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TECHNICAL AND MANAJEMENT PROPOSAL
(.

il.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.S. 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 cf this cadre of

|

twelve have had significant experience workin.J With the NRC, I
delivering products and services that are similar or the same as
those identified in this project. Even those without direct

i
experience inside NRC have worked extensively in sinilar I

organizations with engineering, scientific, regulatcry and
nuclear power functions. Among these are the U.S. Cepartment of
Energy,_ General Electric and Tennessee Valley Authority.

1.1 Identify " Key Personnel," and percentage of time'for
each on other projects over proposed period

The following list of cadre includes primary trainers,
,

consultants or designers on the various project tasks. (PT):

indicates Primary Trai.ner. [LC) indicates one of the persons who'

may be Lead Consultant on an Organizational Developnent project,
.(BU) indicates Backup. Course design assignments will be made by
the RDI project manager. Key personnel include:

};EY _ STAFF NAtiES PROJEST 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)
Planning and Coping, (BU)
Appraising Employees,-and (LC)

gg (p h organizational Developnent

A P- 44
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- -3. . Karen Gaskins 3. ( PT) Presupervisory Orientation
C, .' Jones Pt. 2, (PT) Managing Management j

Time, (PT) Communication for NRO '

Inspectors, (PT) Planning and
Coping, (BU) Conducting
Meetings,(BU) Managing Stress,
(BU) Selection Interviewing, ( BU)
Interviewing Skills

4. William King 4. (PT) Interviewing Skills, (PT) |
Conducting Meetings, (PT)
Gathering Information for
Inspectors through Interviews,
(BU) Communication for NRC
Inspectors, (BU) Work Team

|Coordinator Workshop, (BU)
Managing Management Time

5. Sophena Jordan 5. (PT) Managing Management Stress,
I (PT) Selection Interviewing, ( P7:

Performance Management, (BU) Small
Group Dynamics, (BU) Supervising
Hunan Resources, (BU) Managing
Change, and (LC) Organizational
Development

F2X.__CDNSULTANT_ NAMES PkOJECT RES.P_OllSIBILITY

6. Robert Maddox 6. (PT) Management Workshop, (BU)
Stall Group Dynamics

7. Susan Weeks 7. (PT) Managing Change
,

8. Susan' Clark '8. (LC) Organizational Development

BACKUPf CONSULTANTS

9. Majorie Schiller

10. Chuck Phillips

11. Deborah Bloom

12.:Jawara Lumumba

I
_

2
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'1.1.1 The Project Manager,

I'

Work load DistI,1 bat.iQD' '

,

Immediately,Lupon receipt of the award of the Supervisory,.
Managerial ~ Training:and Organizational Development 1 contract,

? RDI's_ president,. Nicholas Mann,- will assume the. responsibilities-

of project manager. Since he will also be involved in training
and designing of some programs, the order of his priorities will-

- - . .

L .

. Corporate management (1-2 days per month)(a)y

{ (b)L NRCfproject management (2-6 days per month) t

;

- (c)' Conducting training - for _NRC in: Supervising Human
'Resources, - or Appraising Performance (4-6 days

periodically or an average of-2.5 days per| month)_
'

_(d); _Othercservices (5-7 days per-month)

l' OtherL NRC cour' es,_ course _ ' designs and organizational.(e)' s
development (3.5Ldays-per month).

#
'

This constitutes a; projected commitment for Mr. Mann of 10
up?to a: peak- level-~ of 14.5' outt of 21 work days per month working
: on3 various. responsibilities under this contract.,

Ditt.i.eE1

"
._

Mr.5Mann's > duty as project manager will be to ensure that 1

all services to the NRC.under this contract are > delivered in
p accordance" vith Jthe -following? statement of 'RDI's servicel

,

4' : strategy: 1

~
.:

TO.- SHOW CARELAND CONCERNEAT ALL: TIMES FOR' CLIENT NEEDS; LTol
L BE'GINUINE AND ACCURATE IN ALL-FORMS 0F-CLIENT COMMUNI - =j
p 1 CATION; TO: WORK 1 DEPENDABLY-AND WITH FLEXIBILITY;.AND TO: -

f ' REGULARLY SEEK OPPORTUNITIES TO-ADD VALUE FOR THE CLIENT.

;More fspecifically,y Mr. Mann' will: manage the "four P's" of, i

project management:

p (a)- Productsf(training,2 0D and design services and=
materials)

~(b) Personnel-(to include training and: consulting staff,.
. consultants and support staff)

,

u

:(c) Processes: Linstructional systems, design systems,- |

communicationisystems and all other systems needed'in
order-to maintain high quality service delivery)

-

-3

- - _ _ _ _ .__ _ _ , ~_
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- . (d) Paperwork Ithe of fective storage _ and retrieval of
l-- -' necessary and desirable information associated wit the

business activities, delivery of services, and
evaluation of performance on this contract)

,

1~.1.2 Corporate Finance Of ficer

William King, RO:'s chief financial of ficer will be
responsible for working-with the project manager in overseeing
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 respor.sibility. Given his other involvements as
trainer and designer in this project, the order of his work load
priorities will be:

(a) Financial c'/ersight (1-2 days per month)

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

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

7 (d) ;Other corp; rate duties (5-7 days per month)

(e) Other services (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

I

|

|
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4
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( 1'.1. 3 - OtherJXey Staf f Consultarits: and Trainers'
-. -

-

i

a(e?'

; _ : Karen-GaskinsfJones (Work Load Priorities) .1

A
(a)';ConductingLtraining for;HRCLin: Time Management,-

Communi' cation Skills for Inspectors, Planning and- |
'

Coping, Presupervisory orientation -Part"II- (2-3 days
_ periodically: or. an average' of 1.5' days per month).

(b) Other corporate duties (3-5' days per month) !
-

- (c). OtheriNRC courses and course: designs (5-7 days per- !~

. month)..

,

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

-This consti :utes a ' projected' commitment for Hs. Jones- of ,

'seven days.up to a: peak level of 10 out of 211workLdays per month.
vorking on various responsibilitics under this: contract. j

;

'Donald-Spears (Work; Load Priorities.).

(a)~sConductingstraining'for_NRC in: WorktTeam CoordinatorL

Workshop,:Small Group; Dynamics and Conflict-Resolution?
(4._ days' periodically or aniaverageLof 2 days'per| month)'

-

[ ~ (b)f ;other tservices (6-12: daysLper; month) >

1(c)i lother NRC courses, ccurse designs,'andsorganizationalLo
~

development f(3-6: days. p;er month)

!; (b)'- LOther corporate ' duties L(1) day _ per month) . '

,

This. constitutes La projected commitment efor _Mr.ispears of j~

>

: 6.5 days;up to aipeak . levels of 10' out| of L21 work days' per month 9' -

,

workingLon.various= responsibilities under-this contract.- j-

_ Sephena Jordan 1[ Work IoadLPrioriiles):'

'

-(a)' conducting - training :f oro NRCnin: Managing Management
-Stress,-Selection Interviewi'ngeand-. Performance
' Management Workshop,'plusLOrganizationalEDevelopment~

",

-(3-7 days periodicallyn or?an average _ of: 2.33 . days pper, i

Lmonth)|
~

-(b)3 Other services L(5-10' days per month)3 -

L(c) -Other NRC. courses and new .courseidesignsL (1-3 days per_' !!

. month).- 1'

*.

5
.
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f This constitutes a projected commitment for Ms. Jordan of
h- seven days up to a peak level of 10 out of 21 work days per month1

'

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 unique
to this KRC 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
organizational 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 to
available as required.

Backup consultants- 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

L upon.

1.2 Resumes,

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

t 1.2.1 Resumes of Project Management, and Training and
Consulting Staff

|

| .-

|

!-

|

|
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"i PROFESSIONAL ~ SKILLS;

3|_.
~,

<v

'
m;, L Process Censultatlon: conflict resolution, team i

'

,, ,

~

Lbuildin~ggjplanning, meeting and-retreat facilitation;:
' . Management and; Supervisory-Training4

Quality Service Program' Training and. consultation- . ,

Public Spe.aking i.-
,

O WORKIEXPERIENCE -I.

L1987-present: President, Resolution Dynamics, Inc. =!

'Rosponsib,1e for overall policy formulation. for a smalli-

. minority; controlled human resodrce management 1consditing
% m firm...~ oversee all operational _ areas,-to include:
F Lplanning-ffir.ance, office operations and business,

development. Also., oversee corporate programs-and quality ;

. assurance. Either exerciso direct = management authority' '

:for? such -programs, or Edelegate such authority to other-
' corporate ?o f ficers.~- 1

.

i Serve +as p ccess: consultant for various organizations,_to
? include theJSmithsonian-Institution'and the' Children's
National --Medical' center. As such,; work'directly with-

.

managers | and = staf f to f acilitate planning, conduct'
d. ,

; retreats,; resolve conflicts, support 1guality service
progra'm mana gement, solvecproblems and conduct 1 training--

-i
asineaded,

a
1~

Facilitated retreses and conducted ivarious: management" ;.;
,

' training prcgramsJin co'njunction:with SueLClarkTand:''
,

LAssociates of1 Falls 1 Church,t VA-L for - the . Department?of'
g Human:Researcos-for;the State:of Maryland.

== Facilitated: Kuman resource, management 1 workshops'for' ;

"" ' SenioriExecutive Service :candidatesifor1.the ' Of ficeiof -4

Management and Budget,_' Executive'Officeiof the! President,

lof the United' States. ' u'

:

. . - 'FacilitatedL team-building sessions'.andeservedcas-a
'motivatioral: speaker for the ' Districtwof| Columbia ~ l-

j. .Departmentiof f Employment Services. 4 ~!
,

M t .Condilcted training in- management and supervisory; skills,3 a:moeting iskills,3 presentation. skills,; interviewing: skills ~t

andfperformance Lappraisal skills for the U.S. Nuclearm
,

5 . Regulatory Commission.1 i4

j
-Conducted various training sessions in management,and;c - i.

_
'sup'ervisory sk' ills for- Arlingte i County, Virginia:'

;
- -Government. 1<i- '

%ae
7

7

,
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v. c

Designed training packages and provlded traincv training-

b- for Standardized Automated Peanut Marketing System
(" Smart-card project") funded by the Agricultural
Stabilization and Conservation Service, United States
Department of Agriculture.

1976-87 Independent Consultant

Treined approximately 10 groups of managers and.

supervisors with the Internal Revonoe Service during 1986
and 1987. Specifically was responsible for four days of
a ten and one-half day progran entitled " Management
Development Series." Topics included managing change,
time wanagement, planning, and problete solving and
decision making. A key component of these sessions was a
team " improvement project." Using skills gained and
decisions made in this component, teams made varloas
improvements in procedures and climate factors'within the
IRS.

Facilitated long-range planning secsions on Informaticn-

" Resource Management (IRM) at the Smithsonian Institution.

Provided additional training and organizational*

development consulting services at en levels from front
lina- staf f to supervisors, middle me. igers and. executives y

for various public and private sector org6nizations I

. including U.S. Farmer's Home Administration; Bureau of
the Public Debt; U.S. Labor Department; General Services
Administration; U.S. Department of Transportation;- U.S.
Department of Justice; U.S. Department of Defonse; U.S.
Information Agency; U.S. Department of Agriculture; tha
: International Management Institute in Cairo, Egypt; the
State of Maryland;. the Commonwealth of Pennsylvania; the

.

State of Alabama; Duron Paints, Inc. ;; several computer |
,

sof tware and engineering firns; and several Hashington,
D.C.- area community action programs and religious
institutions.

1971-75 Opportunities Industrialization Conter, Inc.,
Director of Counseling

Headed staff of professional-vocational and guidance.

counselors who provided supportive services such as
crisis intervention, referral, motivational quidaace,

~

placonent andsfollow-up to disadvantaged individuals who
were pursuing vocational skills training in areas such as
carpentry, electrical wiring, automotive mechanics' and
secretarial skills.

~

8

)
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1968-70 Military Service, U.S. Arnyj-
\

Served as Post Equal Employment Opportunity (EEO) Officer*

at Ft. Monroe, VA; also, served in Republic of South Korea
as Security Detachment commander at Air Defense Artillery
Base and as Battalien Intelligence Of ficer; served at Ft.

.
- Bragg, NC as Supply Of ficer for Psychological Operations

Company.

1967-68 General Foods Corporation, Field Sales
Representative

Worked with retail store managers in Washington, D.C..

region to ensuro prs $uct c nckage and quality assurance,
to introdcce new products- an ' to distribute promotional
natorials.

EDUCATION & ADDITIONAI, TRAIN 1NG

The George Washington University, MA Degree in Education*

(Human Rescurce Dovalopment) , 1974.
>

University of Nebraska, Hiram Scott College, BA Degree in+

Sociology, 1967.-

Trained in Third-Party Consultation Technique by W.B..

,
Reddy and C. Phillips of Reddy-Phillips and Associates,

| 1988.

Certified to administer Models for Management program and.

naterials (Telcometrics International, Inc.) 1977.

ANARDS AND SPECIAL ACCOMPLISHMENT:

Accepted into the 1989-90 class of Leadership washington-

by the Washington, D.C. Board of Trade.

[ Special Recognition Award, 1986, for superior performa c+

as an external consultant to the Smithsonian Institutiu.
| (only such award ever presented by the Institution).

Faculty Excellence Award, 1984, from Graduate School,j -

U.S. Department of Agriculture (first year such award was
presented).

|

,
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7 ' DONALD E.-BPEARSh w-
s PROFESSIONAL SKILLS

'ManagemenE and supervisory ' skills training.*

Facilitation of. project and strategic planning sessions.*
l,

t y

Group facilitation and - team building..

Training _ development and evaluation.*

' Interviewing, counseling and debriefing. I

,

*

Organizational analysis and problem solving.*
'

'Second Language Fluency (Spanish) ..

a
i

WORK EXPERIENCE ]
4

1987-presenti Vice= President for Business Development, !
-

.
' Resolution' Dynamics, Inc. 1a> ;

*
'

Rosponsible for expanding client base for corporate '

.

_ products -and services through publishing of printed
-materials and general marketing to public sector and
poterdial private sector clients.4

-;
'

Cofacilitated - team building .sossions for Registrar'st
* Of fice,- National Museum of- American History.

<

Conducted vsrious training sessions'for U.S. Nuclear*
, ,'

Regulatory Cenmission, to include: Performanc9
-Management and Appraisal; Conflict Resolution Skills. ~ |

Conducked Leadership Skills training sessions for1 d
*

7
. Arlington-County, Virginia.

1975-87 Independent Consultant' i

iconductedHvarious training sessions?and worked-on other.e

*

| projects ferJOICD, United States Department of-
; Agriculture, to in~clude: (1)_ courses.in agricultural and~4c

rural development planning and management, (2)'devel-
:opment and training needs assessments in Guatemala, and._ "

z

(3)1 managenent and ' agricultural- proj ect implementation . in
Thailand.

Conducted variousstraining sessions.and Vorked'on other;*>

projects -for USAID,--:- to include: -(l) project design,
implementation;and evaluation-in The Gambia, (2)
management development workshops- An Lesotho, Dominican yRepublic, Bangladesh, and- (3) -executive managemont ''

seminars in Bolivia.

Conducted needs assessment for Executive Offices of*

Catholic Relief : Services / Ethiopia's Experiment in
International Living.

1

.t i
.

10
L
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Conducted equal onplorr.ent opportunity oriented team*

_I developmont workshops for U.S. Naval surfaco Weapons
Canter.

'

1970-71 Posco Corps Volunteer

Served as cattle managencut technical advisor and credit*

supervisor in Celombia.

1967-69 Military Service, U.S. Army .,
I

Hilitary occupational Specialty (HOS) - was Audio*

Specialist. Did all sound work for 19 U.S. Army training
films. Most well-knovn project wad the film "Horitage

4 and the Soldier."

EDUCATION

H.P. A. , organizationa; Theory and Devolopment, America..*

University, Washi ng+ o.*., D.C., 1975.

B. A. , Business Administration and the Fino Arts, College*

of the School of the Czarks, 1967.

'
f

i

|

|

|
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KAREN GADKINS J0KE8 !-

PROFESSIONAL SKILLS

Training design, delivery and evaluation: Intercultural
*

Awareness and Communication Skills, Supervisory Skills
. and Performance Management, Myers-Briggs Type Indicator
) (Certified), fraining of Trainers, Now Employee

orientation, Technical Skills Trainir;, Pecject Planning
Int eviewing, Counsoling and Debriefing.

Conference bogistics and Hooting Manayoment*

Roscarch and Writing*

WORK EXFLRIENCE

1967-present: Executive Vice-Prsrsident, Resolution
Dynamics, Inc.

Responsible for corporate operations and supervision of.

staff. Develops, manages and inplomonts projects and
training programs. Manages corporate development and
cortification processos for small businessos with U.S. ,

Small Business Administration and local govornment
agencies.

Partial listing of types of coursos implemented:
I

Designed and managed " Cross-cultural Orientation" project.

for Haitian journalists and broadcasting technicians,
conducted for the Washington International contor at
Meridian House.

Conducted training in "Effectivo Meeting Skills" and in*

"Performanco Management and Appraisal" for U.S. Nuclear ,

Regulatory commission.

Cof acilitated supervisory skills training coursos for.

Arlington County, Virginia,

Trained peanut industry employees in use of the.

Standardized Automated Peanut Marketing System, a
computer-based training project dealing with " smart card" |
technology.

Designed and conducted EEO/AA orientation for Junioro *

Toroign Service of ficers orientation Program, Foreign
Service Institute, Department of Statn.

Cofacilitated project planning courso for U.S. Dopartment
*

of Agriculture, ofilce of International cooperation and
Development.

<

.

b

12 #

|
_ _ _ - _ _ ___



. _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ - _ ___

jo .

Conducted "rocus on Excellenco" seminars for management.

(. women in NYNEX, How England Tolophone companics, and
Picatinny Arconal. (Subcontractor to Schiller &
Associates)

1984-87 Inde;.endent Consultant
|

Designed and conducted " Cross-cultural Awareness"
|

.

training for Immigration Information Officers, 1

Immigration and Naturalization Service. I

Designed and delivered a varitty of experiential training.

events for the U.S. Poace Corps, including: Inter-
regional Training Program for Desk of ficers and Desk
Assistants; Prodoparturo Orf ntations for Peaco corps
traineest Prcject development 4d planning (Cameroon),
Training-of-trainers workshopw (Zairo, Senegal, Cameroon,
Swaziland), Fcor counsoling workshops (Cameroon), close
of Service C:nferences (Gabon, contral Af rican Republic) .

Conducted a Staff Advanco Workshop for the Capitol East.

Children's contor.

Developed Statements of Work, flgng_pi SorvicC_IIninkria.

HaElAl_. add _ par. tic.iPAnta_1landbpd, the fRRD10Y_D9Rh_. Mail
Referensn_FatAbst, now employco orientation package,
U.S. Poace Ccrps.

1979-83 U.S. Peace Corps

Associate Director of Programming and Training, Ponce.

Corps (Kingston, aamaica) . Supervised multicultural team
of Poaco Corps program managers for agriculture,
education and nocial development. Working with
-operationa' and executivo level Jamaican officials and
Peaco Corps program raanagers, coordinated program
directions and identified Volunteers' training noods.
Planned, implomonted and ovaluated more than 10 programs
annually and monitored training contracts. Also provided
counseling, professional support and crisis interventions
for Volunteers.

