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[bookmark: _Toc337642095]Welcome to Washington, DC!

[bookmark: _Toc289673340][bookmark: _Toc211389581]About Washington
Washington, DC, capital of the United States, is a national treasure chest, a window to America’s past and a chance to see history in the making. The District of Columbia (known as DC and Washington) is a walking city with more free major attractions than any other city in the world. Get started with a free 45-minute tour of the United States Capitol building. Next, head to the National Mall (not a shopping center) to view the Washington Monument, Lincoln Memorial, Korean Memorial, Vietnam Veterans Memorial, and WWII Memorial. The best view of the White House is along the fence on Pennsylvania Avenue and 16th Street. Check out the 130 million items on approximately 530 miles of bookshelves at the Library of Congress. See justice in action at the U.S. Supreme Court. Marvel at the grandeur of Union Station. Pay respect to those who fought for freedom at Arlington National Cemetery.

[image: ]The Smithsonian Institution is the world’s largest museum and research complex—it would be difficult to see all 18 Smithsonian Museums in one trip to Washington, DC! Learn the lay of the land at the Information Center in the Smithsonian Castle. Feel the thrill of flight at the Air & Space Museum. Walk among dinosaurs; view the fabulous Hope Diamond and 32 million specimens on exhibit at the Museum of Natural History. Nearby, the Smithsonian National Zoo is home to more than 2,400 animals, including the celebrity giant panda cub, Tai Shan.

So much to see and so little time. Take advantage of unique Washington, DC, tours to get interesting insights into the city and make the most of your time and travel dollars. Old Town Trolley Tours are narrated “hop-on, hop-off” tours of over 100 points of interest. Get off at any of 16 stops, see the sites, and catch a later trolley to continue your tour. Like your own wheels? Bike the Sites and Segs in the City lead guided tours around town by bike or segway. See DC by land and by water on a Duck Tour. SpyDrive tours go where famous spies lived and worked. At the end of the day, perch on the stone plaza in front of the Netherlands Carillon and watch the sunset bathe the Lincoln Memorial, Washington Monument, and U.S. Capitol in a golden glow. Stay a while and watch the moon rise behind the U.S. Capitol. This is America.
Written by Lynne Christen-Hello Washington, City Guide

[bookmark: _Toc225745878][bookmark: _Toc289673341][bookmark: _Toc211389582]Facts and Places
Washington airport is Ronald Reagan Washington National Airport
Newspapers are Washington Post and Washington Times 
Washington sports teams are Redskins, Nationals, Wizards, and Capitols
Local schools are Georgetown University, George Washington University, Howard University, Catholic University, and American University

[bookmark: _Toc225745879][bookmark: _Toc289673342][bookmark: _Toc211389583]About Georgetown
Georgetown is located on the banks of the Potomac River. The primary streets are M Street and Wisconsin Avenue, whose stores and boutiques draw a large number of tourists year-round. On K Street, you will find outdoor bars and restaurants popular for viewing boat races. Between M and K Streets runs the historic Chesapeake and Ohio Canal, popular with joggers and walkers.

Georgetown is home to the main campus of Georgetown University, as well as the embassies of France, Mongolia, Thailand, and Ukraine. Other landmarks include Dumbarton Oaks, where the United Nations was outlined in 1944. The Old Stone House, built in 1765 and located on M Street, is the oldest original structure in Washington.

[bookmark: _Toc225745880][bookmark: _Toc289673343][bookmark: _Toc211389584]Climate:
The minimum average temperature for the month is 46º; the maximum average temperature is 66º.
[image: Vietnam)Mem_060421]

















[bookmark: The_Gateway_Arch][bookmark: Visitor_center][bookmark: _Toc289673344][bookmark: _Toc211389585]Washington, DC, Events:

C&O Canal (NPS)
Georgetown Visitor Center: 1057 Thomas Jefferson St. NW, Washington, DC
Call (202) 653-5190 for operating hours
Canal boat rides

Department of the Treasury - Bureau of Engraving and Printing
Tour Office: 14th and C Streets SW, Washington, DC
Hours: Call (202) 874-2330 or (866) 874-2330 (toll free) 

Newseum
555 Pennsylvania Ave NW, Washington, DC
Current exhibits: http://www.newseum.org/exhibits_th/general/index.aspx?item=exhibits_general&style=c

International Spy Museum
Location: 800 F St NW, Washington, DC
Hours: 9am – 8pm

The John F. Kennedy Center for the Performing Arts
2700 F St NW, Washington, DC
www.kennedy-center.org

Ford's Theatre
511 10th St NW
www.fords.org
(202) 347-4833

Mary McLeod Bethune Council House
1318 Vermont Ave NW, Washington, DC 20005

National Building Museum
Location: 401 F St NW
Phone: (202) 272-2448

National Mall at night
You have seen the monuments, but have you experienced the National Mall at night? Try it!

National Zoological Park
3001 Connecticut Ave NW, Washington, DC
Hours: Every day. Grounds open from 6am to 8 pm, buildings open from 10am to 6pm

National Archives and Records Administration
Constitution Ave NW (Between 7th and 9th St)
Hours: 10:00am – 7:00pm, March 15 – Labor Day

Rock Creek Park (NPS)

Rock Creek Nature Center and Planetarium
5200 Glover Rd NW, Washington, DC
(202) 895-6070
Hours: Wed – Sun, 9am – 5pm
Pierce Mill & Pierce Barn
Corner of Tilden St (same as Park Rd) NW, and Beach Dr, Washington, DC
Old Stone House & Garden
3051 M St NW (Georgetown)
(202) 426-6851
Hours: House: Wed – Sun, 12:00 pm – 5:00 pm
This Colonial house museum, built in 1765, is believed to be the oldest structure in the District of Columbia. More information: www.nps.gov/tocr/oldstonehouse 
Meridian Hill Park
Located NW DC, bordered by 16th, Euclid, 15th, and W Streets
Hours: Open during daylight hours

U.S. Holocaust Memorial Museum
100 Raoul Wallenberg Place SW, Washington, DC
(202) 488-0400
Hours: 10:00am – 5:00pm every day (federal employees and their families get in free with federal ID!)

Woodrow Wilson House
2340 S St NW
www.woodrowwilsonhouse.org


For more DC event information, visit www.washington.org


[bookmark: _Toc211389586][bookmark: _Toc337642096]Overview
[bookmark: _Toc226887846][bookmark: _Toc289416565]
[bookmark: _Toc211389587]Introduction to the Course
Capstone is the final course in a five-part, year-long course of study. This one-week course will focus on specific competencies that future leaders in facility management need to develop. The Capstone course will give students an opportunity to learn and practice elements such as:
· Cultural and natural resource issues as presented from the WASO perspective and their impact on the field of facility management,
· Commercial Services Program issues as presented from the WASO perspective and their impact on the field of facility management,
· Behavioral benchmarks for leading an organization or division,
· Implications of political realities and their impact on facility management and the NPS as a whole,
· How to identify elements that make up a profession and apply them to facility management, and
· How to demonstrate new knowledge gained as a result of the Facility Manager Leaders Program.
[bookmark: _Toc226887847][bookmark: _Toc289416566][bookmark: _Toc211389588]The Problem and Need
Over the past 35 years, the National Park Service (NPS) facility management profession has evolved into a complex, mission-critical discipline. Being a facility manager in the 21st century requires insights, choices, and actions within a very competitive environment. Facility management in the Federal sector enjoys a much higher profile than ever before. In-depth studies conducted by the National Academy of Science’s Federal Facilities Council Report state:

…facilities managers can no longer be regarded only as caretakers who bring unwelcome news about deteriorating facilities and the need for investments. As facilities management has evolved from tactical, building-oriented activities to a strategic, portfolio-based approach, the skills required by facilities management organizations have similarly evolved. … [This evolution] requires not only the technical skills (e.g., engineering, architecture, mechanical, electrical, contracting) found in traditional facilities engineering organizations but also business acumen and communication skills.

Both the Department of the Interior (DOI) and the NPS have targeted the facility management profession as ”mission-critical” because of the importance of maintaining the built environment and the high numbers of facility managers eligible to retire in the near future. In anticipation of the growing need for competent, able facility managers, the NPS has developed a comprehensive set of facility manager competencies to form a roadmap for development of our facility management workforce. Additionally, the Facility Manager Leaders Program (FMLP), of which the Capstone course is the final of five separate courses, aims to build a core group of competent, up-and-coming facility managers to serve as leaders of facility management in the NPS in the years to come.
[bookmark: _Toc226887848][bookmark: _Toc289416567][bookmark: _Toc211389589]The Audience
The course audience includes those charged with the facility function in the NPS. Students will be geographically dispersed in parks across the country, representing various parks and experience levels. Anticipated audience members include the following:
· New facility managers and facility managers who are new to the Service
· Those in the Service who want to build experience in order to apply for a facility management position and/or those seeking promotions to a facility management position
· Individuals who may be in other disciplines in the NPS but wish to pursue a career in facility management
· Long-term chiefs of maintenance or facility management specialists who could benefit from facility management updates
[bookmark: _Toc226887849][bookmark: _Toc289416568][bookmark: _Toc211389590][bookmark: _Toc337642097]
Capstone Study in Facility Management: Course Objectives

This course has nine main objectives that will be covered in various sessions and several activities. The parameters of each objective are outlined below.

Describe the role facility managers have in understanding other program areas within PFMD and other divisions.
Unit Objectives – Following completion of this unit, participants will be able to:
· Articulate the relationship between Cultural Resources and the Facility Management Division
· Articulate the relationship between Concessions and the Facility Management Division
· Articulate the relationship between Structural Fire and the Facility Management Division

Identify elements that make up a profession, and apply them to the field of facility management.
Unit Objectives – Following completion of this unit, participants will be able to:
· Describe the concept of professionalization
· Identify unique elements in the Facility Management profession in the NPS
· Incorporate elements of the Workforce Development program to advance the profession of facility management in the NPS
· Describe and practice appropriate interviewing techniques
· Identify goals and plans for lifelong learning
Identify your responsibilities in Environmental Leadership.
Unit Objectives – Following completion of this unit, participants will be able to:
· Recognize the magnitude of the rules and regulations affecting the facility function in the environmental arena 
· Explain how to locate environmental policies, rules, and regulations
· Appreciate the liability associated with non-compliance
· Demonstrate seeing beyond the consequences to the opportunities (sustainability)
· Recognize the driving forces behind the sustainable movement (Executive Order, DOI and NPS initiatives, etc.)
· Articulate the key principles of Environmental Leadership
· Appreciate the value and importance of incorporating best practices into their park management actions
Discuss the importance of community outreach and partnerships.
Unit Objectives – Following completion of this unit, participants will be able to:
· Define community outreach and partnerships in the National Park Service
· Describe the facility manager’s role in community outreach and partnerships 
Discuss the implications of “political realities” as they apply to the National Park Service.
Unit Objectives – Following completion of this unit, participants will be able to:
· Explain how political realities articulated at the national level impact the NPS as a whole
· Explain how political realities articulated at the national level impact facility management in the NPS
· Articulate how requests to the House Appropriations committee are handled
· Explain how political realities articulated at the national level impact employees and programs at the park level
Explore, understand, and apply advanced principles of leadership.
Unit Objectives – Following completion of this unit, participants will be able to:
· Apply and use knowledge of fundamental concepts and theories of leadership in case studies, framework analyses, group assignments, and presentations
· Contrast different leadership approaches and frameworks related to self-mastery, mastering leadership of others, mastering leadership of large organizations, and collaborative leadership techniques in a civil society
· Apply essential leadership skills and techniques to group assignments and case study analysis in improving leadership effectiveness including critical foundational knowledge of situation, motivation, and power theory 
· Appraise conditions through research and study in order to understand environmental influences on leaders, alternative approaches depending upon conditions, and how personal leadership strengths can influence the leading of organizations
· Demonstrate excellent written, oral, analytical, decision-making, and problem-solving skills through discussions, tests, and class projects
· Using a framework of personal mastery, mental models, and systems to identify the various legal, political, strategic, and policy systems that affect the National Park Service, as well as how leaders utilize these systems
· Explain how to use the Leadership Personal Best Worksheet to create leadership development opportunities from events, activities, or problems that arise during their career 
Articulate the importance of preparing for a poster presentation.
Unit Objectives – Following completion of this unit, participants will be able to:
· List tips and tricks for engaging the audience in the content of the poster
Demonstrate new knowledge gained as a result of the Facility Manager Leaders Program.
Unit Objectives – Following completion of this unit, participants will be able to:
· Present a body of work through a written portfolio
· Articulate new knowledge gained as a result of the FMLP through an oral and poster presentation
· Define a “personal best” leadership experience, developing a thorough appreciation for the developmental aspects of the experience and demonstrate this through excellent presentation skills
[bookmark: _Toc226887850][bookmark: _Toc289416569][bookmark: _Toc211389591][bookmark: _Toc337642098]
Course Requirements

Grading will be on a 500-point scale. Each requirement is assigned a point value.

