BEHAVIOURAL THEORY and INTERPERSONAL SKILLS

JOHARI WINDOW, Joseph Luft and Harry Ingham

Learning Areas: e.g. Communication / self awareness, managing teams / groups, promoting better relationships, motivation, leadership, project management, stakeholder management, risk management, change management


[image: http://blogs.sas.com/sascom/uploads/JohariWindow.jpg] 


[image: http://learntech.uwe.ac.uk/Data/Sites/9/GalleryImages/Joharis-%20Window.gif]

Productive communication stems from effective use of Exposure (openness, candour, self-expression) and Feedback Seeking (listening, questioning, showing interest).
The Model indicates potential for constructive two-way communication by the size of the ARENA (information shared by both parties),
BLINDSPOT (information known only by the other party)
FACADE (information known only by oneself)
UNKNOWN (insights, synergy, creative solutions which can be brought into the
ARENA by effective use of the Exposure and Feedback processes.)
1. The public area contains things that are openly known and talked about - and which may be seen as strengths or weaknesses.  This is the self that we choose to share with others 
2. The hidden area contains things that others observe that we don't know about.  Again, they could be positive or negative behaviours, and will affect the way that others act towards us. 
3. The unknown area contains things that nobody knows about us - including ourselves.  This may be because we've never exposed those areas of our personality, or because they're buried deep in the subconscious. 
4. The private area contains aspects of our self that we know about and keep hidden from others. 
Further information on e.g.
http://www.jiscinfonet.ac.uk/camel/camel-model/rules.htm
http://www.ukleadershipacademy.com/getMedia/file/Johari-Windows-0017.pdf

Luft, J.; Ingham, H. (1950). "The Johari window, a graphic model of interpersonal awareness". Proceedings of the western training laboratory in group development (Los Angeles: UCLA).
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THE THREE CIRCLES, John Adair

Learning Areas: e.g. management, time management, leadership, team effectiveness, project management, Stakeholder management, Risk Management, Change Management



[image: http://www.chimaeraconsulting.com/images/baseline/adair_circles.gif]


THE THREE CIRCLES
John Adair found that effective leaders pay attention to three areas of need for members of the team: those relating to the task, to the team itself, and to individual members of the team.  At any time, the emphasis on each circle may vary, but all are interdependent and so the leader must watch all three.
Task needs include setting a clear goal and objectives, and organisation and management of the process.
Team needs are things like effective interaction, support, shared work and communication within the team and with other teams.
Individual needs will of course vary from person to person, but the effective leader will pay attention to, and deal with, how each person is behaving and feeling.
The three circles model is nowadays seen as rather basic, especially by managers who want to be considered sophisticated and up-to-date.  However it's a good approach to learn early in your leadership career, providing a solid foundation for more complex human relations.

 http://www.johnadair.co.uk/

....................
MANAGEMENT GRID, Blake and Moulton
Learning Areas: e.g. management, time management, leadership, team effectiveness, project management, Stakeholder management, Risk Management, Change Management


The relative emphasis that a manager gives to each of two concerns: getting the work done and the people involved determines the productivity of working relationships.
The strength of a concern is rated on a scale from 1 to 9, with a 9/1 indicating a maximum commitment to working objectives, with little attention being given to people's feelings.
A 1/9 suggests a preoccupation with relationships and the needs of others at the expense of the job that needs to be done. 1/1 would be characteristic of a low-profile manager, one who gets satisfaction from working 'by the book' and, ideally, with minimal contact with other people.
5/5 managers have no consistent style preference and tend to 'blow with the wind', responding to situations and pressures as they see them.
All styles except the 9/9 suggest an expectation of conflict between getting the job done and keeping people happy. The belief of the 9/9 manager, like McGregor's Y, is that these interests are not incompatible and that people have an inherent desire to perform well at work - if given the opportunity and encouragement to do so.

[image: http://maaw.info/images/ManagerialGrid.gif]

Blake, R. R. and J. S. Moulton. 1962. The managerial grid. Advanced Management Office Executive 1(9).

....................