Peace Corps Follow (1979-80). Awarded a Follows position.

in'a highly competitive management intern program
designed to.proparo participants for overseas staff
positions.

1978-79 Rocruitment Specialist, ACTION

Designed and implomonted recruitment campaigns and*

strategies; identified, interviewed and counsoled
prospective peace Corps and VISTA voluntoors. Generated
avenues'for increased public awareness of both programs,

13
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.b.
through radio and television interviews, university

F
~ programs and class talks, citywide publicity campaigns

and responses to individual inquiries.
J

1973-77 Peace Corps Volunteer
'

Researcher and Office Administrator, W~st African*

Regional Mathematics Programme (WARMP) Freetown, Sierra
Leone, West Africa (1974-77) . Developed mathematics and
education library; researched, edited and illustrated
training and educational program materials. Delivered
courses. at WARMP miniinstitutes to- train primary school
teachers and other Ministry of Education personnel in:the
techniques and content of modern mathematics. 1

i

Mathematics Teacher, Mosongo, 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 i

i
Texas Southern University, M. Ed. Degree, 1975. '*

Spelman college, BA Degree in - Mathematics,1972.t *
.

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

PUBLICATIONS
- d

Countr.y Desk Unit Reference llandbook, Peace Corps (Offi:e 1
*

-of Personnel Management, 1988)
|

.Close of_SpryisA. Sani.e.rsDst_ Trainer's Manual frevised) ;
*

" And Participants' Handbook, Peace Corps (Office of- '

Program and Training Support, 1986)

. Math Alds for Everyone, WARMP. (1975); editor and.

illustrator for various WARMP books, math. newsletters and-
papers (1974-77)

|

|.-

i
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WILLIAM L. KING
(. ',

PROFESS!CNAL SKILLS

Design, delivery and evaluntion of specialised training*

Project management*

* o ganizational analysis and problem solving
'driting and editinga

WORK EXPERIENCE

1987-present: Vice President for Tinance, Member of Board
of Directors, Resolution Dynamics, Inc.

Responsibic for managing corporate finances in addition*

to ongoing training business.

Ceveloped and presented two workshops, working with RDI*

colleagues, for U.S. Nuc1 car Regulatory Commission.
These workshops train NRC inspectors in interviewing
techniques and team leadership.

*
Cesigned and presented " Effective Writing for Managers"*

and " Basic Business Writing," EDI open-enrollment
vorkshops.

>

Managed training project on RD: subcontract for U.S.a

Copartment of Agriculture 1987 and 1988 " Peanut Buying
,

Point Automation Project." Recruited, hired and trained (
"

staff. Selected and organized training sites in peanut
growing regions. llad overall responsibility for
conducting 48 workshops (1987), training some 950 peanut
buying point operators and USDA personnel in the
cperation of a system which included an IBM PC-XT
computer, interactive " smart cards," modem and special
software. The 1988 phase included 39 workshops and over
650 trainees.

Served as instructor on various training projects:*

"Use of Case Studies and Roleplay," Peace Corps,
Division of Staging

" Project Planning," USDA Office of International
Cooperation and Development

" Communication Skills," Smithsonian Institution's ;

Resident Associate Program '

" Supervisory Skills Training," Arlington County (VA)
Fire Department.

<r
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1977-88 Independent Consultant and Real Estato Developer,

(

Poaco Corps: Served as load trainer for*

workshop !>rused on team building, cross prodoparturecultural
adaptation and communication, decision making, and self-
assessment.

Indopond'nt real estato developer and contractors*

renovation of residential proporties.
1975-76 Graduato student, American University
1973-75 UF5/ Matrix Company, Rosearch Scientist

Conducted research for the Army on performanco-oriented*

training, simulation techniques and proficiency testing i

for combat personnel. Developed proceduros for
loadorship assessment.

Conducted "Rockvillo Corridor" study for Maryland State*

Highway Adrinistration. Managed community input,
conducted historical study and inventory of community
facilities, analyzed impact of transportation
alternativos on local community.

Developed arad field tested a motorcycle training course,*

static trair.ing stand and performance tests for beginning
ridors on M:torcycle Safoty Foundation _research project.

|
1970-73 _ Human-Resources Roscarch Organization (HumRRO),

Research Analyst
!Conducted study of advisors in Vietnam to improvo*
i

selection, training and personnel managomont. Roscarchfocused on dif ficultion of operating in a hostile
environment and on problems of cross-cultural
communicatien.

Conducted research to develop a personnel selection*

system for Army recruiters and to improve performance
ovaluation proceduros.

I

1962-68 Military Service, U.S. Army

Commanded training company; served as training committee*

officor-in-chargo and as battalion operations officer. (Commanded Special Forcos "A" team in Germany and in i

Vietnam; served on Special Forces Group operations staff
in Vietnan.

Decorations and awards: Combat Infantryman's Badge, two*
'

Bronzo Stars (moritorious service), Rangor tab, parachuto
wings (U.S., German,_ Vietnamoso) .

.
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. EDUCATION

M. P. A. , American University, 1976, specializing in*

organitational, theory and development.

D.A. in I:nglish, liarvard, 1961.*

Graduato coursos in cultural anthropology and applied*

anthropology, American University, 1971-73.

ADDITIONAL TRAINING EXPERIENCE

Writing teachor for P.L.A.N. (Push Literacy Action N:v),*

a literacy program for inner-city adults; classos are
small groups, requiring a combination of teaching,
facilitating and counseling. Member of Board of
Directors and Educatien Committoo.

Facilitator for various community servico groups and*

conferencos.

Attended liationel Training IAboratorios "lluman*

Interaction Workahop."

Participated in experimental Tavistock group and career*

development cominars.

WRITING EXPERIENCE

Publications ir.cludo articles in Ths_Hanhlng1&n_.Ep.a.t, li;;Le
L11g Books, Mnmg magazine, The ladder (literacy newsletter),
and various technical reports.

I
m ,
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DEPl!ENA A. JORDAN-

(

WORK FXPERIENCE

1996-Present: Staff Trainer and Consultant, Resolution
Dynamics, Inc.

Conducts various supervisory and management training*

coursos, and inplements organizational development
programs for clients such as the U.S. Environmental
Protection Agency

1966-89 Management Consultant, UPP Enterprises,
Knoxvil10, TN

Conducted various supervisory and management training.

coursos, and implomonts organizational development
programs for clients such as the Stato Technical
Institute of Knoxville, TN and the U.S. office of
Forsonnel Management Executive Seminar Contor in
oakridge, TN.

1984-86 Management Development Specialist, U.S. Depa rtment
of Enetgy, oak Ridge operations office

overall responsibility for the design, development and
i:plementation of tho organizational Development Program.
Specific dutics included:

Designing and managing the implementation of the Team*

Building / Problem Solving racilitator Program

Developing plans and proceduros for identifying,.

selecting, training and directing the internal oD
facilities

ProvidLng advice and assistance to managers, supervisors.

and employees in the areas of organization and employee
development, goal setting, effective communication,
conflict resolution, decision-making processes, team
building and interpersonal style avaroness

Making recommendations to upper canagement on ways to.

improve the officiency and offectiveness of the total
organization

Developing plans for implementing the various components.

of tho total organizational effort.

x
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,(, 1979-84 -Training and Dovuopment Supervisor, Tonnescoe
Valley Authority. Division of Engineering Design

Managed the technical, int 7ersonal skills and.
'

managerial / supervisory dovesegment prograns for the
division ,'

Reorganized the training department to broaden program*

scope and increase the effectiveness, while decreasing
exponditures by $600,000

Supervised five employcos and managed a $1.6 million.

-dollar budgat

Management Development Program Manager, Tennessee
i

Valley Authority, Division of Persor.nel
|

Developed andLcoordinated the implementation of an !
*

agoneywide zanagemont training program for approximately
3,600 managers ~

)

-Supervised .four professional trainers and cc> designed the-.

Trainer' certification workshops 1
,

Custom designed. and conducted the managerial training+

program for the Division of Fuels ,
'

7'
Training officer, Tennessee Valley Authority,
Division of Personnel<

Served as the Knoxville Regional _ Trainer for the agoney-*

wide management development program

Acted as interna 1Leonsultant to various levels of*

management

.1977-79 Guidance- Counselor, Knoxville = Public- School- System, j.Brainerd High School i

Developed and administered new student orientation l.

programs
|

- Served as liaison to administrators, parents and.

community
'

Provided individual and group counseling and vocational.

guidance for grades 10-12

-Eighth 1 Grade English Teacher, Knoxvil1~e Public
School' System, Hixson Junior = High- Sche >ol

L(i) I

,
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(.. Assistant Director, Chattanooga Duronu of Relief,1974-77
Department of Health & Education, City of
Chattanooga, TN

Rovined agency eligibility critoria and client scrooning*

process

Interviewed c11onts to ascertain their oligibility for.

agency assistance

Acted as liaison to other community agencies*

Represented the agency director as necessary*

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

Dovoloped 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 noministered caroor and self-awaronoss-

programs for community residents,

Provided individual and group counseling.

Acted as liaison to juvenile court, area schools, oublic*

service organizations and city hall
EDUCATION

Mastor of Education. University of Tennesseo at Chhotanooga
Aroa of_ Concentration: Counseling

Bachelor of Science, Austin Poay Stato Univorsity
Clarksville, Tonnossoe.
Double Major: English and Psychology

:

..
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BESUME

EPPCAT10Jll
.

H s., 1986 Johns flopkins University, Baltimore, MD. Applied
Behavioral Science. Coursework focus on change
management, organization and community develo;nent,
and adult learning principios and training.

B.A., 1965 University of Maryland at College Park. Hist:ry,
and Sociology.

Professional certification:

Myers-Briggs Personality Type Indicator -
Qualified Trainer.

MATC Trainer. (Mid-Atlantic Assn. for Training &
Consulting)

i
Professional Seminars and Werkshops:

MATC Prcgrams. Leadership Training, Experiential
Design dkills, Women's Leadership Development.
Jungian Psychology, Neurolinguistic Programmi 7

PROFESSIONAL EXPERLENCE t_

1985 present Indep.epdent Consultant and T_rainer for Human
Resource and organization Development. Clients

'

include corporations, government, and non-profit
.

systems, with a focus on supporting individuals
and organizations 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

Iresolution, development of performance systems.
conducting training needs assessments and

I
designing training programs to meet organizational |
objectives. Training seminars, based on adult |
1 earning principles, focus on IcadershAp and I
management development, supervisory skills, inter-
personal communication, human relations training
and personal and spiritual growth.

_ _ _ _ _.



-, ..

. .

#''t 1982-85 Director gi galu. and May,AeMER, optimum controls
Corporation. Responsi31e for marketing, selec,
and training of computerized energy control
systems to commercial, industrial, and public sector.

,

1981-82 Account Execut_ive, Profit Programming Inc.
-

Direct sales and training of microcomputers and
data processing software.

1970-81 AdndAjstrative Of ficer, Investment Homes. Inc.
-

Planned project developnents, sales programs,
managed financial and administrative functions,
and supervised office personnel for building and
development firm.

1965-67 communi itio.na service hay.isar, C&P Telephone Co.S
Provided training and custcmer relations for
commercial accounts.

DE.LEJjoPJD COMPEUNCIES:

Organization Development, Management Development, Process
consultation, Team Building, Adult Learning Curriculum Design and

;Training, _ Cross-Cultural Training, Group Process and racilitation, j
Counseling, Conflict Resolution, Human Relations Training. '

i

C9RERklhIJ.QH hED TRAIEJNG: ;

Foreign Service Institute, U.S. Departnent of State.
-Consultant to Overseas Briefing Center " Security

iOverseas. Seminar" curriculum redesign.
-Consultant and Trainer for " Transition to Role of

,DCM Spouse". '

-Trainer - A-100 orientation off-Site training in !

MBTI, interpersonal and cross-cultural skills.

Signet Bank. Consultant, Designer, Trainer. Supervisory-
Training Programs, Personal Career Management,
Managing Change, HBTI, mentor training.

Peace Corps. Director / Lead Trainer. Training new volunteers !
in managing the transition, interpersonal '

ef f ectiveness, self-awareness, cross-cultural ;

skills, and development education.

U.S. Insigration Service.. Training Consultant. Includes '

training in changing roles, community relations
training and-interpersonal skills.

,

Eastern Aviation & Marine Underwriters. Consultant & Trainer.
Process consultant to top nanagement in managing
change in corporate culture, stress management as
OD intervention.

i
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- Citicorp. Consultant, Trainer. Corporate culture change process.
k'

hutheran Social Services of Washington, DC. HBTI Introductory
and Team Building Workshops.

WJZ-TV. Consultant. Development and inplet.entation of
performance appraisal system as OD intervention.

C&P Telephone Conpany. Trainer, Human Relations - Interpersonal
Skills.

|

Computer Entry Systems Inc. Consultant and Trainer. Designed 1

and led national management conference to focus on
team building and goal setting following merger of
two corporate cultures.

Maryland State Lottery. Consultant. Trainer. Organization
Development project including team building,
precess consultation, and conflict resolution.

U.S. Department of Agriculture. Training Specialist. <

conputer training of government and private sector
personnel. Included management of socio-technical
implications of the change process.

U . S '. Postal Service. Curriculum Designer and Trainer. Trained
/ conmercial account representatives in "Hanaging

Peak Performance." Included empowerment, stress
management, and interperconal skill training.

AIDS Interfaith Residential Services. Consultant. Planning and
Goal Setting conference.

Haryland Community Mental Health Center Directors. Consultant
for initial organizing conference.

Waverly Press, Inc. Consultant. Conducted company-wide training
needs assessiaent and evaluation f or determining
performance based criteria and deficiencies.

1

Diocese of Maryland. Consultant, Trainer. Vacancy Consultation.
Representative to MATC. 4

Diocese of Hassachusetts, Commission on Human Sexuality. Consultant. !
Designed and led two 2-day conferences team

* building, planning, and conflict management.
Bendix Corporation. Trainer / designer. Communications Seminar.

Jessup Pre-Release Center. Consultant and Trainer for inmate
self-help program to facilitate change in criminal
thinking and behavior.

PROFESSIONAL ASSOCIATIONS: OD Network, APT, ACC, RATC.

_ _ _ _ _ _ -
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RESUME ',

Robert W. Maddox

Vork _ Exte rience

o Direc tor of Crea tive Ccnn anica tion s A ssocia to s

Twelve years a ssocisit on with managerial and superviscry

development p rog ra m s vi.this the Nuclear Regulatory Comnission.

During this timo he ha s esaduc ted programs a t headq ua r te!s and in

all of the reElons for bo:P management and general employse s. lie,

designed and conducte the initial EE0 workshop e f or the NRO: co-
de signed and conducted the *'o rk shop for Managers progren: 4:d co-.

de signed and conduc ted the 7 e r f o r .n i .1 c e Stanjarde Worksho;. !!e

also haa conducted the 3rto; Dynamics Workshop and EE0 Cean solor
Training. In addition, ht eoqd JCted a te4m building effC!t for

the Office-of Small snd Disa dvan taged Busine ss (Civil Rights

Staff) and co-trained,an ER C SES 0 ndidate progren. Asa re suit

of his working with variet NRC employee groups, Mr. Maddet ha s an

understanding of the che rs:t e r of tha orgsnization, its misston
and personnel.

1
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Bob Vaddox
.

Haa conducted Team Butiding ef f ort s f or the Goddard Space

Fli Fit Center, the Office of the Sec re tary of De f en se, the

Alesandria, Virginia Fire Department and the National Security
Agency.

Cen sul tan t to Arlington County, Virginia Government . Prince
Georte's sunty, 'ia ryle nd Go ve rnme n t ; the City of Alexandria,

Virginia Government, the City of Charlottsville, Virginia
%sveintent, and the Washington !!ospital Center.

leheduled to begin a series of estatement training work shop s

f or f ace Enterprise s. Ts11s Chorch, 71:3161a; and ai ro scheduled

t o . c'r n d u c t training for Technology App:1ca tion s, Inc.

- ,

o Setter Consultant to the Grsduate School, U.S.O.A.

4.as designed and conducted managewent training programs for

the General Servicea Adminletention the Defease Nucleat Agency:
1

the U.S. Forest' Service; the Food and Nutrition Service and the

Sta tistical Reporting Se rvice, II . S . 7. 4. t_ $ n d . t he ' It i n e Gefety and

-Health Administration.

:
_

I



. . _ .~ _ . - _ _ . . _ _ . - - - . - . .- _. _ _ _- ._ - .__-_._ ._ _ _ ..-- _ __._ . . .___ _ _ _- .-
-

. .

,

'
,n
I ?

Bob Haddox !

o~ Subcontracter to the Sterling In sti tu te

H a s d e s i s c.e f and conducted t h e *1 u .n 4 3 Side of Management; EE0

Training f or Su;e rvisor st Time Managementi R e c t u ', t i n g Skillet

Management by Objectives; an 1 othe r sock shop s de signe<l to address

tpoeial organizational needs for the U.S. Departeent of Labor.
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DEBORA S. BLOOM
16 George Street
Newton, MA 02158

617-905-6808

lluman Accource Consultant fe; tomestic and international clients ithealth care, and government. industry,
Specializing in organization development, careermanagtment and management det e:opment.

SELECTE: PROFESSIONAL ACCOMPLISHMENTS
1974 - present

ORGANIZATION DEVELOPMENT

e IMPLEMENTED COMPREHENSIVI PERFORMANCE MANAGEMENT AND CAREER DEVELOPMENT
SYSTEM for managerial pe:1:.nel of a multi-cultural manufacturing plant,

e CONDUCTTE NEEDS ASSESSMEJTS and designed skill development programs for
Technical Training lluma: 3esources, and Finance organizations,

e IDENTIFIED ORGANIZATIONAL ;EVELOPMENT NEEDS of thirteen communi*.ycorrections agencies. Se.'e:ted and supervised appropriate consultingresources to meet needs,

e FACILITATED EMPLOYEE OPIB 05 SURVEY FEEDRACK SESSIONS and management
training in Europe and Ho:g Kong.

e CONDUCTED TEAM BUILDING AC: PROBLEM SOLVING PROGRAMS for marketing,
manufacturing, customer tarvice, and personnel organizations.

CAREER MANAGEMENT

e INITIATED AND MANAGED PRCIICT to prepare 300 division managers to conduct
career management with em:1:yees.

e PROVIDED OUTPLACEMENT SEPTICES AND SELF-EMPLOYMENT WORKSHOPS f or high tech,
biotech, aerospace, manuf t: uring firms, and a major bank.

e COACIIED EXECUTIVES IN THE D7LEMENTATION OP !!!Gli POTENTIAL AND SUCCESSIONPLANNING PROGRAMS.
I

MANAGEMENT DEVELOPMENT

e DEVELOPED AND PILOTED A CONS::TLTING SKILLS SEMINAR for information systems
managers and trained tral:ers to deliver it in a multinational. firm,

e TRAINED PERSONNEL MANAGERI to deliver performance management training toline managers.

-o CREATED BRANCil MANAGER DETr DPMENT PROGRAM in consultation with regionalvice president.
Progras :::luded problem solving sessions, operational andtechnical training, intertation with managers and executives frca elsewherein the company and customer panels,

o DESIGNED AND DELIVERED KUAaEMENT SEMINARS for senior and mid-levelmanagers from six Guatema.L agricultural agencies, Incorporated
Guatemalan co-trainers int: the program delivery.

|

|
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Debora S. Bloom-

Page 2
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'

MANAGEMENT EXPERIENCE
1960 - 1974

MANAGED PROGPAMS AND STAFP in psychiatric bes;!tals and rehabilitation centers
in New York and Greater Boston.