1. Completion of a portfolio exhibiting a body of work [200 points]
2. Poster Presentation [200 points]
3. Class participation [100 points]
Portfolios will be evaluated using the following rubric:
[bookmark: _Toc226887851][bookmark: _Toc289416570][bookmark: _Toc211389592]
Portfolio Presentation Rubric

	Objective
	Criteria
	
	

	
	
	
	
	Points
	 Comments

	Demographic Sheet
	Statement is not relevant to student or his/her experience. Nothing is learned about the student in the statement.
	Statement is merely a listing of activities and involvements. Material is general and reader has no sense of the individuality of the student.
	
Statement reflects the activities and interests of the student in a compelling and interesting way. 

	10
	

	Introduction
	Introduction is vague, and primary thesis is absent. No theme is present.
	Introduction is weakly developed and ideas are vague and general in nature. Portfolio theme is loosely established. 
	
Introduction thoroughly explains presented ideas and strongly links to the contents of the portfolio. A theme is clearly established. 

	25
	

	Artifact (Framing) Statements
	Statement is unclear in revealing why it was selected for inclusion. Statement is not tied to portfolio theme and does not refer to any learning.
	Statement is confusing and/or loosely linked to the theme of the portfolio. Learning is alluded to but not overtly stated and/or does not show reflection on the learning.
	Statement clearly identifies why the artifact was chosen, how it demonstrates learning, and reflects on that learning. The statement clearly connects the artifact to the portfolio theme. 
	10 points each
	1.

2.

3.

4.

5.


	Resume
	Resume is obviously outdated and not currently relevant to the experience and status of the student.
	Resume is partially updated but may not reflect the FMLP experiences. The document is not readily useable for a job posting.
	
Resume is fully updated and reflects current employee status. Document is usable in a job application context.

	15
	

	Total
	
	






Poster presentations will be evaluated using the following rubric:
[bookmark: _Toc195669360][bookmark: _Toc226887852][bookmark: _Toc289416571][bookmark: _Toc211389593]Poster Presentation Rubric

Name of Evaluator: ____________________________________

Each question is worth a total of 50 points. The equivalent grade breakdown is shown below.

	A
	A-/B+
	B
	B-/C+
	C
	C-
	D
	F

	50
	45
	43
	40
	38
	35
	33
	30



	Student
	How well defined is the poster’s theme?
	How well does the text support the main ideas the poster?
	How effectively did the student describe the poster content?
	How effective was the student in answering specific questions?
	General Comments

	(last name, first)
	
	
	
	
	

	(last name, first)
	
	
	
	
	

	(last name, first)
	
	
	
	
	

	(last name, first)
	
	
	
	
	

	(last name, first)
	
	
	
	
	


[bookmark: _Toc226887857][bookmark: _Toc289416576][bookmark: _Toc211389594][bookmark: _Toc337642099]Course Agenda

	Time
	Session
	Guest Speaker(s)

	Monday, April 7th, 2014- John Muir Room, Dept. of Interior

	8:00 – 9:00 am
	What’s new at WASO
	John Chekan, 
Mike Seibert, 

	
	
	

	9:00 am – 9:45 am
	Course Introduction and Welcome
	Course Coordinators

	
	
	

	9:45 am-10:00 am
	Break
	

	
	
	

	10:00 am-11:30 am
	Leadership Mastery; Personal, Group and Systems
	Steve Wolter

	
	
	

	11:30 am - 1:00 pm
	Lunch
	

	
	
	

	1:00 pm – 2:00 pm
	Community Outreach & Partnerships	
	Joel Lynch 

	
	
	

	2:00 pm – 2:15pm
	Break

	

	2:15 pm – 2:30 pm
	System Leadership Conversation
	Steve Wolter


	2:30 pm – 4:00 pm 
	Leadership and Political Realities  
	Peggy O’Dell


	4:00 pm – 5:00 pm
	Character Discussion - Do I Really Care?
	Steve Wolter 

	
	
	

	5:00 pm – 5:30 pm
	Wrap Up of the Day-Systems Conversation
	Steve Wolter

	
	
	

	Tuesday, April 8, 2014- John Muir Room, Dept. of Interior

	8:00 am - 8:30 am
	Start of the Day
	Course Coordinators

	
	
	

	8:30 am - 9:30 am 
	Natural Resource Management
	Steve Whitesell

	
	
	

	9:30 am – 10:30 am
	Case Study in Leadership
	Steve Whitesell

	
	
	

	10:30 am - 11:45 am
	Leadership Case Study Debrief
	Wolter and Whitesell

	
	
	

	11:45 am - 1:00 pm
	Lunch
	

	
	
	

	1:00 pm - 2:00 pm
	Concessions and Facilities: Partners in Asset Management
	Deb Harvey


	
	
	

	2:30 pm - 2:45 pm
	Break
	

	
	
	

	2:45 pm - 3:45 pm

2:45 pm-3:45 pm
	Structural Fire and Facilities Relationship

Mentor Workshop
	Hal Spencer

McCormick


	
	
	

	3:45 pm-4:45 pm
	Congressional and Legislative Affairs
	Don Hellmann

	
	
	

	4:45 pm - 5:15 pm
	Systems Leadership Conversation and Wrap Up
	Steve Wolter

	
	
	

	Wednesday, April 9th – John Muir Room, Dept. of Interior

	8:00 am - 8:30 am
	Start the Day
	Course Coordinators

	
	
	

	8:30 am- 10:30 am
	Environmental Leadership
	Shawn Norton

	
	
	

	10:30 am - 10:45 am
	Break
	

	
	
	

	10:45 -11:30 a.m.
	Systems Leadership Conversation
	Course Coordinators

	
	
	

	11:30 am - 1:00 pm
	Lunch
	

	
	
	

	1:00-2:30 p.m.
	Defining a Profession
	Mannel and McCormick

	
	
	

	2:30 pm – 2:45 pm
	Break
	

	
	
	

	2:45 p.m.-4:00 p.m. 
	Interviewing Skills
	Steve Sims

	
	
	

	4:00 p.m.-5:00 p.m.
	Poster Practice-Wrap up of the Day
	McCormick

	
	
	

	Thursday, April 10, 2014-Department of Interior South Annex

	8:30 am - 9:30 am
	 Start of the Day/Set up Posters
	Course Coordinators

	
	
	

	9:30 am - 10:30 am
	 Poster Presentation - Preview & Evaluation
	FMLP students and Mentors

	10:30 am -11:00 am
	Graduation run through
	

	
	
	

	11:00 am-12:00 pm
	Lunch
	

	
	
	

	12:00 pm - 1:30 pm
	Poster Presentation - General Audience 
	FMLP students

	
	
	

	1:30 pm - 2:00 pm
	Take down posters
	Students

	
	
	

	2:00 pm - 3:30 pm
	Graduation Ceremony
	All 

	
	
	

	3:30 pm - 4:00 pm
	Pictures MIB Steps
	Students/Mentors

	
	
	

	6:00 pm - 8:00 pm 
(Eat at 7:00 pm)
	Celebration Dinner and Awards Dinner 
(Mr. Smith’s of Georgetown, 3104 M St, NW)
	

	
	
	

	Friday April 11, 2014- Avenue Suites

	8:00 am - 8:15  am
	Start of the Day
	Students/Mentors

	
	
	

	8:15 am - 12:00 pm 
	Exit Interviews/ Goal Setting with Mentors
	

	
	
	

	1:30 pm
	Tour of Lincoln Memorial/ Tour of Nat’l Mall (Optional)
NOTE: No children allowed under the age of 16
	Students/Sean Kennealy
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	Session Materials







[bookmark: _Toc211389595][bookmark: _Toc337642101]WASO Perspective

OBJECTIVES: At the end of this session, students should be able to:
· Articulate any new initiatives pertaining to the Park Facility Management Branch, particularly at the WASO level

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



[bookmark: _Toc211389596][bookmark: _Toc337642102]Course Introduction
OBJECTIVES: At the end of this session, students should be able to:
Describe the overall goals and objectives of the course

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	





	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



[bookmark: _Toc211389597]Little-Known Fact

	Little-Known Fact
	Who Wrote It?
	Correct Answer

	I invented a national holiday, Opposite Day, for my children where I wore my wife’s skirt and blouse and my daughter wore boy’s clothes.
	
	

	I have bicycled across four states.
	
	

	I initially went to college intent on studying electrical engineering and becoming an attack submarine officer in the US Navy.
	
	

	I rode a horse in a nationally run airline commercial when I was younger
	
	

	In sixth grade I was so bad at the alto saxophone that during the big end-of-year band concert, I wasn’t allowed to have a reed and could only pretend to play!  I haven’t picked up a musical instrument since.
	
	

	I have walked the Banana Fields of Costa Rica!
	
	

	My wife said, what is rough and crusty on the outside, but all mushy on the inside? ME, they call me honey badger here.
	
	

	I recently ran a mini marathon with my child…we finished dead last!
	
	

	I have climbed El Capitan 4 times; I have all my wisdom teeth; and I have the messiest desk in my division
	
	

	I served as a Volunteer Firefighter in my local community for 10 years.
	
	

	When I was in the Philippines I had a pet monkey with one foot.
	
	

	My nickname in high school was “Spin”.  I got this nickname based on a character from a popular series of television that aired as part of ABC's Mickey Mouse Club show of the mid-1950s.
	
	

	I used to be a hair model in high school.  Yes, the place I got my haircut used me in competitions for various styles and techniques.
	
	




[bookmark: _Toc289673355][bookmark: _Toc211389598]What Is a Capstone?

Definition: The top stone of a masonry pillar, a column, or another structure requiring the use of a single capping element; one of the stones used in constructing a stone parapet to make up its top (weather) course (source: www.globalsecurity.org/military/library/policy/army/fm/3-34-343/gloss.htm).

Definition: A summation project that integrates the knowledge, concepts, and skills associated with the entire sequence of study in a program.









[bookmark: _Toc211389599][bookmark: _Toc337642103]Leadership Mastery: Personal, Group, and Systems 

OBJECTIVES: At the end of this session, students should be able to:
· Contrast different leadership approaches and frameworks related to self-mastery, mastering leadership of others, and mastering leadership systems of large organizations as they apply to Facility Management in the NPS
· Apply essential leadership skills and techniques to group assignments and case study analysis in improving leadership effectiveness including critical foundational knowledge of situation, motivation, and power analysis 
· Demonstrate excellent written, oral, analytical, decision-making, and problem-solving skills through discussions, tests, and class projects
· Understand environmental influences on leaders, the impact of complex systems thinking, an open mindset, alternative approaches depending upon conditions and strategic thinking, on how leaders influence organizations

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	


[bookmark: _Toc211389600][bookmark: _Toc337642104]Leadership Mastery: Continuing the Journey through Capstone

The FMLP is, in the end, about leading people, groups, teams, organization, and communities, not merely managing them. The purpose of this program is to provide each of the students with an understanding their organization by building a systems leadership framework.   

[bookmark: _Toc211389601]Three Transformational Ideas 
The FMLP leadership approach is founded on three transformational ideas that each FMLP student and mentor should be able to grasp and utilize in their profession.

· Being the best at whatever we do as an organization requires exceptional leadership throughout the organization.
· Exceptional leadership is difficult to define, hard to recruit with a high degree of accuracy, and unusually rare.
· Being a leader starts with a careful mastery of three frameworks: 1) a personal framework, 2) a framework for leading groups and teams (others), and 3) a framework for leadings systems.
[bookmark: _Toc211389602]A Review: Leadership Journey I – Personal Framework
With a focus on building a personal leadership framework, FMLP allows each student to understand how personal interactions impact dynamic processes found in leadership.  Developing a framework to lead the complicated, interconnected, and complex facility manager role in the National Park Service (NPS) is critical for the success of FMLP graduates and facility managers in general.   

The focus of this journey is understanding your own personality, preferences, strengths, and approaches to personal leadership. The learning challenge was best identified in parts of Daft that focus on personality, ethics/morals, values, contingency approaches, situational leadership, and other personal leadership frameworks. The journey through personal leadership mastery reviewed how complicated and complex systems point to the need to be a problem solver, cope with change, promote growth, transform followers, and serve others.  Finally, the journey examined an approach where the issues and challenges of the day can be handled by rote, in essence by doing what we’ve done in the past. Or, the issues and challenges of the day can be opportunities for change and growth if we take a more analytical and deliberate approach. Considering the situation, framework, influences, and strategic choices to be made in a deliberate and analytical process can create a leadership moment.  
			
