
 
 
 
 
 

 

 

 

 

What’s Inside: 
 
·  NEW activities and related 

services!  
·  Collaborative group tools  

designed and priced for 
both small businesses and 
departments 

·  Innovative and effective 
methodologies  that 
engage employees and 
managers in the 
organization’s change and 
improvement processes 

A Suite of Focused, Facilitated Group 
Collaboration Activities and Management 

Development Products that Provide 
Organizations the Opportunities to Connect 

their Strategies to Execution 
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“Every great leap in the improvement of humankind and its organizations has more or less come from guided reflection.  If there is not 
time for reflection, there is almost no chance for improvement.”*  
 
As a society, we have become so fast-paced and eager to move on to the next thing that we seem to have lost our willingness and our ability 
to stop and reflect on how we have done something in the past so that we might improve our workflow in the future.  If we catch somebody 
at their desk “daydreaming,” we immediately assume that the person doesn’t have enough work to keep them busy and we go search for 
more work to give that person.  While I certainly don’t advocate daydreaming at the workplace, I also think there is a strong need for and 
benefit to allowing our employees time to periodically step away from their day-to-day activities to find ways to work smarter, not harder. 
 
Additionally, I believe that we have become such a dynamic society where moving from position to position (or organization to 
organization) every couple years has become totally acceptable.  I call it the turnstile syndrome and the result is that many people are found 
in a supervisory or management position within an organization, yet they have minimal supervisory training and management tools at their 
disposal.  This is a dangerous situation to be in, for over the next 10 years, as the baby boomers retire, it is estimated that the US will find 
itself in a 40-million person deficit in the workforce.  Forty million!  That means that jobs will be easier to find, that employers will need to 
be more aggressive in recruiting AND retaining employees, and that managers will need to be top-notch leaders if they hope to retain their 
staff.  Today, far more people cite leaving a job because of their supervisor, rather than disliking the organization, and this will only 
increase as the deficit begins.   
 
Organizations must have access to tools, training, and strategies that can create a world-class operation (whether 5 people or 50,000 people) 
if the organization hopes to survive beyond the next 10 years.  We will all need tools that bring the power of the employees together with 
the guidance of the management in order to reach organizational goals and develop a very positive organizational culture will bring the 
organization one step closer to becoming a world-class operation.   
 
The tools and strategies presented in this catalog are designed to accomplish several things – bring people together, communicate direction, 
give people the methodologies to guide the change process, tap into the expertise of the people, and create a cultural transformation to one 
that thrives on constant change.  I look forward to hearing how introducing Guided Reflection into your organization has created something 
truly amazing for you. 
 
Sincerely, 
Patrick Seaton, President 
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* Fred Harburg, Senior VP of Leadership and Management Development 
   Fidelity Investments Company,  March 2004 

 
“The holistic, experiential approach of the activities offered by Innovative Management Tools fits into any business approach 
or organization. The 'blended learning' approach means that those involved can examine their own capabilities in a no-blame, 
no-fail culture." 

Ray Barker, Director, British Educational Software Association (BESA), London, England 
 

 

Dear Business Owner, Department Manager, OD Professional, HR Manager, Organization 
Leader, and Frontline Supervisor: 
 
“Change is inevitable – Growth is optional.”  I heard this quote almost 20 years ago when I began my 
career and it has stuck with me until today.  While I believed the quote, it wasn’t until just a few years 
ago when I read another quote that explained to me how to make the “optional” aspect a guarantee.  The 
quote read the following: 

“Change is opportunity.  It is also 
constant, direct, and temporary, 
for once things change, you can 
bet they are going to change again.  
Learning to thrive on constant 
change is the next frontier.” 

 
Michael Dell, Direct from Dell 
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“You can analyze and fixate on a process for change but until you get to the people and address their feelings around it – their 
understanding of it – the change will not happen!  I have found the right way to implement change with IMT. By engaging the 
employee and addressing their emotions and feelings, this business is making it happen." 