_ COLLECT TEACHING EXPERIEhuE
1972 - 1982

TAUGifT KANAGEMENT courses at University of Massachusetts, Northeastern
-University ar.d Leulcy College.

_ PEACE CCRPS - Colombla 1965 - 1967

EDUCATION AND TRAINING

Doctoral Studies - Administration and Plannisc - !!arvard, 1976 - 1980
Postgraduate Management Courses - MIT. 19?? '978

. - M.A. - Education - New York University. 1963

Specla lzed training int consultation skills, system dynamics, problem solving,
contif:t sanagement. and communication skills - from NTL. Innovation
Assocjates. Synectics and others.

Fluent in SPAN!SE

,

PARTIAL LIST OF CLIENTS

Beth Israel Hospital
Blue Cross / Blue Shield of Massachusetts
Camp Dresser & McKee
Digital Equipment Corporation '

Computervision
Info /Ed
Institute of Business Designers
Management Sciences for Health
Massachusetts Department of Mental Health
Massport Authority
McBer and Company
Right Associates
The New England
U. S. Department of Agriculture

c Wang Laboratories
Youville Hospital

.

.
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CHUCK hi2111FS AID ASSOCIATES
AREAS OF CONS'" tATION/ CLIENTS

( i pA0E 2
|
1

ARPAS OF_ CONS *."!ATION (Continued)
l

o Process Consultation to ongoing work teams / groups for increased
effectiveness (ntnagement tesas, staff groups, tami forces, desica
groups, placits cornittees.)

o Interventie: it interpersonal sad interorganisatiotti conflict
situations.

.

o Development am.i implementation of large system chttge processes
in esreas of trr mana6enent approaches (values), new technology
introductiens, nev marketing concept / identity,

o One-on-one c:esultation sad personal development ecaching vith
key executives (CE0's, Presidents and Senior Vlee-Presidents.)

TRAINIFO (Cusum-designed for each client on " core" ;rc{,rsa)

o ALTERNATIYg KO.AGERIAL AITROACHES - learning how to manage across
a broader array of styles, approaches -
porticipative/ directive, tuk/reople

o 11ADERSHIP EDCNARS - particularly for hich-level nacacers to
understand and internalite the manager /'

leader differences and "te' leader.
,o CONSULTATICJ SrILLS - for internal resources to develop the capa-

bility to provide a vide range of con-
sultative response to itternal clients

o FACILITATICJ ET.JLLS - for managers, human resources F+ople, tesai

le aders/ members..

o TRAINING CT !~!.t.INERS - developing the capacity of internal resources
to design and lead more experiential-

programs.
o Ilm:R.INTFATIFSDNAL AWARENESS AND SKI!LS - for all klnds of people,

'

(puticularly in organitstions workins on
" Cultural chanse").

o CREATIVE PR 3LIN-SOLVING - tools and skille for ap;rcaching complex
problems in a variety of different vays.

| o TFAH-BUILDIIG - developing the capacity of managers sad internal
i resources to provide Tess-Building with

staffs and teams.
o PROCESS CONFJ:JATION - see brochure

j o INTERPERSOKAL/ GROUP CONFLICT INTERVENTION - see brochure
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Chuc< Phil ps and Assoc a"es ;
- Consultants to Organizations-

Potter Road . Wilton, New Hampshire,03086 s Teleph5ne (603) 654-2693
,
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PARTIAL LIST _ OT RTCDt? CLIrrrs

Bethlehem Steel
Honeyve11 - Information cystens
American Optical
General Dynamics Electric 2 cat
Operry - Defense Dystems
Donaldson - -

'

Oneida }loided Plastics -

Marshall's (Corporate Head uarters)t
Norton
Tederated Department Stores [

-Covenant Insurance s

-Comet' Products
Associated Medical Industries
(f.S. Postal Service t

' Prime Computer
.

General Electric - Aircrafi Engine Group
'

- Aerospa:e Group
- Domesti: Apparatus and Engineering Services
- Internat tenti Sales and Services-

t

- Hedical Systems Group
,

ARTAS OF CONSULTATION
,

o. Development of Strategie Planning process.ud' facilitation of
" bottoms-up" planning throughout organization. >

o Development of business mission, vision, values and operating
philosophy and develoyce:t ud facilitation of implementation and -
associated-chuge grocess.

*

o Orguitation-vide heniti diagnosis" and vork vith. management to
develop implementation a:4 change strategies.-

_ . ,

o_ New plant attrt-ups - et,'or Socio-Techneal'muutacturing plant
project; satellite rpofessional/ technical operations; and high-
tech electronics plut project.

. |
o Development and rec 111tation of high growth strategies, plans

and actions-(plastics business and soft-contact lens business).
o Team-Building .- _new tear.s ; existing.. " conflicted" temma g high-

level staff teams:--in co: Junction with major re-organizations,
new management approaches u d mergers.,

-o Development.of processes and plans for mergers and' acquisitions. ,

o Work with Human Resource ' organizations- to help plu and impler.ent
transition from " transactional service-providers and policemen"
to " consultative, business-connected resources."*

o; Development and facilitation of orguitational restructuring
processes withyarticipative approaches.

t
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_ CLARK AND ASSOCIATES
(

.

Susan C. Clark is the principal associate o. Clark and
Associates, a consulting firm specializing in improving pro-
ductivity and quality of working life in service-providing
orgacitations. The firm specialites in three areast (1)
Labor-management cooperative prograss, especially labor--
management committees, quality of work life projects, and
quali ty circles. The firm assists in -house s ta f f in plan-
ning the program structure, t rains s t af f to implement pro-
grams and acts as on -s i t e facilitator. (2) Hanagement ano
e spie ye e t r aining. The firm conducts needs assessments,
designs and conducts training to equi; managers and other
em;1cyees with communication, supervisory, and problem
s olving skills. (3) Applied research. Problem identifi-
cati:n and solution require systecati: study. Clark and
Associates provide research design, questionnaire construc-
tien and administration, and data analysis. The research
a ppr o a'ch is chos en wi th pr ac t ic al con siderations of cost,
tine, and implementation of results t aken into account.

The f ollowing achievement s highlight Dr. Clark's pro-
fessional background. As Assistant tirector of the Service

f Program on Employer-Employce Relations at the National
League of Cities, she participated in policy development,
technical assistance and program administration for public
sector personnel management, labor relations, and quality of
work life programs. As Project Director for the National
Cecter for Productivity and Quality o f Working Lif e, she was !

respensible for contract adminis t rati on and t echnical con-
suitetion to labor management comnit t ees in state and local
go ve r nme nt s and f or developing and publicizing public sector
preduetivity efforts. She also worke d in local government
a nd t aught at George t own Unive rsity. l

Dr. Clark has written and lectured extensively. She
was a speake r at the 1986 Federal Mediation and Con-
cilitation Service l a b o r -m a n a g e m e n t conference. Recent
publications include Guidelines for Exployee Development and
Training Programs. MIS Report, Vol. IS, No.l International
City Management Association (Jan. 198 6); Labor-Mana gement
Cooperation and Worker Participation: Elements of Program
Development, American Ar bit ration As s ociation (1984); An
Assessment of Quality of Work Life fc* the Transit Industryt
Research Report (Report 5) and Model Programs (Report 6),
Transportation Reseach Board (1983); and Total Performance
Mata rement : Some Pointers for Action, Nationni Center for
Productivity and Quality of Working Life (1981).
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J f ._ ' Dr. Cla rk's advanced de gree s are f rom Indiana j
.

. University. She is a member of a number of professional
associations imeluding the International Association of
Quality Cire:es, the Transportation Research Board, and the '

American Society for Public Administration.

Samplinf_of tecent Activities

i 1986 Project Director f or applied resench program, i

evaluating Pennsylvania Department of Trans-
portation'a' Quality Circle programs The project
included sample survey, field interviews, produc-
tivity analysis, and recommendations for change. )

|

Coordina t or_ f or Mont gomery County Maryla nd Depart ment v
of - Tr ans por t a tion *c Employee Part icipa tion Program. ,

Training and. facilitation for a variety of groups, '

o.g. (uality Circles, Employee Commit t ee s , and Ta6k j

,

. Forces. Conducts annual goal-set ting s e ssion. On- 4

| going a ctivity since 1983.

1985 Traine r at a series of' workshops, sponsored by the
| Trans;or t ation - Research Boa rd,- to explain concepts

an'd a;pliestion of Quality of Work Life to mecagers
and union .caders in the transit industry. Workshops
-conducted under the auspices of Pubile Administration :-,

Service. ;
_

Cons ult an t to the Delaware /AFSCME haber-Hanagement
L Cooperat ion . Program. Provided fgroup. f acilitation f or F'

? . a . s t a t e -v i d e LM C , orientation and t raining f or |.

'

departmental and workeite committees, wroteimanual-
.f or, problem-s olving a t the workeite. '

Consultant to peninsula Transportation' District
. Commission, 11a m p t o n , Virginia, to plac and implement [
Ma na ge me nt- By Objectives and:a coorditated '

performance-appraisal system.
~

i

Trainer f or the' City of Pittsbur gh/AFSCME Labor--
Ma na ge me nt . 00mmi t t e e . -In conjunction with Carnegie-
Hellon Unive rsity, provided L training f or steering
. c ommi t te e , departmental committees,: and special q
-sessions for facilitators. Ei

!

4 1984 Progran manager for national level Labor-Ma nage ment - 1
-CommitteeLestablished by.thenAmerican Arbitration- !

,

| Association. Committee funded worksite LMCs and
{ produce d. a - publication on worker participation j

p prograas. J
'
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Senior consultact for organizational diagnosis and
training needs assessment f or Ti deva t er Re gional
Transit, Norfo'k, Virginia. Project conducted under
contract to Public Administration Service.
Principal inves tigator of Transportation Research
Board project to study quality of work life pr: grams
used in and e.p;11 cable to urban mass transit

;aEencies. Contract administered by PAS. '

1983 Trainer for the New York City - AFSCHE La bor-
ManaEement Co n ni t t ee . Program consisted of prcbles j

,

identification and problem-solving techniques. '

|
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PAR 00RIE R. SCHILLER 265 Granite St., Quincy PA 02169 *

( 617 472-5656 (office)
49 Rockwood Rd., Hingham, PA 02043

617-749-4373 (hom)

General Background

Since 1979 worked as management deve'opment project leader and trainer
for domestic and international govem ent and private organizations.
Prior experience: ten years in state government as Director of Caucus
of New England State Legislatures e.d Director of Legislative Education
Services.

Some Relevant Experience

* Management Training

The New England Telephone Compe. y's Marlborough learning Center
wanted members of its staff of ra agement trainers and course
designers to participate in a raster's level program offered by
the University of Massachusetts a: Amherst. As a visiting faculty
member, planned, directed, and ta.cght a unique two-year work-site
program that graduated thirteer students with a master's degree in
management training fromthe Uni <e sity of Massachusetts in 1984

References: - Dr. Mario fant'r.', Dean, University of Massachusetts'

Graduate Schoc: cf Education, Amherst, Massachusetts.
- Mary Bruxelles. V.anager of Management Training,

NYNEX Marlborci.? Learning Center, Marlborough,
Massachusetts.

* Basic Village Services Project
_

USDA Graduate School subcontrac ef with AID to train senior and mid-
level Egyptian managers. Membe cf the 1983-84 and 1984-85 training
staff for the three-month proje:t. Also presented a two-day policy
analysis program.

References: - Dr. Michael Ma'c. art, USDA Graduate School, Washington, DC.
- Mr. Donald Spears , Director of BVS Training Proje ct, Wash-

ington, DC.

* ' Executive ' Development Program

The U.S. Civil Service Refonn A:t Sandated a program for designated
GS15s to complete prior to entry into the senior executive service.
Only outside member of a four-person team of Executive Seminar Center
faculty that conceived, designed, conducted, and evaluated two-week
management seminars. Consulted en modification that resulted in the
current one-week format.

References:
( - Ms. Gari Thompsec, Office of Personnel Management,

Washington, DC.
- Mr. Sam Phillips, Office of Personnel, City of New York.

. - - . . . -
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[ * Strat M - Plannino
Co-desigr.ed and delivered two-day workshops for internettonal
private voluntary organizations.

-
)References : - Ms. Jane Watkins, Deputy Director, Overseas

Development Office, Episcopal Church Center,
New York, NY.

* Blueprints for Women

Member of a five-person team for Partners of the Americas that
|

held conferences and workshops for women in 20gota and Medellin,
Colodia.

References: - Ms. Ima Mann, Senior Vice Pmsident, Hotel
Sonesta International, Boston, Massachusetts.

*- Manecemr.t Seminars

One- to four-day seminars in management tratWg for senior and
mid-leve' managers in public and private orgenf rations. Currently
teach' g seminars in the following subjects foe Boston University,
Bostor, Passachusetts; Duquesne University, Fittsburgh, Pennsylvania;
and Fc dham University (Manha' tan campus), New York, New York:

- Leadership Style - The Manage ent of Change- T aining for Trainers - Conrnunication
- Strategic Planning - Decision v kinga
- Pana;erial Excellence - Parlaying Myersity into Productivity

>

*
_ . ea- Building - Assertive anagement

- v

| Refere ces on request.

Advanced |>e;rces

'Ph.D., ''.eaming Environments for Management and Public Policy," Union
Graduate School, Yellow Springs, Ohio. Conferred with distinction,1977.1

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

Educatior - Administration and Social Policy, Cattridge., Massachusetts,
1975.~

; !
i

Federal Executive Institute, Charlottesville, Ytr; inia. Seven-week
residency p-ogram for Federal Senior Executive Service,1975.
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\Jawara K. Lumumba._
(~, 110 Omega Street

Hendence, Nonh Carolina 2W6

Su:amary of Experience

Ten years of progressi.e experience in managernent training. leadership desekpcent, prwen consultat.on.
organiution de eloperent policy planning. and program managerrent.

s Areas of Special Competence and Interest

Management Tralning arsd tendenhlp Deselopment: Irdividual consultations to rmnagers as v eli e, other
kadert Design and deinery of training for sarious ksch of marugement ard secias of kadership. Central
atcas include prodxth ey . sitategic planning, managing change ard inktance. cepwational anaIpN efree.
the kadership skilh. kaktship adsanectnent for propte of color and wonen. tearn builJing. uung piuer
effeeth ety, confhet me. gement. strew managernent. prformance appraisah. aW haman and orpnuational
iwucs in lepl practice-

Process Consultation: Enhancing w ork group effecth enen in estbikhing goah. pt:blemeching mana;ing
interperenal, intergns; ard role confbets, dncloping commitnwnt to qualry dechkw using ume and
enources and thirJ pety intenentions in conflict situationt

Organlistion Dnebpwem and Planned Change: Organaation aweatreardgws: defining change gmis
and strategies; dmgre; a d implernenting mienentions to increase effectheneno alues clarification, team
buildmg. managing ireamons betu een or;aniratiorul unitw managing eaterns' m!bences, role analph and
negotiations strategic planing, procewes for problemanhing. dechion.makug. and staff doelopmem.

Maraging luun of Pact and Gender: Identifying factors ofinstitutional rxio1 ud'or sethm in orpnim
tions: deugnmg strateg es sa terrme these barriers to o'Fanuational effecth enest pediding training and con.
suhations to increce a*a enen of differenen und espond sLith in using dnerse resources to strengthen
producifAIt) .

T .imng Mgn and LMneryi Conduning training needs auessment irnentones. ceign ard detacry of a spw
sh e tramir>g program inenemions including training of tramers proptamw nuu;mg trainmg teams and con.
ducting rost traming cus'tations wiih parucipanto

Current and Past Consulting Engagements
__

The Nonh Carolma Ircrute of Minority Economic Deselopment: Granada Gostraceni. Legal Senices of
Pueno Rico: Internatioral L.egal Senices Awociation&pou. Colombia; Natioral legal Aid and Defender
A60ciation Nonhwest Penrs)hania legal Senices Program. Memphh Area Lega' Sen ces Program: Midwest
Training Center: Teams teral Senices Cemer; San Francheo Neighborhood tegal Assistance Tourdation;
Greater Miami tagal Senkes Program: National Clients Council National EpimT4.1 Church; Peace Corps;
Foreign Serny institute, Natknal Confererce of Black Ltv)en: Zeta Phi Deta Sortrity; Nonh Carotiro Depan-
nwnt of Moior Vehicles Durham Count): Nonh Carolina Hswpital Corpontion, Vaxe County: Nonh Carolina
School Doard: Dhtrict of Columbia Food Sen its Program; Jackv>n Misshsippi City tourcil; Southeast Af.
firmative Action Assceistiorn Virginia Polytechnic Institute: Prirecton Unhersity: EhzMeth City State t'niver.
dry: Community Teknhba Network: Mahogany Communications Company: 5: ate Farm Insurance.

Conferences and Seminars Conducted
Mtionallegal Aid and Defender Association:

_

tradershipinstitute. Crease leadership Apprtoches, Training of Trainers, Manageners, Adstcacy ard trader-
ship Responsibili6es, Pecple of Coloe ard Women: Enriching Diversity in leadership, Managerrent Skills
Development, Managing in a Muhiculture Environment, Community Group lesSenhip. Conflict Manage.
ment, Values Clarificatko, Stress Managemern, Team Building, Power ard'

,
,' tafluence, learning StyleDiftererces.

"'
Legal Senkes Corporafjose

Training for Trainers. Training Management and Human Resource De elopment, Minority Manager Project,
Managing Change. Professicinal Advocacy Supervision. Needs Auessments, Prkrity Sening, ard Strategic
Planning.

,

.+
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New Orleans legal Auktar>ct Corporstka sad North Centrallegal Asdstar>ce Pron; ram: ;3

llaman Relations stilh. Performance Appraba' od Supen hbn. Problem-sohing. Communication D)tas.
Law Office Mar.agertent. Community Edwa'.cc aM Economic Desetopment Strategies. Trial Adsreer) $bth
and Affirmalite Action

Prn$ous Emplo>rnent i
Nation.41 Legal Aid and Defender Awociatior. Washirigion. DC.19821966 Cnil Dis ision Director. Wnap.

- cd mohi million dollar kadership ard nunepment descloptrem training and technical auhtanec mraine. ]
.

kgel $mices Cory> ration. Washmgton. DC.19%l982: Awoelate Training Director. Manage <t the inWnett
ation of a multi.milhnn dnllar con;rewinna' a;propriation for tipandmp lival tralning and human doekip.t
nwnt capacities. .

New Oileans bgal senices Corporation. Ne* Orleans, LA.19791980. Deputy Dirretot. Managed the hunun
reviurce desclopnent and personnel compre:t of the program anell as aqwt> of the kgal aMene:, emitn

- Nonh Cental bral Anistarce Program. Do e and Henderwn. NC.19751979; Staff Attorney and Mr. aging -
Attorne). Sened as general counvl and trana;ed the legal udsocan ucinitica.

.

1

-Acadenile Background
LD. Iwith distinctionL Stanford Unhersit3 197.4,

B.A. twith distinctionL Pohtical Science a J Afro American Studies. Colgate Unisersit).'1972 j
Professional Dn elopment.