[bookmark: _Toc211389603]
Leadership Journey II:  Leading Groups and Teams 
Mastering personal leadership approaches and identifying your leadership strengths and the strengths of others are critical to successful leadership. In this part of the leadership journey, FMLP students were asked to consider if they were leading as if there were no one following.   This unit emphasizes how critical it is to have an understanding of who we are, what we are best at, what others are best at, and how to use these strengths. We do this through understanding followership, motivation, communication, diversity, and how to influence others. Reviewing the results of the Strengths-Based Leadership (SBL) assessment was a first step, as was reading Daft. The focus on this area of learning also included the difference between work groups and teams, how groups and teams function best, and how to ensure that work groups and teams are effective.    

Leading others is what we expect to do when we are leaders. Yet, history shows us that sometimes leaders lose their way, lose followers, or even fail. If no one is following us, we must ask, “Who are we leading?” And, if Ghandi can say, “There go my people, I am their leader. I must follow them,” should we not consider our followers, too?

Learning about followers is similar to learning about ourselves; they have motives, personalities, strengths, and aspirations. This segment of the Leadership Journey was designed to expand our leadership framework to consider the complex and complicated ways in which other people wish to be led, as well as our own personal framework for leadership.


[bookmark: _Toc211393205]Figure 1: An Inside to Outside Leadership Approach



[bookmark: _Toc211389604]Leadership Journey III: Mastering Systems Leadership
If leading myself is the first task of mastering leadership, and leading others/group is the next task in mastering leadership, the third part of the Leadership Journey adds more complexity to our leadership framework. By understanding our strengths, the strengths of others, some basic expectations, attitudes, and motivations, we can use a framework for leading. An initial framework represented by this small version was previously introduced. Now let’s look at another and start our own framework.





We all live and work in systems—large social systems, small organizations, large organizations—and yet they have similar components. Can we design an organization (i.e., lead) that recognizes these components and employs them to our and our followers’ vision? As leaders, we must recognize and utilize these system components in our framework to understand the situation, adjust, inspire, motive, and align.

“Leaders who appreciate organizations as living systems approach design work differently. They realize that the can create organizational artifacts like new symbols, metrics, formal roles and processes, intranet Web sites, or innovative meetings- but it is what happens when people use the artifacts or processes or participate in the meeting that matters.”
--Senge, The Fifth Discipline, p. 321

This section relies on Daft’s last five chapters while introducing Senge’s work on leadership to FMLP students. Senge believes that the systems that leaders work with include power, strategy and direction, culture, and social issues.

“Peter Senge describes himself as an ‘idealistic pragmatist.’ This orientation has allowed him to explore and advocate some quite ‘utopian’ and abstract ideas (especially around systems theory and the necessity of bringing human values to the workplace). At the same time he has been able to mediate these so that they can be worked on and applied by people in very different forms of organization (a learning organization). His areas of special interest are said to focus on decentralizing the role of leadership in organizations so as to enhance the capacity of all people to work productively toward common goals.” (www.infed.org/thinkers/senge.htm)



[bookmark: _Toc211389605]The learning organization
According to Peter Senge (1990), learning organizations are:

“...organizations where people continually expand their capacity to create the results they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning to see the whole together.

The basic rationale for such organizations is that in situations of rapid change only those that are flexible, adaptive, and productive will excel. For this to happen, it is argued, organizations need to 'discover how to tap people's commitment and capacity to learn at all levels'” (3-4).

While all people have the capacity to learn, the structures in which they have to function are often not conducive to reflection and engagement. Furthermore, people may lack the tools and guiding ideas to make sense of the situations they face. Organizations that are continually expanding their capacity to create their future require a fundamental shift of mind among their members.

When you ask people what it is like being part of a great team, they most often mention the meaningfulness of the experience—being part of something larger than themselves, being connected, and being generative. It has become quite clear that, for many, their experiences as part of truly great teams stand out as singular periods of life lived to the fullest. Some spend the rest of their lives looking for ways to recapture that spirit (Senge 13)

For Peter Senge (1990), real learning gets to the heart of what it is to be human. We become able to re-create ourselves. This applies to both individuals and organizations. Thus, for a learning organization it is not enough to survive. “’Survival learning,’ or what is more often termed ‘adaptive learning,’ is important; indeed, it is necessary. But for a learning organization, ‘adaptive learning’ must be joined by ‘generative learning,’ learning that enhances our capacity to create” (14).

The dimension that distinguishes learning from more traditional organizations is the mastery of certain basic disciplines or “component technologies.” The five that Senge identifies are said to be converging to innovate learning organizations. They are:
· Systems thinking 
· Personal mastery 
· Mental models 
· Building shared vision 
· Team learning
He further claims that people are agents, able to act upon the structures and systems of which they are a part. All the disciplines are, in this way, “concerned with a shift of mind from seeing parts to seeing wholes, from seeing people as helpless reactors to seeing them as active participants in shaping their reality, from reacting to the present to creating the future” (69). It is to the disciplines that we will now turn.

The core disciplines, with a primary focus on systems thinking as the first discipline, rely on the integration of four other “component technologies” or disciplines. A “discipline” is viewed by Senge as a series of principles and practices that we study, master, and integrate into our lives. Each discipline provides a vital dimension. Each is necessary to the others if organizations are to “learn.”

[bookmark: _Toc211389606]1. Systems thinking - the cornerstone of the learning organization
A great virtue of Senge's work is how he puts systems theory to work. The Fifth Discipline provides a good introduction to the basics and uses of such a theory—and the way in which it can be brought together with other theoretical devices in order to make sense of organizational questions and issues. Systemic thinking is the conceptual cornerstone (the Fifth Discipline) of his approach. It is the discipline that integrates the others, fusing them into a coherent body of theory and practice (12). Systems theory's ability to comprehend and address the whole, and to examine the interrelationship among the parts, provides, for Senge, both the incentive and the means to integrate the disciplines.

Here is not the place to go into a detailed exploration of Senge's presentation of systems theory. However, it is necessary to highlight one or two elements of his argument. First, while the basic tools of systems theory are fairly straightforward, they can build sophisticated models. Senge argues that one of the key problems with much that is written about and done in the name of management is that rather simplistic frameworks are applied to what are complex systems. We tend to focus on the parts rather than seeing the whole, failing to see organization as a dynamic process. Thus, the argument runs, a better appreciation of systems will lead to more appropriate action.

We learn best from our experience, but we never directly experience the consequences of many of our most important decisions, Senge argues (23). We tend to think that cause and effect will be relatively near to one another. Thus when faced with a problem, we focus on “solutions.” Classically, we look to actions that produce improvements in a relatively short time span. However, when viewed in systems terms, short-term improvements often involve very significant long-term costs. For example, cutting back on research and design can bring very quick cost savings, but can severely damage the long-term viability of an organization. Part of the problem is the nature of the feedback we receive. Some of the feedback will reinforce (or amplify), with small changes building on themselves. Whatever movement occurs is amplified, producing more movement in the same direction. A small action snowballs, with more and more and still more of the same, resembling compound interest (81). Thus, we may cut our advertising budgets, see the benefits in terms of cost savings, and in turn further trim spending  in this area. In the short run, there may be little impact on people's demands for our goods and services, but in the longer term the decline in visibility may have severe penalties. An appreciation of systems will lead to recognition of the use of, and problems with, such reinforcing feedback, as well as an understanding of the place of balancing (or stabilizing) feedback (see Kurt Lewin on feedback). A further key aspect of systems is the extent to which they inevitably involve delays—“interruptions in the flow of influence which make the consequences of an action occur gradually” (90). Senge concludes:

“The systems viewpoint is generally oriented toward the long-term view. That's why delays and feedback loops are so important. In the short term, you can often ignore them; they're inconsequential. They only come back to haunt you in the long term” (92).

Senge advocates the use of “systems maps”—diagrams that show the key elements of systems and how they connect. However, people often have a problem “seeing” systems, and it takes work to acquire the basic building blocks of systems theory and apply them to your organization. On the other hand, failure to understand system dynamics can lead us into “cycles of blaming and self-defense: the enemy is always out there, and problems are always caused by someone else” (Bolam and Deal 1997, 27; see also Senge 231).
[bookmark: _Toc211389607]2.  Personal mastery 
“Organizations learn only through individuals who learn. Individual learning does not guarantee organizational learning. But without it no organizational learning occurs” (Senge 139). Personal mastery is the “discipline of continually clarifying and deepening our personal vision, of focusing our energies, of developing patience, and of seeing reality objectively” (7). “It goes beyond competence and skills, although it involves them. It goes beyond spiritual opening, although it involves spiritual growth” (141). Mastery is seen as a special kind of proficiency. It is not about dominance, but rather about calling. Vision is vocation rather than simply just a good idea.

“People with a high level of personal mastery live in a continual learning mode. They never ‘arrive.’ Sometimes, language, such as the term ‘personal mastery,’ creates a misleading sense of definiteness, of black and white. But personal mastery is not something you possess. It is a process. It is a lifelong discipline. People with a high level of personal mastery are acutely aware of their ignorance, their incompetence, their growth areas. And they are deeply self­confident. Paradoxical? Only for those who do not see the ‘journey is the reward’” (Senge 142).

Here we can see the appeal of Senge's vision. It has deep echoes in the concerns of writers such as M. Scott Peck (1990) and Erich Fromm (1979). The discipline entails developing personal vision; holding creative tension (managing the gap between our vision and reality); recognizing structural tensions and constraints, and our own power (or lack of it) with regard to them; a commitment to truth; and using the sub­conscious (147-167).
[bookmark: _Toc211389608]3. Mental models 
These are “deeply ingrained assumptions, generalizations, or even pictures and images that influence how we understand the world and how we take action” (Senge 8). As such, they resemble what Donald A. Schon called a professional's “repertoire.” We are often not that aware of the impact of such assumptions on our behavior—and, thus, a fundamental part of our task (as Schon would put it) is to develop the ability to reflect on action. Senge is also influenced here by Schon's collaborator on a number of projects, Chris Argyris.

The discipline of mental models starts with turning the mirror inward: learning to unearth our internal pictures of the world, to bring them to the surface, and hold them rigorously to scrutiny. It also includes the ability to carry on “learningful” conversations that balance inquiry and advocacy, where people expose their own thinking effectively and make that thinking open to the influence of others (Senge 9).

If organizations are to develop a capacity to work with mental models, then it will be necessary for people to learn new skills and develop new orientations, and for institutional changes that foster such change. “Entrenched mental models ... thwart changes that could come from systems thinking” (Senge 203). Moving the organization in the right direction entails working to transcend the sorts of internal politics and game-playing that dominate traditional organizations. In other words, it means fostering openness (Senge 273-286). It also involves seeking to distribute business responsibly far more widely while retaining coordination and control. Learning organizations are localized organizations (287-301).
[bookmark: _Toc211389609]4. Building shared vision
Peter Senge starts from the position that if any one idea about leadership has inspired organizations for thousands of years, “it's the capacity to hold a shared picture of the future we seek to create.” Such a vision has the power to be uplifting and encourage experimentation and innovation. Crucially, it is argued, it can also foster a sense of the long-term, something that is fundamental to the fifth discipline.

When there is a genuine vision (as opposed to the all-too-familiar vision statement), people excel and learn, not because they are told to, but because they want to. But many leaders have personal visions that never get translated into shared visions that galvanize an organization. What has been lacking is a discipline for translating vision into shared vision: not a “cookbook” but a set of principles and guiding practices.

“The practice of shared vision involves the skills of unearthing shared ‘pictures of the future’ that foster genuine commitment and enrollment rather than compliance. In mastering this discipline, leaders learn the counter­productiveness of trying to dictate a vision, no matter how heartfelt” (Senge 9).

Visions spread because of a reinforcing process. Increased clarity, enthusiasm, and commitment rub off on others in the organization. “As people talk, the vision grows clearer. As it gets clearer, enthusiasm for its benefits grows” (227). There are limits to growth in this respect, but developing the sorts of mental models outlined above can significantly improve matters. Where organizations can transcend the linear and grasp system thinking, there is the possibility of bringing vision to fruition.
[bookmark: _Toc211389610]5. Team learning
Such learning is viewed as “the process of aligning and developing the capacities of a team to create the results its members truly desire” (Senge 236). It builds on personal mastery and shared vision—but these are not enough. People need to be able to act together. When teams learn together, Senge suggests, not only can there be good results for the organization, members will grow more rapidly than could have occurred otherwise.

“The discipline of team learning starts with dialogue, the capacity of members of a team to suspend assumptions and enter into a genuine thinking together. To the Greeks, dia-logos meant a free flowing of meaning through a group, allowing the group to discover insights not attainable individually.... [It] also involves learning how to recognize the patterns of interaction in teams that undermine learning” (Senge 10).

