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TECHNICAL AND MANALEMENT PROPOSAL
1.0 Personnel Qualifications and Experience

Resolution Dynamics, Incorporated (RDI) will supply
experienced and highly qualified trainers, consultants and design
personnel for all tasks included under the U.S8. Nuclear
Regulatory Commission (NRC) Supervisory, Managerial and
Organizational Development Programs project. The average for key
personnel to be offered is fifteen years experience at the
professional level. Additionally, five out ¢f this cadre of
twelve have had significant experience workiry with the NRC,
delivering products and services that are similar or the same as
those identified in this project. Even those without direct
experience inside NRC have worked extensively in similar
organizations with engineering, scientific, regulatecry and
nuclear power functions. Among these are the U.S. lepartment of
Energy, GCeneral Electric and Tennessece Valley Authority.

1.1 Tdentify "Key Personnel," and percentage cf time for
each on other projects over proposed pericd

The following list of cadre includes primary trainers,
consultants or designers on the various project tasks., [PT)
indicates Primary Trainer. [ILC) indicates one of the persons who
may be Lead Ccnsultant on an Organizational Developrent project,
(BUj indicates Backup. Course design assignments will be made by
the RDI project manager. FKey personnel include:

KEY STAFF_NAMES PROJECT RESPONSIBILITY

1. Nicholas Mann 1. PROJECT MANAGER, plus [PT)
Supervising Human Resources, (PT)
Appraising Employees, [BU)
Performance Management, [(BU)
Management Workshop, (BU) Conflict
Resolution, [LC) Organizational
Development

2. Donald Spears 2. [PT) Conflict Resolution, ([PT)
Small Group Dynamics, [(PT) Work
Team Coordinator Workshop, [BU)
Plannin? and Coping, [BU)
n

P Appraising Employees, and [IC)
i oy Organizational Development
ﬁSFZ “ﬂrlf
Pﬂ? (,f/./"f/‘{/'
i ﬁuijzya

e
ol
[',,,‘J]/ (rf’ '

Tepv -

L A



3. Karen Gaskins
Jones

4., William King

£. Sephena Jordan

KXY CONSULTANT NAMES
€. Robert Maddox

7., Susan Weeks

8. Susan Clark
BACKUP CONSULTANTS
$. Majorie Schiller
10. Chuck Phillips
11. Deborah Bloom

12. Jawara Lumumba

[PT) Presupervisory Orientation
Pt. 2, (PT) Managing Management
Time, [PT) Communication for Nk:&
Inspectors, (PT) Planning and
Coping, [BU) Conducting

Meetings, (BU) Manaqin? Stress,
[BU) Selection Interviewing, ([BU]
Interviewing Skills

(PT) Interviewing Skills, (PT)
Conducting Meetings, [PT)
Gathering Information for
Inspectors through Interviews,
[BU) Communication for NRC
Inspectors, [(BU) Work Team
Coordinater Workshop, (BU)
Managing Management Time

(PT) Managing Management Stress,
\PT) Selection Interviewing, (P7:
Performance Management, (BU) Sma.l
Group Dynamics, [BU) Supervising
Human Resocurces, [BU) Managing
Change, and (LC) Organizational
Development

PEQJECT RESPONSIBILITY

6.

7,

8.

[PT) Management Workshop, [BU)
Srall Group Dynamics

[PT) Managing Change

[LC) Organizational Develcpment



1.1.1 The Project Manager
Work lead Distribution

Immediately, upon receipt of the award of the Supervisory,
Managerial Training and Organizational Development contract,
RDI's president, Nicholas Mann, will assume the responsibilities
of project ranager. Since he will also be involved in training
and designing of some programs, the order of his priorities will
be:

(a) Corporate management (1-2 days per month)
(b) NRC project management (2-6 days per month)

(¢) Cenducting training for NRC in: Supervising Human
Fesources, or Appraising Performance (4-6 days
periodically or an average of 2.5 days per month)

(d) Other services (5-7 days per month)

(e) Other NRC courses, course designs and organizational
development (3.5 days per month).

This constitutes a projected commitment for Mr. Mann of 10
up to a peak level of 14.5 out of 21 work days per month working
on various responsibilities under this contract.

Duties

Mr, Mann's duty as project manager will be to ensure that
all services to the NRC under this contract are delivered in
accordance with the following statement of RDI's service
strategy:

TO SHOW CARE AND CONCERN AT ALL TIMES FOR CLIENT NEEDS; TO
BE GENUINE AND ACCURATE IN ALL FORMS OF CLIENT COMMUNI~-
CATION: TO WORK DEPENDABLY AND WITH FLEXIBILITY; AND TO
REGULARLY SEEK OPPORTUNITIES TO ADD VALUE FOR THE CLIENT.

More specificaliy, Mr. Mann will manage the "four P's" of
preject management:

(a) Products [training, OD and design services and
materials)

(b) Personnel [to include training and consulting staff,
consultants and support staff)

(¢) Processes [instructional systems, design systems,
communication systems and all other systems needed in
order to maintain high quality service delivery)



(d)

Paperwork [the erffective storage and retrieval of
necessary and desirable information associated wit the
business activities, delivery of services, ard
evaluation ¢f performance on this contract)

1.1.2 Corporate Finance Officer

wWilliam King, RII's chief financial officer will be
responsible for vorking with the project manager in coverseeing
activities which pertain to financial recordkeeping, procurement
and purchasing. He and the project manager will be jointly
accountable for managing program resources effectively, and for
general fiscal resporsibility. Given his other involvexzents as
trainer and designer in this project, the order of his work load
priorities will be:

(a)
(b)

(e)

(d)
(e)

Financial cversight (1-~2 days per month)

Conducting training for NRC in: Interviewing Skills,
Conducting Msetings, Gathering Information fcor NRC
Inspectors Courses (4 days periodically or ar average
of 2 days per month)

Other NRC courses and new cource designs (3-7 days per
month) .

Other corpecrate duties (5-7 days per month)

Other servi.ces (6-7 days per month)

This constitutes a projected commitment for Mr. King of 8.5
up to a peak level of 13 out of 21 work days per month working on
various responsibilities under this contract.



1.1.3 Other Key Staff Consultants and Trainers
Faren Gaskins Jones [(Work load Priorities)
(a) Conducting training for NRC in: Time Management,
Communication Skills for Inspectors, Planning and
Coping, Presupervisory Orientation Part Il (2-3 days
periodically or an average of 1.5 days per month)
(b) Other corporate duties (3~5 days per month)

(¢) Other NRC courses and course designs (5«7 days per
month)

(e) Other services (6-8 days per month).

This consti utes a projectied commitment for Ms. Jones of
seven days up to a peak level cf 10 out of 21 work days per month
working on various responsibilities under this contract.

Donald Spears [Work Load Priorities)
(a) Conducting training for NRC in: Work Team Coordinator
Workshop, Small Group Dynamics and Conflict Resolution
(4 days periodically or an average of 2 days per month)
(b) Other services (6~12 days per month)

(¢) Other NRC courses, ccurse designs, and organizational
development (3-6 days per month)

(b) Other corporate duties (1 day per month).

This constitutes a projected commitment for Mr. Spears of
6.5 days up to a peak level of 1C out of 21 work days per month
working on various responsibilities under this contract.

Sephena Jordan [Work load Priorities)

(a) Conducting training for NRC in: Managing Management
Stress, Selection Interviewing and Performance
Management Workshop, plus Organizational Development
(3-7 days periodically or an average of 2.33 days per
month)

(b) Other services (5-10 days per month)

(c) Other NRC courses and new course designs (1-3 days per
month) .



This constitutes a projected commitment for Ms. Jordan of
seven days up to a peak level of 10 out of 21 work days per month
working on various responsibilities under this contract.

RDI support staff will be oriented and trained in any
special tracking or coordination activities which might be unigue
to this NRC project (such as the location of regional offices, or
any special audiovisual support duties which our personnel may be
able to take responsibility for during the actual course
sessions).

1.1.4 Key and Backup Consultants

Key consultants are those with primary responsibility for
delivery of either course instruction or leadership of an
crganizaticnal development project. This group includes Susan
Weeks, Robert Maddox and Susan Clark. These consultants are
committed to performance on this contract through RDI and will ke
available as required.

Back.p consultantis are those who may be called to substitute
for, or to replace, a primary trainer, or to back up or support a
lead consultant. These consultants are committed to performing,
if requested, and will be available on those times when called
upon,

1.2 Fesumes

Resunes of all above-listed personnel making up the cadre
for this project are on the following p ,es.

1.2.1 Resumes of Project Management, and Training and
Consulting Staff



¢

M, NICHOLAS MANN

PROFESSIONAL SKILLS

Process Ccnsultatlion: conflicl resolution, team
building, planning, meeting and retreat facilitation
Management and Super’isory Training

Quality Service Progcam Training and Consultation
Public Speaking

WORK EXPERIENCE

i987-present: Fresident, Resolution Dynamics, Inc.

Responsille for overall policy formulation for a small
minority-csntrelled human resource management consulting
firm. Oversee all operaticnal areas, to include
planning, firance, office operations and business
developrerz. Also oversee corporate programs and quality
agsurance. Iither exercise direct management authority
for such programs, or delegate such authority to other
corporate >fficers,

Serve as process consultant for various organizations, to
include tr: Smithsonian Institution and the Cnildren's
National Fadical Center. As such, work directly with
managers and staff to facilitate planning, conduct
retreats, resolve conflicts, support quality service
program matazement, sclve problems and conduct training
as needed.

Facilitatel retreacs and conducted various management
training precrams in conjunction with Sue Clark and

Associates ¢f Falls Church, VA for the Department of
Human Rescurces for the State of Maryland.

Facilitateld hruman resource management workshops for
Senior Executive Service candidates for the Office of
Management and Budget, Executive Office of the President
of the United States.

Facilitated team-building sessions and served as a
motivatioral speaker for the District of Columbia
Department of Employment Services.

Conducted =ra2ining in management and supervisory skills,
meeting skills, presentation skills, interviewing skills
and perfornance appraisal skills for the U.S. Nuclear
Regulatory Commission.

Conducted various training sessions in management and
supervisory skills for Arlingt~, County, Virginia
Government.,



Designed training packages and provided traine. training
for Standardized Automated Peanut Murketing Systen
("Smart-card project™) funied by the Agricultural
Stabllization and Conservation Service, United states
Department of Agriculture.

1976~87 Independent Consultant

Trained approximately 10 groups of managers and
supervisors with the Internal Revenve Service during 1986
and 1987. Specifically was responsible for four deys of
a ten and one-half day program entitled "Management
Development Series.®™ Topics included managing change,
time management, planning, and prebler eolviny and
decision making. A Xkey compoient of these sessions wes a
team "improvement project.® Using skills gained and
decisions made in this compconent, teams made various
improvements in procedures and climate factors within the
IRS.,

Facilitated long-range planning secsions on Inforrmaticn
Resource Management (IRM) at the Smithsonian Institution.

Provided additional training and organizational
development consulting services at all levels from froat
line staff to superviscrs, middle n. igers and executives
for various public and private sector organizations
including U.S. Farmer's Home Administration; Pureau of
the Fublic Debt; U.S. Labor Depnartment; General Services
Administration; U.S. Department of Transportation; U.S.
Department of Justice; U.S. Department of Defcnse: U.S.
Information Agency; U.S. Department of Agriculture. t@:
International Management Institute in Cairo, Egypt; tre
State of Maryland; the Commonwealth of Pennsylvania; the
State of Alabama; Duion Paints, Inc.; several computer
software and engineering firms; and several Hashingtor,
D.C. area community action programs and religious
institutions.

1971-75 Opportunities Indust. ialization Center, 1nc.,

Director of Counseling

Headed staff of professional vocational and guidance
counselors who provided supportive services such as
crisis intervention, referral, motivational guida.ce,
placenent and follow-up to disadvantaged individuals whe
were pursuing vocational skills training in areas such as
carpentry, electrical wiring, automotive mechanics and
secretarial skills.



>erved as Post Equal Employment Opportunity

0 Military Service, U.8. Army

] OP} (EEQ) Officer
Ft. Monroe, VA; also served in Republic of South Korea
Security Detachwmvent Commander at Air Defense Artillery

.

and as Battali«n Tntelligence Officer; served at Ft,

W

NC as Supply Of "icer for Fsychological Operations

General Foods Corporation, Field Sales
Representative

xed with retail store panagers in Washington, D.C.
jion to ensure pr.uct ¢ nckage and quality assurance
introduce new products an ' to distribute promotional

tatéerials,

DITIONAL TRAINING

\iversity of Nebraskd iram Scot ollege, BA Degree
ciology, 1967.

‘ained in Third-Party Consultation Technique by W.B,
y and C. Phillips Reddy-<hillips and Associates,

rtified to administer Models for Management program and
terials (Teleometrics International, Inc.,) 1977.
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he Washington, D.C. Board of

ted into the 1989-90 class of leadership Washinglon
T

rade.

‘pecial Recognition Award, 1986, for superior performa

an external consultant to the Smithsonian Instituti.

(only such award ever presented by the Institution).

F
L

aculty Excellence Award, 1984, from Graduate School,
.8, Department of Agriculture (first year such award was
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.

Conducted *Focus on Excellence" seminars for management
women in NYNEX, New England Telephone companies, and
Picatinny Areenal, (Subcontractor to Schiller &
Associates)

198487 Independent Consultant

Designed ard conducted "Cross-cultural Avareress"
training for Tmmigration Infurmation Officers,
Immigration and Naturalization Service.