TIME MANAGEMENT, John Adair

Learning areas: e.g. communication, planning, conflict resolution, leadership development.
The Adair ten principles of time management:
1. Develop a personal sense of time 
2. Identify long-term goals 
3. Make medium-term plans 
4. Plan the day 
5. Make the best use of your best time 
6. Organise office work 
7. Manage meetings 
8. Delegate effectively 
9. Make use of committed time 
10. Manage your health 

General
How You Will Benefit 
· Find solutions to “people problems” 
· Project a presence that attracts the right kind of attention 
· Develop “active listening” skills to really tune in to coworkers and cultivate productive relationships 
· Improve communication to get the response you want 
· Be assertive without being intimidating 
· Overcome “automatic resistance” to new ideas and get your proposals approved 
· Build a team approach to motivate others and facilitate change 
· Gain other departments’ cooperation to implement ideas 
· Uncover the root causes of conflict and achieve resolution 
· Deal with company politics 
· Sell your ideas to the group 
· Realize how others perceive you and improve communication to get the response you want 
· Create a climate for action: give constructive criticism and positive reinforcement 
http://www.johnadair.co.uk/
....................

THEORY X THEORY Y, McGregor

Learning Areas: e.g. management, time management, leadership, managing teams, motivation, project management, Stakeholder management, Risk Management, Change Management

THEORY X Autocratic Management
THEORY Y Particpatory Management

Theory X Assumptions:
x People inherently dislike work
x People must be coerced or controlled to do work to achieve objective
x People prefer to be directed

Theory Y assumptions
√ People view work as being as natural as play and rest
√ People will exercise self-direction and control towards achieving objectives they are committed to
√ People learn to accept and seek responsibility

Douglas McGregor, The Human side of Enterprise, New York: McGraw-Hill Book Company 1960

....................
LATERAL THINKING, DEBONO

Learning Areas: e.g. management, time management, leadership, managing teams, motivation, problem solving, communication, management of meetings, project management, stakeholder management, risk management, change management


The point of lateral thinking is that many problems require a different perspective to solve successfully. 

Principles: 
To get a different perspective on a problem, try breaking the elements up and recombining them in a different way (perhaps randomly). 






DeBono, E. (1967). New Think: The Use of Lateral Thinking in the Generation of New Ideas. New York: Basic Books. 
http://www.edwdebono.com/

....................

SIX HATS METHOD, DeBono

The 6 hats methods.
The six-hat method allows the brain to maximize its sensitivity in different directions at different times. The hats are directions and not descriptions of what is happening. - This de Bono classic defines a very effective way of managing a meeting by splitting the group interaction into six different styles and allowing the participants to actively manage the process. 
- The six-hat method is supposed to make meetings and arguments constructive productive and much faster.







....................
STRATEGIC PLANNING, Mintzberg

Learning Areas: e.g. strategic planning, project management, Stakeholder management, Risk Management, Change Management

Explicit recognition of multiple definitions can help people to manoeuvre through this difficult field. Mintzberg provides five definitions of strategy:
Plan - some sort of consciously intended course of action, a guideline (or set of guidelines) to deal with a situation 
Ploy - a specific manoeuvre intended to outwit an opponent or competitor.
Pattern - specifically, a pattern in a stream of actions. Strategy is consistency in behaviour, whether or not intended. The definitions of strategy as plan and pattern can be quite independent of one another: plans may go unrealised, while patterns may appear without preconception.
Position - specifically a means of locating an organisation in an "environment". 
Perspective - its content consisting not just of a chosen position, but of an ingrained way of perceiving the world. 

Henry Mintzberg, "Five Ps for Strategy" in The Strategy Process, pp 12-19, H Mintzberg and JB Quinn eds., 1992, Prentice-Hall International Editions, Englewood Cliffs NJ.


....................

MANAGEMENT BY OBJECTIVES, Drucker

Learning Areas: e.g. Communication, management

Peter F. Drucker (1909-2005) 
Organisation theory, including arguing for radical decentralisation within organisations, and privatisation of public services. In recent years has worked on the management of the non-profit "third sector" corporation, especially in the United States. 
· Scientific management needed 
· Decentralisation as the principle of effectiveness and the key to productivity and effectiveness 
· Emphasis on high quality personnel management 
· Education, training and development of the manager for future needs 
· High quality information (especially managerial accounting) as the key to successful decision-making 
· Emphasis on marketing (in both for-profit and non-profit sectors) 
· Need for long-range planning 
· Management based on objective-setting 
· Management by results 
· Even "for-profit" business organizations should be viewed as human and social structures - even moral phenomena - rather than economic ones 
· "One cannot manage change.  One can only be ahead of it" 
· In the "new information revolution", focus on the information, not the technology that collects it 
· knowledge workers must be seens as capital assests, not costs, while knowledge workers must manage themselves and their careers   
Drucker, Peter F, The Practice of Management, Heinemann, Rpr 2007.
...................
ORGANISATIONAL BEHAVIOUR, Handy
[bookmark: handy]Charles Handy (b. 1932). (British management consultant, teacher and prolific writer and broadcaster) 