The notion of dialogue that flows through the Fifth Discipline is very heavily dependent on the work of the physicist David Bohm (where a group “becomes open to the flow of a larger intelligence” and thought is approached largely as collective phenomenon). When dialogue is joined with systems thinking, Senge argues, there is the possibility of creating a language more suited for dealing with complexity and of focusing on deep-seated structural issues and forces rather than being diverted by questions of personality and leadership style. Indeed, the emphasis on dialogue in his work is such that it could almost be put alongside systems thinking as a central feature of his approach.

[bookmark: _Toc211389611]Leading the Learning Organization
Senge argues that learning organizations require a new view of leadership. He sees the traditional view of leaders (as special people who set the direction, make key decisions, and energize the troops) as deriving from a deeply individualistic and non-systemic worldview (340). At its center, the traditional view of leadership “is based on assumptions of people's powerlessness, their lack of personal vision and inability to master the forces of change, deficits which can be remedied only by a few great leaders.” Against this traditional view he sets a “new” view of leadership that centers on “subtler and more important tasks.”

“In a learning organization, leaders are designers, stewards, and teachers. They are responsible for building organizations were people continually expand their capabilities to understand complexity, clarify vision, and improve shared mental models; that is, they are responsible for learning.... Learning organizations will remain a 'good idea'... until people take a stand for building such organizations. Taking this stand is the first leadership act, the start of inspiring (literally 'to breathe life into') the vision of the learning organization” (Senge 340).

Many of the qualities that Senge discusses with regard to leading the learning organization can be found in the shared leadership model (discussed elsewhere on these pages). For example, what Senge approaches as inspiration can be approached as animation. Here we will look at the three aspects of leadership that he identifies and link his discussion with some other writers on leadership.

Leader as designer. The functions of design are rarely visible, Senge argues, yet no one has a more sweeping influence than the designer (341). The organization's policies, strategies, and systems are key areas of design, but leadership goes beyond this. Integrating the five component technologies is fundamental. However, the first task entails designing the governing ideas: the purpose, vision, and core values by which people should live. Building a shared vision is crucial early on as it “fosters a long-term orientation and an imperative for learning” (344). Other disciplines also need to be attended to, but just how they are to be approached is dependent upon the situation faced. In essence, “the leaders' task is designing the learning processes whereby people throughout the organization can deal productively with the critical issues they face, and develop their mastery in the learning disciplines” (345).

Leader as steward. While the notion of leader as steward is, perhaps, most commonly associated with writers such as Peter Block (1993), Senge has some interesting insights on this strand. His starting point was the “purpose stories” that the managers he interviewed told about their organization. He came to realize that the managers were doing more than telling stories; they were relating the story to “the overarching explanation of why they do what they do, how their organization needs to evolve, and how that evolution is part of something larger” (Senge 346). Such purpose stories provide a single set of integrating ideas that give meaning to all aspects of the leader's work, and, not unexpectedly, “the leader develops a unique relationship to his or her own personal vision. He or she becomes a steward of the vision.” One of the important things to grasp here is that stewardship involves a commitment to and responsibility for the vision, but it does not mean that the leader owns it. It is not their possession. Leaders are stewards of the vision, and their task is to manage it for the benefit of others (hence the subtitle of Block's book, “Choosing service over self-interest”). Leaders learn to see their vision as part of something larger. Purpose stories evolve as they are being told: “in fact, they are a result of being told” (Senge 351). Leaders have to learn to listen to other people's vision and to change their own where necessary. Telling the story in this way allows others to be involved and to help develop a vision that is both individual and shared.

Leader as teacher. Senge starts here with Max de Pree's (1990) injunction that the first responsibility of a leader is to define reality. While leaders may draw inspiration and spiritual reserves from their sense of stewardship, “much of the leverage leaders can actually exert lies in helping people achieve more accurate, more insightful, and more empowering views of reality” (Senge 353). Building on an existing “hierarchy of explanation, leaders can influence people's view of reality at four levels: events, patterns of behavior, systemic structures, and the purpose story. By and large most managers and leaders tend to focus on the first two of these levels (and under their influence organizations do likewise). Leaders in learning organizations attend to all four, “but focus predominantly on purpose and systemic structure. Moreover they ‘teach’ people throughout the organization to do likewise” (Senge 353). This allows them to see the big picture and to appreciate the structural forces that condition behavior. By attending to purpose, leaders can cultivate an understanding of what the organization (and its members) is seeking to become. One of the issues here is that leaders often have strengths in one or two of the areas but are unable, for example, to develop systemic understanding. A key to success is being able to conceptualize insights so that they become public knowledge, “open to challenge and further improvement” (356).

"’Leader as teacher’ is not about ‘teaching’ people how to achieve their vision. It is about fostering learning, for everyone. Such leaders help people throughout the organization develop systemic understandings. Accepting this responsibility is the antidote to one of the most common downfalls of otherwise gifted teachers—losing their commitment to the truth” (Senge 356).

Leaders have to create and manage creative tension, especially around the gap between vision and reality. Mastery of such tension allows for a fundamental shift. It enables the leader to see the truth in changing situations.

[bookmark: _Toc211389612]Issues and Problems
When making judgments about Senge's work, and the ideas he promotes, we need to place his contribution in context. His is not meant to be a definitive addition to the “academic” literature of organizational learning. Peter Senge writes for practicing and aspiring managers and leaders. The concern is to identify how interventions can be made to turn organizations into “learning organizations.” Much of his, and similar theorists' efforts, have been “devoted to identifying templates, which real organizations could attempt to emulate” (Easterby-Smith and Araujo 1999, 2). In this field some of the significant contributions have been based around studies of organizational practice, while others have “relied more on theoretical principles, such as systems dynamics or psychological learning theory, from which implications for design and implementation have been derived.” Senge, while making use of individual case studies, tends to the latter orientation.

The most appropriate question in respect of this contribution would seem to be whether it fosters praxis: informed, committed action on the part of those it is aimed at. This is an especially pertinent question, as Senge looks to promote a more holistic vision of organizations and the lives of people within them. Here we focus on three aspects. We start with the organization.

Organizational imperatives. Here the case against Senge is fairly simple. We can find very few organizations that come close to the combination of characteristics that he identifies with the learning organization. Within a capitalist system his vision of companies and organizations turning wholehearted to the cultivation of the learning of their members can only come into fruition in a limited number of instances. While those in charge of organizations will usually look in some way to the long-term growth and sustainability of their enterprise, they may not focus on developing the human resources that the organization houses. The focus may well be on enhancing brand recognition and status (Klein 2001); developing intellectual capital and knowledge (Leadbeater 2000); delivering product innovation; and ensuring that production and distribution costs are kept down. As Will Hutton (1995) has argued, British companies' priorities are overwhelmingly financial. What is more, “the targets for profit are too high and time horizons too short” (xi). Such conditions are hardly conducive to building the sort of organization that Senge proposes. Here the case against Senge is that within capitalist organizations, where the bottom line is profit, a fundamental concern with the learning and development of employees and associates is simply too idealistic.

Yet there are some currents running in Peter Senge's favor. The need to focus on knowledge generation within an increasingly globalized economy does bring us back in some important respects to the people who have to create intellectual capital.

“Productivity and competitiveness are, by and large, a function of knowledge generation and information processing: firms and territories are organized in networks of production, management and distribution; the core economic activities are global—that is, they have the capacity to work as a unit in real time, or chosen time, on a planetary scale” (Castells  2001, 52).

A failure to attend to the learning of groups and individuals in the organization spells disaster in this context. As Leadbeater (2000) has argued, companies need to invest not just in new machinery to make production more efficient, but in the flow of know­how that will sustain their business (70). Organizations need to be good at knowledge generation, appropriation, and exploitation. This process is not that easy:

“Knowledge that is visible tends to be explicit, teachable, independent, detachable; it is also easy for competitors to imitate. Knowledge that is intangible, tacit, less teachable, and less observable is more complex but more difficult to detach from the person who created it or the context in which it is embedded Knowledge carried by an individual only realizes its commercial potential when it is replicated by an organization and becomes organizational knowledge” (71).

Here we have a very significant pressure for the fostering of learning organizations. The sort of know-how that Leadbeater is talking about here cannot be simply transmitted. It has to be engaged with, talked about, and embedded in organizational structures and strategies. It has to become the people's own.

A question of sophistication and disposition. One of the biggest problems with Senge's approach has nothing to do with the theory, its rightness, or the way it is presented. The issue here is that the people to whom it is addressed do not have the disposition or theoretical tools to follow it through. One clue lies in his choice of disciplines to describe the core of his approach. As we saw, a discipline is a series of principles and practices that we study, master, and integrate into our lives. In other words, the approach entails significant effort on the part of the practitioner. It also entails developing quite complicated mental models, and being able to apply and adapt these to different situations, often on the hoof. Classically, the approach involves a shift from product to process (and back again). The question then becomes whether many people in organizations can handle this. All this has a direct parallel within formal education. One of the reasons that product approaches to curriculum (as exemplified in the concern for SAT tests, examination performance, and school attendance) have assumed such a dominance is that alternative process approaches are much more difficult to do well. They may be superior, but many teachers lack the sophistication to carry them forward. There are also psychological and social barriers. As Lawrence Stenhouse (1975) put it some years ago, “The close examination of one's professional performance is personally threatening; and the social climate in which teachers work generally offers little support to those who might be disposed to face that threat” (159). We can make the same case for people in most organizations.

The process of exploring one's performance, personality, and fundamental aims in life (and this is what Senge is proposing) is a daunting task for most people. To do it we need considerable support and the motivation to carry the task through some very uncomfortable periods. It calls for the integration of different aspects of our lives and experiences. There is, here, a straightforward question concerning the vision: will people want to sign up for it? To make sense of the sorts of experiences generated and explored in a fully functioning learning organization, there needs to be spiritual growth and the ability to locate these within some sort of framework of commitment. Thus, as employees, we are not simply asked to do our jobs and to get paid. We are also requested to join in something bigger. Many of us may just want to earn a living!

Politics and vision. Here we need to note two key problem areas. First, there is a question of how Peter Senge applies systems theory. While he introduces all sorts of broader appreciations and attends to values, his theory is not fully set in a political or moral framework. There is not a consideration of questions of social justice, democracy, and exclusion. His approach largely operates at the level of organizational interests. This would not be such a significant problem if there was a more explicit vision of the sort of society that he would like to see attained, and attention to this with regard to management and leadership. As a contrast we might tum to Peter Drucker's (1977) elegant discussion of the dimensions of management. He argued that there are three tasks—equally important but essentially different—that face the management of every organization (36). These are:
· To think through and define the specific purpose and mission of the institution, whether business enterprise, hospital, or university.
· To make work productive and the worker achieving.
· To manage social impacts and social responsibilities. 
“None of our institutions exists by itself and as an end in itself. Everyone is an organ of society and exists for the sake of society. Business is no exception. 'Free enterprise' cannot be justified as being good for business. It can only be justified as being good for society” (Drucker 40).

If Senge had attempted greater connection between the notion of the learning organization and the learning society and paid attention to the political and social impact of organizational activity, then this area of criticism would be limited to the question of the particular vision of society and human flourishing involved.

Second, there is some question with regard to political processes concerning his emphasis on dialogue and shared vision. While Senge clearly recognizes the political dimensions of organizational life, there is sneaking suspicion that he may want to transcend it. In some ways there is a link here with the concerns and interests of communitarian thinkers like Amitai Etzioni (1995, 1997). As Richard Sennett (1998) argues with regard to political communitarianism, it “falsely emphasizes unity as the source of strength in a community and mistakenly fears that when conflicts arise in a community, social bonds are threatened” (143). Within it (and arguably within aspects of Senge's vision of the learning organization) there seems, at times, to be a dislike of politics and a tendency to see danger in plurality and difference. Here there is a tension between the concern for dialogue and the interest in building a shared vision. An alternative reading is that difference is good for democratic life (and organizational life) provided that we cultivate a sense of reciprocity and ways of working that encourage deliberation. The search is not for the sort of common good that many communitarians seek (Guttman and Thompson 1996, 92) but rather for ways in which people may share in a common life. Moral disagreement will persist. The key is whether we can learn to respect and engage with each other's ideas, behaviors and beliefs.