Designed and delivered a variity of experiential training
events for the U.S8. Peace Corps, including: 1Inter-
regional Training Program for Desk Officers and Desk
~#ssistants; Predeparture Or! ntations for Peace Corps
trainees: Frcject development +d planning (Cameroon),
Training~c!~trainers workshop. (Zaire, Seregal, Cameroon,
Swaziland), Feer counseling workshops (Carmercon), Close
of Service Ccnferences (Gabon, Central African Republic).

Conducted a Staff Advance Workshop for the Capitol East
Children's Center.

Developed Statements of Work, Close of Service Trainer's
Manua) and_Participants Handbook, the

Reference Fardbook, new employee orientation package,
U.8. Peace Corps.

1979-83 U.S. Peace Corps

Associate Director of Programming and Training, Peace
Corps (Kingston, vamaica), Supervised multicultural team
of Peace Corys program managers for agriculture,
education and social development. Working with
operationa.l and executive le'el Jamaican of icials and
Peace Corps program managers, coordinated program
directions and identified Volunteers' training needs.
Planned, implemented and evaluated mose than 10 programs
annually and monitored training contracts. Also provided
counseling, professional support and crisis interventions
for Volunteers,

Peave Co Fellow (1979-80). Awarded a Fellows position
in a high y competitive management intern program

designed to prepare participants for overseas staff
positions.

1978-79 Recruitment Specialist, ACTION

Designed and implemented recruitment campaigns and
strategies: identified, interviewed and counseled
prospective Peace Corps and VISTA volunteers. Generated
avenues for increased public awareness of both programs

13



through radio and television interviews, universit

programe and class talks, citywide publicity campa¥qns
and responses to individual inguiries.

1973-77 Peace Corps Volunteer

* Researcher and Office Administrator, W-«t African
Regional Mathematics Programme (WARMP) Freetown, &ierva
Leone, West Africa (1574-77). Developed mathematics and
education library; researched, edited and illustrated
training and educaticnal program materials. Delivered
courses at WARMP miniinstitutes to train primary scheol
teachers and other Ministry of Education personnel ir the
techniques and content of modern mathematics.

* Mathenmatics Teacher, Mcosongo, Sierra Leone, West Africa
(1973-74). Taught mathematics and English literature to
more than 100 students in a rural secondary school.

EDUCATION AND ADDITIONAL TRAINING
* Texas Southern University, M. Ed. Degree, 1975,
* Spelman College, BA Degree in Mathematics, 1972,

* Myers-Briggs Type Indicator Qualifying Workshop, Otte
Kroeger Associates, 1988,

PUBLICATIONS

* Country Desk Unit Reference Handbook, Peace Corps (0ff: e
of Personnel Management, 1988)

* Qlese of Service Conference Trainer's Manual (revised)
and Participants' Hanibook, Peace Corps (Office of
Program and Training Support, 1986)

* Math Aids for Everyone, WARMP (1975); editor and
illustrator for various WARMP bocks, math newsletters and
papers (1974-77)

14
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EDUCATION |

* M.P.A., MAnerican University, 1976, s:oci-lizlnq in
organizational theory and development.

* B.A. in English, Harvard, 1961,

* Graduate courses in cultural anthropology and applied
anthropology, American University, 1971-73,

ADDITIONAL TRAINING EXPERILNCE

* Writing teacher for P.L.A.N, (Push Literacy Action X:w),
a literacy program for inner-city adults; classes are
small groups, requiring a combination of teaching,
facilitating and counseling. Member of Board of
Directors and Educatics Committee.

* Facilitator for various community service groups ané
conferences,

*  Attended Nationel Training Laboratories "Human
Interaction Workshop.*

+ Participated in experimental Tavistock group and carcer
development seminars.

WRITING EXPERIENCE
Publications iiclude articles in The Washington Post, T.ma=

Life Books, Meme magazine, The ladder (literacy newsletie=)
and various technical reports.
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BEVHENA A, JORDAN

WORK FXPERIENCE

1950~Present: Staff Trainer and Consultant, Resolution

Dynamice, Inec.

Conducts various supervisory and manugomont training
courses, and implements organizational development
programs for clients such as the U.8. Environmental
Protection Agency

196€~89 Management Consultant, UPP Enterprises,

Enoxville, TN

Conducted various supervisory and management training
courses, and implements organizational development
programs for clients such as the State Technical
institute of Knoxville, TN and the V.8, Office of
Fersonnel Management Executive Seminar Center in
Cakridge, TN,

1564~-86 Management Development Specialist, U.S8, Department

of Energy, Oak Ridge Operations Office

Overall responsibility for the design, development and
irplementation of the Organizational Development Program,
Specific dutics included:

Designing and manaqin? the implementation of the Team
Building/Problem Solving Facilitator Program

Developing plans and procedures for identifying,
selecting, training and directing the internal 0D
facilities

Providing advice and assistance to managers, supervisors
ard employees in the areas of organization and employee
development, goal settinT. effective communication,
conflict resolution, decision-making processes, team
building and interpersonal style awareness

Making recommendations to upper management on ways to
improve the efficiency and effectiveness of the total
organization

Developing plans for implementing the various components
of the total organizational effort.
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1974=77 Assistant Director, Chattancoga Bureau of Relief,
Department of Health & Education, City of
Chattancoga, TN

* Revised agency eligibility criteria and client screening
process

+ Interviewed clients to ascertain their eligibility for
agency assistance

* Acted as liaison to other community agencies
* Fkepresented the agency director as necessary

Counselor/Program Developer, Chattanooga City
Project Counseling Program, City of Chattanooga, TN

* Developed and implemented pilot community counseling

program in low-rent housing district (children and
adults)

* Coordinated the participation of the housing districts
with community service agencies such as the Girls Club
and Senior Citizens

* Designed and aaministered carcer and self-awareness
programs for community residents

* Provided individual and group counseling

* Acted as liaison to jivenile court, area schools, opublic
service organizations and city hall

EDUCATION

Master of Education, University of Tennessee at Cha tancoga
Area of Concentration: Counseling

Bachelor of Science, Austin Peay State Univursity

Clarksville, Tennessee
Double Major: English and Psychology

20



( i.2.2 FResumes of Training and Consultina Associstes
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Susan Weeks

33 WaEN OOMAN
OOCXEYSVILLE, M 21030

301-667-6369
RESUME
EDUCATION: :
M.8., 1986 Johns Hopkins Uriversity, Baltimore, MD, App.ied
Behavioral Science. Coursework focus on change
nanagement, organization and community develcyrent,
and adult learning principles and training.
B.A., 1965 University of Maryland at College Park. Hist:ry,

and Socioloegy.
Professiconal Certification:

Myers-Briggs Personality Type Indicator =~
Qualified Trainer,

MATC Trainer. (Mid-Atlantic Assn. for Trainirg &
Consulting'

Professional Seminars and Werkshops:
MATC Pregrams, lLeadership Training, Experiential
Design okills, Women's Leadership Development.
Jungian Psycrolegy, Neurolinguistic Programmizg.

FPROFESSIONAL EXPERIENCE;

1985-present  Independent Consultant and Trainer for Human
Resource and Organization Development., Clien's
include corperations, government, and non-profit
systems, with a focus on supporting individuals
and orgenizations in working more effectively and
productively. Consultations have included
managing change of corporate structure,
facilitating the merger of two corporate cultures,
strategic planning and goal setting, conflict
resolution, development of performance systenms,
conducting training needs assessments and
designing training programs to meet organizational
objectives. Training seminars, based on adult
learning principles, focus on leadership and
management development, supervisory skills, inter-
personal comnunication, human relations training
and personal and spiritual growth,.
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RESUME

Pobert W, Yaddox

© Director of Creative Cennunlcations Assoclates

Twelve years associat!»n with mansgerial and superviscry
development programse with's the Nuclear Regulatory Commiss! sn.
Durlng thie tlne he Yas ctaducted programe at headquarters and in
8411 of the reglons for bo:* management and general emplovees, Me
deslgned and conducte the {~1tlal EFED workshope for the Xi2; ¢o-
deelgned and conducted the “orkshop for Managers progran; and co-
designed and conducted the Terfaradyoe Standarde Vorkshos., He
aleo has conducted the Sriur Dynanics Workshop and EEO Crimselor
Tralnlag., 1In addftion, he condicted a team bu{'ding effcrt for
the 0ffice of Small and Disadvantapged Businese [Civi) Rigute
Staff] and co-tratned an %RC SES C-alidate program, Ap & result
of hie working with varieé¢ SRC employee groups, Mr. Maddet Ses an
videratanding of the eharester of ths organlzation, Its ~lsstion

and personne!l,







Bob Maddox

© Subcontracter to the Sterling Institute

Has desigred and conducted the Yuman Side of Management; EEO
Training for Su;ervisors; Time Management; Recruiting Skille;
Management by CSjectives; anl other wocrkshops designed to address

tpecial organizational neede for the U,S, Departrnent of Lador,



DEBORA $. BLOON
16 George Street
Newton, MA 02158

617-965-6808

Human Resource Consultant fes somestic and {nternational ¢lients iz industry,

health care, and governaent. Specializing in organization development, career
Banagement and managesent development.

SELECTES PROFPESSIONAL ACCOMPL I SHMENTS
1974 - present

ORGAN1ZATION DEVELOPMENT

® IMPLEMENTED CONPREBENSIVI PERPORMANCE MANAGEMENT AND CAREER DEVELOPMENT
SYSTEN for manageria)l pers:tnel of a multi-cultural manufacturiang plant,

¢ CONDUCTED NEEDS ASSESSMEF™¢ and designed ski)) development prograss for
Technical Tralning. Huma: frsources, and Pinance organizations.

¢ IDENTIFIED ORGANIZATIONA. “EVELOPMENT NEEDS of thirteen community
corrections agencies. S¢.s2:ted and supervised appropriate cons.lting
resources to mee* needs.

® PACILITATED EMPLOYEE OPINO8 SURVEY FEEDBACK SESSIONS and management
training in Europe and Hung Xong.

¢ CONDUCTED TEAM BUILDING ASC PROBLEM SOLVING PROGRAMS for marketing,
manufacturing, customer sirvice, and personnel organizations,

CAREER MANAGEMENT

® INITIATED AND MANAGED PRLE™T to prepare 300 division managers ‘o conduct
career management with em:.:yees.

¢ PROVIDED OUTPLACEMENT SEF:IZS AND SELF-EMPLOYMENT WORKSHOPS fo- high tech,
biotech, aerospace, sarcfecturing firms, and a major bank.

¢ COACHED EXECUTIVES IN THI IMPLEMENTATION OF HIGH POTENTIAL AND SUCCESSION
PLANNING PROGRAMS .

¢ DEVELOPED AND PILOTED A CINSULTING SKILLS SEMINAR for information systems
managers and trained traiters to deliver it in a multinationa)l fire,

® TRAINED PERSONNEL MANAGER: - o deliver performance management training to
line managers.

¢ CREATED BRANCH MANAGER DETVELOPMENT PROGRAM in consultation with regional
vice president. Progras .::)uded problem solving sessions, operational and
technical training, Interi:*ion with managers and executives from elsewhere
in the company and custome» panels,

¢ DESIGNED AND DELIVERED MaA’EMENT SEMINARS for senior and mid-)evel
wanagers from six Guatesa. i~ agricultural agencies. Incorporated
Guatemalan co-trainers in:: *he program delivery.



Debore §. Bloom Page 2

NT EX N 1960 - 1974

MANAGED FROGRAMS AND STAFP In psychiatric hospitals and rehabilitation centers
in New York and Greater Boston.

COLLEGE TEACHING EXPERIEN.E 1972 - 1982

TAUGHT MANAGEMENT courses at University of Massachusetts, Northeastern
University and Leuley College.

PEACE C2RPS - Colombla 1965 - 1967

EDUCATION AND TRAINING

Doctoral Studies - Administration and Planni.g - Marvard, 1976 - 1980
Postgraduate Management Courses - MIT, 1977 - 978
M.A. - Ecucation - New York University 1962

Specialized training in: consultation skills, system dynamics, problem solving,
confli:t management, and communization skills - from NTL. Innovation
Associates, Synectics and others.

