QRINSEILL 2T SIIIJJ2 T JLY) pUL—1 UOP SIO Ut A[PA1I[[02 pUE (S2IRUTPIOQNS D] SPILMO] SIOFLURLL JO JOTARLD( L[] “ddourisul
uiepa) pue “jrom saypeosdde pue sto1avyaq urentad eyl 98papmouy| pautea-piey 10§) J01ARLDQ [ENPIAIPUL O SWA) Ul Y3ogq ana spjoy diysuonejas siy |, sauanns
AU IPEAIY] UOWILIOD E OS[E § 1Y) ING “IRUILUIG 0IPIA SIL) UT U041 10 Fury -U02 STIOLIEA 11 JO SPadU 211 01 asuodsal s uoneziuedio ue Jo sSauIANIID 241 0

2108 § 21911 ‘X013Y pur ‘e1Fyuo)) ‘s UoSHAq Y ‘gaV JO s2uaLadxd ay) usamlag sAeam 2jqeidtpaid ur 2NQLILO SIOIALYAQ PUE SAN[EA [EIM{D dy2ads ey sisaiins

5122821 J0 Apog Suimosd e g Juauodwod 2a122(qns e Sey 2NN ‘A[SnoIA|
“Aepoy uoneziuesio ue 4 J0.Apoq [t mga h23lq Y amna *ASnoiAqQ

Ajreau 01 ajqeorjdde aae su0ssaj asoym suoneniis jo afues v arensnp 2uvuLofiag ioinyna ajesodiod oyl 30alqns ,yos, e Ajjuenb nok ued Mol
pup anymoy apaodiory w saedwod ay J, “s1vfeurwn pue s1apeaj Juons jo
aouepm$ aiy sapun afueyd [eanina dnewesp auofiapun aaey ey Auew Suipnpu

uu Juop
PlHOM 2y punoae suoteiodiod g1 ULyl 210W 1M PD{IOM A ] ‘S1BA A1 140

1240 saouanbasuod a1 1apns A[SuIseaIout [jim 1, Uop 1B 350U pue duruiopad
Lieupwas oapiA ayy ul pajydnySiy seuedwos ayy ¥o1d nok pip Moy aroxdwi 01 samynd sy Sutum Lpeasje aze saruedwiod Surjoo]-piemio) nsai
e sy "s1apjoypieys pue ‘saado(duwd S1aww0)snd Jo spaau Ay 12w 01 Aiqe 1y

. uo 1eduwn Pasp e aaey amjnd Aesodiod Hai jo siadse dyads ey patea) aaey
wiay) jo Auew pue 9feiueape aannadiwod sziwxew 0) siem Fuppas a1v aaymAaad
sawedwon) “Ajjeqoid pue Ajjedo] ‘uonnadwod Juiseanut Apides jo afe ue ur 213

"2J1] 01 2wod afueyd [ermynD ay1] walgns

NOYJIP e 01 papadau s jet pedun ySiy oyl s12A1PP 11 A[0sAI B SY JUU0d
[EUOLIOWI puE [ENI[[2)Ul w:EEEcu 10) L._ua_._w Os[e s [ 11 o] ﬁ:E_w.._._ »uﬁ pue
91 01 pasn a1e 3[doa ] “It INO JO WNIPIUE SUONEIUNLULIOD Y] ST 0IPIA “Ajjeuy : 2Aepoj juepodun os aunynd ayesodiod si Aum

JOOYDS SSIUISTIE PABAIE] “IDH0Y UYO[ JOSSIJOL] YIM

NOISS3IS HIMSNV-ANVY-NOILS3IND V

SSIG IIMSUY

onsang y




ooeouoao

AIBULOLAY PUT 3I0HN 31Ri0dio) DALULIOYT pue 3mnD aesodio)

L ADUIIIYYIP JO PHOM B DHEUL LIED JI PUE ‘SIANNIIXI PAUI[E] JO SpuTw pue “anssi 10 uonemis ¥ ssnosip 0l

=] spuey a3 0jut JuNu0d it 198 ing Jjays iy uo Sunus pood Lue op 1 uom Jeunudg uay) pue mou awelj e Jurzaasy uad sdeysad—wraSord ayy 01 aasuodsar £snodu

8 sy, -aandexd pue soopno anod jo wed e suossa| sit ayew nok JI—APInjosqy -rjuods aq 0y spueddied soffe 01 y8noua jrews 1ng ‘soandadsiad jo Asiaatp e apia