[bookmark: _Toc211389613]Conclusion
John van Maurik  (2001) has suggested that Peter Senge has been ahead of his time and that  his arguments are insightful and revolutionary. He goes on to say that it is a matter of regret “that more organizations have not taken his advice and have remained geared to the quick fix” (201). As we have seen, there are very deep-seated reasons why this may have been the case. Beyond this, though, there is the question of whether Senge's vision of the learning organization and the disciplines it requires have contributed to more informed and committed action with regard to organizational life. Here we have little concrete evidence to go on. However, we can make some judgments about the possibilities of his theories and proposed practices. We could say that while there are some issues and problems with his conceptualization, at least it does carry within it some questions regarding what might make for human flourishing. The emphases on building a shared vision, team work, personal mastery, and the development of more sophisticated mental models, as well as the way he runs the notion of dialogue through these, do have the potential of allowing workplaces to be more convivial and creative. The drawing together of the elements via the Fifth Discipline of systemic thinking, while not being to everyone's taste, also allows us to approach a more holistic understanding of organizational life (although Senge does himself stop short of asking some important questions in this respect). These are still substantial achievements, and, when  linked to his popularizing of the notion of the learning organization, it is understandable why Senge has been recognized as a key thinker.
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[bookmark: _Toc211389615]Links
Dialogue from Peter Senge's perspective - brief, but helpful, overview by Martha Merrill

Fieldbook.com - 'Home to The Fifth Discipline Fieldbook Project' - includes material on
Schools that Learn and The Dance of Change

Peter Senge resources - GWSAE online listing includes interview with Senge by Jane R. Schultz

A Primer on Systems Thinking & Organizational Learning  - useful set of pages put together by John Shibley @ The Portland Learning Organization Group

Resources on Peter Senge's learning organization - useful listing of resources from the
Metropolitan Community College, Omaha - online Peter Senge resources

Society for Organizational Learning - various resources relating to Senge's project. Systems thinking  - useful introductory article by Daniel Aronson on thinking.net.


Adapted from www.infed.org/thinkersfsenge.htm. Last update: May 29, 2012
© Mark K. Smith 2001
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[bookmark: _Toc211393206]Figure 2: Adapted from the Fifth Discipline by Peter Senge



[bookmark: _Toc211389618][bookmark: _Toc337642106]Community Outreach and Partnerships

OBJECTIVES: At the end of this session, students should be able to:
· Define community outreach and partnerships in the NPS
· Describe how a manager can play a role in creating and maintaining partnerships
· Summarize a perspective on leadership


	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Leadership Journey Continues:  Leadership Development
A leader’s legacy is, simply, to develop other leaders. If we are expected to develop ourselves (self-development), how do we develop other leaders, and then have them lead?  Can we be a good follower?

· Can anyone be developed into a leader? 
· How is the school of hard knocks a relevant concept?
· What are leader competencies and how do you develop them?
· Do I have or does my organization have a mission, vision, and goals for leadership development?   
· Is a leader development process open to all? Is it simple, flexible, and integrated into strategic plans for succession?
· Does leader development use three complementary techniques: varied job assignments, education/training, and self-development programs?
· Are senior leaders expected to develop individual leaders?

It is often said that “a journey starts with a single step.” Yet the journey of a thousand miles can sometimes end very, very badly without some deliberate planning. But taking too long to plan without taking action can also create no journey at all.  Action planning then seems to be our best path forward, and since leadership development is experiential, it seems like planning for experience building is logical



Capstone Leadership Observations

The Capstone in Facility Management course focus is on Systems Leadership; from the perspective of mastering leadership at the organization level.  To master leadership at this level requires significant knowledge of the mental models that are now in place in the NPS.  These are sometimes referred to as systems but are in reality “deeply ingrained assumptions, generalizations, or even pictures and images” that influence how the NPS staff understand the world and how they take action.  They are deeply and compellingly about solving problems, budget management, human resource systems, and complex interactions in the federal system in which the NPS exists.  

Yet, to lead a unit, a park, a division in the NPS, a working knowledge of policy, power, influence, culture and the complex requirements of the many disciplines represented in the NPS is required.   Capstone presentations provide a broad background on the ‘systems’ that the NPS uses to mostly manage the organization and sometimes, lead it.   The models, which may be a better word to use than systems, all have significant impact on the organization.  To design them for change, influence culture, be strategic, all require a leader who has mastered personal, follower, and systems approaches.


[bookmark: _Toc211389617]

[bookmark: _Toc337642105]Political Realities

OBJECTIVES: At the end of this session, students should be able to:
· Explain how political realities articulated at the national level impact the NPS as a whole
· Explain how political realities articulated at the national level impact facility management in the NPS
· Explain how political realities articulated at the national level impact employees and programs at the park level
· Summarize a perspective on leadership

	

	

	

	

	

	

	

	

	

	

	

	

	

	



	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	





[bookmark: _Toc211389619][bookmark: _Toc337642107]Questions of character reading

Name:  _______________________________

Chapter: _____________________________

Summarize this chapter’s character issue.





How was the character issue resolved?






How does this character issue reflect on leading in the NPS?

	

	

	

	

	

	

	

	




Are there leadership practices you have learned about in the Daft text that are relevant to this chapter, and what are they?

	

	

	

	

	

	

	

	



Would you have done something differently than the main character in this chapter of Badaracco’s book? Why? Which leadership model does this reflect, in your opinion?

	

	

	

	

	

	

	




How does this character issue generalize to personal mastery and/or mastering others in a leadership framework?

	

	

	

	

	

	

	





[bookmark: _Toc211389623][bookmark: _Toc337642110][bookmark: _Toc211389621][bookmark: _Toc337642109]NPS Systems and Facility Management

The National Park Service is replete with management policies and programs, policy and management staff, and directives that affect all divisions, including facility management in a park or unit. In addition, the NPS has many overlapping and demanding information technology (IT) requirements and databases that make for data entry demands and, more importantly, a wide array of data on which to make decisions. Sometimes these requirements and data conflict with each other, sometimes they seem to ignore current reality, and sometimes they may create clarity. 

These policies, programs, databases, IT systems, and management staff all represent various mental models (assumptions and protocols about how work is done) that affect the NPS facility management function. But which models and protocols have the most impact? Which ones are helpful? Which systems are helpful to making change and leading and which ones help with coping with change? As a leader, a facility manager must have a grasp on the various systems that affect facility management functions in the NPS.

This assignment pairs protégés and mentors to analyze an NPS park unit action and the many systems in place in the NPS that affected this case. Each pair is assigned the task to 1) identify systems that affect the case, 2) explain how the system affects facility management and other NPS operations, and 3) describe how a leadership technique or approach can best influence the system to improve park or unit performance, reduce impacts from the system on the park or unit, or simply allow for desired change in the park or unit.

[bookmark: _Toc211389624]Assignment Process:
· Break into pairs, read the case, and then brainstorm on a small piece of paper all the systems you can think of that impact the NPS in this case.
· Review your list after seven minutes and prioritize which systems you wish to list on your group’s flip charts
· On flip chart paper, create two columns. In the first column, record NPS system names, filling in how the system affects the park or FM unit in the second column. Select those NPS systems that you think have the most impact on the park unit or FM function.
· As you complete the two columns, briefly reflect on a leadership approach or technique that you believe can help influence the system to the benefit of FM, and list it on a large post-it note to attach to the flip chart during your report out.
· Continue this activity for the time allotted, preparing to report out your findings to the whole group, including your leadership approaches.

[image: ]
[bookmark: _Toc211389634][bookmark: _Toc337642114]Resources and Facilities Relationship

OBJECTIVES: At the end of this session, students should be able to:
· Articulate the relationship between Resources and the Facility Management Division
· Describe relationship issues between Resources and the NPS 
· Summarize a perspective on leadership


	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Leadership Case Study

Directions: Listen carefully to the case study as presented. Take notes on the case, the circumstances, resource issues, laws, and various issues/approaches. You may wish to write down any questions you need to ask Superintendent Dillon for clarification or amplification.
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[bookmark: _Toc211389622]Leadership Case Study – Group Activity
In assigned small groups, determine what the main issues are in this case, what NPS or federal laws, policies, or practices are “in play,” and what management issues are presented (not leadership); also consider the many leadership techniques and approaches (using the Systems Leadership graphic and/or the Leadership Toolkit is recommended) you might use to resolve this situation, and outline what techniques, approaches, and activities you would take to resolve this case.

Record your group’s analysis and proposed action (a possible topical outline follows) on a flip chart and report back at end of activity.  

What is the problem in this case?  
(e.g., The specific problem was ______________; boil it down to one central problem statement.)

What NPS policies are in play and how might they affect the case?

What management issues might impact this situation and require commitment of time, communications, and other resources?

What are the leadership challenges that might be faced in this case? 
(e.g., One personal leadership challenge that can be anticipated is_____________; a group or team leadership issue that will likely arise will be________________________________; an NPS system leadership challenge will probably be_______________; there may be multiple challenges).

What actions were taken to address the leadership challenges? 
(e.g., The challenge of ___________ was addressed by actions that __________; again, there may be multiple answers.)

What leadership theories, frameworks, and models can be found in this case? 
(e.g., Contingency approaches, specifically Vroom-Jago, is found in the _________aspect of the case.)

Analyze the results of applying a certain framework by forecasting what is likely to have happened? (e.g., By applying Situational Leadership Theory to the ____________challenge, it is likely that they would have ______________.)


[bookmark: _Toc211389625][bookmark: _Toc337642111]Quenching the Thirst for Sustainability at Zion National Park
Adapted from the original work by Team Mather – Victoria Allen, Michael Bachofen, Lisa Eckert, and David Schafer

Zion National Park (ZION) is one of several national park units located on the Colorado Plateau, a high desert environment sliced by canyons and decorated with ridges of red cliffs and sporadic vegetation that thrives in these arid conditions. As the fifth-most-visited national park unit, ZION receives over three million visitors each year, and most of these visitors arrive during the summer heat, between May and September. A prominent safety message for these visitors, and for staff, is to drink plenty of water in order to prevent the effects of dehydration which may lead to heat-related illnesses.  
  
[image: The West Temple in winter]
[bookmark: _Toc211393207]Figure 3: Zion National Park Scene from NPS Photo

Since visitors were boarding shuttle buses and had no immediate access to water, ZION’s non-profit partner, Zion Natural History Association (ZNHA), proposed to the Zion management team selling bottled water in the visitor center bookstores to address safety needs. Beginning in 2003, the departing superintendent recognized this safety need and approved the sale of bottled water. According to Lyman Hafen, ZNHA Executive Director, “The visitors seemed to need and appreciate it and it became a significant revenue source” (L. Hafen, personal communication, April 26, 2011). However, the establishment of a “Green Team” to work on park-wide sustainability efforts and a “changing of the guard” with a new incoming superintendent caused further thought and discussion. The question to be answered by the Green Team was, “even if everyone recycled their empty plastic containers, was there a better way for an agency with a preservation mission to mutually address the issues of sustainability and safety?”  
 
The “Green Team” was loosely established in 2004 in response to a Climate Friendly Parks workshop, but it “really got going in 2007 because of a passionate volunteer who pushed the park into actually forming it,” reports Lisa Ogden White (L. White, personal communication,  April 26, 2011), a ZION employee. White, a landscape architect, ended up as chairperson because the volunteer, Jack Greene, had seen her do a presentation on sustainable design.  Membership in the Green Team included employees from different work groups at the national park and its partners: Xanterra, Inc., lodging concessions; Parks Transportation, Inc., shuttle bus contractor; and Zion Natural History Association, a non-profit cooperating association. 

Sustainability may be a new, more modern descriptor; however, the concept is not new to the National Park Service (NPS). An excerpt from the 1916 Organic Act, the core mission for the NPS, states:
 . . . which purpose is to conserve the scenery and natural and historic objects and the wild life therein, and to provide for the enjoyment of the same in such manner and by such means as will leave them unimpaired for the enjoyment of future generations. (United States Code, Title 16, Section 1)

In many ways, ZION has led by example with the implementation of sustainable projects. In 1995, a Transportation Plan commenced, and five years later a free shuttle bus system was in operation between the gateway town of Springdale, Utah, and the park to address the rapidly increasing number of individual vehicles on the one and only road into Zion Canyon.  Also in 2000, a park recycling program began, and the new visitor center opened showcasing its “green” architecture and landscaping. The 2002 General Management Plan included sustainability in 2005, an employee van pool began, and the park purchased its first hybrid vehicle.  

The culture of conservation, as demonstrated by ZION’s history, continued to build upon and strengthen the NPS mission. But was it all it could be, especially in consideration of past and current policies such as the 2005 Energy Policy Act and subsequent pertinent presidential executive orders (Executive Orders No. 13514, 2009, and 13423, 2007)? That appeared to be the question for incoming Park Superintendent Jock Whitworth, who arrived at ZION in late 2003. Specific to the recent decision to sell the plastic water bottles, Jock and the Green Team were well aware that visitors could recycle their used empty plastic water bottles using ZION’s recycling stations. But with an estimated 60,000 bottles being sold in a year at ZION (Greening the Department of the Interior), they were concerned about the energy costs to produce the once-used bottles as well as the reliance on visitors to consistently recycle their bottles. This created a less-than-ideal situation.  