Barbara McDonald, MBA, Owner, McDonald’s Business Service, Chatham, Illinois 
 

“In more than 15 years of management experience, I have never seen tools so useful for helping you adapt to changing 
conditions as the tools from IMT. They are elegantly simple and truly a breakthrough in managing changes throughout an 
organization."  

Juan M. Medina, International Business Development Director, Wisconsin Rapids, Wisconsin 
 

Foundational Concepts that Guide our Change Managem ent and 
Organizational Improvement Approach 

 

How to Successfully Manage 
Change in an Organization 
 
1. Use the Next-Level Supervisor as the 

Conduit to Employees 
2. Engage Employees in the Change 

Process 
3. Provide Concrete, Real-World 

Environments and Outcomes 
4. Build Physical Communication 

Opportunities in a World of Electronic 
Communication 

5. Capitalize on the Power of Small, 
Incremental Change 

6. Invest Time Upfront, Instead of Pay 
Later 

7. Create a Positive Environment 
Throughout the Change Process How to Change People 

 
1. Let People Change Themselves – 

people don’t resist change but they do 
resist being changed without input 

2. Focus on the Processes – processes 
are the backbone of our organizations 
and provide stability to the employees 

3. Secure Employee Buy-In – involve 
employees in the change process and 
tap into their expertise 

4. Define Internal Positioning – make 
sure people know how they fit into 
and contribute to the organization 

5. Recognize Challenges – if the change 
will be tough for the organization, say 
so and let people rise to the challenge 

6. Allow People Time to Plan – nobody 
likes to do work today only to do it 
over again at a later date 

7. Use Proper Tools – use tools and 
strategies designed to bring the 
management and the employees 
together for a Guided Reflection 
communication session 

Managing Change in an Organization  
 

Today it is commonly recognized that participative management is both 
desired by employees and crucial for managers to build effective teams of 
employees.  Because of this, change management initiatives need to be 
grounded in clear, concise, logical, layman activities or processes that 
engage employees at all levels, while providing the group with enough 
information so that decisions affecting forward progress can be made based 
on where people are in the change process and where the ultimate goal 
promises to take them.   
 
The management tools offered by Innovative Management Tools revolve 
around seven fundamental keys to change management and overall process 
improvement.  Each of the seven keys represents an acceleration point for 
the organization to make  
responsive management decisions  
at all levels. (see chart at left) 
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Changing People 
 

When speaking to managers, one of the most frequently asked questions is, 
“How do you change people?!”  With the question comes a fair amount of 
frustration and anxiety, which implies that it really isn’t easy to change 
people.  And that is absolutely correct.   
 
The more effective approach to changing people is to create an 
environment where people change themselves.  When people understand 
the need for a change, when they are able to see how the change will 
benefit them personally, and when they are able to work through the impact 
the change will have on their world (also know as their desk or workspace), 
people are usually willing to make a change.  (see chart at right for details) 
 
Most changes introduced by senior staff are intangible improvement goals 
or ideas.  However, the employees work in a very process-oriented manner.  
Connecting the intangible to the tangible begins the change process and 
working out the details (planning) speeds up the process. 



Activities that Provide Exploration and Analysis of   
Specific Topics 
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Task Management: Making sure you have the right people in the right positions is 
critical to effectively and efficiently meeting departmental and organizational goals. 
Balancing workload across employees with different skill sets, interests, and priorities can be 
a constant challenge for even the most seasoned manager.   

“Having downsized from a company of about 20 employees to 6 employees, we were forced to make internal organizational 
changes. HATS helped us identify and define old and new responsibilities in order to maximize everyone's productivity. HATS 
was the answer for us during that change."  