Fluent in SPANISE

Beth lIsrael Hospital

Blue Cross/Blue Shield of Massachusetts
Camp Dresser & McKee

Digita) Equipment Corporation
Computervision

Info/Ed

Institute of Business Designers
Management Sciences for Health
Massachusetts Department of Mental Heslth
Massport Authority

McBer and Company

Right Associates

The New England

U. §. Department of Agriculture

wWang Laboratories

Youville Hospital



CHUCK PHILLIPE AXD AASOCIATES
AKEAS OF CONEULTATION/CLIENTS
PAOE 2

AKEAS OF CONSUZZATION (Continued)

© Process Consultation to ongoing vork tesms/groups for incressed
effectiveness (management teams, staff groups, te't forces, design
groups, plassing committess,)

© Interventice L= interpersonal end interorganiesiiosal conflict
situations,

© Development aad {uplementation of large systen chasge processes
in aress of nev management spproaches (values), nev technology
fntroductices, nev marketing concept/identity,

© One-on-one c:npultation and personad Gevelopment coscking vith
key executives (CEO's, Presidents and Senior Vice-Presidents,)

TFAINIRG (Cusicm=designed for each client om “core jregram)

© ALTERNATIVE MAXAGERIAL AFFROACHES « learning hov to BANAEE ACroes
& Lrosder array of styles, epprosches =
perticipative/directive, task/pecple

© LEADERSHIP EIMINARS « particularly for high-level pacagers to

understand and internalite the manager/

leader differences wnd ™e® Lesder,

(6 CONSULTATICY SAILLS « for internsl resources to develop the capa-

bility to provide a vide rasge of cone
sultative response to irterzal clients

© FACTLITATICF EXILLS « for managers, human repources people, teem
leaders/menmbers,

© TRAINIRG CF TFAINERS « developing the capacity of (zterssl resources
to design end lesd more experiential
programe,

© INTER-INTFAFEFSORAL AWARENESS AND SKILLS « for all kinds of people
(particularly 4n organizations vorking on
"Cultural change"),

© CREATIVE PRIZL™-SOLVING « tools and skills for ap;reaching complex
prodlems in a variety of different vays,

© TEAM-BUILDING « developing the capacity of manegers aod {nternal
resources to provide Tess~Building vith
staffs and teams,

© PROCESS CONEULTATION « see brochure

© INTERPERSOKAL/SROUP CONFLICT INTERVENTION - see brochure



Chuck Phillips and Associates

Consultants to Organizations __
Potter Road  Wilton, New Hampshire, 03084 » Telephone (603) 654-2493

T OF RECERT

Bethlehem Steel

Boneyvell « Informetion Oystems
American Optical

General Dynamics Electric loat
Operry « Defense Oystems

Donaldson

Onedda Yolded Plastics

Marshall's (Corporate Beal iarters)
Norton

Federsted Department Stores
Covenant Insurance

Comet Products

Associated Medical Industries

U.8, Postal Bervice

Prime Computer
General Electric « Afrcrafs Engine Grouwp

Aerospate Croup

Domesti: Ayparatus and Engincering Services
Internsiicnal Sales and Services

Medical Systeme Crouwp

AREAS OF CONSULTATION

© Development of Birategic Flanning process and facilitation of
"bottoms-up® planning throughout organiration,

© Development of business nission, vision, values and operating
philosophy and develcjmest and facilitation of implementstion and
associeted change process,

© Orgarization-vide "healt: diagnosis™ and vork vith management to
develop implementation wad change strategies,

© Rev plant start-ups « malor Socio-Technecal manufacturing plant
project; satellite rpofessional/technical operations; and high~
tech electronices plant project,

© Development and fecilitation of high growth strategles, plans
and actions (plastics business ard soft-contact lens business),

© Team-Puilding « nev teans; existing, "conflicted" teams; highe
level steff tewms; in cosJunction vith major re-organizations,
nev nanagenent approaches and mergers,

© Development of processes and plans for mergers and scquisitions,

© Work with Human Resource organizations to help plan and implemernt
transition from "transactiional service-providers and policemen"
to "consultative, business~conrected resources,"

© Development and facilitation of organizational restructuring
processes vith participstive approaches,
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Dro Clark®s advenced degrees arvre from Indlana

Univer-q4ty. S*e 18 a meober of & number of professionsl
epsociations itocluding the International Asscciation of
Quality Cire’es, the Transportation Rescerch Roard, and the
American Society for Public Adnministraticon,

Sampling of Recent Activities

1986

1985

1984

Project Director for applied resench program,
evalueting Penneylvanias Department of Trans~
portation®s Quality Circle program: The project
fneluced sanple survey, field intervicvs, produce
tivity acalysis, and recommendations for change,

Coordinator for Montgomery County Maryland Department
of Tracsportetion”e Ewployee Darticipation Program,
Tradoing and feacilitation for a variety of groups,
e.gs suality Circles, Fmployee Committees, and Task
Forces, Conducts annual goal-setting sessfon, On~
going activity since 1983,

Tratner at a teries of workshope, aporsored by the
Transjortetion Research Board, t¢ explain concepts
and ajplicetion of Quality of Work Life to asasvagers
and viien .eaders in the transit industry., Workshops
conducted under the auspices of Pudlic Administration
Sevvice,

Consu'tant to the Delavare/AFSCME Luber~Management
Cooperation Program., Provided group facilitation for
8 state~wide LMC, orientation and treining for
deparisental and vorksite committees, wrote manual
for prodlem=solving at cthe vorksite,

Consuitant to Peninsula Transportation District
Commission, Hampton, Virginia, to plac and faplenment
Manageaent By Objectives and & coonrdirated
performance appraisal system,

Trainer for the City of Pittesburgh/AFSCHE Labor«~
Management Committee, In conjusction with Carnegle~
Melloe University, provided tratniong for steering
conmittee, departmental committees, avd special
sessions for facilitators.

Progras manager for wational level Lador-Management
Committee estadblished by the American Arbitration
Association, Conmmittee funded worksite LMCs and
produced a pudblication on worker participation
prograuns.,



1983

Senfor consultant for organfzational diagnosis and
tradining needs assessnent for Tidewater Regional
Transit, Norfolk, Virginta, Project conducted under
contract to Pudlic Administration Service.

Frincipal fnvestigator of Transportation Researzch
Board project te study quality of work 1ife pregrans
used In and spplicedble to urban mass transit
sgencies, Contiract aduninistered by PAS,

Trainer for the New York City = AFSCME Labore
Management Comnittee. Program consisted of predlen
fdentification and problem~scliving techniques.,




MARJORIE R, SCHILLER 265 Granite St., Quincy, MA 02169
617-472-5656 (office)

49 Rockwood Rd., Hingham, MA 02043

617-749-4373 (home)

General Background

Since 1979 worked as management deve'spment project leader and trafner
for domestic and 1nternationa) govertment and private organizations.
Prior experience: ten years in state government as Director of Caucus
of New England State Legislatures =2 Director of Legislative Education
Services,

Some Relevant Experience

* Management Trafning

The New England Telephone Compasy's Mariborough Learning Center
wanted members of its staff of ra-2gement trainers and course
designers to participate in a raster's level program offered by
the Unfversity of Massachusetts 24 Amherst, As a visiting faculty
member, planned, directed, and t2.ght a unigque two-year work-site
program that graduated thirteer sSudents with a master's degree in
management training fromthe Un‘ve=s ity of Massachusetts 1n 1984,
References: « Dr, Mzrio Fani‘s‘, Dean, University of Massachusetts
Graduate Schot® c* Education, Amherst, Massachusetts,
= Mary Bruxelles, Yanager of Management Training,
NYNEX Maritero.g® Leaming fenter, Marlborough,
Massachusetts.

* Basic Village Services Project

USDA Graduate School subcontracies with AlD to train senfor and mid-
level Egyptian managers. Membe+ c¢ the 1983-84 an¢ 1984.85 training
staff for the three-month proje:t. Also presented a two-day policy
analysis program.
References: = Dr, Michael Me=q.art, USDA Graduate School, Washington, DC.
= Mr. Donald Speirs, Director of BVS Training Project, Wash-
ington, OC.

* Executive Development Program

The U.S. Civil Service Reform Azt —andated a program for desfgnated
6515s to complete prior to entry {nto the senior executive service,
Only outside member of a four-pirson team of Executive Seminar Center
faculty that conceived, designed, conducted, and evaluated two-week
management seminars, Consulted or modification that resulted in the
current oné-week formot.

References: =« Ms, Gari Thompsor, Office of Personnel Management,

Washington, DC.
= Mr, Sam Philliss, Office of Personnel, City of New York.




' : PARJORIE SCILLER 2

( b T Phnn_i_r_\i
Co-desfgned and delivered two-day workshops ‘o= Internationa)
privete voluntary organizations,
References: =« Ms. Jane Watkins, Deputy Director, Overseas

Development Office, Epfscopal Church Center,
New York, NY,

* Blueprints for Women

Member of a five-person team for Partners of the Americas that
held canferences and workshops for women in Pozota and Medelltn,
Colomtia.
References: « Ms. Trma Mann, Senfor Vice President, Hote!)
Sonesta International, Buston, Massachusetts,

* Managemert Seminarsg

One- %2 “our-day seminars in management trafric~2 for senfor and
mid-1e/e” managers in public and private orgen’2ations, Currently
teachisg seminars in the following sublects ‘or Boston Unfversity,
Bostor, Massachusetts; Duguesne Unfversity, Fittaburgh, Pennsylvania;
and Fcedham Unfversity (Manha‘tan ~ampus), New York, New York:

= Leacership Style = The Manage=ent cf Change
Teaining for Trainers « Cormunices’ on
Sirategic Planning - Decision Vauing

¥anazeria) Excellence

Parlaying C<versity into Productivity
“ear Building

Rssertive Yenagement

Referesces on request,

Adyvancec Decrees

Ph.D., Leaming Environments for Management an¢ Publie Poliey," Union
| Graduate School, Yellow Springs, Ohio. Conferred with distinction, 1977,

| Master's in Organizational Development, Harvard G-aduate School of

Educatios « Administration and Socia) Policy, Cambridge, Massschusetts,
| 1975,

; Federal Executiye Institute, Charlottesville, Yiroinia, Seven-week
| residency p~ogram for Federal Senior Executive Service, 1975,
|



Jawara K. Lumumba_

Suiamary of Experience

Current wnd Past Consulting Engagements

110 Omega Sireet
Hendersoe . North Caroling 27856

R

Ten yeans of progressove experience in Mmanagemen: training. leadership develkpment, process consliaton.
organization de\eloperent. policy planning. and program management.

Areas of Special Competence and Interest

Management Training and Leadership Ne elopment: Indin idual consuliations W managers 9y well o ohet
keaders. Dosign and delivery of training for varkous kevely of managenent and secwars of keadenhip Coniryl
areas include producti gy . strategic planning managing change and resistance. orgamazationa! angh sis. ¢ oy
tve leadership shilhs. keadership adsancement for paople of color and women. teasn buikding. waing power

effectively. conflict musagement, siress management. ; rformance apprunals . sad human and orpanizationa!
aues in lepal pracice

Precess Consultation: Earancing work grovp effectveness in esublishing poake problem solving. manag ing
mterpetsong! antergroup and role conficts developing commitment 1o Quale @eciion uning vimk und
fosourees. and thitd pemy anlersentions in conflicn situgtinins

Organization Development and Planned Change: Organzation avesume it dugnosn defining change poais
end strategies. dasignotg and implementing iNleNventions 10 INCroase effectineness-values clarificanion. icgm
buillding. managing inie-actons betw een organizational unis, Managing externa’ infuences. role analy siv and
hepatiations. siraiegx planning. processes for problem-salving. decision-making. and stafl development

Maraging Issues of Race and Gender: Ideniifying factors of institutional racism amd of sexism in ol panize:
hany desipning siraie ey 5o remon e these barricn toorganzahiond effectiveness. providing training and con-

sulietinns 0 increase asateness of differences und expord skills in USIRG @nverse Tesources 10 sirengihen
productiny

T wining Deign and Dediv ery : Conducting Iraining needs assessment inveniones. desgn and deliven of . spon-

She lraining program wecvention. including training of (rainers Programs. mar e ing training leams and con-
ducting post-traming conse Mations with participants.

The North Catolina Insiuie of Minorily Yconomic Development, Granada Government Legal Sen ices of
Puerio Rico. Iniernationa! Lega!l Services Association Sopoka. Colombia. Natioea! Legal Aid and Detender
Association; Northwest Pransy ivania Legal Sen ices Program. Memphis Area Lega' Sem wes Progmm. Midwest
Training Cenier. Texas Legal Services Cenier. San Francisco Neighborhaod Lega' Assisance Foundation,
Greater Miami Lega! Services Program. Nationa) Cliems Council. Nationa! Episcopal Church. Peace Corps,
Foreign Serviee Instituie. Nacwna! Conference of Black Lavyens. Zet Phi Bew Soronity . North Caroling Depan-
ment of Mavor Vehicles. Durtam County: North Caroling Hospita! Corporation. Varce Counvy . Nomh Carolina
Schoo! Board: District of Calumbia Food Sen ies Program. Jack won Mississippi Cety Council, Southeast Af-
firmative Action Assocutxon. Virginia Polylechnic Institute. Princeton University. Elzabeth City Swie Univer.
sity: Community Televnioa Network. Mahogany Communications Company . Saie Farm Insurance.

Conferences and Seminars Conducted,
National Legal Ald and Defender Association:

Leadership Instituie. Creatve Leadership Approaches, Training of Trainers, Management. Advocacy and Leader-
ship Responsibilities, People of Color and Women: Eariching Diversity in Leadership, Management Skills
Development, Managing m & Mukiculture: Environmen, Community Group Leadership. Conflict Manage-
ment, Values Clarificaton, Stress Managemem, Team Building, Power and InfNuence, Learning Style

Differences.

Legal Services Corporation:

Training for Teainers, Trainimg Management and Human Resource Development, Minority Manager Project,
Managing Change. Professiomal Advocacy Supervision, Needs Assessments. Pricrity Setiing. and Strategic
Planning.
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recommending for hire, reference checking and
verification, new enployee processing and orientation);
employee benefits administration and maintenance; report
preparation; maintenance of employee performance
evaluation and in-step increase systems; wrote job
description; administered clerical skills tests;
supervised and trained branch staff.

1§ '5-81 Chief, Wage & Salary Branch, United Planning
Organization, Washington, D.C.