~ HarBurn Anociatec Traming of Trainers. Wraging in house Training Responsibilities. Practiral Svategie - -[
on Team Building and Other Organization Des riopment loue and Creatne Problem sching Worntops. 1

~ Daryl Tuneks Abociates: Managing in a Wtt eultural Emironnwni. Strategies for Combating Re.m and ' )
Sexism. Strategit Planning, and Managing Change Workshops.

.

'

1

Professional Memberships
The American Society for Training ard Devek rnent.the Bars of the District of Columbia and North Carolina;-- 1S

.the American Bar Anociation, the Natiorf Ba.r AnociationiNational Conference of Black bsye s. 1

References
Furnhhed upon reque 1. le
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_ DETTY DURKE
'

WORK EXPERIENCE

1990-present: Of fice Manager and Program Administrator,
Resolution Dynamics, Inc.

Provides ongoing office administrative services for firm*

of management consultants and trainers. Duties includet
bookkeeping, u.aintaining filing system, equipment control '

and maintenance, invoicing and collections, ordering and
procurement, and gene 1 9 office support for the training
and consulting staff

Provides progran support for training programs. Dutiesa

includes materials preparation, word processing, travel
scheduling, shipping, coordination with client
representatives, tracking project supplies and materials,
providing audievisual support, and other general support
to training project staff

1989-90 Office Manager & Assistant to President, JIL
Systems, Inc., Arlington, VA

!

Duties includeo personnel, office, and contracts*

administration.

1985-89 Executive Administrator, Space Qualified Systems,
Inc. )

'3ordinated the flow of administrative and support work;*

t.cr red timely submission of proposals and reports; ,

'

developed and naintained personnel records ands

procedures; adninistered the employee benefits and new
employee orientation functions; developed standards of
performance for administrative employees; implemented an
employee evaluation system; recruited, interviewed,
verified credentials,.and checked references of
applicants deoted qualified ' fn vacant positions.
Coordinated training support ac tvities. As the DOD
Security Administrators effected employee / consultant_

clearances or transfers, site visit authorizations, and" all related paperwork in accordance with the ISM.
Confidential secretarial duties to support the of fice of-
the president. During last year, worked closely with- the
accountant to satisfy court reporting requirements for a'

debtor in possession (bankruptcy) .+

1981-85 Chief, Enployment & Employee Benefits, United
planning organization, Washington, D.C.

Was responsible for personnel staffing for agency of.

approximately 500 employees (advertising, interviewing,

23
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recommending for hire, reference checking and-

:{ verification, new employee processing and orientation);
employee benef3ts administration and maintenance; report
preparation; maintenance of employee performance*

cvaluation and in-step increase systems; wrote job
description; administered clerical skills tests;
supervised and trained branch staff.

15 '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 tho' local job market. Wrote all job
descriptions; interpreted classification and pay
policiest and standards and defined qualification
requirements for classes of positions. Observed jobs and
interviewed workers and supervisors to determine skills,
knowledge and abilities as well as physical and montal
requirements of positions.

1969-73 Personnel Management Specialist, United Planning
orgenization, 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 policies.

1

1968-69 Administrative Assistant to the Personnel Director,
United Planning Organization, . 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 UPC employees.

CTEER RECENT EXPERIENCE (Part-time)

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

.. Operated CCI (Computer console, Inc.) computer to perform
production oriented legal word processing. Work was
deadline bound and requires excellent word processing and
machine. transcription abilities. '

4

24
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- COMPUTER SOFTWARE CAPABIL1TIESI
..h:

e . .. - Lotus 1-2-3- * - 'NBI 3000,-4000,.2000
Word Perfect 5.0 Microsoft Word -* .-

. - Mass 111 .CCI-(Computer Console, Inc.)i*

Symphony.

EDUCATION AND TRAINING i

'

-* - . University of = Maryland, University College - completed 32
4 credits.in general. studies

Strayer-Jr. College,. Received Diploma.for completion of* ~

.

: the ExecutiveiPrivate-Secretarial curriculum; -Also
completed 86 quarter hours towards a associate's degree
in business-administration
Worksheps: Management Development (19_84); Personnel-v +

Management (1983);_ Job Analysis / Writing: Job Descriptions"e
- (1974);-and-Salary Administration.(1974) '

-
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FRAN RICIDiANN-
t

(L
WORK EXPERIENCE

1990-present: Part time Program Support Staff: "When
Actually Employed," Resolution Dynamics, Inc.

Provides program support services on an as-needed-basis.

to management consulting and training staff

Assists Office Manager on an as-needed basis with various.

program support activities, primarily word processing and i

materials preparation

1988-present: Prcje- t Assistant, American Society for
Training and Development

Assisted in developing newly created ASTD Technical and.

Skills Training Cepartment. Responsible for mailing list
development and maintenance. Promoted annual Technical
and Skills Training conference with training supplier
mailings, corperate and union contact mailings and
mailing of preview materials to targeted industry
professionals. Processed all Technical and Skills
Conference dem graphic stat.istics and was responsible for
system by which general and special conference session
evaluations v e -Sipped, tabulated and analyzed. Acted
as ASTD staff * =?. r at National and Technical and Skills
Training Conft. es. Responsible for logistical and
administrative support for Technical and Skills Training
Executive Committee meetings. Conducted prelininary
research for market access study of four major' marketc.
Served as member of a committee to determine associatico
strategy for promotion of membership growth among
attendees at Technical and Skills Training Conferences
and-using contacts on the Technical and Skills Training
promotion lists.- Composed correspondence and naintained
flies and records in the Technical and Skills Training
Department.

1984-87 Administrative Assistant, University of Texas at
Austin, Graduate English Department =

Compiled admissiens dossiers for approximately 100.

graduate student candidates per semester. Served as
point-of-contact vith prospective graduate students
regarding prerequisites, courses available, and
procedures for admission to the university. Processed
admissions materials including applications, tests,
transcripts and letters of recommendation.
Administratively screened applications to determine if

_
prerequisites vere met. Maintained flies, records and

26
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forms:related to admissions andEgraduate' placement ~of
.

, he
_ tgraduating-Ph.Ds.- Acted as accounts assistant-for' 11 -

: university faculty club.

1984- OfficeManager,DistrictofColumbiaBankerb
Association-

Administered all duties involved with runnin a federal
.

and-local-political action committee. Coord nated *

governmental lobbying efforts'of the-office by scheduling
meetings,. writing and preparing-correspondence, !coordinating: luncheons,' planning, banquets = and seminars,_- <

.and; preparing 'all account disbursements. Responsible for 1
>

maintaining association tax records, payments and
. l

o '

reports. .. compiled and disbursed ~ payroll. Posted and
reconciled general ledger and accounts receivable. |
Prepared' yearly budget. Coordinated yearly convention.- !

1983-84 -Program.nssistant, The Graduate School,'USDA
4

' Administered mfivo major U.So Army trainingfcontracts, i
.

-including all personnel administration forL100 employees.
-

j
. Recruited,x interviewed and- hired: ADP professionals, - 1. technical-writers, and systems analysts.- Designed formsi-

J toctrack costs; personnel and .auipment.- Made andt

7 coordinated 1all" travel, arrangements for extension
: training?in; continental 1 United States, Hawa'ii, and-

. 4

-Europe. ' PlannedLtraining seminarn, luncheons, and
-classes.- UsingLthe:three-bid: system, procured all
computer equipment and training aids. !

,i1981-83 Ass'istanteManager,1The Ormond Shope, Inc., R
: Washington, D.C.

' '
i

-!
Supervised'a staffcofDfifteen: fashion advisors.i.:

1980-81 3 Team Leader, RGIS Inventory:Specialistsh
Monterey, CA- +

ej
,

' Supervised store ' inventory and team members.-.c

'
11978-79 : Testf Examiner,-;.U.S. Army -Education Center, - Ansback,P . West Germany;

IEDUCATION -
U

- .

B. F. A. :- : Drake University, Des 1Moines, . Iowa

A.A.:- Grand' View College, Des 1Moines, Iowa - '

i

%
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iMARY!-STodIICJ -
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1990-presents Part-time Program Support Staff,; Resolution !

Dynamics, Inc.'
~ '''

.,

Provides program: support services on an as-needed basis.*

- to management consulting andjtraining staff j_

i Assists: office Manager-onLan'as-needed. basis with-various
prograx support activities, primarily word processing and.
materials preparation-

-[

.. . Note s :- Ms;. Stojiic"h.as previous experience as 'astraining program c #i

|| assistant; at Graduate' School, USDA. and -is currently preparing. for
,' _= graduate' studies.
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. 1.3 Professional personnel' required and nature of j-

--

f frelationshi,

Other professional' personnel anti- ateC for this project-

. will be contractedLto' provide expertis- 3 media and naterials
design:cnd preparation. These contracted services may include
such< things.as art' work, audiovisual- productiora,y computer
support',-and printing.-

For' y_cJ1dQI
i

(a) Artwork (a) Callartree Sti.dio
1761 Euclid r,treet, N.W.
Washington, D.C. 20009 1
Contact: Lucia Starling' King. '

-(b) Audiovisual (b) Telespan International, Inc.
. Productions' 1111T14th Street,.N.W. (720

Washington, D.C.-20005
Contact: Antoinette Ford

. c) - Computer Support. .(c) JoAnn Fullerton_ Associates -;(
'' 11327-Amherst' Avenue-

-

- cervices
Wheaton, MD 20910
. Con act: JoAnn Fullerton1 ;t

?(d) _ PrintingJ -(d) The Printer 7y,
1803- Florida ' Avenue, N.W.1

Washington, D.C. 120009
. Contact: Wendy-Merrel

1

--1.4: Con'sultants. reason for use, and their tasks
.

--. _ . RDI _will supplement ,its staff by using certainf associates-
with L whom' weihave long-standing experience as- consultants. - This
will'. enable 'us' to provide even broader coverage and/ expertise -in

Lour multidisciplinary teamsto ;the NRC,' :and to ' increase-

,

flexibility in responding'to: agency'needs.1 Leach 2 consultant: - ,

. presented-in1 sections 1.1xandL1;.2:will be available1 exclusively
throughLRDI'forithic project..

1. 5 : . Subcontracts l-,

4
- other _than: the training _ and consultant . staf f, and the

- professional: services- that? will be contracted. on- an as-needed
.

"

basis,. RDI1will not use < subcontractors,

f 1

,- .

29

1

i

-

-- -e --e .- y,, , .+r , ,, , . - - - --- n 1 - ,,m-



.,-
-

q
-

s e

'

% g .
Organizational) Experience2.0-.q

- JRDI's Servicet

RDI.: offers a variety of professional services to
crganizations'and groups.- Broadly, .these services would include

ithe; areas of organizational development (OD) and human resource
-- |1evelopment (HRD). RDI: focuses on the way people'are managed, !

supervised , communicated'to and with, assigned tasks and work,
and on t the way they interact with one another.

<

RDI's sorvicos' include training, third-party conflict !resolution,- meeting- and retreat facilitation, team building, jplanning, and other related interventions to improve human
-resource utilization and organizational productivity,

llD1gue Oua1ifLOAtiRDL_ Lor this contract

Threo factors.which distinguish RDI from other vendors who->

may-- of fer these types of services to the NRC are:

(a) LRDI's cadre is. highly skilled in all phases of training ;and design.r4 quired by this-contract. .Most key staff' !members are the same personnel who aro currently 1idolivering many of these; same services to Lthe agency.
.

(b): RDI's long' experience with the NRC;L knowledge of: NRC
. issues, currentuactivities andLneeds; and-highly. q

developed working. relationships with agency. personnel', |
,

: including managers'at all levels.; ' '
~

(

%
~

,(c) 'At RDI we." practice what we preach." We model'

; processes'!such as quality | service planninggand.
. aoffective project manage ent so that we are-credible in

. training Jclient organizations in these 1 methodologies.
10nithe FNRC: contract: our project manager will beimore JLthan a figurehead orf semeone= wholoccasionally asks. )'

:instructorstandsdesignerstabout) progress. 1He will'be
1

,
-

an integral part of all phases-of servi'ceedelivery'on= i
'

this ' contract,< working -very> closely with- the NRC:-

trainingLrepresentative'to ensure thatxNRCnneeds-are
:boing met,and;the: highest qualityfisJbeing maintained.-

2.1 ExperienceLin tasks-similar to:the1 statement-of work,-
and'at least two successful' examples. ~

-

;

Introduction.

'RDIoprogram's have received high. mark's in: organizations ^at
;the rFodoral and _ local.-government _ levels. Three recent examples - '

cf- ourimanaging and: delivering multidisciplinary programs are1 our
contracts with: U.S. Nuclear _ Regulatory Commission, .Smithsonian

, | Institution, and Applied Systems . Institute,: Inc. as training
~

30

I
l

-

_



.. .

subcontractor for the USDA's Agricultural Stabilization and
(. Conservation Service.

Example A: U.S. Nucleir Reculatory Conrission

| We currently manage and deliver services on three separate
o 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 skills and knowledge for
future work activities. Titles of courses RDI currently delivers
include: " Performance Appraisal," " Gathering Inspection
Information through Interviews," and " Work Team Leader's
Workshop." In the past, we have developed and delivered six

| other programs within the agency, either directly or through a
'

subcontract. These courses include: " Tine Mar,agement,"
" Conflict Resolution," "Small Group Dynamics," " Conducting and
Participating in Ef fective Meetings," " Interviewing Skills
Workshop" and " Supervising Human Resources."

Members of RDI's key staff have been directly involved in
noods 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. Analysis of current and emerging needs has involved
close consultation with NRC training staff and data gathering|

' through interviews, direct observation and feedback from previous
training, and use of various other methods.

We have designed or redesigned these courses 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 natorials as new information
becomes available or as new concerns emerge from class.

participants.

Progran materials include course notebooks, instructor's
| guides and appropriate training aids such as films, charts, or
i tailored audiovisual cassettes. Our instructional methodologics
' 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 roleplay. For courses that require trainer role-
modeling or highly interactive participation, ve have used a,

team-teaching approach.'

These coursos consistently received excellent. to outstanding
ratings over the years and were implemented by members of our
proposed cadre. The courses and key staff are identifiou below:

(f
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e Fast and/or_Eresent NRC P_roject
( }iqy_Etaf f Namen Involvement j

1. Nicholas Mann 1. - Supervising Human Resources, Conflict
,

Resolution, Appraising Employees, '

Conducting and Participating in
Effective Meetings, Intervieving
Skills Workshop, Time Management,
Presupervisory Orientation - Part II,
training management and multiple
courso designs

2. Donald Spears 2. Conflict Resolution, Work Team
;

Leader's Workshop and Information '

Gathering Inspection Information
through Interviews

3. Karen Gaskins 3. Conducting and Participatin; in
Jones Effective Meetings

4. William King 4. Work Team Coordinator Worksh0p and
Gathering Inspection Infornetion
through Interviews

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

:
Programs are eva'.ua ted using either RDI or agency training

evaluation forms, and adjustments are made to subsequent programs
based on the information re:eived. Our evaluations, however,_are
not limited to-these paper procedures. Our extensive experience
with the agency and regular involvement with NRC staff has
enabled us to spot trends that lead to improvement of future
programs.

Exampig. B: Smithsenian Institution

RDI har delivered nultidisciplinary programs to the-
Smithsonian over a nunber of years.- As a decentralized, bureau-
driven institution, the Smithsonian presents unique 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 managenent '

training and quality- service management training. Wo have also
provided organizational development services to include: (a)
-third-party conflict resolution, (b) meeting and retreat
facilitation,- (c) 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 American History, (c) The Office of
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Information Resource Management, (d) The Management Committee,
(. (e) The Resident Associates Program, (f) The office of

Quincentenary Programs, (g) The National Museum of Natural
History and (h) The office of Elementary and Secondary Education.

The overall objective of the training tasks under RDI's
Snithsonian work has been to enhance general managerial and i
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 speci fic programs and projects such as
the creation of major exhibitions or the restructuring of an
office.

'

'

our_ training methodologies have included the same approaches
referred to in Example A. Our organizational development
:ethodologies have included: (a) cybernetics, nominal group
method and brainstorming for creativity sessions, (b) process
censulting for various facilitatien, conflict resolution and team
building. projects, (c) logical framework, critical path, force-
field analysis, flow-chart methods , profile-scans, and strategici

| planning for various analysis, prcblem-solving or planning tasks.

Out,of our key personnel (see section 1.1), the following
have boon directly involved in delivering services on these
S ithsonian projects: (a) Nicholas Mann, (b) Donald Spears,
(c) William King, (d) Karen Gaskins Jones and (e) Marjorie
Schiller.-

In following up .ur 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 been 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: Subc.RDitagtor_for Trainina Services Delivered to j
HSR&, 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

entitled the " Standardized:Autonated Peanut Marketing System"
training project. This project was funded by the Agricultural
Stabilization and conservation Service (ASCS) of the'USDA. The
primo contractor was the Applied Systems Institute, Inc. (ASI) of
Washington, D.C. In the first year, RDI's responsibility was the
design, coordination and delivery of approximately fifty
workshops throughout the three peanut growing regions.

! Approximately 10 dif ferent sites were used and a training of
( trainers workshop was held in Washington, D.C.,

1
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This -particular project was part of a multimillion-dollar I

:effortato bring a new automated' technology into the agricultural j.

sector. The-project's; goal was to. simplify and improve the-

-efficiency ef; marketing and recordkeeping associated with the-
. government's-price support and' quota program. In' ' order - to do so,-
agency and industry personnel needed to acquire technical skills
in cutting edge computer technology.

As-a neasure of the success of ourLefforts 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 thefpoanut industry because of our outstanding work
(as ijudged both by the government and the peanut industry) in
1987.

Key personnel- (see section 1.1) who were involved with RDI lon this prcj ect. are:-- Nicholas Mann, Donald Spears, Karen Gaskins '

Jones,1W1111a= King and Susan Weeks.

2.2, Crganization's approach and experience with design

RDI_ believes that-the quality of Icarnin-g and, skill--building-
is enhanced substantially when materials and presentations _are
directly1 relevant to the participants'; actual job-experiences,

'p We therefore use systematic approaches inEdesigning and/or
tailoring instructional-programs. The following page presents an

.
*

coverlay off tvo such approaches (Instructional Design and ~ISD) and=
is a1 representation = of the sequence of stages RDI- follows.-
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Jjlstructionale Desin Model JSD Modelb;
. .g .

4

1. Define Instructional l'. Analysis
Problem- -

'l
i

?2. ' Determine Student's
Characteristics

3

+ '

'

3. ~ Develop learning
q Objectives 2. Design i

,

.;,-

"
R 1<

.4. . Specify Subj ect
Content.

+

EL :

'
- . |~ ,

5.= Develop Learning
..

!

*

' Activities 3. . Development'

'l ;i
.- <' y ;y - !t

6. ;SelectLMehia; i
;

. . -I i;

V,
. . .

. Identify Tequired !J7.
- T , .. > r

Supportive Services.
8

o -.

D 18 ;- Evaluate Systems.
_.4'.-- - Implement L and 1

" '
"

Es i
>

'

5 5 '. : Evaluate ';
'

, ,

i' 9. ;, Analyze - Feed.back -
& Tailoring of '

*

,

-Courses
s

, . - .

.. ? Methods ' for4r|alyzina Training Needs- ;
i' 3 ..

L' In L analyzing.. tra iriing - needs , - RDIi uses interviews , - direct-
'

6 observation, focus. sessions,; reviews Lof documentation and :1
surveys. ; Analysis'of this information leads to' specific 1-

decisions about objectives and the design of effective. programs i
'

-

and new courses. RD: is-committed to. ensuring'that courses ares1
-

(1 a - customized-to the client needs.
..