In order to test the waters, the leaders at ZION used “strategic conversation” to move the process forward (Daft, 2008). Superintendent Whitworth emphasized dialogue and fostered an open climate with his staff and with key park partners. He was also “purpose directed” (p. 263).  

Communication between different organizations was essential to the success of this initiative at ZION. Creating a collaborative climate allowed the parties to brainstorm and partner throughout the design and implementation process. The Zion Green Team talked through various options as they approached the issue of providing safe drinking water to park visitors.   Since visitors to ZION during the busy season ride shuttle buses as they explore the park, the availability of safe drinking water in the park is essential. Though ZNHA had received permission to sell bottled water from the previous superintendent, Jock Whitworth aimed for a greener strategy. Instead selling bottled water, Whitworth came up with the idea of water filling stations in the park. In an interview with ZION employee Cheryl Decker (C. Decker, Personal Communication, April 29, 2011), she stated, “The water filling project was not really a Green Team project. But not long after it started, Jock decided that it should be one since we needed buy-in from both [the division of] Interpretation and ZNHA, and representatives from each entity were on the Green Team.”  

 At about this same time, Decker added, “My predecessor, Denise Louie, wrote an Integrated Source Water Assessment and Protection (ISWAP) grant that included purchasing and installing a reverse-osmosis machine to be installed at the visitor center to encourage visitors to fill reusable bottles rather than buy disposable.” The funds for this project later became available, but more information had come to light.

In addition, Superintendent Whitworth emphasized to park partners that they shared a common strategic vision of increasing and integrating green and sustainable practices. David Perkins (D. Perkins, Personal Communication, April 29, 2011), the environmental director with ZION’s concessionaire, Xanterra Parks and Resorts, said that his company strives to be environmentally friendly and has received the 2009 “U.S. Department of Interior Environmental Achievement Award” for the Zion Lodge Sustainability Program. Perkins said of Superintendent Whitworth’s support of water filling stations and the ban on bottled water, “I felt him pushing for it to go forward” (D. Perkins, Personal Communication, April 29, 2011). Keeping a firm eye on desired outcomes and common values, while at the same time maintaining healthy working relationships with partners, was an effective strategy for ZION’s team. This buy-in was illustrated by the fact that Xanterra’s water filling station at the Zion Lodge was installed before the NPS station at the visitor center.  

David Perkins pointed out that the NPS leaders at ZION facilitated collaboration. Even though Whitworth does not supervise Xanterra’s operations, he did exert leadership influence by allowing the ZION Green Team a great deal of freedom, which is described as the “Facilitate” and “Delegate” styles. The ZION Green Team, which included both NPS and non-NPS employees, would decide together what worked best. In particular, the design of the water filling stations was collaborative. Everyone was eventually happy with the design. But if the NPS had unilaterally decided on the design, then the partners might not have been as supportive of the whole initiative. 

[bookmark: _Toc211389626]Developing Personal Potential – Effective Interdependence
A well-known approach is Stephen Covey’s The 7 Habits of Highly Effective People, where Covey defines a habit as the intersection of knowledge, skill, and desire. To reach an optimum level of interpersonal effectiveness, a person travels along a continuum from dependence to independence to interdependence (Covey, 1989).

ZION staff and the Zion Green Team emulate the habits within the Interdependence Triangle.  In an email correspondence, ZION employee Emily Toone wrote, “I think part of the role of the Green Team is to work on the goals of individuals to accomplish together, in a team atmosphere, what would be difficult to do on their own” (E. Toone Personal Communication, April 27, 2011). Toone was hired as the park’s Sustainability Coordinator in 2010 after Superintendent Whitworth opened up a detail in 2009. Toone’s email continues, “In Sept 2009, Jock opened a detail for an Assistant Superintendent to focus on the sustainability program in the park, Bill Cox was borrowed from the EPA [Environmental Protection Agency] to do just that. In that time, these gentlemen have managed to build a crew that works within the admin division to make changes across the board with sustainability in mind.”

It appears that not only did ZION reach levels of interdependence within the park, their impacts have reached far beyond park boundaries. Several of the interviewees noted that other parks had reached out to ZION; specifically, Toone wrote, “Hopefully, we also inspire other parks to follow through with some of the initiatives by providing not only the inspiration but also the advice and the know-how. This comes into play with having standard information forms that we provide when other parks ask, “Hey, how did you guys do this?”

[bookmark: _Toc211389627]Alternative Potential Solutions and Leadership Strategies
This initiative involving drinking water at ZION could easily have had different outcomes.  Leadership from Superintendent Whitworth and the ZION Green Team pointed the way to a final outcome. If the leadership for change had not been provided, the project might never have come to fruition. 

The partners played an integral role in the outcome of this situation; the alternatives ranged from maintaining status quo with sales to installing water filling stations. Sales of bottled water provide economic benefits to Xanterra, Inc., and ZNHA. Both organizations were concerned about revenue loss if the sales of bottled water were discontinued. Additionally, Superintendent Whitworth (J. Whitworth, Personal Communication, April 22, 2011) pointed out that in the case of ZNHA, keeping the bottles refrigerated in the visitor center required electricity; in fact, the refrigerators were using 15% of the building’s electricity. ZION could have decided not to bother with water filling stations. Park management could have said that the effort would not be worth it. Trucking in bottled water to sell through the natural history association and the concessionaire met visitors’ needs for water and addressed safety needs. This “no additional action” approach would not, however, fulfill ZION’s history of being a leader with regard to environmental and resource management issues. 

Daft (2008) reports that an outcome in comparing management and leadership is that leadership “creates change and a culture of integrity” (p. 15). However, change is difficult for most people. Some authors describe resistance to change as natural (Heifetz, 2002). At the heart of danger is loss; change challenges a person’s sense of competence. Further, 
habits are hard to give up because they give stability. They are predictable. “In going through the pains of adaptive change, there is no guarantee that the result will be an improvement . . . but perhaps the deepest influence is that habits, values, and attitudes come from somewhere, and to abandon them means to be disloyal to their origin” (p. 27).

Daft (2008) agrees and states that “many people see change as painful and disruptive” and a violation of a personal compact (p. 470). So how can a leader facilitate change? Kotter and Cohen also cite attitudes as an issue; their primary finding is that the biggest barriers to change involve people’s attitudes (Kotter, 2002). Kotter (1996) outlined an eight-stage process to facilitate change, including the establishment of urgency and empowering employees. Daft (2008) states that change leaders are courageous; success is predicated on guiding followers through a sequence of steps including communication and training, participation and involvement, and, as a last resort, coercion (p. 472).

The loss of revenue was a part of this adaptive change. When asked in an interview, “what leadership challenge did you face?”, David Perkins, Xanterra’s environmental director, responded, “deciding to eliminate the huge revenue was an initial obstacle” (D. Perkins, Personal Communication,  April 29, 2011). If all could agree to the water filling stations, and that “it was the right thing to do,” then the next part of the challenge was to decide where and how to implement water filling stations. With an agreement to support water filling stations, the two partners could then commit to sell reusable water containers with logos to supplement revenue.

One option for providing a water filling station at the new visitor center was to install it indoors.  Superintendent Whitworth said that he listened to this option.  But, as he said in an interview, ZION’s Green Team was “kicking around options.” When this original concept was discussed more thoroughly, however, a concern became spillage. One of the initial ideas was to have the water at the filling station appear in a faux natural setting with a stream and fake rocks. As the idea evolved, though, a simpler outdoor design with interpretive media was chosen. Plus, having the water filling station outdoors would make it available to visitors after hours.  Interestingly, the design shows an image of water flowing down amidst vegetation on a rock face. The display with the title “Zion Spring Water Bottle Filling Station” is used at various water filling stations, so it becomes iconic and recognizable throughout the park. By choosing logic and persuasion, Whitworth encouraged ZNHA and Xanterra to support a more green initiative.  He emphasized the “3 Rs,”—Reduce, Reuse, and Recycle, and in that order. Not selling bottled water is a reduction of items initially produced, transported to the park, hauled away from the park to recycling centers or landfills, and processed at those respective facilities (J. Whitworth, Personal Communication, April 22, 2011).

ZION could have safe drinking water for the public by using the reverse osmosis filtration system. This process, however, requires infrastructure and electricity and is therefore less sustainable. After further analysis, it was decided that it would be best to minimally treat the water (testing it for public consumption, of course) and “market it as Zion spring water” (ibid.).




[bookmark: _Toc211393208]Figure 4[image: NPS Water Filling Stations UT]: Park Ranger Fills Reusable Water Bottle at Water Filling Station, NPS Photo

The National Park Service could have ignored the wishes and needs of its park partners at ZION. The NPS could have imposed its authority in an autocratic way. Superintendent Whitworth could have unilaterally demanded that ZNHA and Xanterra no longer sell bottled water and established a firm short-term deadline. A heavy-handed approach such as this by the park superintendent, however, could have backfired. “[T]he natural evolution of the project worked out well,” said Lyman Hafen, ZNHA’s executive director. “We did not have to stop selling bottled water until the water stations were in place and we had reusable product[s] in place to replace the water sales. Everyone worked together well and no one had to respond to harsh demands and difficult deadlines” (L. Hafen, Personal Communication, April 26, 2011).

Public education about the importance of eliminating the sale of bottled water at ZION could have been even stronger. David Perkins, Xanterra’s environmental director at the Zion Lodge, pointed out that, in hindsight, “starting earlier on the public education portion of the project would have been better.” Early on, a noticeable number of visitors complained about the lack of bottled water for sale at the Xanterra facilities. Most travelers are used to having bottled water available for purchase, and some may have negative feelings toward water filling stations such as fountains. It took a while before there was enough education to inform visitors about the concept of bottled water not being environmentally friendly. With regard to the water filling stations and no bottled water for sale, Perkins asserts that “the guests get more and more comfortable with it” (D. Perkins, Personal Communication, April 29, 2011).  

[bookmark: _Toc211389628]

Major Stakeholders Coming Together
In 2008, ZION implemented an environmentally friendly initiative that provided park visitors with free water filling stations. In addition, the park implemented a policy that abolished the sale of bottled water in the park. Members of the Zion Green Team collaborated to envision, plan, and implement this green initiative. As mentioned, the Zion Green Team is comprised of employees from Zion National Park and the park’s primary partner organizations: ZNHA, Xanterra, and Parks Transportation, Inc. The first two organizations operate sales outlets inside the park that had been selling bottles of water. Parks Transportation, Inc., operates the shuttle buses in the park. “As a Climate Friendly Park with an active Environmental Management System (EMS), Zion is taking many steps to become more sustainable as well as encouraging visitors to ‘Go Green.’ To lead our sustainability efforts we have created a Green Team. One key activity identified in EMS was to install water bottle filling stations, encourage visitors to use reusable water bottles, and eliminate the sale of bottled water within Zion National Park”  (Greening the Department of the Interior).

Harpers Ferry Center (HFC) assisted the Green Team in the design of the water filling stations.  HFC incorporated an attractive design with interpretive messages, such as statistics of how many bottles are thrown away each year. One of the goals for undertaking the water filling station initiative, according to a project summary, was to “Promote a behavioral change by encouraging visitors to use reusable water bottles instead of buying disposable bottled water”  (Greening the Department of the Interior). Accordingly, the interpretive message reads:

Zion Spring Water Bottle Filling Station
Please carry a reusable water bottle and keep the plastic out of the landfill. Fill it here with Zion spring water. Our spring water has been treated to exceed federal and state standards for safe drinking water. Remember never drink untreated water directly from a spring. Every time you fill your reusable bottle you keep a disposable bottle out of the landfill. And you save money – you can refill an average reusable bottle with tap water once a day for 10 years, 5 months, and 21 days before it would cost as much as one quart of bottled water. 

By the Numbers
Americans use about 50 billion plastic water bottles yearly, 167 for each person. About 38 billion end up in the landfills. End-to-end they would circle the equator 217 times. Making them uses ~20 billion barrels of oil and creates more than 25 million tons of CO2.  (Greening the Department of the Interior)

Throughout the process, the ZION Green Team worked together. This was paramount because the National Park Service relies on ZNHA and Xanterra to provide essential visitor services. The NPS staff at ZION fostered a vision for the future. ZNHA and Xanterra were given time to sell out their remaining stock of bottled water and to acquire reusable water bottles. The NPS team realized that its partners would lose an important revenue source by ending the sale of bottled water. Acknowledging this fact and working with ZNHA and Xanterra allowed for everyone to accept the change without bitter feelings. In the long run, it was deemed best to maintain positive working relationships and achieve the desired end results at a slower pace than for the NPS to demand abrupt change. ZNHA Executive Director Lyman Hafen summed up this idea: “the Green Team came up with a very compelling plan …. Still, I was reluctant, but once we made the change it became evident that eventually we would be able to make up for water sales with reusable container sales, and, at the same time, use the whole program as a way to communicate a very important message to the visitor. It really did end up being a win-win all the way around” (email message from Lyman Hafen to Lisa Eckert, April 26, 2011). 