* Maintained internal consistency among the salaries paid
to> employees and for maintained pay levels that were
comparable to the local job market, Wrote all job
descriptions; interpreted classification and pay
policies; and standards and defined qualification
requirements for classes of positions. Observed jobs ani
interviewed workers and supervisors to determine skills,
knowledge and abilities as well as physical and mental
requirements of positions.

1969-73 Personnel Management Specialist, United Planning
Org: nization, Washington, D.C.

* Developed entry-level jobs for "target area" employees
and applicants of lesser backgrounds than normally
desired. Assisted in the development of clerical job
descriptions, pay scales, pay and personnel peolicies,

1968~-69 Administrative Assistant to the Personnel Director,
United Planning Orgarization, Washington, D.C.

* Performed secretarial and administrative duties.
Interviewed and tested clerical applicants; made
raferrals and followed up regarding their suitability for
jobs. Assisted in the development of a clerical
procedures manual for UPO employees.

CTHER RECENT EXPERIENCE (Part-tine)

1988-present: Word Processing Specialist, Arnold & Porter
(Law Firm)

* Operated CCI (Computer Console, Inc.) computer to perforn
production oriented legal word processing. Work was
deadline bound and reguires excellent word processing and
machine transcription abilities.

24



COMPUTER SOFIWARE CAPABILITIES

lotus 1-2-3 * NBI 3000, 4000, 2000

Word Perfect 5.0 * Microsoft word

Mass 11 * CCI (Computer Console, Inc.)
Symphony

EDUCATION AND TRAINING

University of Har{land. University College - completed 32
credits in general studies

Strayer Jr. College, Received Diploma for completion of
the Executive Private Secretarial Curriculum; Alse
completed 86 quarter hours towards a associate's degree
in business administration

Workshops: Management Development (1984); Personnel

Management (1983); Job Analysis/Wriiing Job Descriptions
(1974): and Salary Administration (1974)

25
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MARY BTOJIIC

1990~present: Part-time Program Support Staff, Resolution
Dynamics, Inc. _

* Provides program support services on an as-needed basis
to management consulting and training staff

« Assists Office Hana?er on an as-needed basis with various
prograr support activities, primarily word processing and
materjals preparation

Note: Ms. Stojiic has previous experience as a training program
assistant at Graduate School, USDA and is currently preparing for
graduate studies,

28
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1.3 Professional personnel reguired and nature of
relationship

Other professional personnel anti ate. for this project
will be contracted to provide expertis 1 meljia and materials
design and preparatior. These contracted services may include
such things as art work, audiovisual productions, computer
support, and printing.

For Vendor

(a) Artwork (a) Caliartree St dio
1761 Euclid “treet, N.W.
Washington, D.C. 200C$%
Contact: Tucia Starling King

(b) Audiovisual (b) Telespan International, Inc.
Productions 1111 14th Street, N.¥W. $720
Washington, D.C. 200¢S
Contact: Antoinette Ford

(¢) Computer Support (¢) JoAnn Fullerton Associates
“ervices 11327 Amherst Avenue
wheaton, MD 20910
Contact: JoAnn Fullerton

(d) Printing (d) The Printer
1803 Florida Avenue, N.W.
Washington, D.C. 20009
Contact: Wendy Merrel

1.4 Consultants, reascn for use, and their tasks

RDI will supplemsnt its staff by using certain associates
with whom we have lens~standing experience as consultants. This
will enable us to provide even broader coverage and expertise in
our multidisciplinary team to the NRC, and to increase
flexibility in responiing to agency needs, Each consultant
presented in sections 1.1 and 1.2 will be available exclusively
through RDI for thie project.

1.5 Subcontracts
Other than the training and consultant staff, and the

professional services that will be contracted on an as-needed
basis, RDI will not use subcontractors.
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subcontracter for the USDA's Agricultural Starilization and
Conservatior Service.

Example A: U.S, Nuclear Regulatory Conrission

We currently manage and deliver services on three geparate
contracts for the NRC. All projects have provided NRC staff with
specific skills and support the agency's goals to enhance
interpersonal, group and managerial skills in their current jobs,
and to develop in these employees the rkills and knowledge for
future work activities. Titles of courses RDI currently delivers
include: "Ferformance Appraisal," "Gathering Inspection
Information through Interviews,"™ and "Work Teas leader's
Workshop.® 1In the past, we have developed and delivered six
other programs within the agency, either directly or through a
subcontract, These courses include: "Time Management,"
"Conflict Resolution," "Small Group Dynamics,® *Conducting and
Participatirg in Effective Meetings," "Interviewingy Skills
Workshop" ard *"Supervising Human Resources,"

Members of RDI's key staff have been directly involved in
needs analysis for all currently managed courses and for most of
those delivered in the past. Nicholas Mann, our Project Manager,
and one of cur staff trainer/consultants has a long history of
working collaboratively with training and management personnel in
the NRC. Aralysis of current and emerging needs has involved
close consultation with NRC training staff and data gathering
through interviews, direct observation and feeiback from previous
training, ard use of varions other methods.

We have cdesigned or redesigned these ccurses to meet the
needs of the participants and collaborated to develop objectives
and content. Our programs constantly evolve to include shifts in
emphasis and modifications to naterials as new information
beccmes available or as new concerns emerge from class
participants.

Prograr materials include course notebooks, instructor's
guides and appropriate training aids such as films, charts, or
tailored audiovisual cassettes. Our instructional methodologies
have included case studies, simulations, the presentation of
commercial audiovisual material, the development of tailored
audiovisual material, in-class videotaping and feedback,
discussions, lecturettes, readings, team work assignments and
interactive releplay. For courses that require trainer role-
modeling or highly interactive participation, we have used a
team-teaching approach,

These courses consistently received excellent to outstanding

ratings over the years and were implemented by members of our
proposed cadre. The courses and key staff are identifieu below:
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Fast _and/or Present NRC Proiect
Key Staff Names invelvement

1. Nicholas Mann 1. Supervising Human Resources, Conflict
Resolution, Appraising Employees,
Conducting and Participating in
Effective Meetings, Interviewing
Skills Workshop, Time Management,
Presupervisory Orientation - Part 1I,
training management and multiple
course designs

2. Donald Spears 2. Conflict Resclution, Work Team
Leader's Workshop and Information
Cathering Inspection Information
through Interviews

3. FKaren Gaskins 3. Conducting and Participatin- in
Jones Effective Meetings
4. William King 4. Work Team Coordinator Workshcp and

Gathering Inspection Inforration
through Interviews

$. Robert Maddox 5. Management Workshop, Small Group
Dynamics

Programs are eva.u:led using either RDI or agency training
evaluation forms, and adjustmens are made to subsequent programs
based on the informatiorn r-~ceived. Our evaluations, however, are
not limited to these pap~. procedures. Our extensive experience
with the agency and regular involvement with NRC staff ras
enabled us to spot trends that lead to improvement of future
programs.

Example B: _Smithscnian Instituticn

RDI har~ uelivered multidisciplinary programs to the
Smithsonian over a nunber of ysars. As a decentralized, bureau-
driven institution, the Smithsonian presents unigue challenges in
coordinating multiple efforts with various points of contact
depending on the project. We have been able to provide skills
training in: general supervisory skills, time management
training and guality service management training. We have also
provided organizational development services to include: (a)
third-party conflict resolution, (b) meeting and retreat
faciiitation, (¢) consultation with planning groups, (d)
consultation on issues of diversity in the workplace, (e) team
building and (f) creativity session facilitation.

Under Smithsonian's umbrella the bureaus and offices served

have included: (a) The National Air and Space Museum, (b) The
National Museum of Arerican History, (c¢) The Office of
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Information Resource Management, (d) The Management Committee,
(e) The Resident Associates Prograw, (f) The Office of
Quincentenary Programs, (g) The National Museum of Natural
History and (h) The Office of Elemzentary and Secondary Educatior.

The overall cobjective of the training tasks under RDI's
Szithsonian work has been to enhance general managerial and
supervisory skills. Objectives of our organizational development
activities have included: (a) resolving specific communication
problems and interpersonal conflicts and (b) stimulating critical
and creative thinking on specific programs and projects such as
the creation of major exhibitions or the restructuring of an
office.

Our training methodologies have ir:cluded the same approaches
referred to in Example A. Our crganizational development
rethodologies have included: (a) cybernetics, nominal group
meéthod and brainstorming for creativity sessions, (b) process
ccneulting for various facilitaticn, conflict resolution and tea=z
building projects, (c) logical framework, critical path, force~
field analysis, flow-chart methods, profile-scans, and strategic
pianning for various analysis, precblem-solving or planning tasks.

Out of our key personnel (see section 1.1), the following
have been directly involved in delivering services on these
Srzithsonian projects: (a) Nichoclas Mann, (b) Donald Spears,
(¢) William King, (d) Karen Gaskirs Jones and (e) Marjorie
Schiller.

In followin? up ar work on Smithsonian project activities,
we have used similar methods as in Example A for training
evaluation and skills enhancement feedback. Given the
censiderable organizational develcpment experience with this
client organization, we have bean able to monitor changes through
direct observation of individual and group behavior, and through
measurement of productivity results. We also make use of
standardized and customized surveys for various assessment and
evaluation purposes,

Example C: _Subcontractor for Training Services Delivered to
USDA, Agricultural Stabilization and Conservation Service

Our third example of managing and delivering on a large
scale in a training project was through subcontracts which were
ertitled the "Standardized Automated Peanut Marketing System"
training project. This project was funded by the Agricultural
Stabilization and Conscrvation Service (ASCS) of the USDA. The
prime contracter was the Applied Systems Institute, Inc. (ASI) of
Washington, D.C. 1In the first year, RDI's responsibility was the
design, coordination and delivery of approximately fifty
werkshops throughout the three peanut growing regions.
Approximately 10 different sites were used and a training of
trainers workshop was held in wWashington, D.C.
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This particular project was part of a rultimillion-dollar
effort to kring a new automated technology into the agricultural
sector. The project's goal was to simplify and improve the
efficiency cf marketing and recordkeeping associated with the
government's price support and guota program. In order to do 80,
agency and industry personnel needed to acquire technical skills
in cutting edge computer technology.

As a neasure of the success of our efforts in helping
participants gain valuable skills, after the first year's
contract in 1987 the prime contractor received specific requests
from the Agricultural Stabilization and Conservation Service of
USDA to use our services again in 1988. These requests were
supported by the peanut industry because of our outstanding work
(as judged both by the government and the peanut industry) in
1987,

Key personnel (see section 1.1) who were involved with RDI
on this prciect are: Nicholas Mann, Donald Spears, Karen Gaskins
Jones, Willian King and Susan Weeks.

2.2 Crganization's approach and experience with design

RDI believes that the quality of learning and skill building
is enhanced substantially when materials and presentations are
directly relevant tc the participants' actual job experiences.

We therefore use systematic approaches in designing and/or
tailoring instructional programs. The following page presents an
overlay of two such approaches (Instructicnal Design and 18D) and
is a representation of the sequence of stages RDI follows.
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Instiructional Desizn Model 18D Model

1, Define Instructional 1, Analysis
Problem
|
2. Determino’student'l
Charactcr%stic-

s 3. Develop learning
Cbjectives 2. Design
R
4, ospecify Sitiect
Content
E
5. Develop Léarning
Aetivities 3. Developnent
v
6. Select Media
: 3
7. ldentify Feguired
Supportive Services
8
8, Evaluate fystems
E 4. Implement and
| 5. Evaluate

ey 8. Analyze Feedback
& Tailorirg of
Courses

Methods for Aralyzing Training Needs

In analyzing training needs, RDI uses interviews, direct
observation, focus sessions, reviews of documentation and
surveys. Analysis of this information leads to specific
decisions about objectives and the design of effective programs
and new courses. RDI is committed to ensuring that courses are
customized to the cliert needs.
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Resources for Design and De.elopment

During the design and development stages, RDI draws from
public domain and commercial products or creates original designs
when desirable. When conducting the sessions, our instructors
are flexible, tailoring "on their feet," and making adjustments
to materials, design and presentation between offerings of each
Frogram.

Approach to Executing Training

RDI professionals use well-known and highly regarded
instructional and training techrigues. We follow andra ogical
approaches (geared to adult learning patterns). These ?ncludc
simulations, clear and simple presentations, role-modeling, role-
Flaying and drills. For lecturettes we use approaches such as
the "Training Conference" method., The instructor presents
information but actively seeks input and involvement from the
iearning group. We also use films, written materials, diagrams
small group diecussions and visual aids,

Some of our designs call for surveys to be completed in
advance of training. These surveys enable the class and
instructor to work from "live data" about work climate, typical
Frobleme and other facets of the subject, This feature enables

cn-the-spot tailoring to meet participant and organizational
reeds,

In skill building units we use various highly participative
approaches. On the following page we show the training model
Zeveloped by Dugan Laird and Ruth Mouse for "Training Today's
Employees."

Training Model

1. ANALYZE THE TASFK to be learned.

2. SET THE CLIMATE for the learning.

3. TELL the learners how to do the task.

4. SHOW the learners how to do the task.

5. LET THE LEARNERS DO THE TASK themselves.,
6. REVIEW THEIR WORK in ways which

reinforce their achievements and set
goals for their improvement.,
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In her office nanager role, Ms, Burke will maintain
financial records, track expenditures, handle billing, orders,
invoices, and administer pay. These activities will be overseen
Ly RDI's chief financial officer, Mr. William King, and
supervised by the ccmpany's NRC project manager, Nicholas Mann.