-

,
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}Lesources for Deplgn and_JagqlppInnt

During the design and development stages, RDI draws from
i

.public domain and commercial products or creates original designs 1

vhen 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
program.

Approach to Executing _TIAlning i

RDI professionals use.well-known and highly regarded
instructional and training techniques. We follow andragogical i

approaches (goared to adult learning patterns) . These include
simulations, clear'and simple presentations, rolo-modeling, role-i

playing and drills. For lecturettes we use approaches such as
the " Training Conference" method. The instructor presents,

L information but actively seeks -input and involvement from the
learning group. We also use files, written materials, diagrams
small group discussions and visual aids.

Some of our designs call for surveys to be completed in
i advance of training. These surveys enable the class and
! instructor to work from " live data"'about work climate, typical

problems and other facets of -the subject. This feature enables
en-the-spot tailoring- to ' meet participant and organizational

| f r.c ed s .

In skill building units we use various highly participative
! approaches.. On.the following page we show the training model'

developed by Dugan Laird and Ruth House for " Training Today's
Employees."

Training Model
u

1. ANALYZE THE TASK to be learned.

2. SET THE CLIMATE for the learning.

3. 1TELL the learners how to do the task.-

' 4.- SHOW~the:1carners how to do the task.

5. LET THE LEARNERS CC THE TASK themselves.

6. REVIEW THEIR WORK in ways which.

reinforce their achievements and : set
| goals for their improvement.

(
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11qiAqds for QigalDifalinne1_Devclapatnt

In addition to training, the NRC requires organizational
development (OD) services as part of this project. RDI's
organizational dr.velopment approaches draw heavily from planning,team building, and process- f acilitation models. RDI believes 6
that staff development cannot be successful without organiza- itional development. 3

organizational development and training interventions are
complementary. Training offers an opportunity to learn and "

practice skills; OD offers the opportunity to solve problems and
grow while working on issues in real-time.

Team building involves systematic, long-range planning for
the improvement of interpersonal relationships within
functionally interdependent staffs. These are some of the mostimportant ir.terventions which contribute to the attainment of the
goals for improvement and increased ef fectiveness within the
organization. RDI uses an action-research model which begins
with cellection of information and feedback and ends with action
planning from the feedback. RDI consultants would be on-call towork with teams, where team building is needed.

2.3 Support personnel and facilities

iltitiL_E29Eqrt
..

RDI's f ull-time staf f person, Betty Burke, combines the
functions of office manager and program support. She will
function 75% as program support staff for the NRC contract and
25% as RDI office Manager.

RDI will draw upon several part-time or WAE staf f persons,
including Ms. Fran Richmann and Ms. Mary Stojiic, to assume the
responsibilities for program support for all RDI contract work
other than that of the NRC. In addition RDI is projecting the ineed for 48 days _per year of additional support for Ms. Burke on
the'NRC contract and will utilize Ms. Richmann and Ms. Stojiic
for these purposes.

Through these personnel-shifts, RDI will have the capability
for 30 or more hours staf f work per week directly in support of
servicing this contract. Program support duties will include
such functions as preparing trajning materials, arranging travel,
acting as p >1nt of contact on questions concerning RDI services,
tracking coitract information, handling correspondence,
recordkeepi ,g, supporting registration and enrollment activities
.within the iPRC, and providing in-class logistics to instructional
staff handling audiovitual equipment. Ms. Burke will report
directly to the company's NRC project manager, Nicholas Mann, for
all these duties.

k
37

|

- _ _ _ _ _ - - _ - _ _ - -



. ._

'

In her of fice nanager role, Ms. Burke will maintain
.(- financial records, track expenditures, handle billing, orders,

invoices, and administer pay. These activities will be overseenby RDI's chief financial of ficer, Mr. William King, and
supervised by the ecmpany's NRC project manager, Nicholas Mann.

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

Sypparf Relatienship1_v_11h Other Businesses

RDI utilizes various businesses for such needs as computing
se rvices , art work for materials, copying, accounting, and
audiovisual production.

EDi's rag.iljties

RDI's facilities border the Dupont Circle and Adams-Morgan
districts in Washington, D.C. -Presently, we occupy approximately
2,000 square feet of of fice space on three floors of a commercial
townhouse. Ten staff persons currently can be accormodated
comfortably at this corporate of fice. We have computer
capability, with Epson, Zenith-and Leading Edge (XT compatible)
computers and Panasenic, Epson, and Star printers. We regularly
utilize Wordperfect, Lotus 1-2-3, First Publisher, Desk-Link,
Sidekick and other software. We can accommodate small work.

sessions of up' to 1C persons in.our meeting room for such thir:gs
as private counseling, small group training, design work,
conflict resolution and team building sessions.

2.4 Partial list of clients
,

Referencesifor RDI's organizational experience (examples
given in section 2.1) . Each of these contact' persons has '

knowledge of the quality of our services and capabilities.
.

(a) Dr. Augus Spector, Training- Of ficer, Of fice of
Personnel, U.S. Nuclear Regulatory Commission,
Washington, D.C. 20555, Tel: (301) 492-4685

(b) Ms. Rae Tt.ompson, Of fice of Information Resource-
Management, Smithsonian Institution, Washington, D.C.
20560,'Tel: (202) 357-1678

_(c) Dr. Martin Harwitt, Director of the National Air and
Space Museum, Washington, D.C. 20560,
Telt. _(202) 357-2838

(d) Shireen Dedson, Comptroller, Smithsonian Institution,
Washington, D.C. 20560, Tel: (202) 287-3275

i
-
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(e) Ms. Tonyo Gross, US A-ASCS, 14th & Independence Ave.,
-

-(r
'

SW-(Room'5718), P.O. Box 2145, Washington, D.C. 20013,
_.Tel: (202) 447-4315

!
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3.0 Technical Approach

RDI vill' bring to this project a toan of highly experienced
professional consultants, trainers, plus support personnel. We
have in-depth knowledge of the issues of the nuclear regulatory
environment, gained through extensive and continuing experience
with NRC in headquarters and all five regions. Building on this
experience, RDI will apply contemporary quality service
management strategies, focusing on the needs of the NRC and its
people as customers:

(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 NRC
(c) Step Three: Action planning (design and development)
(d) Step Fourt Making the quality services accessible to

the clients (communicating the services)
(c) Step Five: Executing the quality services program
(f) Step Six: Continuing improvemnnt

3.1 Discussion of the scope of the task

Underst.Anding o.1 the NRC's Needs

The. NRC must have ef fective supervisors, managers and teams
to 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 operational safety in the
industry.

The KRC work force tends to be highly technical, with large
; numbers 'of engineering and scientific disciplines represented.
Many of the senior technical managers gained their early nuclear
experience in the Navy, and the NRC culture has been greatly
. influenced by these managers. However, in recent years, the NRC
has drawn f rom industry as well as the military for its staf fing.

Due to the controversial' nature of nuclear power, the NRC
operates under intense scrutiny from political and public
interest groups such as environmentalists. These pressures often
erupt 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 require high quality
administrative services such as training, travel,. data
processing, procurement and personnel -- and therefore these
administrative staf fs -tend to be constantly stretched.

Recently a number of initiatives have also influenced the
NRC landscape. For example, rotating personnel in order to gain
broader experience is now a common practice. Also, the NRC,
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performance appraisal-most recent-revisions process-has been controversial, with-the {

-

,

i

- of the system 1986) ready for still' ;further1 mprovement._At' issue are su(ch 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.

L RDI's Proposed Role in Support of NRC Trainino 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
Land: consulting programs. It -will be important to model the
behaviors and concepts that are described in those programs, so
thative'present credibility to NRC' personnel.-- who can be highly [critical. Also, vith so many. programs being made available to

-

-

- the staf f, . RDI _ would be required to monitor the inplementation of i
these: various ~ services.
a

~
Consistency of philosophy, and the

i bsence offredundancy_and contradictions from course to course,
_' '

!are exampics:of fa: tors 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 vill be coordinated.and periodically reviewed

L -in order to: ensure 1their. relevance,1 integrity, consistency,-and
| 11ack. of' redundancy.1

:one' arca- in which RDI could lend. assi~ stance to the internal
= training staff is_in developing-course announcements that'are
used-to-advertise services throughout the NRC.

! As for new cecrse : development, -_the challenges 'are to . respond *

|' to emerging . training'and~ consulting-'needs In .the NRC in a_- timely-

' fashion while ma'intaining the high. quality. JCareful- analysis,- 1
| design-andiconstant coordination,are the means.for-meeting _these "

challenges. - RDIJ not only has substantial: experience. with--new-

' course' development'but alsoJbrings with-it a cadre with-
p specialized expertise;in.a number-of the' areas being3 contemplated-
J for; future progran.s. JAn'' example.of thisiis the area of
b -diversity, in which |RDI' consultants -- Karen Gaskins Jones' and-

LJawara Lumumba -- " currently f focus'much of their= attention.
I _Oraanizational Development ~
y

_

..

L ! As various staf fs.within the NRC encounter planning and
Eproblem-solving .needs, these can be: supported by. skillful ;

' facilitation _or censultation. Itiis'becoming increasingly thet,

norm.in today'ssfastepaced and complex world that planning-and
| problem solving are /not the exclusive Lpurview of top ' managers.--

~

In the Federal-' sector traditionally private sector ideas are-u

p' emerging. ' Examples are: (a) focusing on " customers," (b)
b '" corporate". planning, (c) " stake-holder" planning, (d) employee j

,

|
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~ ga'in-sharing," (e) labor. and zanagement " collaboration on"

t= : quality," (f) " quality-improvecent teams" and'(g) "Self-managing_

teams." 1The NRC has used teams in addition to the regular .'structural groupings. (divisions,- branches and secti,ons) . These.
"Special Project-Teams" often need to come together. quickly and :|. work effectively 11n highly charged situations involving the-
nuclear industry. Due . to these requirements, the OD '

interventions -- which -not only f acilitate organizational
_ progress but_also provide staff with the experience of learning
how to work-through-problems ~-- are important for improving staff
readiness to serve on teams.

E

Methodoloalcal Approach to_0D
,

RDI's OD. consultants will be in the role of process
enablers.- The subject matter in 0D is the real work and

| : relationships of those: involved. lu inexperienced consultant
thrust'into this. situation _ can end up- not only falling to help _'

'

the clientLbut actually causing problems and-becoming just ~

;

another obstacle for participants to overcome.
i

Our consultants have _the experience to manage .the
dif ficulties of knowing when to intervent, how 'to intervene, ando

E .when;to permit process =to.take its natural course. Although we
: use ' tested _ models, we. do. not bring fixed- solutions or " cure- i
- alls" into an OD intervention. Our-first requirement is to bring
our genuine" interest and concern for' finding _ out what's going on

'

infthe environment,_before prescribingLanything. Our consultants_

are able to establish rapport based on their ability to show:i -

(1) genuine interest and concern for their circumstances, (2)_
enthusiasm ~about the challenges.and opportunities to help, (3)

} _ respect;.(4)gcompetence, (5)fand a_villingness to listen.
-

.il 3;2 Discussion of the tbchnical' approach to instruction,
Ldesign=and. narratives on how each task and curriculum

R area would belhandled

~3.2.1 ITEM ONE: Supervising Human-R_esources'(5-days
. du ration)-

;1Ackground:' TheLtransition into having responsibility for
the work of others.can be-a' bitter-sweet expe'rience. For the new.
NRC supervisor,:there is tho' satisfaction 1of knowing that one's
efforts have been tangibly recognized. =However,_there;is also,

E strain'in the form of new pressures and altered relationships..
.

. Trainina-Ap_proach: RDI personnel are already experienced
^y

L with the: present design off the program and in conducting the'

p program-at the:NRC. Therefore, we: Vill be able to move forward
with<noimore than twenty percent revisions to current ~ materials. L

v -

This program is one of several mandatory courses for new NEC
supervisors. It provides an overview of the job of the-NRC'
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h supervisor andithen of fers specific concepts. and skills for- use
jh ;([ _ :in: situations.that'have been:ldentified as-common within the[
J agency.. Content of the course has included:

'
(a)) Adjusting to new roles -

'

(b). Communication skills
(c) Leadership skills
(d).. Managing employee motivation
(e) problem solving.and decision making
(f): Managing performance
(g);. Coaching

w- (h)| A linking-session ;

Lively discussions, up-to-date presentations, small group ]' and individual assignments, problem' simulations, flims and appli- q
cationiexercises are used in this program to provide a completely 'c4
istimulating learning experience,- ;

.

Tpdates: (Minor Revisionsl: Since_there-has been no
h, significant:changeEin the program materials used in this course. +!

a

1since its original design in 1982,.the RDI instructor proposes to. R,

make certain modifications-to reflect _more up-to-date agency -j
i YE concerns. For -instance,L the film " Leadership: Style or '

;e& Circumstance" should_be replaced, and the unit on leadership, ,

=which current 1~y emphasizes the two-dimensional leadership model>
,

of f F. ? Flodler,: should incorporate more. contemporary work such as-

[ P:V that of Bennis:and Nannus.
,

# 1

/m ' - Additionally, .the staf fing unit, which is somesimes not seen
/ as -relevantsto some participants -due to freezes in_ agency hiring,
4 mightibe replaced.' A.unitLon planning for quality would_be-a

suseful. addition in=its place.-,

.

f TheSLinking= Session, which has long been one of the high_
L,L; spointsiof.the program, should_be1 continued.; Itsoffers theounique

_

4 :opportunitynto _ participants, to onlist support?from their managers -m

for -theDusej:of specific course' learnings prior: to the end of1the's -

pc program.i However, since most manager-leveli staf f 71n: the agency. f
havelattended at least one (and some Las many _as 10 or 15) of'

'''

thesel sessions, consideration might. be- given to changing some of
the? emphases:on; discussion of:the course material.in the large-

n group.-

: Trainers;and'Proiection-for Schedulina: Nicholas Mann will-
continue to be- the : primary instructor for this ; program 4 He has
conducted anywhere from two to ten of.these: sessions cach^ year

'for-the.NRC^since 1983. Therefore, because of his familiarity-
--with the1 current design and needs, it is anticipated that 7.5
-days will'be sufficient to make any necessary adjustments to<the
current' program: materials. . One day per session will be -
sufficient for trainer preparation.. The course.can be scheduled,.t:

p if: desired, by the-first month after award of the contract.+
Backup for.the program will be Sephena Jordan.o
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. 3.2.2 ITEM TWO: Management Workshop (3 days duration)
impAgrgqu.Ad: The Management Workshop is a second mandatory

course, according to th.o current NRC Manual chapter on training.
It usually is taken as a follow-up to Supervising Human
Resources. It provides the NRC nanagers with opportunities te do
self-evaluation, and then to plan specific dev-lopment strategies
using the feedback they have been given.

IIAinino Methods:

The principal methodology for this program 19 a series of
instruments developed by Telcometrics International, Inc. Use of
these materials requires certification in a Models for Management
Instructor's program, certified by Tolcomotrics.

IrAlncIA.and_._ErpingMon _ f or Sched.qLLngt our principal
instructor for this course will bo Robert Maddox. His backupwill be Nicholas Mann. Both are certified to uso materials :

necessary for leading this course. only minor modifications
vould bo needed to update-certain support material used in the

Those should cause no delay in expeditious scheduling ofcourse.
sessions.- It is anticipated that no more than 4.5 days would be
suf ficient for minor revisions, plus .5 day per session for
instructor preparation. This cource can.be scheduled, if
desired, by tho'aecond month after contract award.

3.2.3 ITEM THREE: Managing Change (2 days duration'
E_qgAqround: Crisis, transition and change occur througho:t

life, yet it often seems beyond control and becomes, therefore,
somothing to be resisted. The increase in the rate of change in
cur society and, correspondingly, in the workplace makes it

gnecessary that effective managers be offective managers of
change.

1

~

Change may be. anticipated, even planned. More-often,
however, it is experienced as unanticipated crisis, often
stemming from environmental forces outside Lorr immediate area of
control. Daily. work may be focused on " putting out the fires"
that flare up, with little time or thought given to planning a-
strategy of readiness or-prevention. The intrusion of
unanticipated change 1 creates stress in the manager and in his or
her employees that increasingly lowers morale' and productivity.

bEPron_ch_tp Trainina: This two-day interactive program f:rq
managers and supervisors will encourage the perspective that
change is the norm rather than the exception. Managers must he
able and willing to anticipato problems, understand the dynamics
of the change process and respond effectively. Thus, those
attending will learn the leadership skills needed to manage
themselves and their employees through the transitions cf an
ever-changing environment. They will apply a change process
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model to a current situation in which they are involved. The
1 topics they will be exposed to will include

(a) The nature of change
(b) Assessment of self and current climate
(c) Building readiness for change
(d) Critical roles and skills needed during times of

transition
(e) Implementing strategy using a change process model.

As a result of_ participation in this course, NRC
participants will:

,

(a) Recognize the forces of change af f ecting themselves and
their work environment.

(b) Know the strengths and roadblocks in themselves, their
work group and their organization for offectively
renaging change.

(c) Understand the leadership mindset necessary for
effective implcmentation,

rd) Se able to establish a climate for dealing with change.
(c) Have generated a strategic action plan for implementing

change.
t

T r a i n e rn_nnd3_rJ;dngtio n 19xJ_Q.bs.dMling : susan Weeks wouldbe the principal instructor for this progran. Her backup wouldr
be Sephena Jordan. Ms. Weeks, along with the RDI training
project manager and the NRC training representative, will analyze ,

'

the current materials in order to assess'the degree-of any
additional development that may be.needed. Unless unforeseen
problems are identified, it is expected that six days of time
would be suf ficient 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 af ter contract award.

3.2.4. ITEM FOUR: Conflict Resolution (3 days
duration)

_
Haskgro.MDd: 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'quite an unusual situation (probably one of festering-issues, or hidden conflicts below the surface). Furthermore, anyregulatory environment is going to bring _vith it'a certain amount
of- potential conflict which may be even above the normal level
for other types of organizations. Interactions with licensees,
as wel'1 as interactions within the organization, over differences
in interpretation of cocplex events bring numerous conflict
situations.

Training Apprgaph: Since we all have habitual patterns of
( behavior that are dragged "out of the closet" and almost
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. compulsively 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
instrument feedback early in this program so that the participant

'

can accomplish this first step.

Thereafter in this highly interactive course, participants
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.

IIAhlitM__and_.Erpie c t i o n f or_,J c h e d u l i n g : 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 conflict 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, along
with Mr. Mann (in his role as project manager) and the NRC
training representative, will analyze the current natorials in
order-to assess the degree of any additional development that mey

Lbe needed. It is expected that 4.5 days of time will 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: Interviewing Skills (3 days
duration)

_Rachground: 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 Jinterviews for other purposes, such as for
procurement and contract negotiations with vendors. An interview
can be a high-pressure situation involving 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.

Irninina Apprpach:' RDI staff are al' ready experienced with
therpresent 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,

t
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i

sThis: course covers the following four types of-intervievs: a- ,

e J~ 1s
"" :(a).; Type One: ..The1 Scientific'or Informational !.

Interview = !