E -01d 01 ySnoua a8ae] st az1s sy jo dnoad y siuedpnaed 148 01 22111 puaIWOdAL |
a i921n3ny oy} uj Sanssj [ean}Ind jo doj uo Aeys sn djoy Jeunuas 0apIA ay} (M

iapaSo} weaFosd ayy mala pinoys ajdoad Luew Moy

-uaddey n axew o1 diysiapea) a1 apia ﬁ
-01d uay) ‘A[yI[ 1SOLU ST §$DONS WHII-TEAU YIIYM Ul seate Ajnuapt 01 st a8uajjeyd — "uoneziuedio
U, “WLI2} LLOYS Y UL SISSIIINS DNBWRIP AT 03 ANfIqe 2y st 3Fueyd [emnd ok inoySEnoay) saapastuaty 1$288ns spxaiuod aeuidoadde yey puy fjnok a1 pasua

ui421-810] FUIUTRISNS JO S12123S SY) JO AUO 128 U] "SIWEL AWT) I2JIOYS (DN UM -uadxa a4 NOA U "AqIXa)) £19A ST IBUILIG 0IPIA ) JEY) St wiod jjesaao ay f,
pardwanie aq ppnoys pue uea adueyd Jo suawauL dyHds rap sHfeL Jeulag
02PIA Y1 52 124 "$52204d UIAIUN UYO puUB INILJIP © ST IFURLD [BININD AISSELL
pue “xapdwod are saxmn sypuout you ‘siead AjeardAr pym e amb Ajqeqoay

“Juimoyy seapi 198 01 paau nok
jeym 150l aq Aewu aduanbas Jariq e uauSas 211U UE UIDIS 0] ALY ] UOP NOA 113}
—jew ey 104 “aandadsiad mou e ur uoissnasip snotadad 2oed 10 uorssnasip asuajul

Lwayy ofueys o3 Anaad awos oaoad o) ajqe 3q pinoys sarmina Ayjeayun pue Aeay uo siuowdas

aye; ¥ M Fuoj moy ‘aanyind ino uj afueyd o) pasu am Si0}de) 3y AJIuspl aM aduUQ a ‘ajdwiexa 104 *afor ywersodut ue eid sansst [ermnd YPIyYm ul swjqold uo sndo)
JeL) suoIssas A3)L1S Ul 38N 0] SIA[ISWAYY PUI] OS[E Aew SHUIWES 0IPIA [ENPIAIPU]

"sa0e] 11 sansst a pue Aued sfunaaur eyuauniedap Se YoNs SANIANIE PINPaYIs

-woa ok yum Jejiuey auoue Aq pasn aq ued jey) uonnjos £ay-uiny e apiaoad ApenBal 1a1po ojur paeadaut aq 0] Jeunwag ) smofje ypeoadde sty poriad

o1 pausisap Ajeoyads uaaq aaey sjeuajew Sunioddns a pue tadeioapia v uaais HPIM-XIS © 1940 y2am 1ad uoisss uoowsaiye 10 Surutow suo sdeyiad yum ‘yoeosdde
0] 19PISINO UE Padu | UOP AJUIL1III NOA “UONEZIULSIO UL UIYIIM Wol) dwod ddueyd papuaixa 210w ¢ st doysyIoay ALp-22111 2Y) JO AJISUIUL 2y} 0] JANEUI[E UY

[eamyna pue digsiapeap 1eys astwaad ayy uo paseq st wesSoid sjoym anQ "oN -ofue feiniino jo wreid

¢Aiessasau 10jejioe) jeuoissajold e S| -oad Swofiuo ue oy sasaaxa sy yInoay paured a8papmouy ay Sunim 1oj 45oj0
-popau ¢ sapiaoad pue ‘uoneziueiio umo 1nok 0] dypads sansst Jo Sulpurisiapun
aueyua 01 sasiasaxa s1sadins ‘siovenpoe) o1 Bdueisisse dais-Aq-das s1ago apmn
IpHIAS AL "S110))2 Surp|ing-Luea) 1210 10§ 1sA[e1ed € 3q ued jey) Muatadxa Sul
-uiea] ajqeiownt ¢ saptaoad ypeosdde sy ous-yjo 10 asnoy-ur wesSord a1 una nok
1y “doysyiop 10 Jeutag Aep-221y1 U1 S1 AP0 JvutiIg aupuLIofiag puv
auminsy pa0diony Y1 UL INO PIE IAIM [PIYM ‘eordde apqeniea Appemonied auQ

*dnosd e yum 1t Supuauadxa pue—uweaSord aa(dwod ayp Suisn

puawuodas AJFUons | “1Yauaq WNWIXEW ) UILIqo 0] g "AN[EA JO 10] & SIDAIRP
oapia oy ‘sjeudews Sunsoddns sy noyim uaag “uoissas dnoid e 2duis pasdepp
sey awn Awos i Apepnonied—umo say) uo wesdoad aiy) asn 1 UPNOYS SAANNIIXND
o ated e 1o uosiad ajFuis & Aym uoseal ou s 21941 ‘wnads o Jo pud 1310 A Y