RDI will add or increase its full-time, part-time or
temporary additional support staff if required by the work load
of a reguest.

Support Relaticnships with Other Businesses

RDI utilizes various businesses for such needs as comput i n¢
services, art work for materials, copying, accounting, and
audiovisual production.

RDI's Facilities

RDI's facilities border the Dupont Circle and rdans~-Morgan
districts in Washingten, D.C. Presently, we occupy approximately
2,000 square feet of cffice space on three floors of a commercial
townhouse, Ten stalf persons currently can be accoraodated
comfortably at this ~crporate office. We have computer
capability, with Epson, Zenith and Leading Edge (XT compatible)
computers and Panascnic, Epson, and Star printers. Wwe re ularly
utilize WordPerfect, Lotus 1-2-3, First Publisher, Desk-L nk,
Sidekick and other software. We can accommodate small work
sessions of up to 1{ persons in our meeting room for such thirgs
as private counselirg, small group training, design work,
conflict resolution and team building sessions.

2.4 Partial list of clients

References for RDI's organizational experience (examples
given in section 2..). Each of these contact persons has
knowledge of the guality of our services and capabilities.

(a) Dr. August: Spector, Training Officer, Office of
Personnel, U.8. Nuclear Regulatory Commission,
Washingtor, D.C. 20555, Tel: (301) 492-4¢€85

(b) Ms. Rae Trompson, Office of Information Resource
Management, Smithsonian Institution, Washington, D.C.
20560, Tel: (202) 357-1678

(c) Dr. Martir Harwitt, Director of the National Air and
Space Museum, Washington, D.C. 20560,
Tel: (202) 357-2838

(d) Shireen Dedson, Comptroller, Smithsonian Institution,
Washingtor, D.C. 20560, Tel: (202) 287-327%
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(e) Ms. Tonye Gross, USZA-ASCS, 14th & Independence Ave.,

SW (Room 5718), P.O. Box 2145, Washington, D.C. 20013,
Tel: (202) 447-431%
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3.0 Techrical Approach

RDI will bring to this project a team of highly experienced
professioral consultants, trainers, plus support personnel. We
have in-depth knowledge ol the issues of the nuclear regulatory
environment, gained through extensive and continuing experience
with NRC in headquarters and all five regicns. Building on this
experience, KDI will apply contemporary quality service
management strategies, focusing on the needs of the NRC and its
pecple as custoners:

(a) Step One: Assessing needs in the NRC

(b) Step Two: Refining of RDI's quality service strategy
so that it is tailored to the NFRC

(¢) Step Three: Action plannin? (design and development)

(d) Step Four: Making the quality services accessible to
the clients (communicating the services)

(e) 3tep Five: Executing the gquality services progranm

(f) Step S8ix: Continuing improvement

3.1 D2iscussion of the scope of the task
Understanding of the NRC's Needs

The NRC must have effective supervisors, managers and teams
te discharge its important mission. It has responsibility for
the regulation of the nuclear power generation industry and of
the many cther industrial and medical applications of nuclear
materials. The goal is to ensure operaticnal safety in the
industry.

The NRC work force tends to be¢ highly technical, with large
numbers of engineering and scientific disciplines represented.
Many of tke senior technical managers gained their early ruclear
experience in the Navy, and the NRC culture has been greitly
influencec by these managers. However, in recent years, the NRC
has drawn from industry as well as the military for its staffing.

Due to the controversial nature of nuclear power, the NRC
operates under intense scrutiny irom political and jurlie
interest croups such as environmentalists. These pressures often
erup§ in crises which make long~range planning and follow=-through
difficult.

In the administrative areas of the organization, there is a
lot of pressure. NRC line organizations reguire high quality
administrative services such as training, travel, data
processing, procurement and personnel -- and therefore these
administrative staffs tend to be constantly stretched.

Recertly a number of initiatives have also influenced the

NRC landscape. For example, rotating persornel in order to gain
broader experience is now a common practice. Also, the NRC
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performapce appraisal process has been controversial, with the
most recvent revisicns of the system (1986) ready for still
further improvement. At issue are such things as whether or not
the system really contributes to better staff performance, and
whether the generally high staff ratings under the system reflect
an accurate picture of performance,

RR1's Proposed Role in Support of NRC Training and oD

It is in this highly fluid, pressure environment that the
outside contractor will need to work. RDI, as that contractor,
would be challenged and required to competently conduct training
and consulting projrams. It will be important to model the
behaviors and concepts that are described in these programs, so
that we present credibility to NRC personnel =- who can be highly
critical. Also, vith so many programs being made available to
the staff, RDI would be required to monitor the implementation of
these various services. Consistency of philosophy, and the
absence of redundancy and contradictions from course to course,
are examples of fa:tcrs that must be controlled.

RDI will make frequent comparisons between programs in order
to evaluate the overall coverage of the client needs. The
program materials will be coordinated and periodically reviewed
in order to ensure their relevance, integrity, consistency, and
lack of redundancy.

One area in s2ich RDI could lend assistance to the internal
training staff is in developing course announcements that are
used to advertise services throughout the NRC,

As for new ccurse development, the challenges are to respond
to emerging training and consulting needs in the NRC in a timely
fashion while mairtaining the high quality. Careful analysis,
design and constart coordination are the means for meeting these
challenges. RDI net only has substantial experience with new
course development but also brings with it a cadre with
specialized expertise in a number of the areas being contemplated
for future progranms. An example of this is the area of
diversity, in which RDI consultants ~- Karen Gaskins Jones and
Jawara Lumumba -~ currently focus much of their attention.

Organizationel Development

As various staffs within the NRC encounter planning and
problem-solving nesds, these can be supported by skillful
facilitation or censultation. It is becoming increasingly the
norm in today's fast paced and complex world that plann?ng and
problem solving are not the exclusive purview of top managers.

In the Federal sector traditionally private sector ideas are

emerging. Examples are: (a) focusing on "customers," (b)
"corporate" planning, (c¢) "stake-holder" planning, (d) employee
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*gain-sharing," (e) labor and management "collaboration on
quality," (f) "quality-improvenent teams" and (q) “"Self-managing
teams." The NRC has used teams in addition to the regular
structural groupings (divisions, branches and sections), These
"Special Project Teams" often need to come together quickly and
work effectively in highly charged situations invelving the
nuclear industry. Duve to these requirements, the OD
interventions -- which not only facilitate organizational
progress but also provide staff with the experience of learning
how to work through problems ~-- are important for improving staft
readiness to serve on teams,

Methodelegical Approach to OD

RDI's OD consultants will be in the role of process
erablers. The subject matter in OD is the real work and
relationships of those involved. An inexperienced consultant
thrust into this situation can end up not only failing to help
the client but actually causing problems and becoming just
another obstacle for participants to overcome,.

Our consultants have the experience to manage the
difficulties of knowing when to interven-, how to intervene, and
when to permit process to take its natural course. Although we
use tested models, we do not bLring fixed solutions or "cure-
alls" into an OD intervention. Our first requirement is to brirg
our genuine interest and concern for finding out what's going on
in the environment, before prescribing anything. Our consultan:s
are able to establish rapport based on their ability to show:

(1) genuine interest and concern for their circumstances, (2)
erthusiasm about the challenges and opportunities to help, (3)
respect, (4) competence, (5) and a willingness to listen.

3.2 Discussion of the ":chnical approach to instruction,
design and narratives on how each task and curriculum
area would be handled

3.,2.1 ITEM ONE: Supervising Human Resources (5 days
duration)

Background: The transition into having responsibility for
the work of others can be a bitter-sweet experience. For the new
NRC supervisor, there is the satisfaction of knowing that one's
efforts have been tangibly recognized. However, there is also
strain in the form of new pressures and altered relationships.

Training Approach: RDI personnel are already experienced
with the present design of the program and in conducting the
program at the NRC. Therefore, we will be able to move forward
with no more than twenty percent revisions to current materials.

This program is one of several mandatory courses for new NRC
supervisors. It provides an overview of the job of the NRC
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model to a current situation in which they are involved. The
topics they will be exposed to will include:

(a) The nature of change

(b) Assessment of self and current climate

(¢) Building readiness for change

(d) Critical roles and skills needwd during times of
transition

(e) Implementing strategy using a change process model.

As a result of participation in this course, NRC
participarts will:

(a) Recognize the forces of chande affecting themselves and
their work environment.

(b) Eaow the strengths and roadblocks in themselves, their
work group and their organization for effectively
nanaging change,

(¢) TUnderstand the leadership mindset necessary for
effective implementation.

‘d) Be able to establish a climate for dealing with change.

(e) Have generated a strategic actien plan for implementing
change.

Traireis and Proiection for Scheduling: Susan Weeks would
be the principal instructor for this prograr, Her backup would
be Sephena Jordan. Ms, Weeks, along with the RDI training
project manager and the NRC training represertative, will analyze
the current materials in order to assess the degree of any
additioral develcpment that may be needed. Unless unforeseen
problems are identified, it is expected that six days of time
would be sufficient for any minor revisions or material
adjustments., One day per session will be needed for trainer

preparation. This course can be scheduled as early as the second
month after contract award,

3.2.4 ITEM FOUR: Conflict Resclution (3 days
duration)

Background: Conflict is a fact of life in interpersonal
dynamics. It is not, in fact, the presence of conflict that is
unusual. On the contrary, it is the absence of conflict that
signals guite an unusual situation (probably one of festering
iesues, or hidden conflicts below the surface). Furthermore, any
regulatery environment is going to bring with it a certain amount
of potential conflict which may be even above the normal level
for other types of organizations. Interactions with licensees,
as well as interactions within the organization, over differences

in interpretation of ccuplex events bring numerous conflict
situations.

Training Approash: Since we 231l have habitual patterns of
behavior that are dra.ged "out of the closet" and almost
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compuisively used in conflict situations, one of the course
objectives will be to help NRC employees acknowledge present
behaviors in conflict., We present both experiential and
instrumen= feedback early in this program sc that the participant
can accomplish this first step.

Thereafter in this highly interactive course, participante
will be given the opportunity to learn and practice techniques of
conflict resolution such as identifying sources of conflict,
brainctorming, and using win-win and merit-based negotiation
techniques. Simulations and other experiential activities, as
well as audiovisuals, will be used.

Traioers and Projection for Scheduling: Donald Spears will
be the primary instructor for this program. His backup will be
Nicholas Mann. Both have considerable experience, not only with
training in confl.ct resolution skills, but also with
facilitating resolutions to real conflicts as consultants to
organizations., Both Mr. Spears and Mr. Mann have taught Conflict
Resolution Skills previously in the NRC, and both are very
familiar with the NRC's existing materials. Mr. Spears, aleng
with Mr. Mann (in his role as project manager) and the NRC
training representative, will analyze the current materials in
order to assess the degree of any additional develcpment that may
be needed. It is expected that 4.5 days of time wiil be
sufficient for any minor revisions to this program. Also .5 day
per session will be sufficient for trainer preparation. There-
fore, no delays will be needed in scheduling the program after
the execution of the contract. The course could be scheduled as
early as the first month after award of the contract.

3.2.5 ITEM FIVE: 1Interviewing Skills (3 days
duration)

Background: The NRC must have information in order to
accomplish its mission, and much of this information comes
through the interview process. Additionally, NRC personnel use
various types of interviews for other purposes, such as for
procurement and contract negotiations with vendors. An interview
can be a high-pressure situation invelving enormously high
stakes. It will often call upon the NRC employee to exhibit
certain communication skills which are unique to this type of
event. This course seeks to provide the NRC personnel with
techniques and skills for conducting effective interviews for the
Agency.,

Tra reach: RDI staff are already experienced with
che present design of the program and in conducting the program
at the NRC. Therefore, we will be able to move forward with no
more than twenty percent revisiens to current materials.
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This course covers the follewing four types of interviews:

(a) Type One: The Scientific or Informatisnal
Interview

(b) Type Two: The Selection Interview

(c¢) Type Three: The Pereuvasive or Business Irterview

(d) Type Four: The Performance Interview

We will continue to provide opportunities for participarts
to develop interview guides for any of three levels (highly
structured, mo rately structured, or unstructured) in accordance
with their needs in interviewing. We will also continue to
provide participants with opportunities to build skills necessary
for executing each of the three primary stages of any interview
(opening, body and closing).

Methodology: Written materials, charts and instructor
presentations will be usea in the course of conducting this
program, However, in this highly interactive progranm,
participants are given various experiences in which they will
practice skills of interviewing.

In looking at the opening stage of their interview, they
will be given demonstrations of the two major purposes of the
opening (to set the purpose and to establish rapport). They will
role play openings of interviews in order tc drill these skills.

Looking at the body of the interview, they will consider
which level of structure is appropriate, and they will obsere
instructor modeling of the various technigques to use in the tody
of the interview, They will also practice these skills with eazh
other.

In learning about the closing of the interview, participars
will come to understand the purposes of closing (clarify what has
been accomplished, evaluate progress, and clarify and ayree c¢cn
next steps)., They will also be ?iven technigques for executirg an
effective closing and will practice these techniques in pairs cr
in small groups.

