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Learning Objectives @

1. Understand a simple
framework for project
leadership

2. How to apply Servant-
Leadership practices to build
a successful project team

3. Specific tactics to sustain a
cohesive and powerful force
for project success

https://en.wikipedia.org/wiki/Mount_Everest
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1.

| never start a presentation in talking about myself, but this time I'll make an exception.
The foundation of this presentation is sharing my professional experience with you.
In the DolT Portfolio & Project Management Office, | help teams understand the
problem they face, help them imagine an ideal future, and coach them on how to get
there. | am a business analyst. | am also a project manager, a certified change manager,
and a team facilitator.
Sometimes that ideal future feels like a mountain to climb — challenging and
worrisome. Thinking about the roles | have and using the metaphor of “a mountain to
climb,” maybe my working job title should be expedition coach.
| wonder at the start of a project:

A. “Can we achieve the vision and expectations of the project sponsor?”

B. “Will | be able to lead this team successfully?”

C. “What risks and roadblocks will we encounter?”
About 20 years ago, | began practicing a transformative leadership framework called
Servant-Leadership. This approach helps me:

A. Develop team members capabilities,

B. Create a safe environment for the exchange of information and innovations, and

C. Coach team members to reach common agreement on problem solutions.
As I'll demonstrate to you, Servant-Leadership delivers results.



A. I'll share data that supports these results.
B. [I'll also share a story about my journey in applying the practice of Servant-
Leadership
1. Soon you’ll have:
A. A conceptual understanding of basic concepts in Servant-Leadership.
B. Data about the impact of servant-leadership on organizations.
C. Several applied techniques | use in developing, sustaining, and coaching
successful project teams.
2. RAISE YOUR HAND IF YOU DO NOT HAVE A HANDOUT
3. | know you will have some questions. I'd like you to hold those to the end. We'll have
about 15 minutes for those.
4. Let’s explore together by making this session interactive. I'll ask you questions as we go
along.

Process Flow for Leading a Successful Project https://go.wisc.edu/z048r8




The Pyramid of Responsibility

« What is the shape of an Org Chart? # - =]
« Who is responsible? * \
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« Ken Blanchard — invert the pyramid ﬁ =] b= f2] fee
o Staff are responsible for Stakeholders
o Managers are responsive to Staff
o Manager’s purpose: help Staff accomplish their goals in being
responsible for stakeholders - students, faculty, staff, and the
people of Wisconsin

- from Servant-Leadership Revisited by Ken Blanchard, essay in Insights on Leadership. Editor, L. Spears, 1998

}
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1. Let’s look at an organizational chart for a typical organization. If we looked at this
diagram in 3D, it might look like a pyramid. I’d like to you remember that word —
pyramid.

2. Ken Blanchard is a thought leader on leadership. You may know Blanchard as the
author of “The One Minute Manager” published in 2001.

3. Thisis a hierarchical structure that promotes autocratic and transactional leadership
styles. He pointed out that in a traditional organization, the manager is responsible for
organizational success and staff are responsive to that manager.

4. What is missing from this picture? Those are the stakeholders we serve — students on
our campus and the people of Wisconsin, for example.

5. Insights on Leadership - Blanchard — invert the pyramid — read marked p. 23, p.25

<click>

7. Instead, what if? Staff serve stakeholders, which includes students and the people of
Wisconsin. What if Managers serve the needs of Staff?

o




8. Inverting this pyramid highlights a core concept of Servant-Leadership. What is that
concept?



Core Concept

“[The practice of Servant-Leadership] begins
with the natural feeling that one wants to
serve, to serve first. Then conscious choice
brings one to aspire to lead. The difference
manifests itself in the care taken by the
servant—first to make sure that other people’s

highest priority needs are being served.”
- Robert Greenleaf, The Servant as Leader (1970)
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1. Take a moment to read this quote.

2. The term “Servant Leadership” seems like an oxymoron. How can you be a leader AND
be a servant? [Hold up hands, then lock them.]

3. Robert Greenleaf coined this term in a 1970 essay, “The Servant as Leader.” Greenleaf
worked for 40 years at AT&T, eventually as the director of management research, and
then retired to start a second career to promote the idea of servant leadership. Here is
that core concept: the servant leader strives “first to make sure that other people’s
highest priority needs are being served.”

4. When | was hired at UW-Madison nearly 20 years ago, | noticed something | did not see
elsewhere. | felt this strong sense of “service to others.”