H sperarews paund Surduedwosde ayy pue

paaedasd-fam pue apqeadpamouy aq Joy : -
A PUE AP PR 124 J12S1 03PIA A1 04 SN 0] SAEM JALDIYJD AUr IR AL ], "ABM 152(] JUO OU § 213 ],

-eypoey ay ey wuepodun Ajenadss st sdnosd afie) yum aouauadxs nyssacons e
ainsun o, “Apandaga A1aa wiesSod ay asn ospe ues apdoad g1 01 g Jo sdnosd a3 LIBUIIDS 0QPIA 94} SN 0} Aem 3S0q oy} S, JeYM

{IB2) UDISSDS IaMSUY PUE-UDISoNY Y (00} UHSSDS 1y PNy v




-aandepe a10w 21mynd s Fupjew uidaq o) ueyd

uope Areunurpid e dojaAap pur uonEZIUERIO UMO 1Y) ULLIIM SINSSE [RIM[RD 971
-uoud pue Ajnuapi 01 ajqe aq pinoys siuedidnaed 9 Juawidag Jo pua a1 Ag st

-8as aay snowaaxd ayy Jo saduanbas 0IpIA alis-uo Y Ul paySipySiy asoyp Sutpnput

‘pHOM ) punoie saruedwod UMOWY-|[[Pm je syuafe sFueypd [nyssandns Jo seapi Jqe

-uonde pue sdays oyads sayiao sfuriq wawas JuIpnPUED § JEUILAG 0IPIA ],

pawels Suan :9 wawdag

-afueyp [eampnd jo sjuafie (n)ssa0Ins aq 01 21 A3} J1 AW0ODIANO

01 paau A3Y) SAPEISO ) AJNUIPI PUE ‘SIIPTI] ST 2IURWLIONAA UMO J1aY) S5ISSE
ues syuedonaed yorym £q spnspaed jo sauas e sapiaoad ospe 1 sanind aandepe
ureisns pue doppaap 01 paambai ssoieyaq diysiapeaj syads sapyoad ¢ yuawidag
sjuady a8urey) :gjuawdag

“Tapout ey
pue axmyn> asasd a1t uaamiag sded Anuapt pue ‘aning ayy up padu [jim uonez
-uedio 19y} 25M)N3 Jo pupy 3yl jo ppow e dopasp sjuedpnaed sdpy ospe juawdas
sty “Appandaja aBueyd [ramnd uawajdiut 01 19pI0 Ul U0 SN0 0] PAIU SIIPEI]
SANIALDE JO SPUR| AY) $QLDSIP pue dFueyd [Eamnd Suneasd jo dudfjeyd 24
$210[dX2 17103 10852J01 ‘p 1UAWEIG U] “SANSSI [RIMND UO UONE 0] siskjeue WOl
wim syuedionaed dipy 01 pauisap st aouviusofiag puv anypn?) aiiodion Jo (1 1ed
afueyn) [eamny) Jo s52201 A,  Iudwdag

aanyngy Suiguey) || Yed

DS OOPA

wWopig pue anyng ajeiodiod

‘spadse aandepe sit 01 ANGLIUOD SIOIALLAQ PUE SINEA PIYM pue—sS1 amjnd
aesodiod nay aandepe Moy SUILLINDP 0] d|qE 2q PNOYS sjuedpnaed ‘¢ yuawdag
JO pu Ay Ag "SAUIMISUOD § UOHEZIULTIO U1 JO $152191U1 aewinifa) ayp Ajsnes 01
papasu uaym pareniut Aprenian st afueyd pue [A3] [euone? 1o ajdnur e pan
-ea st diys1apea] S1aplOPOIS pue saakojdwd SIAWOISNI—SADUINNSUOD [LINLD
2213 [[ JO spaau oy 01 uonuane asop Aed s1afeuewn aYM saImyNd Supueyua
-asueuuropsad are saxmmo aandepy saamnd aandepe Jo UONEIOAI pue uoniu
~1jap 5 1110 10S52J01 YIIM SIPN[IUOD DIUDHLIO[13d] pub I[N apsodion) jo | ueg
saamn) aandepy ¢ juawdag

“asuewsopad apadut A5y yoiym ur shem ) pue amnd

ae10d100 umo 1Y) Jo siuRWAR Ayieayun Anuapt o) siuedpned siqeus proys
7 1uawSag durwiopad MO duILIPUN AY) MOY PUE DA[0AD A3y) MOy
‘samypnd Ayipeayun Jo sansuREIRY) $210]dXa 11103 10853J01d YIRS SIY) U]
$21N)[N7) IUBULIOJIIJ-MOT 7 JudwSag