(b)~ 1TypeLTwo: The Selection Interviewi <

' (c){ Type Three:-- The. Persuasive or Business Interview- -

.(d) Type Four:- .The Performance Intervien 2

aN Wo.will continue to provide opportunities-for participants i
*

to; develop interview ~ guides.for any of.three lovels (highly
-structured,: mo?orately structured, or unstructured)L in accordance
withEtheir needs in interviewing. = We will also continue-to

4 provideiparticipants -with opportunities to build' skills necessary;Av

' for ' executing each of the. three primary stages of any cinterview;-

(opening,.. body'and closing).

;M.qtApAplogy_:. Written materials, charts-and. instructor i

ipresentations will boluced in the1 course!of conducting this.
program. . However, in this-highly interactive program,-
-participants are.given.various experiences in which.:they_will

y'
practice 1 skills of' interviewing.

LIn flooking at the openingi tage of their | interview, they [s
ewillLbe|given| demonstrations of the two; major purposes of the '

1
L

ac :openingj (to :setithe' purpose: and to establish -rapport) . .They-villt ;
'

;roleLplay1 openings;of interviews in order to drill these skills.. '
,

+ -

,

HLooking-|at-theLbody:of the interview,:they will. consider i
itwhich11evellof Lstructure Eis jappropriate, .andithey will observe

instructo'r?modeling of atheLvarious techniques. to use in the*tody L
of/ the j interview'. : They Lwill also , practice: these| skills with ea ch :

oother'.'
.],

JInflearningJabout the closing of the Jinterview, participnts: l
.

willfcome :to; understand the_ purposes of -closing ,(clarify -what has
' been f accomplished,7evalnate: progress, an_d! clarify and Tagree !cn = M)'

: nextusteps) .D ' They will- also be . given techniques ; forfexecuting an l
.ef fective) closing andLwill: praetice these techniques Lin pairs- cr a-

:inssmal1~groupsi< l

~~ . 229#115 0 MaioI_En111pn (If Desired by AconcyL: . - The' NRC t has
..

:ha'dLaLdesire in-the past;toslook'atwits entire training.. -
.

curriculum with: the- idea- of tcoordinating courses?so- thatithey :are j
.complomontary'andithat theyzminimize overlaps.- There is 9l,

VoubstantialloverlapJinithis . current course design -with a number
Tof-other NRCJcourses,4whichLinclude:- q

' '(.a)'.i. Gathering 1 Inspection'Information through Interviews- e

'L(b)?> Selection Interviewing
r
(c)' Appraising Performanca-
(d)'(Performance Management1 :

:-(c) 1 Communication ' Skills: for Inspectors
4
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#%8 > One vay to! avoid this duplication vould be to focus the- -

"F M )T attentionhof.thisicourseLon the Type III.(Persuasive or Business) ;
..

' ~ 1Interviev.and to provide extensive experience for participants in-
~ such_ things.'as' characteristics of-persuasiveness-.(meeting felt>

, ,

y --needs,jectmonality-of' interests, cost-benefit comparison, etc.)._
b - A}so,. persuasiveness _ techniques (such_ things as "implicative

_

" rhetorical questioning," etc.) lcommunication," "proj ection,"
',

could be'_ elaborated,.modeled-'and drilled more_ fully.
1

'

A film such as " Agreeing to Agree" (McGraw-Hill)-could'be 1

:added as an illustration of effective con unication in
X intervievs.- I

S'.
Focusing ; this course _on the persuasive .and businesss

4 i
~

'!

interview and elimination of duplication with the aforementioned
~

1

h | courses v5uld constitute moreLthan a twenty percent revision--
& J(major change) ofithe current course, and therefore is notia part ,

ioi'c RDI current- planfexcept -if requested by the NRC.#

,

|

|InkLqra_Angl Pro 4ection _ for Schedulina: William King'will
W act s:s primary trainer for:this course. Karen Gaskins-Jones will- 7

be back;p..-They4are both highly experienced with trainingfin- 5

_

this; subj ect_ matter, and n in the NRC. RDI Will rely-heavily.on
'

$ | t.he f te11,c show,g do"; training approach of f ering frequent -
'

eq

W Ldemonstrations|of11nteractive : interviewing skills. . It is
'

:< . e - expectetthat- no more - than nine days of- minor revision time would. "

^ ' : be suf ficient: for(any adjustmentsito this program, plusL .5. days L . M
7prepai nion time.por session.; Scheduling can begin by the third+

' month of thisicontract.

3.2.6. ITEM SIX: - Presupervisory Orientation' d'

$' - Part II':(2) days) duration)''

'

, .,

E{
<

,

Ba:karound :. xOver' . the eyears1NRC ' training 1sta ff and'.' course q
instructors'in;certainLsupervisory" programs _ observed particular;

^

' ~ spatterns ein the;kindTof feedback -thatEsupervisors were :givings y
after . attending Ltraird ng. Oneifrequent comment concerned the-

'

4 @ish)thatithefparticipanticould have been,exposedLto certaini-1 t-

,

'

Econcepte prior to ! assuming responsibility- forJsupervislon. LThe 9'43e ' other was the wish that some, of the supervisors hsubordinates" -
, -

jLcould be:cxposed to the concepts the' supervisors.were learning,4

- so they would hav_e ar conmon;1anguage. The eventualoagency j
H rosponse vasy the? Presupervisory Orientationi Program. This j- - ,

. program:1_ncludediat self-study component?(Part I)R which11s :1
~

- t administered nbytinternali;staf f withind the' NRC, and a' 2; day,
_

y 3-

cessionj({artII) that is taken after.completiontof the1first .-.

~'cphase. <a
. o

Inipinai Annr_oach: . RDI-personnel are already experienced 4
. .

:

swith the present design;of the. program and in conducting'the ,.

~

. ,

|, prcgran -at -the: NRC. Therefore, we will be able-to move' forward |

p with nc nore than twenty. percent revisions to current materials, j
,_

(, 2
p, , ''
|- g y

.

0
'
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\??The basic ~ approach to this-program will be to continue to-,

_ly ; provide' encapsulated versions of selected units from the
4 Supervising EHuman1 Resources Course _ and to_ also_ provide -

! participants with .a ' highly' interactive experience in self-- g
discovery, using;the,Meyers-Briggs Type Indicator (XBTI).' i

Trai'ners and Projection for Sches1931ng:. Karen Gaskins Jones. fi
Evili t actias primary -trainer for _ this course. Both she and her j"
backup, Marjorie'Schiller, are. certified-MBTI trainerss, Sophena

' Jordan will- -also be certified during the: first year of :this ''+ >

' contract: and can then act as a - backup. - It'is expected that_three,

;days?of minor revision time will be sufficient for any natorials'

adjustments lbo this ' program ~. One-half day ~ preparation time _per__
session'will be sufficient. Scheduling aan=beginLas early asLthe.c 4.'

second' month:of this contract.
- |

'

3.2.7 -ITEM SEVEN: Ierformance Managema-*
Workshop 1(2 days duration) -

J.
Background:- Performance Management involves a series of

responsibilities which,- taken _ as a whole, create the necessary; ?{
conditions forgtop_ performance'and fct organizational viability.- 1

-TheseLactivities7are:
1>

-1.;| Defining _the_ job- P
2.- : Selecting / Staffing j

f, '3.' Setting clear goals and: standards'
4 '. - , Helping,' supporting and empowering

9-S._1 Monitoring _ and giving feedback-,

L6. 1 Coaching / counseling H
"

,

7. gEvaluating/ appraising; l '

-i

'ofithesciseven-activities, #1 and #2 falli within the . Nicu'rribulum of : NRC's " Selection ' Interviewing" and " Personnel- j
Practices'M courses- .Similarlyffl',1#3 andLf7 are-covered.in the:

1
.

"AppraisingjEmployees" course. Therefore, -.in ;a :two-day | ;
. Performance Management Workshop,-our emphasis would be_on #4, 15

,

e :and"#6? 7 with|most.emphasisson coaching-andicounseling skills.. _j,

The ideal is . to provide -supervisors and ; managers cwith : tools Land j"" skills : for- improving the performance of their personnel. -,:
-

Trainino= Anoroach:- our training _in coaching skillstis
generally based on the_ works of!F. Fournies;and of A. Deegan,=two ;
ofathe contemporaryLleaders aon this important; area .of management.2

-1

cInfdealing with supervisory: counseling we1 draw heavily onTEugene "

. Kennedy, ;who, we believe, has done Lthe best job of ; articulating _
counseling:from an organizational perspective-as opposed to a,.

-

ai clinical' or .montal -health perspect.ive.
.

^ Eqs_gible Maior Revision -' Ef Dos _irqd_by- Acencv) :: . Given the '
-

overlap of this: course topic.with several-others withincthe
JAgency's=curriculur (identified above), the Agency should give

_ ;
L
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considoration to a greator than twenty percent revision of the
( existing design.

The changed courso 0711d begin with a connection to other
courson in order to establish linktges. Pa'rticipants would see
that with clomorVn and standards having been negotiated, it is
now timo for versaus activities which "prograr tha employce" for

.success as he or she is porforming the work. , rhaps the
'

performance starts out unsatisfactorily. Por ' 1s it is
acceptable, but simply could be better. The manager of this
individual, in taking on the rolc of coach, must commm-icato
clearly, in a way that captures attention and walke fino lino
of leaving the individual conpelled, challenged ar< : ported ,
but not overwhelmed.

In preparing for the coaching interview in which the mar.agor
will attempt to stimulato inpreved performance and continued
development, thoro are some things which would be helpful to
know, such ass

(a) Are thoro phycical (cr health) conditions prosent which
impair performance or which should be considered ir. any
way?

, (b) What lasting impacts from prior work experiones"

-linger? For instanew, has thoro boon a record of
,significant success er defeat leading to confi-'

donco_and an experirental attitudo, or to a conso
of being " gun shy" ar.d defensivo?

once these kinds of questions have boon answorod, then the
supervisor will be able to determino the rood for a coaching
interview (er possibly for aomo other action) . In coaching, the
supervisor would first got agreement that a problem exists. In
the training session, participants would actually be shown
methods for reaching this type of agrooment. They would also be
shown, and would experimont with, other coaching skills such as
brainstorming options, and plar.ning and agrooing on corrective
actions, sinco some of the participant concerns are inovitably
contored around the employoo who may not be cooperative in this
process, wo will build in opportunities for them to confront
distracting behavior and show them ways for kooping focused en
performanw management.

On the other hand, when a supervisor or manager ontors into
a counseling interview with a worker, this may be the nost
sensitivo of all those that a supervicor is called upon to
conduct. Tho key concept in ccunsoling is that of " helping.'
Yet, even though a supervisor who counsels an employoo is
assisting that employee, the supervisor and the organization may
havo much at stake. In many casos this type of interview only
happens when the employeo's problem has gotton too big for him or
her to handlo is affecting performanco.i
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Participants in the Performance Management Workshop would be
( given cortain basics of c.~unseling such as: The supervisor who

counsels must remember thatt

(a) The problem or subject belongs to the onployce. 1

(b) The supervisor's role is that of helper, and so '

on.

RDI trainers will demonstrato establishing a climate for
- counseling (such that issues can be discussed, and feelings can

1 be handled) . Trainoes will also denonstrate and have partici-
pante practico several dif ferent counseling approaches so they
may learn one that fits their. own peracnal styles and the noods
of the employoo. .Participahts will practico empathetic and
directive counsoling responses such as:

"You fool that . . ." i

"Your choicos aro . . . " '

- Our Performanco Management session vill be largely
interactivo. The idea is to give participants as much

:opportunity as possible to observe and to practico coaching and ;

counsoling, our trainer will model the skills being taught,
before asking participants to practice them (sco Training Model -
section 2.2).

The alterations to the Performance Managoe9nt course
indicated heroin would constituto a major (greater than 1)
revision, and thorefore are net a part of RDI's current plan,
unless requested by tho' NRC.

T r a i n trJLand_PI91tclion_Eg r s pAeA1 Ling s sophona Jordan will I

be the primary trainor. The backup will bo Nicholas Mann. It is
anticipated that six. days will be sufficient for minor revisions.
One additional day per session would be used for preparation.
This course could be scheduled as early as the third month after
contract award.

,

3.2.8 ITEM EIGHT: Small Group Dynamics (3 days
duration)

MGh9E9MDd There are many instances in which the NRC
mission requires synergistic effort from its groups. This type
of group process requires high levels of communication skill and

,

cooperation, as well as a working' understanding of group
: dynamics. Unfortunately, it is of ten the case that personnel who
are primarily trained in sciences and engineering don't have the
background in " interpersonal skills" to fool comfortable working :

in groups. .Thorofore it is encumbent on the NRC to provide
training in group dynamics.

( ,
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TIAlniDg_Appn s h: RDI staff are a3rcady experienced with
(. the present design and delivery of this program in the NRC.

Thnrefero vo vill be able to move forward with no more than
twenty percent, revisions to current materials.

In this progran participants are exposed to concepts of
offectivo decision making in groups. We draw heavily on the work
of Victor Vroom, who developed a highly offectivo model on group<

decision processes. We also identify and discuss proporties and
characteristics of effective groups as compared with ineffective
onos. Key concepts includot

(a) The relationship between conflict and group
offectivonoss *

(b) Leadership skills in groups
(c) Group sizt as an leportant variable in determining

group performanco capability
(d) Various group discussion and brainstorning methodogies

(such as tralastorming, nominal group method, etc.)
(o) Task, relationship and individually oriented group

behaviors
(f) " croup-Think" or "Tho Abileno Paradox"

11thnd91ogy: Written materials, charts and instructor
procentations will be used in conducting this program. However,
in this ..ighly interactivo program, participants are given
various experiences in rhich they will practico ef fectivo group
interaction skills and experienco either positive or negativo
group offects. Tr.cso whose experiences are positive vill then
analyzo those experiences (illustrating synergistic principles)
and determine how they might be replicated in normal NRC group
activity. Theco vhoso experiences are negative will also analyzo
theirs (illustrating concepts such as "The Abi.)ene paradox"), and
Icarn how similar offects can be avoidad in NRC groups.

II.AinRIAAnd_EI91tc_tl_cn_E91_Rh2dalJng : Donald Spears will
be assigned as principio trainer for the Group Dyna ics Course.
His backups will be Robert Maddox and Sophona Jordan. Each of

.

thoso treiners is very experienced in this topic area. We would
~

. propose to integrate our materials with those already in uso in
previous NRC training in this area. This process would
constituto a minor revision, and thoroforo only six days will be
sufficient. An additional day per session would be for trainer
preparation. This' course could be scheduled as early as the
second month after contract award.

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

Bashgrpundt No topic is more universally needed within the
training curriculum of today's ce7 temporary organizations than

,

tino nanagement. We 'are in an age in which information and '

organizational requirements increase exponentiali" s alle timo,
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remains constant. Only the skillfull uso of time will keep the
( NP.C's staff on top of its mission.

ICAinin9..ADnrQAch RDI personnel are already experien:ed
with the design and procontation of this program in the NRC.
Thoroforo we will be able to novo forward with no more than
twonty percent revisions to current materials.

RDI makes use of a model developed within the company ever a
number of years. It providos a comprehennivo and realistic view
of what is really required to use timo offectively. It providos
practical and specific strateqios for impr0'.'ina identified time
problems. Wo look at throo interdopondent skill areas and
participants will have the opportunity to make improvements in
cach.

First, we cover planning and organizational skills. Plans
are focused intentions. If you don't intend, accomplishments are
accidental. Organization is not the came as neatness. The use
of processos and systems help rather than hinder.

Next, participants examine the way the managers intera:t and
respond to p9ople on the job. Without the necessity of dea * in>g.

with others it might be easy to follow plans. NRC managers must
f work with, around, and for others. Much of their unproduct;ve

timo _ is the result of not handling face-to-f ace interactions
well. Thus, requests, domands, social calls, and other
interruptions play havoc with their attempts to work of fect;voly.

Finally, wo tako a tough look at self-discipline, self-
estcom, and procrastination. Many programs give abstract a-d
superficial trontmont to the topic of procrastination, a

itromondous obstacle to offectivo timo utilization. RDI bel;ovos
that planning, organizational, and interactivo ekills are

4

< activated by self-disciplino and directly linked to self-osteem.

Participants in-this 2-day program will develop personti
goals- for each of the three skill areas. They will be able te (select from hundreds of techniques provided by the instruct:rs,

-

other participants, films, and written materials. Each wil'.
Ioavo with a written plan for improved timo management

'traincro and_IToitstion For Schelhtling: Karen Gaskins Jenos
will be assigned as trainor for the Managing Management Time
courso. Hor backup will be William King. We would propose to
intograto our materials with those already in use in previo:s NRC
training in this area. This process would constituto a min:r i

rovision, and thereforo 4 days will be sufficient. An additional
.5 day por session would be for trainer preparation. This courso
could bo scheduled as early as the first month after contract
award.
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3.2.10 1 TEM TEN: Managing Management Stross (2 days
( duration)

Msh rpMnds Stross la a chango in our lives, something that
places us under pressure. It's usually associated with such
undesirable events au being fired from our jobs or becoming ill.
But psychologista say that even sono "positivo" experiences,
vacations and Christmas, for instance, heighton anxiety. If not
controlled, stress can contributo to overything from alcoholism
to spouse abuso to heart attacks and even, in extremo inst 6ncoc,
suicide.

Itaining_Appiqight RDI's approach to the Managing
Managotent Stress courso will include identification of sources
of stress, separating positivo (custress) from unhoalthly
(distress), and providing techniques to canagers for minimiting
and handling 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 ray include family
-separatiens, routino reassignments, fir.ancial concerns, and
marital strife. Two of the most dif ficult stress factors for NRC
managers may be competition for status _and promotions, and the
responsibility for the technical work of others.

Using concepts drawn from M. Friedman and R. Rosonman in our
course, va'11 oxamino " Typo A" behavior and its relationship to
the heart. Wo will also look at certain emotions that may be
components of stress, including anxiety, guilt, worry, anger,
jealousy, and fear of failure.

TIAingrAAnd_Er91tet19n_lsr_SSAehling : Tne Primary RDI
trainer for this program will bo Sophona Jordan. Her backup in

L Karen Caskins Jones. Wo would propose to integrate our materials
with thoso already in use in previous NRC training in this area.
This prococs would constitute a minor revision, and therefore
only four days will be sufficient. An additional .5 day por
session vould be for trainer preparation. This courso could be
scheduled as early as the second month after contract award.

3.2.11 ITEM ELEVEN: Conducting Meetings (3 days
duration)

hgigrannd: NRC managers and staffs are frequently heard to
, complain about having.to attend mootings. For the courso
L purposes, meetings are seen as involving throo to twenty people

'and lasting more than fifteen minutes. The many complaints range
from "too long" to " unnecessary."

| This courso scos a meeting as dyanmic and yet fragile, and
as critical to the success of the NRC in mooting its mission.I:

Thorofore it is encumbent upon NRC personnel to develop and
maintain high calibor mooting skills.
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TIAlninLArnoash: RDI personnel are already experienced
I. with the design and prosentation of this progran in the NRC.

Thoroforo we will be able to novo forward with no more than
twenty percent revisions to current materials.

This course covers the following processes which are soon as
critical to the success of any meetngs

(a) Development of clear purpose
(b) Careful preparation
(c) Timo boundarios and agonda
(d) Mooting ground rules
(c) Facilition and logistics
(f) Visual (and other) Monting Aids
(g) Skillful Mooting Loadership

One of our most important points of emphasis in the courso
is that of limiting the purpose of mootings, participants are
exposed to as many as thirtoon different generic mooting
purposes, each reTairing its own unique set of processos. They
learn about the barriors that are created by the constant uso of
multi-purpose (or "overything but the kitchen sink") mootings.