Pessible Major Revision (If Desired by Agency): The NRC has
had a desire in the past to look at its entire training

curriculumn with the iGea of coordinating courses so that they are
complementary and that they minimize overlaps. There is
substantial overlap in this current course design with a numter
of other NRC courses, which include:

(a) Gathering Inspection Information through Ianterviews
(b) Selection Interviewing

(¢) Appraising Performanca

(d) Performance Management

(¢) Communication $kills for Inspectors
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One way to aveid this duplication would be to focus the
attention of this course on the Type 11I (Fersuasive or Business)
Interviev and to provide extensive experience rfor participants in
such things as characteristics of persuasiveness (meeting felt
needs, csammonality of interests, cost-benefit comparison, etc.).
Also, persuasiveness techniques (such things as "implicative
communication,® "projection," '"rhetorical qguestioning," etc.)
could be elaborated, modeled and drilled more fully.

A fiim such as "Agreeing to Agree"™ (McGraw-Hill) could be
added as an illustration of effective communication in
intervievs.

Focusing this course on the persuasive and business
interview and elimination of duplication with the aforementioned
courses would constitute more than a twenty percent revision
(najor change) of the current course, and therefore is not a part
of RDY current plan, except if requested by the NRC,

Trainers and Projection for Scheduling: William King will
act #8 primary trainer for this course, Faren Gaskins Jones will
be back.p. They are both highly experienced with training in
this sutject matter, and in the NRC. RDI will rely heavily on
the “te.l, show, do" training approach offering freguent
demonstrations of interactive interviewing skills. It is
expected that no more than nine days of minor revisicon time would
be suff.cient for any adjustments to this program, plus .5 days
prepa: \zion time per session. Scheduling can begin by the third
month ©f this contract.

3.2.6 ITEM SIX: Presupervisery Orientation
Part II (2 days duration)

Bazwzround: Over the years NRC training staff and course
instrucsers in certain supervisory proyrams observed particular
patterns in the kind of feedback that supervisors were giving
after a<tending training. One frequent comment concerned the
wish that the participant could have been exposed to certain
concept  prior to assuming responsibility for supervision. The
other wzs the wish that some of the supervisors' subordinates
could be expnsed to the concepts the supervisors were learning,
80 they would have a cormon language. The eventual agency
resyonse was the Presupervisory Orientation Program. This
prograr included a self-study component (Part I) which is
adninistered by internal staff within tle NRC, and a 2 day
gession (Part 1I) that is taken after completion of the first
phase.

Training Approach: RDI personnel are already experienced
with the present design of the proaram and in conducting the
prcgran at the NRC, Therefore, we will be able to move forward
with n¢ more than twenty percent revisions to current materials.
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Trlining_Annagnchx RD1 staff are already experienced with
the present design and delivery of this program in the NRC,
Tharefire we v (11 be able to move forward with ne more than
twenty percent revisions to current materials.

In this progras zartlcipanto are exposed to concepts of
effective decision making in groups. We drav heavily on the work
of Victor Vroom, who developed a !?hly effective model on group

decision processes. We also identify and A‘scuss properties and

vharacteristics of effective groups as compared with ineffective

ones., Key concepts include:

(a) The relationship between conflict and group
effectiveness

(b) Leadership skills in groups

(¢) Group size as an laportant variable in determining
group performance capability

(d) Various group discussion and brainstorming methodogies
(such as tral.astorming, nominal group method, ete.)

(e) Task, relationship and individually oriented group
behaviors

(t) "Group=Think" or "The Abilene Paradox"

11;hggglgg¥: Written materials, charts and (nstructor
presentations will re used in conducting this program. However,
in this . ighly interactive program, participants are given
various experiences in vhich they will practice effective group
interacticen skills and experience either positive or negative
group effects, Tncse whose experiences are positive will then
analyze those expericnces (illustrating synergistic principles)
and determine how they might be replicated in normal NRC group
activity. Theee whose experiences are negative will also analyze
theirs (illustratin; concepts such as "The Abilene Paradox"), and
learn how similar effects can be avoided in iARC groups.

Trainers and Frojecticn For Scheduling: Donald Spears will
be assigned as principle trainer for the Group Dynazics Course,
His backups will be Robert Maddox and Sephena Jordan. Each of
these triiners is very experienced in this topic area. We would
propose to integrate our materials with those already in use in
previous NRC training in this area. This process would
constitute a minor revision, and therefore only six days will be
sufficient., An additional da¥ per session would be for trainer
preparation. This course could be scheduled as early as the
second month afte:r contract award.

3.2.9 ITEM NINE: Managing Management Time (2 days
duration)

und: Ko topic is more universally needed within the
training curriculun of today's or “temporary organizations than
time management. We are in an age in which information and
organizational rejuirements increase exponentiali ~ :ile time
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3.2.10 1TEM TEN: Managing Management Stress (2 days
duration)

Backareund: Stress i3 a change in our lives, something that
places us under pressure., It's usually associated with such
undesirable events as being fired from our jobs or becoming ill.
Put poychologi-ts say that even some "positive" experiences,
vacations and Christmas, for instance, heighten anx10t¥. If not
controlled, stress can contribute to everything from alcoholism
to‘o§ouso abuse to heart attacks and even, in extr.me instancec,
suicide,

Training Approach: RDI's approach to the Managia
Managerent Stress course w'll include identification of suvirces
of stress, separating positive (eustress) from unhealth1¥
(distress), and providing technigues to managers for minimizing
anG hardling stress on the job. An assignment to a management
position can be a ticket to high stress. Some of the normal
problers for the typical NRC manager may include family
separaticns, routine reassignments, firancial concerns, and
marital strife, Two of the most difficult stress factors for KRC
maragers may be competition for stotus and gromotionu, and the
responsitility for the technical work of others.

Using concepts drawn from M., Friedman and R, Rosenman in our
course, we'll examine "Type A" behavior and its relationship te
the heart, We will also look at certain emotions that may be
components of stress, including anxiety, guilt, worry, anger,
jealousy, and fear of failure.

Trainers_and Projection For Scheduling: Tae Primary ROI
trainer for this program will be Sephena Jordan. Her backup is
Karen Gaskins Jones. We would propose to integrate our materials
with those already in use in previous NRC training in this area.
This process would constitute a minor revision, and therefore
only four days will be sufficient., An additional .5 day per
gessior would be for trainer preparation. This course could be
scheduled as early as the second month after contract award.

3.2.11 1ITEM ELEVEN: Conducting Meetings (3 days
duration)

Backdround: NRC managers a:Jd staffs are freguently heard to
complain about having to attend meetings. For the course
purposes, meetings are seen as involving three to twenty people
and lasting more than fifteen minutes. The many complaints range
from "too long" to "unnecessary."

This course sees a meeting as dyanmic and yet fragile, and
as critical to the success of the NRC in meeting its mission,
Therefore it is encumbent upon NRC personnel to develop and
maintain high caliber meeting skills.
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Trai Appreacht RDI personnel are already experienced
with the design and presentation of this program in the NRC,
Therefore we will be able to move forvard with no more than
twenty percent revisions to current materials,

This course covers the following processes vhich are seen as
critical to the success of any meetng:

a) Development of clear purpcse
(b) Careful preparation
(¢) Time boundaries and agenda
(d) Meeting ground rules
(e} Facilities and logistics
(f) Visual (and other) NeetinY Alds
(g) Skillful Meeting Leadership
One of our most jnportant points of emphasis in the course
is that of limiting the purpose of meetings. Participants are
exposed to as many as thirteen different generic reeting
urpeses, each reqgquiring its own unique set of processes. They
earn about the karricers that are created by the constant use of
malti-purpose (¢r "everything but the kitchen sink") meetings.

M (¢t Written materials, charts anéd instructor
presentations will be used in the delivery of this program.
However, in this highly interactive program participants are
given various experiences in which they practice skills of
meeting management. Examples of the the issueg they consider in
various simulated experiences include:

(a) What is the purpose?

(b) Wheo .hould be invited/notified?

(¢) What preparation should invitees be expected to do, and
in what format should their meeting irrut be delivered
for cptimum effectiveness?

(d) 1Is shared mooting leadership appropriate? wWith whom?
What transitions

(e) Wwhat Io?i-tical preparations should be made for
optimizing the meetingy

(f) How stould the meeting be started, and what will be a
sign of completion/success?

Possible Maior Revision (If Desired By 1t The NRC has
made a substantial investment in teleconferencing facilities,
both in its headguarters and its regjonal offices. Yet many
managers in the agency are unaware of these capadbilities, or feel
i1l at ease or unable to utilize them., One way to institute a
maior upgrade in this course would be to sgond up to one day on
this meeting methodology. For instance, .5 day could be spent in
and in preparing the qrouf for a simulated teleconference
meeting, Then .5 day could be spent in one of tha NRC
teleconference facilities actually pariicipating in a simulated
meeting, followed by debriefing.
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This would constitute mcre than a twenty percent revision of
the current course, and therefore is not a part of the RDI
current plan, unless reguested by the agency.

um_um.mnsmﬂ_mummm?z William King will
act as primary trainer for this course. His backup will be Karen

Gaskins Jones. They are both highly experienced with trairing in
this subject matter, and in the NRC. It is expected that ro nore
than nine days of minor revision time would be sufficient for any
adjustments to this program, plus one day preparation time per
session. Scheduling can begin by the third month of this
contract.,

3.,2.12 1ITEM TWELVE: Selection Interviewing (3 days
duration)

Background: One of the most difficult tacks for manazars is
to accurately assess performance potential when seeking to fill a
vacancy. The selection interview as a process is influenced by
human feelings, frailties, ard expectations. This is true for
both the interviewer and tre interviewee.

Training Approach: RII personnel are highly esperienced
with this topic ares, and with the NRC envirenment. Therefsre we
will be able to move forward with no more than twenty percest
revisions to current materials,

In this 3-day course ve provide interviewers with stretezies
for minimizing the riske of risreading tha irterviewee and
Iaillng to "DIS~COVER" (a r>del developed by Ms. Jordan) latent
potential as well as veiled weaknesses, The impast of knoving
the desired Knowledge, “xills, and Abilities (KSA's) well encugh
to distinguish "absolute musts" from "nice-to-havos" will e
explored., We also look at the role of interpersonal percepticn
in selection interviewing.

Specifically the participants in this program learn:

(a) how to discuss specific job requirements

(b) how to use various guestioning techniques

(¢) the phases of selection

(d) the role of non-verbals on selection interviewing

(e) hew to comfortably ask tough guestions

(f) how to probe for needed information without being
offensive

(g) how to listen for intent as well as cuntent
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Given that the NRC's appraisal system (as well as those of
other Federal agencies) is based on performance planning to
identify elements and standards of the employee's job, ?t is
crucial that those who implement performance appraisal understand
why these steps &re necessary, In this program we help
participants to grasp the basis of this requirement through our
claiification of the rationale and benefits of wvuch an objectives
based system.

Then the bulk of the training time is spent on learning and
prarticinT what ve call “front-end" skills and "rear-end" skills
for appraising enployees. The "front-end" skills include:

(a) Developing elements and determining which are critical.

(b) Negotiating and writing measureable performance
standards using quality, gquantity, tinme, method used,
manner-style, and cost language to ensure clarity,.

The "rear-end®™ skills include:

(a) Preparation for the apprair:]l interview.
(b) Technigues for delivering good appraisal feedback,
(¢) Writing performance ratings.

Trainers and Projection For fcheduling: The Primary RDI
trainer for this program will be Nicholas Mann. HKis backup is
Donald Spears. Mr, Mann is currently the trainer for this
program in the NRC and is thoroughly familiar with the design and
materials (which he developed). Because of the high interest and
rapid pace of developments within the agency concerning this
topic area, Mr. Mann makes freguent adjustments (from session to
session), These changes ray require up to six days of time over
the course of ore year and therefore are in the category of minor
revisions., One-half per session will be used for preparation,
The program can be scheduled immediately.

3.2.14 ITEM FOURTEEN: Planning Work and Coping With
Change (2 days duration)

Background: Many NRC employees are called from time to time
to serve with terporary work groups on short-~ters assignments,
However, this dces not necessarily mean that they are relieved of
other duties. XNaturally it becomes difficult for these employees
to manage their baseline workloads., What the effective employee
must learn is teo find during these periods a state of balance
which permits trem to remain clearly focused on normal goals and
priorilies and also to find a way to assume their temporary
responsibilities and discharge them effectively. This is but one
exampie which illustrates the need for NRC personnel to be able
to plan and effectively cope with change.

Training Asproach: In this program participants will
consider organizational, unit, and individual objectives as they
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relate to changes and opportunities that occur within the ¥&>.
Changes in human and matorial resource availability and
requirements will be fully considered, Such analyses will be
presented in broad terms using NRC-specific examples in the
plenary group. Small work groups will be used to allow each
participant to reconsider his or her own circumstances and apply
the new tools.

§kills for coping with changing demands and shifting :.san
resources will be considered not only in relation to the tisk but
also in the way human dynanics are affected., Criteria for
evaluating successful copirg pattorns will be develped by
individual participants based on their specific job requiresents
and their own values and espectations. The planning and problem
solving skills used in this course will increase participa:zts'
abilities to achieve greater productivity in their units.