1. Students who become nurses or doctors,

2. Volunteering for the Peace Corp, or

3. Guiding farmers in a tough economy, or

4. Training and coaching high school students for success in college

5. Raise your hand if you feel you serve others in your role.

6. The general principle of the Wisconsin Idea is “that education should influence people’s
lives beyond the boundaries of the classroom.” If you search wisc.edu for “Wisconsin
Idea,” you’ll find an accessible database of 870 service examples.

7. My time at UW-Madison is nearing its end. On reflection, | realize | took my position



you and other stakeholders. That realization helped me reframe my career path. | asked
myself, “What capabilities must | develop to better serve?”
1. Through this need to serve, | grew as a business analyst, project manager, change
agent, and team facilitator. I'm an expedition coach
2. Through these roles, the people | serve implicitly ask me to lead them —as a
scout, a coach, or a shepherd.
Is it only people in a supervisory role who serve and lead? No! | am a staff person. | have
no positional authority, yet | lead teams to successful outcomes.
It is clear to me that anyone who can serve can therefore lead.



Servant-Leadership

- Being a servant and a leader?

« Robert Greenleaf: “.. first to
make sure that other people’s
highest priority needs are being
served.”

« Nordstrom counter clerk

- from Servant-Leadership Revisited by Ken Blanchard, essay in Insights -
on Leadership. Editor, L. Spears, 1998

- Images from https://www.pexels.com/
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1.

In Blanchard'’s essay, “Servant-Leadership Revisited,” he shares a story he heard from a
friend about their experience buying perfume at Nordstrom.

This friend visited a Nordstrom store to buy his wife’s favorite perfume. When he asked
for a specific fragrance at the perfume counter, the clerk said, “I’'m sorry sir, we don’t
carry that brand. She went on to say, “Although, | know where | can get it in the mall.
How much longer will you be at Nordstrom?” The man replied, “Oh, about half an
hour.” The clerk said, “Perfect! Stop by here on your way out of the store and | will have
your perfume gift wrapped.” The clerk asked someone to take the counter for her. She
left Nordstrom, went into the mall, bought the perfume, and gift wrapped it. She
charged the man the same price as she paid at the other store.

| find this story remarkable! | have two questions for you. Did Nordstrom make any
money on this transaction?

How many new customers did Nordstrom gain that day?

I’'m always interested in learning about what makes a particular behavior possible.
Think for a moment about this story. What made it possible for the counter clerk to
take these extraordinary steps?




Several Types of Leadership

« Autocratic — direct supervision, top-down

- Transactional — motivation through reward &
punishment

- Transformational — inspire staff with vision, purpose,
and excitement, and fully support

Where does Servant-Leadership fit?
Source https://en.wikipedia.org/wiki/Leadership style
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It is useful to step back for a minute and consider styles of leadership.

1. Think for a moment about the type of leadership you’ve experienced working for someone.
2. Which of these approaches have you found most effective and how has it been effective?
3. Which of these styles best describes Servant-Leadership?

Servant-Leadership fits under the umbrella of Transformational leadership.




Measuring Success

“The best test is: Do those served grow as persons; do
they, while being served, become healthier, wiser, freer,
more autonomous, more likely themselves to become

servants?”
- Robert Greenleaf, The Servant as Leader (1970)

How might we measure success (examples)?

1. Do my staff have the resources and knowledge they need to serve
students?

2. Does each Wisconsin farmer have the economic expertise they need in
making their farm prosperous?
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Take a moment and read this quote from Greenleaf. How do we measure the success of a
leadership style? I'll give you a few examples for a servant leader:

1.
2.

w

Do my staff have the resources and knowledge they need to serve students?

Does each Wisconsin farmer have the economic expertise they need in making their
farm prosperous?

Do all students in my class have enough to eat?

Do staff in my work unit feel safe to suggest operational improvements that better
serve our research project?

Do rural families have the knowledge and materials they need to test the quality of the
well water they drink?

Imagine you are practicing Servant-Leadership in your current campus role. How might you
measure your success using this “best test”?




Results

- Increase team effectiveness

* Increase leadership effectiveness
- Enhance stakeholder collaboration
* Increase employee job satisfaction
- Create positive work climate

- Lower employee turnover

* Increase employee commitment

-- Denise Parris, et al, 2012. A Systematic Literature Review of Servant
Leadership Theory in Organizational Contexts
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Can we quantify the results of the practice of Servant-Leadership?