[bookmark: _Toc211389629]Fostering a Culture of Sustainability
A typical case study addresses an analysis of alternatives that a leader could have used in hindsight. This work team, Team Mather, did not have any of these types of observations. The elimination of disposable water bottles at Zion National Park was a product of successful communication, maturity, and leadership decision-making by the individuals involved. Standing out among the crowd is Supt. Jock Whitworth, who encouraged staff to use a judicious eye toward sustainability and refine existing park operations in a proactive and creative manner that leveraged ZION’s geography, partnerships, and history. ZION had access to good quality spring water in a desert environment where water is essential and facilities were relatively easily accessible and clustered together (in the Zion Canyon). ZION had a healthy working relationship with the Zion National History Association’s economic concerns of staying a benefactor for the park and Xanterra Parks and Resorts’ sustainability efforts, as well as a history with Parks Transportation, Inc. 

But Zion’s sustainability efforts were not limited to working with the shuttle bus company that required visitors to leave their cars at the shuttle bus parking and take free, popular public transit into the park. ZION had a history of developing and incorporating thoughtful, ethical decision-making into the economic operations of the national park (National Park Service, Zion, The Emerging Culture of Sustainability). In fact, ZION had made sustainability not something different and abnormal, but rather a factor of everyday life, by including a section on sustainability as one of the park’s many “Policies and Practices” described in the 2002 General Management Plan.

This case study successfully demonstrates cross-boundary (meaning, including partners beyond NPS employees) communication and involvement, which correlates with a Win-Win in the Maturity Continuum. All these steps were made possible by facilitative leadership by the park superintendent, Green Team leader Lisa White, and Green Team members themselves from a cross-section of ZION’s NPS divisions and partner organizations. The leaders highlighted in this case study flexibly shifted along the leader decision styles continuum by using delegation and group consultation as needed. When necessary, Superintendent Whitworth held true to a vision by exhibiting decisive leadership and individual consultation.

[bookmark: _Toc211389630]Summary of Leadership Observed
What is most remarkable about this case study is Whitworth and ZION’s ability to inspire innovative thinking and culture. Interviewees noted that NPS and partner employees have shown increased interest in supporting sustainability efforts of the park. At least three other NPS units have consulted with ZION or the partner organizations regarding sustainability efforts; ZION has developed a sustainability coordinator term position; and interpretive signage and information have inspired behavioral change among visitors from around the world. How does a leader inspire change in employees and the public without jeopardizing the diversity of opinions essential to a healthy workplace and global community? 
Daft (2008) defines a cultural leader as someone who “articulates a vision for the organizational culture that employees can believe in” and “heeds the day-to-day activities that reinforce the cultural vision” (pg. 430). Superintendent Whitworth developed a culture and a vision for ZION and its partners that are spreading throughout the National Park Service, slowly, and perhaps even to other NPS partner organizations. Is sustainability a new idea? No. Xanterra Parks and Resorts has taken the lead on seeing sustainability as a priority, too. Yet taking the sustainability priority, coupling it with other priorities such as safety and economic success, and in doing so inspiring cultural change within an organization is an example of exemplary leadership. 

This case study reveals strong leadership as well as the aches and pains that come with developing a project that implements change. The members of the ZION Green Team and involved parties are to be commended, as are visitors who are intrigued and inspired to reconsider any preconceived notions after their use of the Zion Spring Water stations. 
Based on the measures of continuation of the program, enthusiastic visitor acceptance, sustainability impact, educational approach, continued visitor safety success, team building approach, and overall leadership process of the ZION water bottle project, the ZION Green Team and involved parties were very successful. 

The road to installation of stations involved hang-ups, compromise, open minds, effective followership, and many other leadership traits and synergized into a currently successful, safe, and sustainable operation within ZION.  It is an operation that continues to improve over time and energize and encourage other units within the National Park Service and its partner organizations. As ZION Supt. Jock Whitworth summarized at the most recent Association for Partners of Public Lands Conference, “Now we need to make sustainability a part of our culture and focus on how to become more sustainable ourselves” (J. Whitworth, Sustainability PowerPoint Presentation, 2011).
[image: ]
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[bookmark: _Toc211393209]Figure 5: ZION Interpretive Sign and Green Team, NPS Photo
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OBJECTIVES: At the end of this session, students should be able to:
· Articulate the relationship between the NPS Commercial Services Program and the Facility Management Division
· Describe relationship issues between the concessions and the NPS 
· Summarize a perspective on leadership

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	




Structural Fire and Facilities Relationship

OBJECTIVES: At the end of this session, students should be able to:
· Articulate the relationship between the Structural Fire Program and the Facility Management Division
· Describe relationship issues between Structural Fire and the NPS 
· Summarize a perspective on leadership
· Understand the relationship between Structural Fire and Facilities


	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	




[bookmark: _Toc211389633][bookmark: _Toc337642113]Mentor Workshop

OBJECTIVES: At the end of this session, students should be able to:
Identify opportunities to mentor beyond the FMLP
Describe how they plan to implement the “Closure” phase of the Mentoring Continuum 
Guide a protégé through a five-year goal-setting process 


	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	




[bookmark: _Toc211389636][bookmark: _Toc337642116]Congressional and Legislative Affairs

OBJECTIVES: At the end of this session, students should be able to:
· Articulate the legislative process between the NPS and Congress
· Discuss political realities of the job as a liaison or facilitator between the bureau and Congress
· Articulate the office’s relationship with the parks
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OBJECTIVES: At the end of this session, students should be able to:
· Recognize the magnitude of the rules and regulations affecting the facility function in the environmental arena 
· Know how to locate environmental policies, rules, and regulations
· Appreciate the liability associated with non-compliance
· Demonstrate seeing beyond the consequences to the opportunities (sustainability)
· Recognize the driving forces behind the sustainable movement (Executive Order, DOI and NPS initiatives, etc.)
· Articulate the key principles of environmental leadership
· Appreciate the value and importance of incorporating best practices into their park management actions
	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	



Defining a profession
[bookmark: _Toc289416581][bookmark: _Toc211389638]What is a Profession?

· Intellectual operations
· Derives its material from science
· Involves practical ends
· Possesses educationally communicable techniques
· Requires training and specialized study
· Shows concern among the members to clarify mission and function
· Mastery of theoretical knowledge
· Includes the capacity to solve problems
· Uses practical knowledge
· Contains aspects of self-enhancement
· Includes formal training
· Seeks credentials
· Creation of a sub-culture
· Public acceptance as a profession
· Relies on ethical practice
· Identified relationship to other vocations
· Includes recognized professional associations
· Is self-regulating
· Accountable
· Follows a code of ethics
· Shows loyalty to a body of principles and theories


[bookmark: _Toc226887866][bookmark: _Toc289416583][bookmark: _Toc211389639]The Future of Your Lifelong Learning
Instructions: Using your Individual Development Plan as a resource, answer the following questions and discuss them with your group. Choose a sample of answers and ideas to present to the group.

What people, places, and things will shape you as a learner?









How do you envision ending up as a learner?









How will your lifelong learning support the professionalization of the field of facility management in the National Park Service?










Name: ________________________________________________________




[bookmark: _Toc211389640][bookmark: _Toc337642118]Sample Interview Questions

1. Give me an example of a problem you faced on the job and how you handled it.
2. What did you like best and least about your previous (or current) job?
3. What have you learned from your mistakes?
4. Describe a situation where you had to work in a team setting on a project. 
5. Describe a time when you were faced with problems or stresses at work that tested your coping skills.
6. What was your role in your park’s most recent success?
7. Why did you pursue a career with the Park Service?
8. What did you choose the profession of Facility Management?	
9. What do you expect from a supervisor?
10. Tell me about yourself.
11. What interests you about this job?
12. What is your leadership/management philosophy?			
13. If you were the superintendent of this park, what would be your top two priorities?
14. What are your long-term goals?
	

[bookmark: _Toc289673370][bookmark: _Toc211389641][bookmark: _Toc337642119]

Tips and Tricks to Engage Your Audience During Your Poster Presentation

· Tell a story: It may help to get your idea across much better than the words on the poster.
· Use your two minutes wisely: Keep your intro short and strong, your voice slow and steady, and your ending crisp, clean, and powerful. Your poster will mimic this message. In the era of television sound bites, internet surfing, and decreased attention spans, you will want to deliver your message succinctly. Ask yourself how much time you are willing to spend trying to understand the main elements of a poster. 
· Pause: A pause can help to let a really strong idea sink in.
· Make eye contact: Making eye contact with individuals in the crowd can make it more personable.
· Involve others when answering a question: If one individual in the group asks a question, include others who may be standing in the group in the answer. That may prompt more questions. 
· Ask follow-up questions: An individual may have a reason for asking a specific question, such as shared interest. Ask a follow-up question such as “Have you had a similar experience?”
· Use humor when appropriate: Smiling and joking can work wonders with the audience. Just don’t overdo it!
· Be mentally and physically prepared:
· Get a good night’s sleep the night before
· Drink lots of water before your presentation
· Eat
· Breathe
· Visualize a positive outcome



[bookmark: _Toc289673371][bookmark: _Toc211389642]Poster Sessions: How and What—Some Basic Information
[bookmark: _Toc289673372][bookmark: _Toc211389643]Poster Session Presentation
The poster session presentation should tell the viewer what, when, where, how, and why, as well as so what? and/or now what? You should be able to "answer" each of these questions in a sentence or two, using language that the "intelligent layperson" can understand. In more formal "research" terms, these are often listed as introduction & rationale, related literature, method, findings, and implications. Using this outline you can craft a five- to eight-minute presentation about your experience, research, or project that will keep most people interested.

Remember that the poster will not do the job alone. This is a public speaking activity and preparation about the setting, potential audience, and approach are important. Some tips:

· This is not as formal a speaking presentation as is a formal program at a conference or meeting. While your dress and overall style should meet standards for presentations, your approach may be more personable, with handshakes, introductions, and sharing with the audience before you start your presentation. Think of it as “gathering people up in a net” before you present. If you rush too fast with the net, they’ll scare off and you’ll have to chase them—a bad thing to do in the field and at a professional meeting. If you move too slow or jerkily, you’ll never catch them. Use the strength of your personality and your confidence to gather an audience and start your presentation.
· Relax a bit and enjoy this poster session. Remember, there is no one in the room who knows more about your experience and position than you do.
· Even though listing your method (when, where, how) is very important, most people are more interested in the "why" (what was it that led you to the action, research, or professional development opportunity your poster describes) and the "so what" (what are the implications of your work as a student or facility manager for your park, the NPS, the field) and the "now what" (what follow-up is intended for you, the NPS, your park, etc.). 
· Be sure to have some sort of handout to accompany the poster session. This can be a reproduction of the text displayed (five or six pages), or it might be a summary of the work (one page). Sometimes people hand out other "artifacts"—samples of work and a list of related references, an activity guide, unit/lesson plans, etc. It's important to have something for people to take away; we all like to receive handouts in one form or another! 
· Provide information about where/how you can be contacted, both on the poster and in any handouts.
· Anticipate problem 1: A viewer asks questions during the presentation that disrupt the experience for others.
· Common problems like this occur, and you must indicate to the viewer that you are very interested in discussing these issues after the overall presentation.  Specifically ask the viewer to stay after to talk further.
· Anticipate problem 2: No one comes to your poster.
· Walk over to your next-door neighbor and ask her to stand by you in between your posters. Two people together close to posters often gather other people, and, if a viewer walks by and seems interested, you can sneak up and ask him if you can give him more information, and then pass him onto your neighbor poster presenter.
· Anticipate problem 3: Viewers indicate that they do not have a lot of time for your presentation.
· Give them the two-minute, high-point, “geez, I am excited” presentation.  It will make a difference, and they may stay and ask more questions.
· Anticipate problem 4: Viewers look at the poster but seem like they do not want to engage in talking to you.
· Okay—is that really so bad? Maybe, but perhaps it’s just the nature of the viewer. Ask them if you can give any more information, where they are from, or if they like your poster. Be conversational and smile!
· Anticipate problem 5: A very good poster and presentation next to mine is dominating the presentations.
· You could just hit your neighbor, hide their unconscious body, and take their place, but that would not be an action in the spirit of professional information sharing. Why not hang out on the outskirts of the viewers they are presenting to, taking notes about how you can be better and making contact with other viewers who may then turn to you for comment, advice, or questions?
· Anticipate problem 6: Anything else can and will happen.
· Be flexible and have fun. Remember, you are the expert on YOUR poster session, and this is about you, your opinions, your experiences, and your abilities.