Rick El Daief, Strategic Sales Manager, Toronto, Canada 
 

 

Communication:  It is always interesting to hear employees say that they 
feel there is a lack of communication in the organization when we are more technologically 
connected today than ever before.  The question isn’t “do we” or “don’t we” communicate.  
The real question is “How do we communicate information to satisfy the varied needs of the 
employees?”  Making sure the lines of communication are open, the vehicles for 
communication are in place, and the employees understand the value of the communication 
for completing their jobs are all critical for every organization. 
 

 

 

Customer Service:  How well do you really know what your customers 
experience when interacting with your organization?  Many organizations lose customers for 
petty reasons yet never learn why the customer decided to become a non-customer.  By 
walking in the footsteps of your customers, gathering information about how they are treated 
and feel when interacting with your staff and products, an organization can more easily 
identify problem areas and decide if your staff’s hospitality will ensure a return customer. 
 

Delegation:  While employees complain that managers don’t delegate 
enough, managers may have valid reasons for keeping certain tasks and decisions close to 
their vest.  However, managers need to realize that by delegating selected tasks and decisions 
to the staff will build skills, boost morale, and improve workflow.  The trick is to make sure 
the manager is comfortable with the delegation activity – defining the delegation process, 
establishing the feedback loops, making sure the delegatee has the necessary information and 
skills, and then allowing the staff to take the reins. 

 

Time Management:  While some people seem to manage their workload 
with ease, other people always seem to struggle to meet deadlines.  Is it a case of time 
mismanagement or mismanaged workloads?  In either case, understanding how people spend 
their days, what types of tasks they spend their time on, and looking for ways to streamline 
their workload can dramatically improve productivity and morale.   
 

NEW 

NEW 

NEW 

NEW 
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Activities that Provide Exploration and Analysis of   
Specific Topics 
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Product Development:  Organizations are expected to reinvent 
themselves, their products, and their services on a regular basis, if they want to stay 
competitive in the marketplace.  That reinvention can be quite an expensive investment, 
depending on the extent of the changes.  However, before throwing out an entire product in 
hopes of coming up with something totally new, organizations should first look at their 
existing products and services from all angles to see where smaller, more manageable 
updates can be made, while still pleasing the customer.  By analyzing products and services 
from 20 different perspectives, organizations may be able to update a product or service 
without being forced to undergo a total redesign. 
 

 

Perception Management:  The devil is in the details.  We’ve heard that 
over and over.  And organizations are not immune to the need to pay attention to details.  
Whether it is worn carpet in the entryway, a cracked window in the warehouse, a grumpy 
receptionist, or an unsatisfactory return policy, these things create perceptions for your staff 
and your customers.  Left unattended, the perception turns into reality, and once a reality in 
your organization, people might begin to believe that management doesn’t care, so why 
should they?  And so the downward spiral begins… 
 

“IDEAS was the ideal tool for getting our clerical staff to brainstorm some improvement suggestions.  I am quite happy with 
the results.  The activity brought out information that would not normally be voiced in the day-to-day setting.  With the 
suggestions we gathered, we are now able to initiate some improvement plans within the district.” 

John Timmerman, Superintendent, Auburndale School District, Auburndale, Wisconsin 
 

 

Barrier Elimination : Once you know where you want to go as an organization and 
begin your change journey, you will no doubt encounter barriers, hurdles, and other obstacles 
along the way. By learning how to better identify and eliminate these obstacles that are 
prohibiting forward progress, you will open the path to change in a positive, constructive 
way that can include employees at all levels in your organization.  
 

 

Idea Generation: Brainstorming sessions rarely produce the kind of results one had 
hoped to achieve for the simple reason that there is a lack of structure guiding the session.  
The brainstorming session also often falls victim to strong personalities that dominate the 
gathering and prohibit the quieter participants from contributing in ways that fall into their 
comfort zone.  Having structure without stifling creativity allows the best ideas to reach the 
table for consideration.   
 