1. Few quantitative studies about the effect of S-L.

2. BUT, researchers sometimes create a study of studies. | found this one by Denise Paris
on the effect of Servant-Leadership in organizations.

3. I think we’d all like to make some or all of these improvements in our work
environment.



Financial Performance

 Analysis of 500 largest companies 1996-2005 — Stock Value...
« Average return — 10.8% pre-tax return

« The 11 Companies studied by Collins — 17.5% pre-tax return

-- Collins, Jim (2001). Good to Great — Why Some Companies Make the Leap and
Others Don't

Using data about companies studied by Collins, Frick and

Sipe found servant-led companies — 24.2% pre-tax return
-- Sipe, J.W. & Frick, D.M. (2009). The Seven Pillars of Servant Leadership:
Practicing the Wisdom of Leading by Serving.
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1. What if we looked at the success of a practice from a financial perspective?

2. Some years ago, Jim Collins wrote an insightful book on leadership styles and the effect
of each in pre-tax profits. Perhaps you’ve read the classic “Good to Great”. [HOLD UP
BOOK]

3. Collins was interested in what type of leadership had the most positive effect on
companies.

4. He discovered that leaders using a Transformational approach created the most
successful companies.

5. Collins talked a great deal about Transformational leaders, though he never mentions S-
L directly.

6. What is particularly interesting - these two authors conducted additional analysis using
Jim Collin’s set of data....[click]

7. Leaders who practiced servant-leadership produced significantly better economic
results.

8. By the way, here are some organizations that practice servant-leadership: All four
military branches, REI, Whole Foods, QuikTrip, Aflac, Men’s Warehouse, Popeyes, the
Mayo Clinic, and the Veteran Health Administration (2" largest health system in the
U.S.) AND, a few local organizations, Festival Foods and Oakwood Village



Ten Behaviors of a Servant Leader

- Listen - Conceptualize

« Empathize - Have Foresight
* Heal - Steward

- Be Aware « Commit to Grow
- Persuade People

* Build Community

- from The Understanding and Practice of Servant Leadership
(pp. 1-4) by Larry Spears http://go.wisc.edu/nz11pd
- Images from https://www.pexels.com/
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1.

2.
3.

I’'ve been talking about the theory of Servant-Leadership, but | think you are interested
in knowing how to practice S-L. I'll describe a simple behavioral framework to promote
successful project outcomes. These 10 characteristics or behaviors are taken from an
essay, “The Understanding and Practice of Servant-Leadership” by Larry Spears. As an
expedition coach, I've found repeatedly that practicing these ten behaviors significantly
contribute to project success.

You have a handout describing each of these behaviors. We’ll use that handout shortly.
In 2007, someone from the College of Letters and Science and a colleague from the
Financial Aid Office came to my Supervisor and asked for help. At that time, it was very
difficult for students to apply for financial aid at UW-Madison. Campus-wide, there
were perhaps 1,000 scholarships available, but students had little idea where, when, or
how to apply for them, and they had no concept of whether they met pre-qualification
requirements. Countless students would apply for a big ticket $10,000 scholarship
while no one at all applied for some smaller scholarships for which they were well
qualified. Processing paper applications was slow, tedious, and messy. There was real
urgency as well. The homegrown scholarship application system at Letters & Science
was failing.

Based upon this plea for help, my boss asked me to lead a group of scholarship
administrators to identify requirements for a scholarship application system — one that
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could be used in common by all undergraduate schools and colleges at UW-Madison. In
our initial meetings, | quickly discovered that each school and college had its own unique
scholarship forms, application criteria, business rules, and operational processes.
“Common” seemed an impossible dream. Privately, several of my colleagues said, “this
project is going to fail.” During initial meetings, | heard scholarship administrators say,
“we’re different,” “we’ve always done it this way,” and “we can’t possibly do that!” Have
you heard those phrases before?

Remember those fears | expressed earlier about climbing a mountain in my role as an
expedition coach? | felt absolutely challenged and worried. Could | lead this group up the
mountain?

Despite these comments, | continued to meet with them. | employed many of the
behaviors on this page: Listening, Empathy, Healing, Being Aware, Conceptualizing, and
Building Community.