Pogsible Major Revisizn -~ If Desired By Agency: It appears
to us that the usefulness =f this course to the NRC might e

increased with some important additions to materials, concepts
and with certain ehifts of exphasis., Trying to plan in an ever
changing environment can be demoralizing without the proper
knowledge and tools for ccpimg., The NRC ranager would be nore
likely to spot a wa¥ out of confusion if he or she uses anilysis
tools that could quickly allew for comparison of the impor:arce
of competing tasks. Throush understanding and use of a
"hierarchy of objectives,” s.ch anaylysis is made more rat.sral.

Participants in this nodified program would develop stills
in gystematically categori:img unplanned events. This wil.
enable them to distinguish between genuinely important cha.lenges
that threaten operations from those "hot potatoes" and "cr.es of
wolf" that so often lose inmpcrtance and urgency after a pericd of
disruption., Also, particiranrts would learn to track and a-alyze
demands on their units and tc respond effectively when pat:ierns
of unwarranted interrupticns are identified,

Trainers and Projectiszns for Sche ¢ Karen Caski:s
Jones will be primary trairer for this session. Her backup is
Donald Spears. Both are very experienced in the subject matter
of this course. Therefore, assuming that the agency wants to
continue the basic thrust of this program as currently designed,
it is anticipated only eight days would be ¢ ‘fficient to make any
minor design adjustments that might be called for from time to
time. One-half day per session will be sufficient for tra.ner
preparation., The course can be scheduled, if desived, as early
as the second month after award of the contract.

3.2.1% ITEM FIFTEEN: Organizational Develcpmens
Program (7 days duration)

ﬁa;x?zgung: Federal agencies are increasing their use of
organizational development (CD) services., These activities guide
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organizations in developing processes and skills for lolvinY
organizational problems through "real-time" work with a trained
OD practitioner,

CC _Appreaches: RDI offers great versatility among its
cadre, so that diverse needs can be met through OD services. RDI
consultants are trained and experienced in the use of a number of
organizational development approaches. Examples ave:

Exanple Qn,x Donald Epears 18 & leading authorit¥ on the
use of the "logical-framework" methodology for the design and
developrent of proioct plans. This methrodology is now standard
for hundreds of private sector corporaticis and for large,
interrational development projects funded by the United States.
The process can be applied to any task regardless of size, so
long as it has the characteristics a clear purpose, fixed
resources, and Lime boundaries. logical framework planning is
usually enhainced through such standard planning *ools as
"critical path" and "Cantt Charting."

szanples Twe: Donald Spears, Nichoclas Mann, Sephena Jordan,
Marjcrie Schiller are all very experierced in using classic
models such as the team building approaches developed by Richard
Beckhart, and the interventions described by EdTar Schein as
process consultation (PC). Team-building activities usually use
an acticn-research model of intervention. There are three
processes involved in the activity: collection of information,
feedback of the information to the team, and action planning from
the feedback, PC involves sets of activities on the part of the
consu.tant which help the client to perceive, understand, and act
on pracess events which occur in the client's environment.
Ultimately these activities lead to greater cohesiveness and
productivity (teamwork) within the group. Following the action-
researcht methodelogy, a typical sequence in a tea~ -building
intervention might be:

fre-Retreat

(a) Determination of need
(b) Contracting

b) Gathering of data

(¢) Analysis and pieparation
Zetreat

(d) Feedback and sharing

(@) Reaction and analysis

(f) Ranking needs/problems/opportunities
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(g) Task activity and feedback

(h) Experinentatioca

(i) Mutual understandings, agreements, decisions
Post-Retreas

(3) Application and practice

(k) Follow-Up

Example Three: Nicholas Mann is trained in the Third-Party
Consultation model developed by Brendan Reddy and Chuck Phillips.
This OD approach builds oa the conceptual framework for process
consultation (PC. originully set out by Edgar Schein. RDI will
also have availatle the services of Chuck Phillips as resource
consultant, in s.ipport of any OD activities which the agency may
need. These interventions involve a systematic, time bounded and
structured appros:ch to managing conflict between individuals and
groups by a traised and neutral practitioner external to the
conflict boundaries,

Phases of a PC intervention may include:

(a) Assessrent ,.. The Consultant conducts interviews, uses
standard or tailsred instruments, and meets with cenflicting
parties, whether a pair ~r group,

During interviews, the consultant probes for each party's
perspective and feelings. Candor and risk taking are encouraged.
Sometimes a tape of all or portions of this interview is recorded
as a "depositior® reflecting honest views and feelings. Later,
as participants become more open, less fearful, and more
comfortable with their own abilities to voice and react to
opposing perspectives, these depositions may be used in group or
pair sessions.

Participants are encouraged, from the start of the process,
to keep a journal of activities, thoughts, gquestions, feelings,
learnings, changes, agreements and commitments.

(b) Education & Contract ... The Consultant furtr orients
the pair or group, and presents basic conceptual infc..ation
concerning group dynamics and conflict. The concept of "fair
fighting" is als> presented and discussed.

Participants experience self-discovery through feedback from
assessment. activities, which is presented and discussed, In
looking at this feedback, they are encouraged to focus primarily
on process instead of content. In other words, the focus should
be on how the irformation affects interactions instead of on wvhat
kind of decisicrs should be made.
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It is essential that participants state their levels ¢*
commitment to the process p.ainly, Consideration is given %2
termination of the process .f it becomes clear that parties ar
not interested in managing #.fferences more effectively. .: i
this articulated contract t: work honestly on issues, th-'t
provides the foundation for future steps in the process,

(¢) Training ... The focus of training is on learning :~d
practicing skills. Areas :-cluda communicating and listeni:g,
negotiation and conflict ma~agement, and problem solving.

Deposition informatior is presented here as the first
lanned opportunity to begin to work with the actual conflizt
ssues. Emphasis is first 2~ understanding issues, feelings and

perspectives,

(d) Process Consultation .., Farties begin to apply nev
skills in facilitated and rir-facilitated discussion of real
issues. Consultant makes prcocess interventions and coaches as
required, New undeructandi-;s and ground rules for interacticn
are acknowledged, and agrecnents are verbalized.

Parties try out new processes., Consultant may be conti:ted
for “"spot" coaching by any participant, Modifications of g¢round
rules and agreements are madle as neceded.

Consultant leads follcw-up discussion., "Before" and "after"
statements are made., Part.:.pants restate all agreements e-d
ground rules and evaluate jrccess and progress.,

An example of the seq.:rce of this type of OD intervertion
follows on the next page:
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Sample Dates

Aug 3-4

Wed,

Mon,

¥,

Mon,

Wed,

Wed,

Fri,
Wed,

Wed,

Fri,
wed,

Aug

Aug

Aug

Aug

Aug

Aug

Aug

Sep
Sep

Sep

Sep
Sep

14:

153

183

21

23

1:
61

13:

15:
27

Consultant Ac:ivities
Observation & Assessment

Distribute Tesntative Process Schedules,
Surveys & 1st Feedback Instruments

All Instruments & Surveys Completed,
Mailed & Recelved Back at RDI (AM) & Data
Analysis

First Group Session AM/PM
(1) Process Overview

(2) Survey & Instrument Feedback
(3) Sharing Perceptions

(4) Pasic Conflict Resolution &
Negotiation Techniques and Concepts
(%) Level of Participation
Expectations/Zcamitments

Begin On-on=Oze Consultations (AM):
Pepositions & Distribution of 2nd Feedback
Instruments

Option Date for either Aug 18 or Aug 23
(PM)

Continue One-:;n-0One Consultations (PM)

Second Group feseion (PM)

(1) Review 2nd I .strument Feedback and
Discussion

(2) Self-Assesszent & Communication

Option Date for Aug 29 (AM)

drd Group (ani/or Pair) Session
(1) Review Depositions

(2) Uncover Interests

(3) Identify Strategies

(4) Practice fkills

Group (and/or Pair tion
(1) Role Negotiation Activity

(2) Options
(3) Agreements

Option Date for either 9/6 or 9/13

Group and Individual Follow-Up Session &
Process Summary
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Example Fo.r: Susan Clark has substantial experience with
helping client c';anlzations to implement quality circle progrars
within their organizations. These programs, which foster
employee involvement in decision making and tearwork, have
succeeded in upsrading productivity and increasing norllo in
numerous organrizations in both the public and private sectors.

mple Fivg: As a final exasple of the versatility
providod b{ RDI's cadre, the following methodologies are all used
as needed in support of organizational development activities
with client groups:

{a) Nominal group method

(b) Profile scans

(¢) Cyberretic session method
(d) Brainstcrming methods

(e) Strategic planning

(f) Qualizy planning methods

(g) Service management methods

Initiation Process for an NRC Organizational Development
Project

Upon being notified by the NRC PO of a potential OD need,
the RDI Project Manager will either meke an initial assesuvnent of
the appropriate staff person, or will first conduct an
axploratory interview with appropriate group represer’ ive, and
then make such an assignment. Depending on the spec..ac
requirement, any of the above methodologies will be utilized.

Ql.cwuu.md_mu:nigﬂm For Scheduling: As previously
stated, ¥ of the RDI cadre perscnnel mentioned in this section
may be utilized for organizational development., Many small (7-
Aay) organizatisnal development jobs centered around facilitation
of retreats, or around small group or paired interactions, can be
accomplished with oniy 3 days per job for support consultation,
noteg, and prep:ration. Thus an entire job will involve 10
consultant days. These services may be reguested as soon as the
first month after award of this contract.

3,2.16 ITEM SIXTEEN: Communication for NRC Inspectors
(3 days duration)

Background: NRC inspectors conduct most of their work on-
site at the licensee facility. They interact with perhaps only
one or two other NRC employees and with tens or hundreds of
licensee persontel. This means that special communication skills
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are needed. Also, most irteractions with supervisors and other
NRC support personnel are crly periodic and usually conducted by
telephone, making communication skills still more critical.

Traini.g Approach: #2I's approach to the workshop or
communicatiun skills fo, N2C inspectors would take into account
the special nature of the irspectors' environment., Circunstances
such as the potential for adversarial relationships with the
licensee, the need to mairtain an ongoing relationsnip with the
licensee, the ad hoc nature of team assignments -- these all
complicate the communication tasks of inspection team menters,

Among the skills RDI wculd cover are:

Puilding rappors

Listening

Paraphrasing

Behavior descriztion

Perception checring

Giving feedback

Assertive skills

Non-verbals

Dealing with disagreement, and with difficult people

N~ ——— . —
-TJOmoonooe
i i i

et t Our traizing in this area is highly inter-
active, Written mateiials, charts and instructor presentations
will be used in delivering the pro?ram. Participants wil. be
given experiential exercises in which they will practice
communication skills amon; themselves, and with the trainers.

Trainers and Project.on For Scheduling: Karen Gaskirs Jones
will act as primary trainer for this course. Her backup vill be
William King. They are r-th hiyhly experienced with trairing in
this subject matter, and .n the NRC., Their back-ups will be
Donald Spears. It is expected that nn more than nine days of
minor revision time would be sufficient for any adjustments to
thie program, plus one day rreparation time per sussion,
Scheduling can begin a. early as the third month of this
contract.

3,2.,17 1ITEM SEVENTEEN: The Work Team Coordinator
Woerkshep (3 days duration)

Background: The challenge of the work team coordinator is
one of leading without supervisory authority to evaluate
individual performance, w.thout a history of shared experience
with project team members, without professional leadership
background, and yet with high quality standards of teanm
performance and pressure dezdlines to meet.

Adding to these complexities, many o1 these special project

teams are responding to protlems which may *. of considerable
severity., Industry or licersee fears of scrutiny, disclosure of
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inforzation, and findings of liability create an adversarial
context within which the team must operate,

iraining Approach: RDI personnel are already experienced
with the design and presentation of this progranm Xn the NRC,
Therefore we will be able to move forvard with no more than
twenty percent revisions to current materials,

The Work Team Coordinator Workshop presents approaches to
leadership which rely on human skills and technical expertise,
and rot reward and punishment or legitimate power. It should
present . rtunities to practice these skills and to receive
feedtaz. _ .. the ogportunit{ to ﬁractxce again after the
feedtack, It should emphasize characteristics of leadership such
as caleness, competence and confidence, which can be exhibited
even in informal or temporary leadership situations, And it
should emphasize the dual challenge of sonlitivit{ and respon=
siversss to human dynamics as well as responsibility for mission
objectives and standards,

I,min.eu-snum.mmn_tgx_ichs..m.uniz Ponald Spears will
be primary trainer for the Work Team Coordinator Workshop., He
will be backed up by William King. Spears and King are the same
instructors who teach the current course in the agency, and are
thus very familiar with the course reguirements. Since any
revisions to this proTram would be minor (under twenty percent)
six days will be sufficient for such revisions. The instructor
will also need one day Yer sessior f-r preparation. This course
can ke scheduled as early as the first nonth after award of
contracet.

3.2.18 ITEM EIGHTEEN: Ga_nering Inspection
Information through Interviews (3 days
duration)

Ba ok i One of the most valuable of all interpersonal
ekills for the NRC inspectors is that of gathering informat.on
through effective questioning. The inspector must be able to
effectively negotiate through a number of stages during the
information gathering process in order to develop a clear and
accurate picture of the circumstances of a particular event or
allegation at a nuclear facility., For instance, the inspector
nust:

(a) Analyze needs and prepare strategies for gathering
specific information from various types of industry personnc .

(b) The inspector should be adept -\ a variety of
questicning technigques to ensure that & full extent of the
information needed if most likely to be revealed,

(c) The inspector should know techniques for defusing
hostility and handling difficult situations.
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Training Azzroach: RDI staff are already experienced with
the design and presentation of this program in the NRC. There~
fore we will be able to move forward with no mcore than twenty
percent revisions to current materials.