 

Decision Analysis:  We make decisions every day with the intention of 
creating a positive impact on the organization somewhere in the future.  Yet several 
decisions end up having a negative impact either on the organization’s system (people, 
processes, etc.) or directly on the employees.  Anticipating the impact beforehand and 
developing action plans to ensure that all decisions have a positive impact on the 
organization can reduce stress, wasted time, and emotional reactions.   
 

NEW 

NEW 

NEW 
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Activities that Provide Exploration and Analysis of   
Specific Topics 

 

Employee Awareness:  Your employees are diverse in everything from 
their generation to their value system.  Yet they still need to work together as a team and find 
ways to use each other’s experiences, expectations, and internal drive to get the work done as 
efficiently and effectively as possible.  While some aspects of how a person is “wired” are 
obvious, other aspects are not seen in the workplace.  By learning more about 12 key 
information points that help define who a person is, your staff will have more success in 
working with that person on a daily basis.   
 

“SNAPSHOT was the ideal tool to show us where our improvement opportunities were and the results gave us a realistic, 
goal-oriented improvement plan that could be put into action without a total disruption to our existing day-to-day order flow." 

 
Jody Frahmann, Owner, Off the Wall Custom Framing & Art, Marshfield, Wisconsin 

 

 

Internal Restructuring :  Restructuring an organization can be a 
complicated task, especially if it has never been done before.  The challenge facing 
management is how to disconnect the departments and reconnect them to form a picture that 
makes sense to the staff and the workflow.  When pieces don’t seem to make sense to the 
employees, they spend valuable time trying to understand or second guess the logic behind 
the changes.  By creating a visual of the new structure from various perspectives before 
announcing it to the staff, management can anticipate aspects of the reorganization that might 
create confusion and wasted time.  Taking the initiative to provide additional information 
explaining the changes will go far with the staff.   
 

 

Priority Management: The laundry list of things to do seems to go on forever while the 
resources available (and their skills) seem to be on the rather short side.  Aligning the tasks to 
complete with the resources and their skills, taking into account deadlines, milestones, and 
dependencies can be a daunting task without a structured approach to tackling the list of to-
do items.   
 

 

Skills Analysis: Knowing what skills your employees possess, compared to 
what skills are needed for their position, and identifying where the skills gaps exist 
(potentially leaving your department vulnerable) is vital knowledge.  On the flip side, your 
staff may possess skills that are not being tapped into simply because the manager didn’t 
know that the people had the skills.  Having a solid profile of each employee can help 
mangers make duty assignments with more ease and certainty.   
 

 

Process Improvement: Whether your processes are already in place, or to be defined, 
managers need to make sure everybody involved knows how they contribute to the process, 
how their tasks affect others in the process, and how their work contributes to the 
organization as a whole.  Whether small, incremental change or vast process re-engineering 
is your plan, working through the upcoming changes with the people involved in the process 
can smooth the transition exponentially.  
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Activities that Create a Development Plan for Emplo yees or the 
Organization  
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Marketing Development:  Organizations that are considering an 
expansion of their marketing program are embarking on a very exciting, and expensive, 
adventure.  Marketing efforts can reap huge rewards when done well, or simply be a drain on 
the bottom line when handled poorly.  The most successful marketing programs not only 
look at the external marketing elements that will generate more business (trade shows and 
web marketing, for example) but also understand what impact these marketing efforts will 
have on the organization’s infrastructure.  Introducing a surge of leads and sales into the 
organization is great, as long as the organization’s processes can handle to surge.  Planning 
both external and internal efforts required to manage the marketing efforts is critical. 
 

Competency Development:  Having an executive position within an 
organization carries a tremendous amount of responsibility.  Leading people, strategic 
planning, providing the vision for the organization, and growing the human capital of the 
organization are just a few of the skills and competencies that top-notch executives must 
possess.  But very often we find that executives are too busy to define and implement their 
own personal development plan.  The executive’s responsibility to the organization and its 
staff is that he/she will be a lifelong learner, setting the example for the rest to follow. 
 