After several meetings, | started to hear from the scholarship administrators, “well that’s
an interesting idea,” “I never thought of that,” and “yeah, we could do that.” It took time,
but we agreed upon a common set of requirements that worked for each of the
undergraduate schools and colleges. From those requirements, | designed a system that
a small team of developers completed in 2008. By 2014, with all the undergraduate
schools and colleges on board and using this system, scholarship administrators were
awarding 8 million dollars annually to undergraduate students. Students applied for the
scholarships for which they qualified, the applicant screening was easy, and these
scholarship administrators were very happy with the outcome.

Using these 10 behaviors, | helped the scholarship administrators create a sense of
mutual trust and forward thinking. | developed and sustained a safe environment in
which everyone could explore, invent, refine, and reach agreement. We became
successful as a team because | saw myself first as a servant, then as a leader.

Okay, | expect you might be thinking — “Joe, | get the theory. These ten behaviors look
interesting, but what does this practice look like in detail?”

10



Servant Leadership in Practice
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Well, let’s explore that. I'll share some of my activities as an expedition coach through the
lens of S-L.

1. On the flip side of your handout is something called a “swim lane” diagram. | draw
these because they help people understand a complex process.

2. WEe'll use portions of this diagram as a reference. | want to be sure you understand the
symbols | use.

3. Notice the long rectangles or swim lanes — each one represents the role of someone
involved in this process. The circles represent the start and end of the process. My role
in this diagram is “Facilitator.” Each small rectangle is a task containing some narrative
that describes a work step.

4. Notice how these tasks were placed either fully or partially in a swim lane, which
indicates what role or roles are responsible for doing that task. Look at task number 2,
“Agree on Objectives.” The work for that task is shared collaboratively between the
Project Sponsor and my role, the Facilitator. Task 7 is another example of shared
responsibility.

5. Notice the dog-eared pages. Those represent a document — the charter for a project, or
a status report, for example. Lastly, this diamond represents a simple yes/no decision.

6. Together, we’ll follow this process starting on the left side and step through several of

11



the tasks in sequence.

11



Create a Foundation

T
w O
3 2
oy ) e A
i (
.| 2 Agreeon - 3. Create
Objectives Diverse Team
— . ;.; . .
o . . .
-t . .
S 1. Learn the . . . 4. Plan the
i . . . Approach
Need to facilitate :
project team . .
meetings Project Charter \'/
£
3
- Project Invitation

12

3/30

1. Step 1, “Learn the Lingo,” is about making effective communication possible. You've
probably heard this — there are only three rules in project management: communicate,
communicate, and communicate. | must understand the jargon used by the team and
the project stakeholders. Without that understanding, communication will fail. Which
of the 10 behaviors might apply here? Listening, certainly.

2. Let’s look at Step 2, “Agree on Objectives.” In the DolT PPMO we always begin a project
with a charter. The charter, with insight and approval from the project sponsor, lists a
vision, objectives, resources, and risks. As we are developing the charter, which of the
10 behaviors might apply here? Showing Foresight, Conceptualizing.

3. Let’s look at step 3, “Create a Diverse Team”. | continue to be amazed at the
accomplishments of any project team that includes representative stakeholders with
diverse perspectives and backgrounds. In the book, “The Wisdom of Crowds,” James
Surowieki summarizes critical attributes of successful teams. First, that diversity of
opinion is the single best guarantee that the team will reap benefits from face-to-face
discussion. Second, that a non-polarized team consistently makes better decisions and
discovers better answers than most of the team’s individual members, and surprisingly
often, that team outperforms the capabilities of even its expert members. Lastly, there




is no correlation between the performance of the smartest person in the team and the
performance of that team. These are all reasons why having a diverse team is so
important.

Which of the 10 behaviors of Servant Leadership do you recognize in “Create a Diverse
Team”? Take a moment and review the list.
A. | am Being a Steward because | am using the knowledge and insights of people
B. |am Being Aware to create a positive and productive team culture.
C. lam Building Community because | am ensuring that team members represent
the interests of stakeholders affected by this project

As | plan and shepherd a project, | think about how to apply each of the 10 behaviors. For
example, | ask myself:

A. How can | listen deeply and encourage others to do so as well?

B. How can the team develop foresight into the project domain?

C. How can team members be aware and build community themselves?

12



Plan, Stage, Kickoff
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1.