Learning Areas: e.g. Management and Organisational Behaviour, ethics, values
Special interest in the organisation and internal `culture' (values, hierarchies, power structures etc.) within organisations. Shares with Tom Peters a particularly interest in voluntary sector management, but Handy's work shows that the UK voluntary sector is in many ways markedly different from the United States' `non-profit' or `third' sector. 
In recent years Handy has become especially well known for his four-fold division of `The Gods of Management' - a classification of the internal philosophies and organisational cultures of management systems, which he bases on analogy with four of the leading gods of Greek mythology: 
· Zeus Culture (`Club' Culture): entrepreneurial, power oriented, non-bureaucratic, often little in the way of formal organisation. (Zeus, the patron God, was the centre of things, charismatic, feared and respected, and controlled by alternating destructive thunderbolts when displeased and with showers of gold when seducing.) 
· Apollo Culture (`Role' Culture): ordered and structured organisation, operating within clearly defined and well-known rules and hierarchies; classic bureaucracy or public service organisation. (Apollo, the patron god, was the god of order and of laws). 
· Athena Culture (`Task' Culture): very different approach to the concept of management: emphasis is on achieving the task in hand through a problem-solving culture, with little concern about the organisational structure or rules; power and influence depends on expertise and achievement, and successful participation in team-work, not status in the organisation. (Athena was the young and energetic warrior goddess, patron also of explorers and of craftsmen.) 
· Dionysus (`Existential' Culture): emphasis is on individualism, not on the organisation at all; the organisation exists only to enable the individual to achieve, not the other way round; typical organisational culture of professional practices such as a medical partnership or barristers' chambers; no `boss' at all in the normal sense, though for practical purposes one of the professionals will probably be elected or appointed by the group (often for only a limited, fixed-time period) to be the nominal Head and coordinator or the organisation. (Dionysus was the god of wine and song, and represented a self-orientated and self-motivated existential ideology amongst the Greek pantheon.) 
Handy, C., Understanding Organizations', London: Penguin, 1976.
...................
HOWARD GARDNER

Multiple intelligences increase motivation and achievement for any topic. 

Learning Areas: e.g. Team work, motivation, management, leadership, communication, training and development.


"....these differences challenge an educational system that assumes that everyone can learn the same materials in the same way and that a uniform, universal measure suffices to test student learning. Indeed as currently constituted, our educational system is heavily biased towards linguistic modes of instruction and assessment and, to a somewhat lesser degree, towards logical quantitative modes as well" H Gardner, The Unschooled Mind.
1. Mathematical or logical targets would enable you to trace the logical chains of reasoning to discern where problems rooted. From viewpoint and interest of a mathematician or scientist, who cares about data analysis, logical sequencing of events, cause and effect, numeric or symbolic representation, problem solving stages, and so on.
2. Verbal linguistic targets would include reading and discussing economic trends, as well as writing a plan for economic growth, and perhaps even proposing it to your bank manager. Linguistic response:  From viewpoint and interest of a poet, speaker, writer or lawyer, interested in insights from verbal brainstorming, written words, debates, speeches, media reports and so on.
3. Musical or rhythmic targets would possible have you composing musical solutions or studyi ng those who have expanded the economy through music. 
	
	 From viewpoint and interest of a musician interested in vocal sound distinctions, lyrics, musical compositions, instrumental work, background music, cultural distinctives and so on. 