-asueuniopiad sit uo

Peduwn 121 pue—ainijnd s uoneziuedio umo 1191 jo suen wenodun Ajnuapt o)
wiSaq 01 2[qe aq poys siuedonied feuuag 0apA 41 WAWEG JO uoIsNPUOd N Aq
-puretiopsad [epuey s uonEZIIESIo UL 12318 UED 1] MOY pUE ST IMMD aesodiod
1EUM JO MIIAIIAO § 19110Y J0SSAJ0I Yim SUIBdq aoupiiiofiad puv amin) apaedion)
aanipny apesodion) o) wondnponu| | WG

aJuUBUIONDd PUB 2inyng 3| Yed

‘giep pue sidaouod ywenodun dzueIWNS 1R sonydesd

JAISUIIXD PUE SIIPED] SSIUISTI UM SMAAINUL d11s-U0 Aq partoddns “aanoy uyof
Aq uonmuasaid aaneiteu e sopnpun wawas pauieiuod-jjas yory “Buo] saynunu

07 Apewixordde yora ‘sjuawiSas XIs JO SISISUOI UDLI[Ia] PUp 2UmIND) aaodior)

ANITLNO HYNIWIS IA




®_0_96o
0°0%0%0°

BIVEULIONI] PUR BINIIND B)RIOAI0D BIPUHOLD PUT 2N BIRIOAIN]

‘uonvuiofur 1of [ asva| g “stasvipand
wivaSoud nf Aq pasapao aq Ao sppuaivw pad Kuawapddns fo sardoo jpuotippy

ssaruedwos jpuoneunmu uipesy jo

1quuny e Jo sauatadxa afueyd [eannd ay1 saqudsap 0sje Jooq ay |, adueuitojad
[eoueuy wal-Suo] pue amina Aeiodiod udamiaq diysuoneal Ayl 10j 2DUIPIA
[Ea1STIE]S ) pa1uasasd 191103 J0SSIOL] YIYM Ul I2[[3s-153q 7661 A Jo Adod v

19Ysay " sewer pue 19330) “d uyor Aq ‘esueunioped pue sinjing ajeiodiod

‘spaepurls aaneinuenb anafqo jsurede ainyno
aerodion 1ay ssasse 0 sjueddnaed Jeuiwag 0apLA sajqeua jey) ool Jutuaed] y

aneuuonsand snsoufelg einyny ajyerodio)

SIPING) 5, 1IMITA ) Ul PUNOJ SISTIIIXI [ENPIAIPUI
au yatwadwon ey sasaaxa Sutused| dnosd pue suonsanb uoissnasip :papnjoul
OS[Y "SIOIEN[IDT] JPUIUDG J0j suondnnsul pajuatuadu Ajises ‘d[qIxay) yism Juauod
PUE 2IMIINLAS S JPUIWIIG 0IPIA ] JO MIIAIIAO UL SIUIGLIOD IPIND) IDUIIS Y],

apny 1eujwIas

"SANISSLI0IPIA A ut pauasasd jeuaiew
[esauaf azow jo suonedanduwn synads wBiySiy ey sasiaxa Fuiurea] apqeniea uie)
-1 pue FUILI-210U 10] PAAU Y1 NEUIWD sILBWINS JuaLFas-Aq-1uawSas asay |,
H3IGQHO OL MOH sopIng s 10mMoIA XIS
caamny Suiduey),,
UO D211 PUB  DDUPHLIOMA] PUR 2ININD),, U0 SIUawidas 3211 {aea sajnuitu
0z Aprewrxoadde jo siuawdas xis oyt paziuedio Sunuwesiord jo saynurw oz |
*aoud aseydand ayy punjar Apdwoad jm am pue ‘sdep Auyy uigum ‘wesSoyg

$9}}9SSE209PIA OML
findg 22pdwon ayp wimag ysnl aeunuag 1) [/ueien Aue yim paysnes Ajpanua

1] I
10u a1e noA Jj -saquesend Summorjo) ay nod 1ajj0 am ey Juapyuod og “Aijenb i 3 " y phpuL
" 3 a SIELIDICLL JRUILDS "20UPLIOLID 13)-3U0] S uonez . ) YA DUEBYLD O] UOLde
159G Sy 2431 JO 3 01 SIEUMIWG 1[4 | /UBL{IeN] Puy [[IM noA 18y1 JUIPYUOD 2Ie Ip B SIS e 1 A 0 i
r .3_-: —Jn_.__ ,r...v_uz.f.* _ﬂ._::n__u _.:_.:t._u_u_.:._ NoA ..__..:.— 0] h.._—__..«..mnz q_.:!S (4} m......:.—m_wu—u ale
aajueieny Aeq AyL 9L /ueyjeN . siuauodwes 11 weafosd sasuaydadwiod v s auvuofiog pup amn:) amaodion)

SIVIN3LYW HYNIWES 1A