So that we have time for your questions at the end, I'll skip some of these process
steps. If you are interested, | crafted an in-depth essay on these concepts. See your
handout for the link. http://go.wisc.edu/86fs3g
| want to emphasize step 5, Building Relationships. Strong, trusting relationships
between me and team members is critical to project success. I've found an easy way to
lay the foundation for good relationships with team members.
Before the project kickoff meeting, | contact each person on the team. | want that first
contact to be positive and engaging. | want each team member to know their insights
and opinions will be heard. | want them to gain a sense of trust, of forward motion, and
innovation.
| need a volunteer for a moment. Who can help me? What is your first name?
PERSON NAME, imagine you are a team member on this new project. | call you up,
identify myself and my role on the project. I'll say, “PERSON NAME, | know you are
busy. I'm wondering if we can chat briefly about the new project. Is that OK? Thank
you! I know the project sponsor wants you on this team because of expertise.
“PERSON NAME,

A. What are your current job responsibilities?

B. What are your hopes and concerns about this project?

C. What frustrates you about the way things are now?

13



1.

What do you feel we ought to accomplish in this project?
What challenges do you see arising in this project?
How might we overcome those challenges?
At the end of our meeting, | summarize what | heard. PERSON NAME, thank youl!
We end the call.
| picked up valuable information about this team member. | listened to not only to what
they said, but also their demeanor and tone of voice, which may their feelings about the
project — positive or negative.
But what else was accomplished? PERSON NAME, based upon these questions

1. Do you feel valued?

2. Do you feel energized?

3. Do you feel you can trust me?
Ask: What Servant Leadership behaviors am | exhibiting? Listening, Empathy, Healing,
Being Aware, Being a Steward, and Building Community.

[ Bulluliv)
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1.

Consider Step 8, Work between Meetings. At this point we are several weeks into the
project. By this time, | may have a draft document to share with the team. In doing so, |
always ask team members for improvements and suggestions through a cover e-mail
like so.

“Thanks so much for your valuable input from our last meeting. Here is a draft |
created based upon what | heard you say. | welcome your suggestions for
improvements and any additional ideas. It will help our progress if you can respond
by Monday, the day before our next meeting.”

Notice what | implied in this email message — In my projects, team members are
responsible for our work products. | am the messenger and organizer, but it is the team
that is climbing the mountain. They own the project work documents, as well as the
recommendations we share with the project sponsor.

It may be obvious that | am exhibiting the behaviors of being a Steward and Building
Community. You may have also heard me set a deadline, which gives me important
feedback when | need it — so we can meet our deadlines getting up the mountain. What
other behavior did you notice? Persuading.




Here is another tip. Between meetings, | contact PERSON NAME and ask a few questions.
A. “How do you feel about what we accomplished at the last meeting?”
B. “What could we have improved?”
How would you feel if | asked you these questions? These give you some control over
how we climb the mountain. | can also make adjustments —to find a better, safer, shorter
path up the mountain.
I'll also ask, “do you feel you have the resources you need to accomplish your upcoming
project tasks?” Remember Ken Blanchard: While a team member is responsible for the
work assigned to them, | make myself responsive for each team member’s needs. In my
role as expedition coach, | am not controlling the team. | am serving the team.

| have a question. Which of the 10 behaviors am | exhibiting? Listening, Empathizing,
Being Aware, Healing, and Commit to Growing People’s Capabilities.
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1. You may be familiar with Brene Brown, who wrote several compelling books on
leadership. One of her key themes is vulnerability and its importance in being a
successful leader.

2. Accordingly, I'll touch briefly on step 11, Evaluate Facilitator Effectiveness. I've found
that | cannot improve on my coaching skills unless | get feedback from you and your
teammates. OK - let’s face it — getting feedback can sometimes be painful. | have two
tips.

1. First, | create and sustain an environment of open, free flowing, and blameless
communication. While step 11 appears at the end of this process, in truth,
incremental feedback at steps 5 and 8 is critical. That feedback allows me to
adjust and improve during the project — when it really matters — when | or we
can do something about it — change our path up or down the mountain. Done
this way, that final evaluation by team members probably won’t tell me
anything | didn’t already know. Step 11 at the end of the project should be a
capstone, not a tombstone!