4. Visual spatial targets would create or use images, graphs, or visual portrayals to understand and explain economic problems and possibilities. Spatial response:  From viewpoint and interest of an artist, sculptor or navigator interested in visual representations, graphs, geometric designs, diagrams, artistic displays, maps, sculpting and so on.
5. Bodily-kinesthetic targets would engage you in movement, building and handling materials in ways that deepen understanding about past and future economic challenges and opportunities. From viewpoint and interest of a gymnast, dancer, builder, or actor, who shows interest in movement, dance, role plays, constructed mock-ups, buildings, athletic projects and so on.
6. Interpersonal or social targets would help you to discern and respond well to moods, temperaments, motivation, and desires of different people as they relate to economic bust and boom. From viewpoint and interest of a panelist, teacher, salesperson, or politician who might show interest in team work, inter-cultural projects, inclusion, group problem-solving, pair sharing, cooperative efforts, and so on.
7. Intrapersonal or introspective targets tap into your self-knowledge, integrity and discrimination for good or bad money choices for yourself and others. From viewpoint and interest of a reflective or wise person who might show interest in creating daily journal entries, regular time spent alone, self-management, ethical issues, spiritual reflections, sole retreats, and so on.
8. Naturalistic targets give you mental tools to draw on patterns and designs in nature as a way to see real world problems and propose nature-related solutions for economic growth. From viewpoint and interest of an environmentalist, anthropologist, or farmer who cares about such things as crop-management, dairy farms, animal husbandry, oceanography, forestry, and so on. 
http://www.howardgardner.com/ 
· Topics 
· Corporate Strategy 
· Diversity and Equality 
· Employee Relations 
· Employment Law 
· HR Function 
· Health Safety and Well-being 
· Learning and Development 
· Management and Business Skills 
· Performance Management 
· Recruitment 
· Reward Management 
· Talent Management 
· A-Z HR Topics 
· HR Resources 
· Factsheets 
· Podcasts 
· Survey Reports 
· Guides 
· Research 
· Event Summaries 
· Practical Tools 
· Employment Law at Work 
· Online Journals 
· Company Profiles 
· Search Library Resources 
· Employment Law FAQs 
· Legal Timetables 
· A-Z HR Resources 
...................

DANIEL GOLEMAN

Emotiongal Intelligence, Ecological Intelligence

Learning Areas; e.g. Management, Leadership, Sustainability

In general terms, Emotional Intelligence (EI) refers to the ability to perceive, control, and evaluate emotions – your own and those of other people.
· Topics 
· Corporate Strategy 
· Diversity and Equality 
· Employee Relations 
· Employment Law 
· HR Function 
· Health Safety and Well-being 
· Learning and Development 
· Management and Business Skills 
· Performance Management 
· Recruitment 
· Reward Management 
· Talent Management 
· A-Z HR Topics 
· HR Resources 
· Factsheets 
· Podcasts 
· Survey Reports 
· Guides 
· Research 
· Event Summaries 
· Practical Tools 
· Employment Law at Work 
· Online Journals 
· Company Profiles 
· Search Library Resources 
· Employment Law FAQs 
· Legal Timetables 
· A-Z HR Resources 

http://danielgoleman.info/
..................
KURT LEWIN

Field Theory 

Learning Areas; e.g. Management, Leadership, Change, Managing Teams / Groups, Group Dynamics, Democracy and Groups. 

	
	

	If you want to truly understand something, try to change it. 
- Kurt Lewin




[image: illustration: lewin's model of the action research process]











This is how Lewin describes the initial cycle:
The first step then is to examine the idea carefully in the light of the means available. Frequently more fact-finding about the situation is required. If this first period of planning is successful, two items emerge: namely, “an overall plan” of how to reach the objective and secondly, a decision in regard to the first step of action. Usually this planning has also somewhat modified the original idea. (ibid.: 205)
Lewin, K. (1935) A dynamic theory of personality. New York: McGraw-Hill.
Lewin, K. (1936) Principles of topological psychology. New York: McGraw-Hill.
Lewin, K. (1948) Resolving social conflicts; selected papers on group dynamics. Gertrude W. Lewin (ed.). New York: Harper & Row, 1948.
..................
Change management
Why organisations need to change
Many things cause organisational change. These include:
· challenges of growth, especially global markets 
· challenge of economic downturns and tougher trading conditions 
· changes in strategy 
· technological changes 
· competitive pressures, including mergers and acquisitions 
· customer pressure, particularly shifting markets 
· to learn new organisation behaviour and skills 
· government legislation/initiatives.
All organisations are in flux: changing their focuses, expanding or contracting their activities and rethinking their products and services. Most organisations more than ten years old look nothing like they did even five years ago. And it is likely that in the next year or two organisations will not look as they do today.
In this context managers have to be able to introduce and manage change to ensure the organisational objectives of change are met, and they have to ensure that they gain the commitment of their people, both during and after implementation. Often, at the same time, they also have to ensure that business continues as usual.
http://www.cipd.co.uk/hr-resources/factsheets/change-management.aspx 
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