Competency Development:  Having an manager position within an 
organization carries a tremendous amount of responsibility.  Leading people, departmental 
planning, serving as the bridge between senior management and the employees, and growing 
the human capital of the organization are just a few of the skills and competencies that top-
notch managers must possess.  But very often we find that managers are too busy to define 
and implement their own personal development plan.  The manager’s responsibility to the 
department staff is that he/she will be a lifelong learner, setting the example for the rest to 
follow. 

 

Competency Development:  Being a supervisor within an organization 
carries a tremendous amount of responsibility.  Supervising workflow, leading projects, 
hiring staff, providing guidance and direction for the department staff, and growing the 
human capital of the organization are just a few of the skills and competencies that great 
supervisors must possess.  But very often we find that supervisors get so caught up in the 
daily firefighting of the department issues that they are too busy to define and implement 
their own personal development plan.  The supervisor’s responsibility his/her staff is that 
he/she will be a lifelong learner, setting the example for the rest to follow. 

 

Competency Development:  Having an leadership position within an 
organization carries a tremendous amount of responsibility.  Leading people, leading 
projects, strategic planning, providing the vision for the organization, and growing the 
human capital of the organization are just a few of the skills and competencies that effective 
leaders must possess.  But very often we find that people who find themselves in a leadership 
position feel as if they are too busy to define and implement their own personal development 
growth plan.  The leader’s responsibility to the organization and its staff is that he/she will be 
a lifelong learner, setting the example for the rest to follow. 

 

 

“Companies are realizing that people go up through the ranks in the company and end up managing people and 
large teams yet they have no training for it.” 

 
Diane Bonneau, Director of Communications, Calgary Association of Professional Coaches,  The Calgary Herald, May 2004  

NEW 
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Activities that Produce Impleme ntation Plans and Management 
Roadmaps in Specific Areas 

Employee Positioning:  Organizations function because of the people that 
fill the various functions in the various departments.  It is becoming increasingly important 
for employees to clearly understand how they fit into and contribute to their department and 
ultimately to the organization as a whole.  By developing a positioning guide for each 
employee that goes well beyond the traditional job description, employees are able to 
quantify their contributions and develop a sense of pride in their work. 
 

Departmental Positioning:  A department cannot easily measure change efforts 
without first having a firm understanding of where they are.  Once all department staff 
understand how the department fits into the organization, it is much easier to effect changes 
and understand the impact these changes will have on the department as a whole.  
Additionally, a departmental positioning guide creates a sense of belonging and contribution 
for the employees as they learn how their daily work helps the organization reach its strategic 
goals.  

Planning and Preparation:  Many times you know about upcoming changes in time to 
prepare your people, processes, and training in such a way that the change is efficient, 
effective, and as painless as possible.  Or perhaps you want to conduct a strategic planning 
session with your senior staff.  In either case, employee buy-in is increased substantially 
when employees are involved in the preparation and planning process.   
 

Team Building:  High-performing teams within an organization produce 
extraordinary results time and time again.  However, so many teams and workgroups that are 
put together for short projects fail to produce the desired results.  So often, the problem is not 
in what the team was expected to accomplish, but rather that the team was not organized for 
success from the beginning.  Proper planning and preparation should be the first order of 
business for the team members if they want to dramatically improve the success ratio of the 
team. 
 

Organizational Positioning:  As an organization grows and adds staff 
and layers, it becomes increasingly important to ensure that all of the employees have a firm 
understanding of how the organization strategically positions itself in the marketplace.  This 
information creates a clear vision and direction for the individual departments and the 
employees to follow.  Without a top-level positioning document to educate the staff, an 
organization risks having people stray from the path, wasting time and resources along the 
way. 
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“NAVIGATE allowed our management team an opportunity to get back on the 'same-page' by focusing attention on company-
wide goals and objectives - and the change required to achieve them.  We came away with action plans that once 
realized, could be implemented immediately."  