Gathering Inspection Infoirmation through Interviews is a
simulation based program, wvhich uses a training technigue which
vas perfected through assessment centers. Our simulations are
based on actual NRC situations and include interactions with
various licensee personnel., Each of the stages ¢f our simulation
provides the NEC participant with a different information
gathering challenge, (such as resistance, or fear of confiden-
tiality). Eack stage of the simulation also provides an
opportunity for the participant to work on a distinct skill and
receive feedback from both the instructor and fellow
participants,

In the future it may be desirable to devels; additional
simulations that are more appropriate for certain groups and
thereby broader the appeal of this course. Wwhile RDI design
staff can draw from previously collected data for other
srticipated revisions to this course, new simulations would
constitute more than a twenty percent revision., Wwe would
therefore not procced with new simulations unless notified by the
agency PO,

Trainers and Projection For Scheduling: This course is
already developed, and is currently being run for the NRC by RDI,
William King, currently co-trains this course. EKe will now be
the primary trairer, Donald Spears will act as tackup., Due to
the relatively recent design of the course and its very positive
response, we articipate only minor revisions tec the design and
materials at tris time., Six days will be suffic.ent for such
minor changes. Cne day per session for preparaticon will also be
needed, This course could be scheduled for as early as the first
month after award of this contract.

3.2.19 ITEM NINETEEN: Designing and Developing a 1~
day course (such as "Diagnosing Management of
Power Plants")

Generally RDI's desi~n approach will always be guided by the
models which are described in section 2.2 of this groposal. That
is, we will ?cnarally follow a so?uenco starting with analysis,
uoinq intervievs, direct observation, focus sessions, and/or
surveys. The design sequence would then proceed through setting
of objectives, design, development, execution, and evaluation for
any new course design,
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Poss each_te *Diagnesing Management of Pow.r
Plants.": During analysis we would want to conduct interviews
with managers and inspectors who have had broad experiences with
both effective and ineffective plant maragers. We would also
seek Yo arrange interviews with licensee plant managers and with
licensee senior management. We would also want to review
documents, tour facilities for direct observation, and perhaps
develop a survey for breader feedback, The design team vould
'‘ant to research the history and circumstances of one or two
s?cciflo problem areas or of an incident, in order to unierstand
plant mana?emont behavior during crisis. We would also research
such dynamics as intergroup relationships in varjous plants (good
and bad), and politics in plant management. Through these
aclivities, in collaboratisn wivh an a;cncx tralnin?
representative, we would ke able to effect vely define the
instructional problem.

Subsequently the design team would focus on determining the
Characteristics of the target population. What are the needs of
the participants? what experiences, level of expertise, biaces,
ete. will they bring to the course? What kind of cource will
appeal to them and yield the best results?

Specific learning cbjectives would then be developed in
close collaboration with NRC's PO. The design team would give
careful attention to ensuring that objectives are appropriate for
the needs and that they 4¢ not unnecessarily overlap or duplicate
those of other NRC courses.

Completion of the design process includes specifying
content, developing learning activities, selecting media,
identifying support services, and providing an evaluaticn system,
Following delivery of the pilot session, RDI staff and t e NRC
project officer weuld aralyze fcedback and make revisiors to the
course,

Throughout this process a major challenge in developing a
one-day course such as "diagnosing Management of Power P.ants,"
is linftinq content to those essentials which will meet the NRC's
needs. Time allotted for climate setting and closure activities
must be kept to a minimun and carefully balanced with time
necessary for learning activities., FEach instructional unit must
be refined so that it can be delivered with no "loose ends ,"
since participants will not be able to ask clntifyln? questions
on the following day. Our program support staff will need to
closely double-check arrangements for training materials and
logistics, Any time lost due to such problems as missing pages
from notebooks, ete. will represent a greater percentage of
learning time in comparison to a longer course.
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A team of one lead designer plus one co-designer == working
under the supervision of the RDI project manager with the agency
PO would spend approximat¢1¥ eight person days per montl, for two
months prior to piloting this type of program, and four person
days subsequently in revieing and finishing the course design.

RDI sees the approach listed above as being specifically
illustrative of one that should be used in dov-?opin “Diagnosing
Managenment of Power Plants," and generally illustrnt?vo of the
design process for any other i-day courses reguested by the

agency.

It is understood that the agency may require developmaent of
this program in either the first or secend contract year, or that
it may not ask for this program during either contract year.

3.2.20 ITEM TWENTY: Designing and Developing a 2-day
course (such as "Middle Manager Managem. t")

Just as was indicated in the previous discussion (design of
a l~day course) RDI's deni?n approach will alwvays be guided b
the nodels which are described in section 2.2 of this proposal.
R ther than reiterating these steps in this section, we describe
a particular 2 day course which wvas listed in the solicitation as
a possible new design area, Our approach described below shows a
content approach to the topic, rather than a process apprcach (as
we have done in both the 1 day and 3 day sections).

Pcssible Approach to "Middle Marazer Management" Course: A
trend which has been described recently by Tom Peters in many of

his discussions of contemporary managezent issues is the change
in tre vertical nature of the organizational structure,

Sometimes this happens through use of "guality circles," "quality
imprecvenzent teans," or "self-managing teams.* Other times, there
may actually be a reduction in the number of levels of
bureaucracy.

It is likely that certain trends will  fluence reqguirements
on NiC middle managers in the future. F¢ ..stance, the span of
control of the middle manager ray tend to :ncrease, as it has
begur to do in the private sector recently. Also, greater
delegation of authority by these wmiddle managers to first and
second level supervisors, and to various types of teams, will
certainly be part of the picture.

The middle manager will be much more concerned with inter-
departmental communications than ever before. The evidence is
overvhelming that one of the greatest barriers to productivity in
the current and future organization is that of "the right hand
not knowing what the left hand is doing." Much duplication of
effort, waste, and other forme of inefficiency are directly
attributable to these problems. Horizontal networks (teams) of
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kossible Approach to "Managing in a High Technolegy
fnxjxgnmgngL: During our analysis phase, we would conduct
nterviews with personnel from various levels, divisions and
regions in the agency, fr order to better understand the ways in
which technical issues and technically oriented people need to be

managed.

Other data wou.d be sought through review of documents,

direct observation of work processes among technical managers and
tneir staffs, and through the cellection of survey feedback,

Expanding on the explanations in sections 3.,2.19 and 3.2.20,
the following sequence of specific activities might characterize
our design process!

(a)

(b)

(¢)

(d)

(e)

(f)

(9)

(h)

(1)

(3)

(k)

Review any pertinent information/material the NRC can
make available, (i.e. previous course evaluations,
organizational needs, concerns/problems with previous
courses, managerial directions, etc.).

Interviews or survey sampling of anticipated
participants as well as other client contacts to
identify specific need arecas

Asgimilate and define instructional problem and set
training objective(s).

Begin to develcp case studies, ro)l plays and small
group exercises t» identify specific need arcas,

Concurrently develop instructor guide, containing
presentation nctes, timing cues, references,
transitions, set up instructions for all experiential
activities, copies of charts, ete.

Provide periodic feedback te NRC training
representative about progress and reguest input.

After development of materials, conduct a pilot of the
new coursc with a typical (rather than select) group
from the agency.

Make modifications, as needed, to course design/
approach and presentation.

Solicit participant reactions immediately fcrllowing the
course and (with random participants) after 3 tc 6
months.

Continuocusly seclicit input/feedback to training efforts
from the organizaticon and modify when and where needed.

Develop an ong2ing evaluation/feedback process, which

is accessible and can be easily utilized throughout the
organization,
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Cur developmental goal for all rew courses will be to design
top quality experiential training sessions which adhere to the
prenise that adults learn better when actively inveolved in the
learning process,

A major challenge in developing a J-day course as opposed to
one that will be shorter is ensuring continuity from one day to
the rext, making the trarsitions without conpromising the
conceptual frameworkX of the instructicnal Jdasign. Participants
wust return each day with a clear idea of where they stopped the
day before and how new material is elated to yesterday's
learning.

One problem which tends to occur in longer workshops is that
of participants missing parts of the session. Our instructional
designs will provide for integraticr of such a participant inte
the content flov au easily as possitle, As a minimum, the
parcicipant should be avle to returr without disrupting the
learning experierce for others by caising the instructor to
repeat long passages of covered material,

A team of one lead designer plus one co-designer, working
under the supervision of the RDI pr.ject manager with the agency
PO, would spend approximately ten person days per month for four
months in designing and developing this type of course prior to
the pilot. Another twelve person days would be needed after the
corzletion of the pilot for refinement of the final design.

It is understood that the NRC nay reqguire development of a
3~day course, such as "Managing in a Eigh Technology
Envirenment,® in either the first or second contract year, or
that it may not ask for this prograr Zuring either contract year.
It nmay ask instead for another 3-day course such as Managin
Situationally, which would be desigred and developed in a s?milar
fashion.

3.3 Assunptions

The fullowing assumptions were made in formulating this
response to the NRC solicitation:

(a) A number of courses currently being conducted can
initially continue in their current form and can be
brought up for review on a scheduled basis during the
course of the project period., Thus the contractor will
not need to revise every course proposed before some
prograns can be offered tc agency personnel.

(b) The NRC will be supply auvéic-visual playback eguipment,

easels, tent cards and other incidental training
support items plus the training sites,
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(¢) Design personnel will be supported in gaining access to

NRC personnel from whom information is needed in order
to effectively analyze training needs in the devel-
opnent or redesign of programs.

(d) For crganizational development activities, there will
be proper orientation provided to top managers about
the need for support of these processes, and about the
possitle lack of immediate observable results.

(e) 1In iine with "d" above, the NRC understands that 0D
activities usually involve on-going work on issues that
may have long histories. Therefore managers will not
expect short solutions to long-standing problems,

3.4 Major Zfficulties/potential problem areus

(a) Logistical complexities may affect the servicing of
this contract fcr the NRC, These include scheduling of courses,
getting courses announced and marketed throughout the agency,
changing pricrities, and allocation of training space.

RDI Response To This Complexity: The RDI project manager,
alon? with the staff support person wi'l be responsible for
working with both NRC and RDI staff to overcome any logistical
difficulties that may interfere with these services,.

(b) Rap.d changes in the NRC may affect design of current
programs. Also, new courses will need to be development for
emerging needs.

RDI Resp:nse To This Challenge: The RDI project manager
will be respersible for monitoring these needs. He will work
with RDI staff and with agency personnel to ensure relevance and
currenzy of a.l RDI services.
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4.0 Program Management

The RDI services under the Supervisory and Management
TraininY and Organizational Development Project will be
professionally managed using tochni?ues for project design,
execution and contrel that are utilized in government, private
industry and in development projects all over the world. The
Project Manager, Nicholas Mann, will be the primarily liaison
with the NRC Project Officer, and will be ultimately accountable
to the k'l Board of Directors, for the performance of all
personnel retained by the company to deliver these services. The
RDI Board of Directors is ultimately accountable to the NRC for
effective performance,

The logical framewcrk project design on the following page
which follows in section 4.1 shows the broad str. tegy that wiill
guide project management. 1In section 4.2 there i1s a proposed
schedule Jor one year iriicating sequence and st.ff assignr-ents,

4.1 RDI's project design for NRC supervisory and ranagement
training and crganizaticnal development project

OVERALL _GOAL

To provide organizational Qevelopment and training in
support of the Nuclear Regulatory Commission in order for it to
meet its mission of regulating nuclear power generation and
certain other nuclear materials uses.

PURPOSE

The purpose of the Supervisory and Management Training and
Organizational Pevelopment Program is to develop and maintain
skilied managerial and s.pervisory personnel, and to support the
resolution og unit performance, and interpersonal, unit or group
problems,

EDI_SERVICE STRATEGY

TO SHOW CARE AND CONCERN AT ALL TIMES FOR CLIENT NEEDS;
TO BE GENUINE AND ACCURATE IN ALL FORMS OF CLIENT
COMMUNICATION; TO WIRK DEPENDABLY AND WITH FLEXIBILITY:
AND TO RESULARLY SEIK OPPORTUNTIES TO ADD VALUE FOR
THE CLIENT.

74



Full Time:
Nicholas Mann
& Betty Burke

Part Time:
Frances
Richzann &
Mary Stojiice

Pesign _and
Redesign

Nicholas Mann,
william King,
Karen Gaskins
Jones, Donald
Spears &
Sephena Jordan
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Trainers

Primary on at
least one
course!
Nicholas Mann,
William Kina,
¥aren Gaskins
Jones, Donald
Spears, &
Sephena Jordan

Backups!
Mariorie
Schiller,
Jawara Lumumba
¢ Deborah
Bloom

e L Ani e T B ——

Organizativunal
Pevelopment
Consultants

Lead Consul~
tants: Sephena
Jardan,
Nicholas Mann
& Donald
Spears

Backups: Chuck
Phillips,
Susan Clark &
Mariorio
Schiller
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RDI Organizational Chart






CONTACT ¥OR CONTRACT AUMINISTRATICN

M. Nicholas Mann
Resolution Dynamics, Inc.
1777 T Street KW
washington, D.C. 20009

(202) 483-7550

Contractor's Payment Address:

Resolution Dynamics, Inc.
1777 T Street NW
washington, D.C. 20009
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