[bookmark: _Toc289673373][bookmark: _Toc211389644]Weaving In the FMLP Portfolio
The FMLP portfolio is more or less your reference work for your poster session and is a competency summation for your experience. You should refer to it in your presentation and use it in the presentation if you can. One method is to simply refer to it and indicate what is in it, what it represents to you, and that it is available for review. Another method might be to refer to it and, as part of your presentation toward the end, actually hand it to an audience member to look at and pass around. A third approach would be to include a summary of the portfolio on the audience handout. Whatever method you choose, be sure to refer to the portfolio and the culmination of this experience, including your leadership personal best.










	Continuing your Professional Development

	An Introduction










What happens after the fmlp?
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A goal of the FMLP is to provide you with the tools to climb the mountain of success.


About Professional Development
As you complete your journey of the FMLP, you must realize that this is only another step in a lifelong journey of learning. 

Why should you have a Professional Development Plan? As with planning the FMLP, you were given goals and objectives and knew what you were going to accomplish. To that end, you will develop a plan that will help you in the changing world of facility management and leadership in the National Park Service.

Tools
Before beginning this process, gather your 
Tools and Resources!
· Your Self-Assessment
· Your IDP
· Your Mentor
· Your FM Competency Guide



Current Career Issues


[image: http://www.examiner.com/images/blog/wysiwyg/image/Crossroads_2.jpg]
Identifying your current career issues will help you navigate crossroads


Career issues can include a variety of things from acquiring new skills to make you more effective in your current job, to changing to another field, to planning your retirement. Knowing what your issues are will help you to strategize to deal with them. From the list below, which are relevant to you now?
· You are fairly new in your position and still need to learn the basics of the position to ensure you are productive and comfortable in your job
· You have been in your current position for some time, but you want to increase general competence
· You have been in your current position for some time, but you have a new boss or organizational leader
· You need to improve in specific areas of your job (such as project writing or project management)
· You need to update your skills with the ever-changing technology in facility management and the NPS
· Your job duties have changed (or will soon change) that will require you to learn some new skills
· You want to position yourself to be promoted or get to a higher level of responsibility
· You want to expand on your skills or expertise to make you more flexible and attractive in the job market
· You want to change jobs in the Maintenance Division and…
· Stay in the Maintenance Division at you current park
· Change to a different division at your current park
· Move to another park
· Leave the NPS
· Plan for retirement




Your Self-Assessment
Your Self-Assessment is a good start for seeing competency gaps in your skills, and you should include in your plan a way to increase those skills and competencies. There are other areas to focus on in your self-assessment that are broader and less defined than competencies. Working with your mentor, answer the following questions.

1. Of the new developments in facility management in the NPS, what interests me the most? 

	

	

	

	

	

	

	





2. What are my current strengths that will help me to pursue these interests? (Refer to your self-assessment)

	

	

	

	

	

	

	





3. What are the most important aspects of my work? What do I value? See list of value examples below.

	

	

	

	

	

	

	


Values Assessment List
	Acquiring new knowledge
	Opportunity for Advancement

	Autonomy in the job
	Power and influence

	Beautiful work surroundings
	Public contact

	Being around interesting people
	Quality of product

	Benefits
	Recognition

	Blending of family and career
	40 hour work week

	Challenging work
	Salary

	Clear rules and expectations
	Security

	Competition
	Status and prestige

	Creativity
	Supervising others

	Flexible work schedule
	Taking risks

	Freedom from pressure and stress
	Travel opportunities

	Friendships at work
	Variety and change in work

	Helping others
	Working alone

	Independence
	Working at home

	Involvement in decision making
	Working with a team

	Leisure time
	Working with details



Ryan, Robin. What to Do with The Rest of Your Life; America’s Top Career Coach Shows You How to Find or Create the Job You’ll LOVE. New York: Fireside, 2002, pp. 19-20.





4. What are some “must-haves” in your job? (commute time, child-care, flex-time)

	

	

	

	

	

	

	



5. What limits you? (I have to wait until my child graduates; I must live in the west; I don’t want to travel; I have problems with my supervisor or work climate; I probably need a degree or advanced degree to move up, etc)


	

	

	

	

	

	

	










Action Steps
Before embarking on your 5 year plan, it might be helpful to break it up into steps first. Think about your career now and where you would like it to be. First answer this question. Write it in pencil, so you can change it!

Where do I want to be and what will I be doing in five years?

	

	

	

	

	

	

	


Now, list some steps to move from where you are now to where you want to be.

	

	

	

	

	

	

	

	

	

	



Review the list and categorize them as Now (N), Mid-Range (M), or Long-Term (L)


	2014
	FMLP Capstone: Continuing Your Professional Development



	FMLP Capstone: Continuing Your Professional Development
	2014




	2
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	85




Professional Development Plan
Now that you have done some exploration of your values, skills, and barriers, it is time to develop your plan! In the table below, write the goals you wish to accomplish in 5 years. In the rows beside, indicate what you need to do in years 1-4 to meet those goals and what barriers you think you might face.
Work with your mentor to solidify your information.

	Goal Statement
	
	Barriers
	
	Annual Steps

	
	
	
	
	Year 1

	
	
	
	
	Year 2

	
	
	
	
	Year 3

	
	
	
	
	Year 4








	Goal Statement
	
	Barriers
	
	Annual Steps

	
	
	
	
	Year 1

	
	
	
	
	Year 2

	
	
	
	
	Year 3

	
	
	
	
	Year 4






	Goal Statement
	
	Barriers
	
	Annual Steps

	
	
	
	
	Year 1

	
	
	
	
	Year 2

	
	
	
	
	Year 3

	
	
	
	
	Year 4







	Goal Statement
	
	Barriers
	
	Annual Steps

	
	
	
	
	Year 1

	
	
	
	
	Year 2

	
	
	
	
	Year 3

	
	
	
	
	Year 4




Adapted from:
NASA’s Financial and Resources Management Individual Plan Advisor  at http://ifmp.nasa.gov/codeb/staffing/idpguide.htm
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[bookmark: _Toc337642121]Individual Development Plan (IDP)

	EMPLOYEE NAME:
	

	PRESENT TITLE, SERIES, GRADE:
	



	COMPETENCY GOAL
	ACTIVITY
	TARGET COMPLETION DATE
	NUMBER OF HOURS OF T&D
	COMMENTS
	COMPLETED DATE
	COST

	


	
	
	
	
	
	

	


	
	
	
	
	
	

	


	
	
	
	
	
	

	


	
	
	
	
	
	

	


	
	
	
	
	
	

	


	
	
	
	
	
	



______________________________   _______		___________________________   ______
EMPLOYEE’S SIGNATURE		DATE		SUPERVISOR’S SIGNATURE   	     DATE

______________________________   _______		___________________________   ______
MENTOR’S SIGNATURE		DATE		TRAINING OFFICER		     DATE


[bookmark: _Toc211389647][bookmark: _Toc337642122]FMLP Self-Assessment

Assess your skills in the facility manager competency areas and place a check mark in the box below your skill level. Use this information to select learning goals and opportunities in your individual development plan.

	I. Asset Management

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	A. Planning and Procedures
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Property and Structure Ownership
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Life Cycle Management
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	D. Inventory and Condition Assessment
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	II. Operations and Maintenance

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	A. Service Scheduling, Performance, and Tracking
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Facility Management Software
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Health, Safety, and Environmental Factors
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	D. Emergency Preparedness
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	III. Project Management

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	A. Project Management
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Programming and Design
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Construction and Relocations
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	




	III. Resource Stewardship

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	A. Cultural Resources
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Natural Resources
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Environmental Stewardship
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	V. Business Management

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	A. Plan and Organize the Facility Function
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Budget and Finance
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Assessment and Innovation
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	D. Human Resource Management
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E. Technology
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	VI. Supervision, Management, and Leadership

	
	No Skill
	Conceptual
	Experienced
	Expert
	Can Teach Others

	FUN 1. Interpersonal Skills
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	FUN 2. Oral Communication
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	FUN 3. Integrity and Honesty
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	FUN 4. Written Communication
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	FUN 5. 
Continual Learning
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	FUN 6. Public Service Motivation
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	

	A. Leading Change
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B. Leading People
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C. Results Driven
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	D. Business Acumen
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E. Building Coalitions and Communications
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	













































	[bookmark: _Toc304975196][bookmark: _Toc211389648]Facility Manager Leaders Program – Course Evaluation
Directions: Please give us your evaluation and opinions of the course and your learning experience in the course by checking the box below that most closely represents your opinion. All responses are confidential and will only be used for the purpose of evaluating the Capstone Study in Facility Management course.



	Session Objectives and Materials
	(1)
Strongly Disagree 
	(2)
	(3)
	(4)
	(5)
	(6)
	(7)
Strongly Agree

	I understood the learning objectives for each of the sessions.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	The course materials aided my understanding of the content.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I found the course materials easy to navigate.
	· 
	· 
	· 
	· 
	· 
	· 
	· 



Please provide comments in the box below.
	









	Delivery and Facility
	(1)
Strongly Disagree 
	(2)
	(3)
	(4)
	(5)
	(6)
	(7)
Strongly Agree

	I was engaged during the learning sessions.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	The activities and exercises aided in my learning.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I was given ample time to practice or demonstrate what I was learning.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	The PowerPoints and videos helped to reinforce my understanding of the material.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I was pleased with the room set-up.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I experienced minimal distractions during the sessions.
	· 
	· 
	· 
	· 
	· 
	· 
	· 



Please provide comments in the box below.
	







	About Learning
	(1)
Strongly Disagree 
	(2)
	(3)
	(4)
	(5)
	(6)
	(7)
Strongly Agree

	As a result of this course, I feel more confident about discussing aspects of leadership in front of an audience.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I understand the concepts of environmental leadership. 
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I understand systems leadership.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I understand the relationship between concessions and facilities.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I can better navigate the political realities of my position.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I understand the relationship between resources and facilities.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	Overall, this course met my expectations regarding learning.
	· 
	· 
	· 
	· 
	· 
	· 
	· 



Please provide comments in the box below.
	










	Relevancy
	(1)
Strongly Disagree 
	(2)
	(3)
	(4)
	(5)
	(6)
	(7)
Strongly Agree

	I believe my relationship with my mentor has helped me to succeed.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	The sessions presented were relevant to my current position.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	I am confident that I will be able to apply what I have learned back at my park/unit.
	· 
	· 
	· 
	· 
	· 
	· 
	· 

	
Please provide comments in the box below.

	








What barriers might you face in applying what you learned? Circle all that apply.

A- I do not have the necessary knowledge or skills
B- I do not have a clear picture of what is expected of me
C- I have other priorities right now
D- I do not have the necessary resources back at my park
E- I am not recognized or rewarded for doing this
F- Other (please explain)



What was the most important thing you learned this week?




Please tell us any comments that you have regarding the sessions.




Leading organizations - mastering systems


Leading others -mastering groups and teams


Leading myself - mastering personal leadership





_____


_____


_____









_____


_____


_____
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NPS Focus Digital Library and Research Station (Focus)

NPS Org Code Repository

NPS Conflict Resolution Management Information System (CRMIS)
NPS National Help Desk

NPS Scorecard

NPS Voyager Library Catalog

NPS Web Mapping Framework (NPMap)

NPS Workforce

Online Uniform Center

Operations Formulation System (OFS)

OPM USAJOBS Job entry

OTCNet
Park Transportation Allocation & Tracking System (PTATS)

PEPC - Planning, Environment and Public Comment
Performance Management Data System (PMDS-GPRA)
Project Management Information Systems (PMIS)
Questions & Answers, Briefing, Effects and Capability Statements Tracking System (QABECS)
Quicktime

Research Permit and Reporting System (RPRS)

Safety Management Information System - SMIS (DOI)
Servicewide Policies and Other Guidance

SmartPay Card Program Training

Law Enforcement T3 Database - Test/Track/Train

Travel Manager (DOI)

Trip Manager (GovTrip)

Uniform Allowance Authorization (UAA) Administration
Web-based Informal Inventory Database System (WIIDS)
Wildland Fire Systems
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You won't find it here.
That's because we at Zion
have replaced disposable

water bottles with
ATE reusable souvenir bottles

¥ | the Park, then

to help reduce waste.
7 You can refill your bottle
/ with Zion Spring Water at
74 fllllng stations throughout

e keep using it
™ | for years to
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. save money &
i

we'll all help
the planet!
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