Mei)1palplagy: Written materials, charts and instructor
presentations will be used in the delivery of this program.
However, in this highly interactivo program participants are-
given various orperienccs in which they practice skills of
mooting management. Examples of the the issues they considor in
various simulated experiences includes

(a) What is the purposo?
(b) Who 4hould bo invited / notified?
(c) What preparation should invitoes be expected to do, and

in what format should their meeting irput be-delivered
for opti um offectivonoss?

(d) .Is: shared meeting leadership appropriate? With whom?
'

What transitions?
(c) What Ig istical preparations should be mado for

optimizing-the meetingY
(f) .How should the meeting be started, and what will be a

sign of completion / success?

PaanibicJialor_Royh19n_ULPanir.csLDy_Asemyl t The NRC has
.made a substantial investment in toloconferencing facilitics,
both in its headquartors and its regjonal offices. Yet many
managers in the agency are unawaro of thoso capabilitics, or fool
ill at caso or unable to utilize them. One way to instituto a

,
major upgrado in this courso would be to spend up to one day on

| this mooting methodology. For instance, .5 day could be spent in-
and in preparing the group for a simulated toloconferenco

|- = mooting. Then .5 day could be spent in one of the NRC -
| toloconferenco facilities actually participating in a simulated

y mooting, followed by debriefing.
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This would constitute mero than a twenty porcent revision of ,

( the current courso, and therefore is not a part of the RDI
curront plan, unless requested by the agency, <

TninerJLa.nd._Ernies.tien ror schedullag: William King will
act as primary trainer for this courso. His backup will be Karen
Gaskins Jones. They are both highly experienced with trair.ing in
this subject matter, and in the NRC. It is expected that to nore
than nino days of minor revision time would be sufficient for any
adjustments to this progran, plus one day preparation time ;4r
nossion. Scheduling can begin by the third month of this
contract.

3.2.12 ITEM TWILVE: Selection Interviewing (3 6tys
duration) -

EAgygirpynd: One of the nost difficult tasks for managers is
to accurately acuoss perforr.anco potential when cooking to fill a
vacancy. The selection interview as a process is influenced by
human foolings, frailtios, and expectations. This is true for
both the interviewer and the interviewee.

TrajalwJmproarcll RDI personnel are highly experienced
with this topic arsa, and with the NRC environment. Therefore wo

"

will be able to move forward with no more than twenty percent
revisions to current matorials.

In this 3-day courso ve provide interviewers with strategios
for minimizing the risks of misreading tha interviewoo and
failing to " DIS-COVER" _ (a nodel developed by Ms. Jordan) latent
potential as well as veiled voaknesses. The impact of knoving_
the desired Knowledge, skills, and Abilities (KSA's) well enough
to distinguish _"absoluto musts" from "nico-to-haves" will te
explorod. Wo also look at the role of interpersonal perception
in celection interviewing.

i

specifically the participants in_this program learn:

(a)- how to. discuss specific job requirements
i

(b) how to use various questioning techniques ;

(c) the phacos of selection

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

(o) how to comfortably ask tough questions

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

(g) how to 11ston'for intent as well as content
-

1
%

|
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Mathq@lngy: The session will be highly experiential, withI- actual involvement starting with the following pro-courso
assignments:

(a) A questionnalro which asks about the'most difficult and
most of ten fonred aspects of interviewing.

(b) A self-assosement of their rolo(s) in filling an actual !

job opening, recently or in the not too distant past,
(i.e., committec member, selecting or recommending
official).

In addition to using those two data sourcos to specifically
tailor the session, the trainer will also employ role plays, caso
studies, practico interviewing and feedback sessions,
lecturetto/ discussions, films / video-tapes, and other small group
activitics,

Itainn a_And_Ersics11mLEorJshed u l i ng : Sophona Jordan will
be assigned ac principle trainer for the Selection Interviewing
Course, lier backup will bo Karen Gaskins Jones. Each of thecotrainers it, very exporlonced in this topic area. We would
propose to integrnto our matorials with those aircady in use in |previous NRC training in this area. This process would !constituto a minor revision requiring nino days periodically !

through the first year. An. additional day por session would be
for. trainer preparation. This courso could be scheduled as early ;as the second month after contract award.

.

3.2.13 ITEM TilIRTEEN Appraising Employees (2 days
duration)

Righatannd: The task of appraising employee performance is
at the core of- the NRC manger's or supervisor's job. Yet thoro
is probably no task that is done with more anxiety in the agency
than performanco appraisal. Recent communications from NRC
1cadorship about shows in employco ratings point out a perception
that the agency may need substantial improvement -in this area.

Improved performanco appraisal may result from cortain
modifications already being considered (as outlined in NRC Manual
Chapter.4151 on "Non-SES Performance Appraisal", dated in 1986).
}lowever, no matter what the system, thoro must be skilled

.managers and supervisors in order to make it work. Consequently, !

this courso, along with throo others in the agency curriculum, is
consideroa mandatory for supervisors.

TIAlping Appr.qash: RDI staff are aircady experienced with
the design and presentation of this program in the NRC,
.Thorofore wo will be able to move forward with no more than
twenty percent revisions to current materials.

k
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Given that the NRC's appraisal system (as well as those of
f. other Federal agencies) is based on performance planning to

identify elements and standards of the employce's job, it is
crucial that those who implomont performance appraical understand

,

why those steps are necessary. In this program ve help
participants to grasp the basis of this requirement through our
clarification of the rationalo and bonofits of cuch an objectivos
based system.

Then the bulk of the training timo is spent on learning and ,

practicing what we call " front-end" skills and " rear-end" skills 1

for appraising erploycos. The " front-enda skills include: {

(a) Developing elements and determining which are critical.
(b) Negotiating and writing measuroable performanco ,

'standards using quality, quantity, tine, method used,
manner-style, and cost language to ensure clarity.

The " roar-end" skills includes

(a) Preparation for the apprais.'1 interview.
(b) Techniques for delivering good appraisal foodback.
(c) Writing performance ratings.E

' TrAJngrs and Proing1LQ_n :For Sqhp3hilj09: The Primary RDI
: trainer for this program will be Nicholas Mann. His backup is
L Donald Spears. Mr. Mann is currently the trainer for this

program in the NRC and is thoroughly. familiar with the design andl

I materials (which he developed). Because of the high interest and ;

rapid pace of developments within the agency con:orning this iI

| topic area, Mr. Mann makes frequent adjustments (from session to |

i nossion). Those changes nay require up to six days of tino over
L the courso of or.e year and therefore are in the category of minor !

| revisions. one-half per session will be used for preparation.
The program can be schoduled immediately.

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

| - -Honhargund: Eany NRC omployees are called from timo to time
to serve with temporary work groups on short-term assignments.
However, this does 'not necessarily moan .that they are relieved of
other dutics. Naturally it becomes dif ficult for theso employees
to manago their basoline workloads. What the effectivo employee
must learn is to find during those periods a state of balance
which permits them to. remain clearly focused on normal goals and
prioritics and also to find a way to assume their temporary
responsibilities and discharge them offectively. This is but one
exampic which illustrates the need for NRC personnel to be able
-to plan and effectively cope with change.

TrainiD9_ A7PERAGh In this program participants will

(. considor organizational, unit, and individual objectivos as they
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relate to changes and opportunities that occur within the FRC.
Changos in human and material resource availability andi

requirements will be fully censidorod. Such analysos will be
presented in broad terms using NRC-specific examples in the
plenary group. Small work groups will be used to allow ead.
participant to reconsider his or her own circumstancos and apply
the now tools.

Skills for coping with changing domands and shifting tuzan
resources will be considered not only in relation to the task but
also in the way human dyna.nics are affected.- Critoria for
ovaluating successful coping pattorns will be devolped by
individual participants based on their specific job requirements
and their own values and erpoetations. The planning and problem
solving skills used in this course will increase participar.ts'
abilities to achiovo greater productivity in their units.

EQasdhlLRaiDI_RRyl113.D -- 1.L_Dfairad_Ry lt9Cn9X: It appears
to us that the usefulness of this course to the NRC might he
increased with somo important additions to materials, concepts,

j - and with cortain shif ts of emphasis. Trying to plan in an over
| changing environment can be demoralizing without the proper

knowledge and tools for coping. The NRC ranager would be more
likely to spot a way out of confusion if he or she usos analysis
tools that could quickly a'lew for comparison of the importance
of competing tasks. Through understanding and use of a

l "hiorarchy of objectivos," such anaylysis is made more rational.
,

t

Participants in this modified program would develop stills
in cystomatically categorizing unplanned events. This wil.'
onable them to distinguish betwoon genuinely important cha*.lengos
that threaton operations from thoso " hot potatoos" and "cr.es of
wolf" that so of ten lose impcrtanco and urgency af ter a period oft

'

disruption. Also, participants would learn to track and a alyze
demands on their units and te respond ef fectively when pat erns
of unwarranted interruptions are identified.

TIAin01A_nR4_P191t9_ti;J1R_Lo r S c h e d u l i n o : Karen Gaskits
Jones will be primary trainer for this session. Her backup is
Donald Spears. Both are very experienced in the subject matter
of this cource. 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 e *f ficient to make any

minor design adjustments that might be called for from time to
time. One-half day por session will be suf ficient for trainer
preparation. The courso can be scheduled, if desired, as early -

as the cocond month after award of the contract.
,

j 3.2.15 ITEM FIP!EEN: Organizational Developmen-
Program (7 days duration)

i

RA.Q19I_QMadt Federal agenclos are increasing their use of
organizational development (CD) services. These activitics guido
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organizations in developing processos and skills for solving '

organizational problems through "real-timo" work with a trained
|OD practitioner.

QILArnrn!Lehen: RDI offers great versatility among its
cadre, so that diverso noods can be met through OD services. RDI
consultants are trained and exporlenced in the use of a number of
organizational development approachos. Examplos aret

Dianple_QDn Donald Spears is a leading authority on the
use of the " logical-framework" methodology for the design and
development of project plans. This methodology is now standard ,

;

for hundreds of private sector corporations and for largo,
international 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 purposo, fixed
resourcos, and time boundarios. Logical framework planning is
usually enhanced through such standard planning tools as
" critical path" and "Gantt Charting."

Izarples Two: Donald Spears, Nicholas Mann, Sophona Jordan,
Marjorie Schiller are all very experienced in using classic
models such as the team building approaches developed by Richard
Dockhart, and the interventions described by Edgar Schein as
process consultation (PC). Team-building activities usually uso
an actien-roscarch modol of intervention. There are three
processes involved in the activity: collection of information,
foodback of the information to the team, and action planning from
the feedback. PC involves sets of activitics on the part of the
consultant which help the client to perceivo, understand, and act
on process events which occur in the client's environment.
Ultinstely thoso activities lead to greator cohesiveness and
productivity (teamwork) within the group. Following the action-
research methodology, a typical sequence in a team building
intervention might be

IL4. . Ret.rsat

-(a) Dotormination of nood

(b) Contracting

{b) 'Cathering of data

(c): Analysis and preparation

291LQitt

(d) Foodback and sharing

(c) Roaction and analysis
L

| ( (f) Ranking noods/ problems / opportunities
i
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(g) Task activity and feedback

(h) Experimentation

(i) Mutual understandings, agroomonts, decisions

EQAt_PdLttCA1

(j) Application and practice

(k) Follow-Up

TJatqp_1.g_Jhtp_g : Nicholas Mann is trained in the Third-Party
consultation model developed by Brendan Roddy and Chuck Phillips.

' This OD approach builds on the conceptual framework for process
consultation (PC,' originally set out by Edgar Schein. RDI will
also have available the services of Chuck Phillips as resource
consultant, in support of any OD activitics which the agency mayneed. These inter ontions involve a systematic, tino bounded and
structured approach to managing conflict between individuals and
groups by a trair.ed and neutral practitioner external to the
conflict boundaries.

Phases of a PC intervention may include:

(a) Assessnent ... The consultant conducts interviews, uses
standard or tailored instruments, and meets with conflicting
parties, whether a pair or group.

- During interviews, the consultant probos for each party's
perspectivo and feelings. Candor and risk taking are encouraged.
Sometimes a tape of all or_ portions of this interview is recorded
as a " deposition' reflecting honest views and feelings. Later,
au participants becomo more open, less fearful, and more

-

comfortable with their own abilities to voice and react to
opposing perspectivos, those depositions may be used in group or
pair.sossions.

Participants are encouraged, from the start of the process,
to koop a journal of activities,_ thoughts, questions, foolings,
learnings, changes, agreements and commitments.

(b) Education & Contract ... The Consultant furtF' orientsthe pair or group, and presents basic conceptual infco.iation
concerning group dynamics and conflict. The concept of " fair
fighting" is also presented and discussed.

Participants experienco self-discovery through foodback from
assessment activitics, 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

< bo on how the information affects interactions instead of on what
I kind of decisions should be made.
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It 10 essential that participants state their icvols c!
t consitment to the process plainly. Consideration is given ::

termination of the process if it becomes clear that parties are
not interested in managing differences more offectively. at is
this articulated contract t: vork honestly on issues, th t
provides the foundation for future steps in the process.

(c) Training . . . The f >:us of training is on learning ind
practicing skills. Areas i...cluda communicating and listonL.q,
negotiation and conflict utnagement, and problem solving.

Doposition information is prosented here as the first
planned opportunity to begi.n to work with the actual confli:t
issues. Emphasis is first on understanding issues, foolings and
perspoctives.

(d) process consultati:n . . . Parties begin to apply new
skills in facilitated and L:n-facilitated discussion of real
issues. Consultant makes prc. css interventions and coaches as
required. New understandiS;s and ground rules for interactica
are acknowledged,- and agreements are vorbalized.

Parties try out now processes. Consultant may be contacted
for " spot" coaching by any participant. Modifications of ground
rules and agreements are made as needed.

"

Consultant leads follev-up discussion. "Before" and rafter" |
statomonts are made. Part;:ipants restato all agreements Lnd
ground rules and evaluate pre:ess and progress.

iAn examplo of the seq;ence of this type of OD interversion
follows on the next page

,

4

-

!
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DAXA S.010D.l.0_.Da(CA C2nM111. Ant _.hCiv1110R

(1.5) Aug 3-4 Observation & Assessment

[.5) Wod, Aug 9: Distribute Tentativo Process Schedules,
.

Surveys & 1st Foodback Instruments '

[1) Mon, Aug 14: All Instruments & Surveys Completod,
Mailed & Received Back at RDI (AM) & Data
Analysis >

[.5) Tuo, Aug 15:
Eirftt Group Session _AM/_EH
(1) Process Overview |
(2) Survey & Instrument Foodback
(3) Sharing Perceptions
(4) Basic Conflict Resolution &
Negotiation Techniques and concepts
(5) Lovel of Participation
Expectations /0ermitments

[.5) Fri, Aug 18: Regin_Qp-on-0..9 CQDERI.tA.t19Ds (AM):
Depositions & Distribution of 2nd Foodback
Instruments

( . 5)' Mon, Aug 21: Option Dato for oither Aug 18 or Aug 23
(PM)

'
(.5) Wod, Aug 23: Continuo _Ono-:n-Onq Cpastitat.iQDR (PM)

{.5) Wod, Aug 29: Sp_qand Gropp _5epf (qn_.1EM).
(1) Review 2nd I..strument Foodback and .

Discussion
(2) Sel f-Assessment & Communication

(1) Fri, Sep 1: Option Dato for Aug 29 (AM)

(1) Wod, Sep 6: 1rd Gr_omp (anj/or Pair) Sogaign
(1) Review Depositions
(2) Uncover Interests
(3) Identify Strategios
(4) Practico Skills

(1) Wod, Sep 13: gronpl an440I._Eajr1 Process Pacilit.Atiqn
(1) R_olo Negotiation Activity
(2) Options

_

(3) Agrooments

(.5) Fri, Sep 15: Option Dato for ofther 9/6 or 9/13
s

( . 5)- Wod, Sep 27: Group and Individual-Follow-Up Soggion &
Process Summary

k...
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Ex splp_fmI: Susan Clark has substantial experience with
(- helping client crganizations to impicment quality circio progrars

within their organizations. Those programs, which foster
employee involvement in decision making and tearwork, have
succooded in upgrading productivity and increasing morale in
numerous organizations in both the public and private sectors.

EXAERla_EJn: As a final example of the versatility
provided by RDI's cadre, the following methodologies are all used
as nooded in support of organizational development activities
with client groups:

(a) Nominal group mothod

(b) profile scans

(c) Cyborr. etic session method

(d) Brainsterming methods

(c) Strategic planning
,

'

( f) - Quality planning-mothods

(g) Servico: management methods

InillAt19n ProCS.Es_f9.r_3.tLUBC _QIsanilationa1 Devo19Dacnt'
Erndant

Upon being notified by the NRC PO of a potential OD nood,
the RDI Project Manager will either mcke an initial assosament of
the appropriate staff person, or will first conduct an
exploratory interview with appropriate group represor' 'ive, and-
then make such an assignment. Doponding on the spect.ic
requirement, any cf the above methodologios will be utilized.

.QJLConsult.*.nis and PrQj_c91]on For schestuling: As previously
stated, any of the RDI cadre personnel mentioned in this section'
may be utilized for organizational development. Many small (7-
day), organizational development jobs contored around facilitation
of retreats, or around small group or paired intoractions, can be
accomplished with only 3 days por job. for support consultation,
notes, and preparation. Thus an entiro job will involvo 10
consultant days. These services may be requested as soon as the
first month after award of this contract.

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

J1ag}iGI9MDd: NRC inspectors conduct most of their work on-
sito at tho_licensoo facility. They interact with perhaps only
ono' or two other NRC employcos and with tons or hundreds of

( licensoo personnel. This means that special conmunication skills
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are needed. Also, most interactions with supervisors and other
NRC support personnel are caly periodic and usually conducted by
telephone, making communication skills still more critical.

Ir.fLinLt9_2PntoAgt: m 's approach to the workshop on
communicativn skills for FRC inspectors would take into account
the special nature of the inspectors' environment. Circunstances
such as the potcntial for adversarial relationships with the
licensee, the need to maintain an ongoing relationunip with the
licensee, the ad hoc nature of team assignments -- these all
complicate the communication tasks of inspection team moniers.

Among the skills RDI weald cover are:

(a) Building rapport
(b) Listening
(c) paraphrasing.

(d) Behavior description
(e) perception checking
(f) Giving feedback
(g) Assertive skills
(h) Non-verbals
(1) Dealing with disagreement, and with dif ficult people

Mathedn1 pay: Our training in this area is highly inter-
active. Written materials, charts and instructor presentations
will be used in delivering the program. Participants wil; be
given experiential exercises in which they will practico
communication skills among themselves, and with the trainers.

TIAincIL_a..DLEIgiectigr FgI_EQ.hedul ing : Karen Gaskits Jones
will act as primary trainer for this course. Her backup vill be
William King. They are beth highly experienced with training in
this subject matter, and _n the NRC. Their back-ups will be
Donald Spears. It is exp+cted that no more than nine days of
minor revision time would be sufficient for any adjustments to
this program, plus one day preparation time por session.
Scheduling can begin aJ early as the third month of this
contract.

3.2.17 ITEM SETENTEEN: The Work Team Coordinator
Workshop (3 days duration)

BM kgtquad: The challenge of the work team coordinator is
one of Icading without supervisory authority to evaluate
individual performance, without a history of shared experience
with project team members, without professional leadership
background, and yet with high quality standards of team
performance and pressure deadlines to meet.