2. Here’s the 2nd tip — disassociate the work that | do from who | am as a person.
When someone criticizes me, | must assume they are focusing on the work | do,
not the value | have as a human being. Let’s face it: | make mistakes. We all do. |




have the opportunity and obligation to grow. Without feedback, my growth as an
expedition coach is not possible. | welcome feedback. Let’s suppose you said,
“Joe, you are a really bad presenter.” I've learned to pause when | hear feedback
and strive to give thanks. | respond with curiosity: “Oh, that’s interesting — help
me understand what you mean. Are there specific areas where you feel like | can
improve?” | summarize to confirm my understanding. Note: | will also ask this
person, “What did you think | did well?”
3. What Servant Leadership behaviors did you notice in asking for feedback? Listening,
Empathizing, Healing, Being Aware, Persuading, and Building Community come to mind.
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On the UW-Madison Campus

- Division of Continuing Studies - Certificate
https://pdc.wisc.edu/noncredit/servant-leadership/

« Center for Leadership & Involvement — Leadership
Framework https://go.wisc.edu/vén1uo

« Servant-Leadership CoP — third Friday, virtual 8:30-
10am; next meeting 4/19, 5/17 joe.goss@wisc.edu
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If you want to learn more about Servant-Leadership, there are several campus resources.
1. Recommend the DCS Servant-Leadership certificate. | taught a portion of the certificate
program for several years. Hundreds of people have found this certificate informative
and valuable.
2. Explore this Leadership Framework, which maps nicely to the 10 behaviors we’ve been
reviewing.
3. Shepherd a community of practice based at UW-Madison, but available to anyone who
wants to participate.
a. Our group is warm and welcoming. We support each other in our leadership
journey.
b. We explore books and essays, host guest speakers, and hold compelling
conversations about leadership.
c. Please join us! Send me an email as a request, and I'll add you to our email list.
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Written Resources

« The Understanding and Practice of Servant Leadership by
Larry Spears http://go.wisc.edu/nz11pd

- The Servant Leader — How to build a creative team, develop
great morale, and improve bottom-line performance by James
Autry

- A Framework for Developing and Sustaining Effective
Teams by Joe Goss http.//qgo.wisc.edu/86fs3g

- International Journal of Servant Leadership (Gonzaga
University) https://go.wisc.edu/2ef557

Questions? Joe Goss joe.goss@wisc.edu
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Here are some written resources | think you will find valuable

1. Essay — pages 1 —4 introduction to S-L and the 10 characteristics

2. The Servant Leader — best book on day-to-day practice of an executive Autry is an

excellent storyteller — He explains how he as a servant leader addresses tough issues -

employee performance, alcoholism, cancer, death of an employee’s family member

For deeper dive into my approach to project leadership

4. Journal =17 volumes of essays on S-L by Margaret Wheatley, Peter Block, Ann McGee-
Cooper, and many other writers in diverse contexts — education and nursing, for
example.

w

| believe you now have
1. A conceptual understanding of Servant-Leadership.
2. Seen data about the impact of servant-leadership on organizations.
3. Learned several applied techniques you can use in developing and sustaining
successful project teams.
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At the Core

Green Bay Packers head coach Vince Lombardi said:
I don't necessarily have to like my players and associates, but as their
leader, | must love them. Love is loyalty, love is teamwork, love respects
the dignity of the individual. This is the strength of any organization.

“‘Love in the leadership-at-work sense is not a feeling; it's
expressed as an ‘action verb.’ It's love that shows up in meeting
the needs of others to get results, clearing obstacles from
people's path, and empowering others to succeed and grow as
workers and human beings. It has intrinsic value for both leader
and employee.”

- from 7 Harsh Truths That Will Improve Your Leadership Skills Overnight by Melanie Curtin; Inc.
https://www.inc.com/melanie-curtin/7-harsh-truths-that-will-make-you-a-better-manager.html
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Take a minute and read this excerpt from an article a few years ago in Inc. magazine.
Lombardi’s quote is italicized. An excerpt from the article is in quotes.

Underlying the ten behaviors I've shared with you, there must also be a deep-seated love
for the people you serve.

I’'ve used the metaphor an expedition coach as | serve others. To recap: As | plan and
shepherd a project, | think about how to wisely apply the 10 behaviors you’ve learned
about. For example, | ask myself, how can | listen, empathize, and encourage others to do
so as well? How can we as a team show foresight, conceptualize, be aware, and build
community? My strategy has been a cornerstone of dozens of successful projects.

| hope you can benefit from applying this strategy as well.
What questions do you have?

Before we break, | want to thank someone. Each of you decided to be here. Our facilitator
was forced to me here! How about a round of applause?
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THANK YOU for your interest in this topic.
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