Adding to these comp;crities, many of these special project
teams are responding to problems which may b; of considerable

scrutiny, disclosure ofseverity. Industry or licensee fears or
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information, and findings of liability create an adversarial
f contert within which the team must operato.

t

Ininin9dppr&OSh RDI personnel are already experienced
with the design and presentation of this program in the NRC.
Therefore wo will be able to move forward with no more than
twenty percent revisions to current materials.

The Work Team Coordinator Workshop prosents approachos to
leadership which rely on human skills and technical exportise,
and not reward and punishment or legitimato power. It should
present 'rtunities to practico those skills and to receivo,

,

foedbac. ca the opportunity to practice again after the -

f oodba ck. It should emphasize characteristics of loadorship such
as calzmoss, competence and confidence, which can bo exhibited
even in informal or temporary leadership situations. And it
should emphasize the dual _ challenge of sensitivity and respon-
sivor.oss to human dynamics as well as responsibility for mission
objectivos and standards.

InlACIs and ProjectLoD_ Ear _Egjie3uling: Donald 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 courso requirements. Sinco any
revisiens to this program would be minor (under twenty porcent)
six days will be sufficient for such revisions. The instructor

L,
will also nood one day por sessior fcr preparation. This courso
can he scheduled as early as the-first conth after award of

|
contract. '

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

Linkeround: one of the most valuable of all- interpersonal
skills for the NRC inspectors 11s that of gathering information

,

through of fectivo questioning. The inspector must be able to
offectively negotiate through a number of stages during the
information gathering process in order. to develop a cicar and
accurate picture of the circumstances of a particular ovent or
allegation at a nuclear facility. For instance, the inspector
must

(a) Analyze noods and preparo stratoglos for. gathering -

specific information from various types of industry personnt ..

(b) The inspector, should be adopt et a variety of
questicning techniques to ensure that tie full extent of the
information nooded is most likely to be revealed.

(c) The inspector should know techniques for defusing
( hostility and handling difficult situations.

66
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ID 10ln9_JJIDAgh: RDI staff are already experienced with.

I the design and prosentation of this program in the NRC. Thoro-
fore we will be able to move forward with no more than twenty
percent revisions to current matorials.

Gathering Inspection Information through Interviews is a
simulation based program, which uses a training technique which'

was perfected through assonsmont conters. Our stzulations are
based on actual KRC situations and include interactions with
various licenseo personnel. Each of the stages of our simulation
.providos the NPO participant with a different information
gathering challengo, (such as resistance, or fear of confiden-
tiality). Each stage of the simulation also providos an ,

opportunity for the participant to work on a distinct skill and
receive foodback from both the instructor and fellow
participants.

In the future it may be desirable to develop additional
simulations that are moro appropriato for cortain groups and
thereby broaden the appeal of this course. While RDI design
staff can draw from previously collected data for other
anticipated revisions to this course, now simulations would
constituto more than a twenty percent revision. We would >

"
thorofore not proccod with now simulations unless notified by tho
agency Po.

TIO.1 Den _ and Pr.piecI1QD_ESI_S.gtlR@llDg This courso is,
already dnvoloped, and is currently being run for the NRC by RDI.
William King, currently co-trains this course. He will now be
the primary trainer. Donald spears will act as backup. Due to
tho rolatively recent design of the course and its very positive
responso, we anticipate only minor revisions .tc the design and
materialsEat this timo. Six days will be sufficient for such
minor changes. Cno day per session for preparation will also be
nooded. This.cource could be scheduled for as early as the first '

month af ter award of this contract.

3.2.19 ITEM NINETEEN: Designing and Developing a 1-
day courso (such as " Diagnosing Management of
power Plants")

Gonorally RDI's design approach will always be guided by the
models which are described in section 2.2 of this proposal. That
is, we will generally follow a sequence starting with analysis,-
using intervievs, direct observation, focus sessions, and/or
su rveys . The design coquenco would then procood through sotting
of objectivos, design, development, execution, and ovaluation for
any now cource design.

h
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I EQpreiblC_hpAGEh_12_ 'iDIAgnalLillg.,11aj1MICRDt_P.f E9 Ear
Elantud: During analysis vo would want to conduct interviews
with managers and inspectors who have had broad experiencos with
both offectivo and inoffectivo plant managers. We would also
sock to arrange interviews with licensco plant menagers and with
licensco senior managonent. Wo would also want to review
documents, tour facilities for direct observation, and perhapsdevelop a survey for breader foodback. The design team would
vant to research the history and circumstancos of one or two
specific problem areas or of an incident, in order to understand
plant management behavior during crisis. Wo would also research
such dynamics as intergroup relationships in various plants (good
and bad), and politics in plant management. Through these
activitics, in collaboration with an agency training
representativo, wo would be able to ofroctively defino the
instructional problem.

-Subsequently the design team would focus on datormining the
characteristics of the target population. What are the noods of
the participants? What experiences, lovel of exportise, biases,
etc. will they bring to the course? What kind of cource will
appeal to them and yloid the best results?

Specific learning cbjectivos would then bo developed in
closo collaboration with URC's PO. The design team would givo
caroful attention to ensuring that objectivos are appropriato for
the noods. and that they de not unnecessarily overlap or duplicato
those of other NRC courses.

Completion of the design process includos specifying
content, developing learning activities, selecting media, *

identifying support services, and providing an ovaluation system.
Following delivery of the pilot session, RDI staff and the NRC
project-officer would analyze foodback and make revisions to the
Courso.

Throughout this pro:ess a major challenge in developing a-
one-day.courso such as " Diagnosing Management of Power Plants,"
is limiting content to those ossentials which will. moet- the NRC's
noods.- Time allotted for climato sotting and closure activities
must be kept to a minimum and carefully balanced with tino
necessary for learning activities. Each instructional unit must
be refined so that it can be delivered with no " loose ends,"
sinco participants will not-be able to ask clarifying questions '

on tho.following day. OJr program support staff will need to
closoly double-chock arrangoments for training materials and
. logistics. -Any timo lost due to such problems as missing pages
from notebooks, etc. Will represent a greator percontage of
learning timo in comparison to a longer course.

L
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A team of ono lead designer plus one co-designor -- working
(. under the supervision of the RDI project manager with the agency

Po would spend approximately eight person days per month for two
months prior to piloting this typo of program, and four person
days subsequently in revising and finishing the courso design.

RDI scos the approach listed above as being specifically
illustrativo of one that should be used in developing " Diagnosing
Manage =ent of Power Plants," and generally illustrativo of the
design process for any other 1-day coursos roquested by the
agency.

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

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

Just as was indicated in the previous discussion (design of
a 1-day courso) RDI's design approach vill always be guided by
the nodels which ato described in ocction 2.2 of this proposal.
R"ther than rolterating those stops in this section, wo describe
a-particular 2 day courso which was listed in the solicitation as
a possible now design area. Our approach described below shows a
content approach to the topic, rather than a process apprcach (as

g we have dono .in both the 1 day and 3 day sections) .

Es.1911hlCJPatoEh__tp "Middig_Munor ManaggMnt" Caraqt A
trend which has boon described recently by Tom Potors in many of
his discussions of contemporary management issues is the change
in tto vertical nature of the organizational structure.
Sometimes this happens through uso of aquality circles," " quality
imprcvoment teams," or "self-managing teams." Other times, thoro
may actually be a reduction in the number of levels of
bu re auc ra cy.

It' is likely that cortain trends vill Influence requirements
on 1GC niddle managers in the future. Foi nstance, tho span of
control of the middle manager way tend to increase, as it has
begun to do in the privato sector recently. Also, greater
delegation of authority by thoso middle managers to first and
second _ level supervipors, 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 over beforo. The evidence is
overvhelming that one of the greatest barriors to productivity in
the current and future organization is that of "the right hand
not kncving what the lef t hand is doing." Much duplication of
o f f ort , wasto, and'other formn of inofficiency are directly
attributable to thoso problems. Horizontal networks-(teams) of

k
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middle managers have proved to be an inportant approach for
f overcoming prchlems of icolation.

In addition, middle managers must continue and improve in
their abilities to got the best from those who work in their
departments, divisions, bureaus, officos, etc. The middle
managor's job is motivating and rewarding quality output
pe r f o rmance . Those now roles and skills must be learned, and
this may emerge as a general direction for desig'n and development
of a 2-day pro; ram on "Middio Manager Management."

Tho " Linking Session" approach that is used in Supervising
Human Rosources vill be also used in this middle manager
management program. This will onable the middle manager's
manager to be trought directly in to the process of developing
the participants' skills in their evolving roles. Given tho i

propocod additional aroa of emphasis on horizontal communicating, !
we could also :ensider bringing in a poor middle manager for a
brief discussi:n of building cross-unit communication systems.
Finally " links' vith the middle manager's subordinato managers
and supervisors r.ust be established.

It is understood that the agoney may require development of
this program in either the first or second contract year, or it
may requiro other coursos from the group listed as 2 day coursos
to includes

(a) Coniacting Briefings for Inspectors
(b) Human Forformanco in Power Plants
(c) The NRC Manager as a Public Administrator
(d) Managing Problem Employoon
(o) Curren* Concerns in Management Workshop
(f) Managerent Development and Improvement Techniques
(g) Understanding the Future to Manago Strategically
(h) Participating as a Team Member
(i) Managing Projects 1

i(j) Managing cultural Differences i

A~toam of one load designer plus one co-designer -- working
under the supervision of the RDI project manager with the agency
po would spend approximately ten person days per month for throo

. months prior to piloting this type of program, and eight person
days subsequently in revising and finishing the courso design.

3.2.21 ITEM TWENTY-ONE: Designing and Developing a 3-
day courso (such as " Managing in a High
Technology Environment")

Just as with our i day and 2 day design processes RDI's
design will be guided by the models which are described in '

section 2.2 of this propocal.

k.
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tonihloJProach_tc "MAnagins_itta_1119h_Itchne.lssy
EnYlrRDE9ntia During our analysis phase, we would conduct
interviews with personnel from various levels, divisions and
regions in the agoney, in order to better understand the ways inwhich technical 2ssues and technically oriented people need to be
managed. Other data would be sought through review of documents,
direct observation of work processes among technical managers and
tnoir staffs, and through the collection of survey feedback.

Expanding on the explanations in sections 3.2.19 and 3.2.20,
tho following sequence of specific activities might characterizo
our design processt

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

(b) Interviews or survey campling of anticipated
participants as well as other client contacts to
identify specific need areas

(c) Acrimilato and defino instructional problem and set
tralning objectivo(s) .

(d) Dogin to devolep case studies, ro). plays and small <

group exorcises t o identify specific need areas.
<

(c) . concurrently develop instructor guido, containing
presentation nctes, timing cues, references,
transitions, set up instructions for all experiential
activities, copies of charts, etc.

."

(f). Provide periodic feedback to NRC training
representative about progress and request input.

(g) After development of materials, conduct a pilot of the
new course witt. a typical- (rather than select) group
from the agency.

(h) Make modifications, as nooded, to courso design /
approach and presentation.

(1) Solicit participant reactions immediately fc11owing the
courso and (with random participants) after 3 tc 6

.1months.

.(j) continuously solicit input /foedback to training ef forts
from the organization and modify when and where needed.

(k). Develop an ongoing evaluation /foodback process, which
is accessible and can be easily utilized throughout the 1

organization.
.
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Our developmental goal for all new coursos will b6 to designI top quality experiential training sessions which adhere to the
prenise that adults learn better when actively involved in the
Icarning process.

A major challongo in developing a 3-day courso as opposed to
one that will be shorter is ensuring continuity from one day to
the next, making the transitions without compromising the
conceptual framework of the instructional design, participants
must return each day with a clear idea of where they stopped the
day beforo and how now material is elated to yesterday's
learning.

ono. problem which tends to occur in longer workshops is that
of participants missing parts of the session. Our instructional u

designs will provido for integration of such a participant into
the content flor ao easily as possible. As a minimum, the
participant should be able to return without disrupting the-
learning expcrience for others by causing the instructor to
repeat long passages of covered material.

A team of one 1 cad designor plus one co-dosigner, working
under the supervision of the RDI prcject manager with the agency
Po, would spend approximately ten person days por month for four
months.in designing and developing this type of courso prior to
the pilot. Another twelve person days would be nooded after the
con;1etion of the pilot for refinocent of the final design.

It is understood that the NRC nay require development of a
3-day courso, such as'" Managing in a High Technology
' Envircnment," in olther the first or second contract year, or
that it may not ask for this progran during either contract year..
It may ask instead for another 3-day courso such as Managing
Situationally, which would be designed and developed in a similar
fashion..

3.3 Assumptions

-The following assumptions woro mado-in formulating this
response to the NRC solicitation

(a) A number of coursos 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 reviso overy courso proposed beforo some
programs can be offered te' agency personnel.

(b) The NRC will be supply audio-visual playback equipment,
casels, tent cards and other incidental training
support items plus the training sites.

(.:.
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(c) Design personnel will be supported in gaining access to
f NRC personnel from whom information is needed in order !

to effectively analyze training needs in the devel-
optent or redesign of programs. )

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

1

(c) In line with "d" above, the NRC understands that OD
activities usually involve on-going work on issues that ;

may havo long histories. Therefore managers will not
expect short solutions to long-standing probicms.

3.4 Major di.fficultics/ potential problen areas

(a) Logistical complexities may af fect the servicing of
this contract fer the NRC. These includo scheduling of courses,

. getting courses announced and marketed throughout the agency,
changing priorities, and allocation of training space.

RDI Rosp:nse To This Complexity: The RDI project manager,
along with the staff support person wl35 be responsible for
working with both NRC and RDI staff to overcoco any logistical
dif ficultics that may interfero with those services.

,

(b) Rapid changos in the NRC may affect design of current
programs. Also, now courses.will need.to be development for i
omorging needs.

.

RDI Resp:nse To This challenge: The RDI project manager
will be responsible for monitoring those needs. He will work
with RDI staff and with agency personnel to ensure rolovance and i

currency of a'1 RDI services..

1

.

0
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4.0 Program Management

The RDI services under the Supervisory and Managomont j

Training and organizational Development Project will be '

professionally managed using techniques for project design,
execution and control that are utilized in government, privato
industry and in developnent projects all over the world. The
Project Managor, Nicholas Mann, will be the primarily liaison
with the NRC Project Officer, and will be ultimately accountable
to the EcI Board of Directors, for the performance of all
personnel retained by the company to deliver those services. The
RDI Board of Directors is ultimately accountable to the NRC for -

offectivo performance. ]
,

The logical framework- project design on the following page
which follows in section 4.1 shows the broad strctogy that vill !guido project management. In section 4.2 thoro is a proposed
schedulo for ono year indicating sequence and str.f f assignments, l

4.1 RDI's project design for NRC supervisory and canagement
training and organizational development project

CLVEIMLL_G2%

To provido organizational developmont and training in ;

support of the Nuclear Regulatory Commission in order for it to "

moet its mission of regulating nuc1 car power generation and
cortain other, nuclear materials uses.

7

- 11!ELTSI

The purpose of the Supervisory and Management Training and
Organizational- Development Program is to develop and maintain
skilled managerialiand supervisory personnel, and to support the
resolution of unit perto:manco, and-interpersonal, unit or group
problems.

RDl_SIEYICE J1BATEAY

.TO SHOW CARE AND CONCERN AT ALL TIMES FOR CLIENT NEEDS;
TO BE GENUINE AND ACCURATE IN ALL FORMS OF CLIENT
COMMUNICATION TO WORK DEPENDABLY AND' WITH FLEXIBILITY;
AND TO REGULARLY SEIK OPPORTUN' TIES TO ADD- VALUE FOR-

THE CLIENT.

,

f
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.TIAin#In .QrslinirativnelPI91CS.k_119b_.i Df3LiSn_D.nd
( Mrdnta.tIAt10.0 Reinsign acxclonment

canntLta.nta

Full Timot Nicholas Mann, Primary on at Lead Consul-
Nicholas Mann William King, least one tants: Sophena
& Betty Burke- Karen caskins course: Jordan,

Jones, Donald Nicholas Mann, Nicholas Mann
Part Time Spears & William King, & Donald
Frances Sephona Jordan Karen Gaskins Spears
Richmann & Jones, Donald
Mary Stojiic Spears, & Backups: Chuck

Sephena Jordan Phillips,
Susan Clark & >

!!ackups : Marjorie
Marjorie Schillor
Schiller,
Javara Lumumba
& Doborah
Bloom

s

,

76

1

.-4- , , .i._..-,, - . , . , - . , , , , - , r.. - ,% 3, , . . - ...-.1- - - - m- --- -



am .,J,. g.-44W-.m4ag*+h-a.e --M.r 4 rem 4-h42.-e-5eM--.'- z. .M.h4.a --Ema-. A ma sehe44au d MA8aee-*hE.---oM$a c eas-. a&&e M > JuAAAka M. 3 m a-Ai.62.d4 A.--da.4d m=A.m..d.m4m.,aA=_ M _4 me M& * bM.4 a,MAww - 4 .A-

.-

-

BE710 Onc~ year GChodulo for delivery of services tol*2
.

!

I_ i

)f

a

e"

! I

o

| .*

?

4

i

I

i
, -

,

.

77

i

J-
i

t

. e -. ---, . - . _-.- _ - - -. , . -__ _ , . . . - - . - . . . . - .-- . . . . - , -.- . .. .....- . _ . - - .



_ - ____ __ _ ___- _ __ _ - _ _ - _ _ _ _ _ _ _ _ .. _

, .

i

4.3 Structure of the organization, areas of responsibility
I for general and project management

RDI's Board of Dire: tors is comprised of its Chairperson,
Karen Caskins Jonos; its Vice-Chairman, Nicholas Mann; and one

'

rotating position, which periodically rotates betwoon its other
owners._ currently this rotating seat is 1.ald by Willian King.
This board neets onco per year for tho-purpose of reviewing the
performance of the corporation's operating managers, and setting
corporato goals. The authority for hiring and firing of senior-

.

management rests with the Board of Directors.

The chart on the next pago represents the for:nal structure
of the corporation. -

i

i

I

i

*
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kqLiRD oLLhc C91D9rstn-QtLiseJG

The duties of the President of the Corporation are to
oversco the-general operation of the business and, specifically,
the program ' operations. The President appoints the project
managers for the various F .iness programs and evaluetes their
eticetiveness.

The Executive Vice President of the corporation is
; responsible for *,cting as the-back-up for the President in his
absence. She e o has responsibility for overseeing the office
-operations, v&, .. include facilities, maintone.nce of equipment,
personnel, and of fice procedures.

,

I ''The Treasurer of the Corporation is the chief finar.cial
of ficer for the business. He is responsible for overseeing the
accounting, payroll, taxes, and budgeting fua.ctions of the
business.

.

~

I

e

s

- .

D

'
,

j

,

79

|

- _ _ = _ _ _ _ _ _ |



F

~Q, <

. . , .

CONTACT FOR CONTRACT'.ADW7NISTRATION

M. Nicholas Mann
Resolution Dynamics, Inc.

1777 T Stroot NW
Washington, D.C. 20009

(202) 483-7550

.C9RLIAc.tpfls Payln.p.nt Addrosg:

Resolution Dynamics, Inc.
1777 T Street NW ,

Washington, D.C. 20009
.
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