Mike Cellucci, "Lean Manufacturing Champion”, Sko-Die, Morton Grove, Illinois  
 

NEW 

NEW 

NEW 
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Programs that are Implemented Outside of a Facilitated 
Environment  

Supervisor Development:  Creating and promoting a mentorship and 
personal improvement program between a supervisor and his/her immediate manager is often 
talked about but, unfortunately, equally often is not acted on. By using a ready-made 
supervisor development program that facilitates continuous improvement of over 100 key 
supervisory and managerial mindsets, skills, and activities, the supervisor and his/her 
immediate manager can spend time setting development goals, developing actions plans to 
meet the goals, and tracking progress toward the goals instead of trying to develop a program 
from scratch.   
 

Employee Recognition:  Ask any manager and they will say that they should praise their 
employees more than they do but don’t provide regular recognition because of lack of time or 
lack of creativity.  Many employees take this lack of recognition as a sign that their manager 
doesn’t care or doesn’t pay attention to the employees’ contributions.  Bridging the gap by 
introducing a monthly employee recognition program that focuses on accomplishments with 
ready-made awards solves both issues in a cost-effective and efficient manner.   
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“If you create a positive work environment, people want to come to work every day and do a good job – but they also want to 
enjoy what it is they do, and they want to be appreciated." 

 
Bob Joyce, CEO, Westfield Group, National Association for Employee Recognition 2006 Best Practices 

 

 

My Personal Progress Log 

Where do I feel I am today in embracing this mindset? 
  I Don’t Agree    I Agree With It,     I am a Firm 
  With It At All  in Most Situations   Believer of It 
 1     2  3       4  5 
 
A situation when having this mindset helped me succeed: 
 
__________________________________________________ 
__________________________________________________ 
 
A situation when having this mindset would have helped me succeed: 
 
__________________________________________________ 
__________________________________________________ 
 
My next steps in embracing this mindset: 
 
__________________________________________________ 
__________________________________________________ 
 
My personal mentor or coach to help me embrace this mindset: 
 
__________________________________________________ 
 

Mindset 
 
The mindset concept I am currently focusing on: 
 
__________________________________________________ 
 
 
The goal that I’ve set for myself: 
 
__________________________________________________ 
__________________________________________________ 
__________________________________________________ 
 

STOP and GO Log Sheet © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com.  Topic Sheets provide an 
explanation for the supervisor 

Log Sheets allow the 
supervisor to map progress 

toward their goals 

 

My Personal Progress Log 

Where do I feel I am today in the development of this skill? 
        In Need         I Try My         A Proven 
        Of Help                Best       Competency 
 1     2  3       4  5 
 
A situation when I have effectively used this skill: 
 
__________________________________________________ 
__________________________________________________ 
 
A situation when I could have done a better job with this skill: 
 
__________________________________________________ 
__________________________________________________ 
 
My next steps in developing this skill: 
 
__________________________________________________ 
__________________________________________________ 
 
My personal mentor or coach to help me build this skill: 
 
__________________________________________________ 
 

Skill 
 
The name of the skill I am currently focusing on: 
 
__________________________________________________ 
 
 
The goal that I’ve set for myself: 
 
__________________________________________________ 
__________________________________________________ 
__________________________________________________ 
 

STOP and GO Log Sheet © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com.  

 

My Personal Progress Log 

How often do I use this activity in my department? 
         Occasionally,               Regularly, 

         Never        As Time Permits    No Matter What 
 1     2  3       4  5 
 
A situation when I have effectively used this activity: 
 
__________________________________________________ 
__________________________________________________ 
 
A situation when I could have done a better job with this activity: 
 
__________________________________________________ 
__________________________________________________ 
 
My next steps to using this activity on a regular basis: 
 
__________________________________________________ 
__________________________________________________ 
 
My personal mentor or coach to help me achieve my goal: 
 
__________________________________________________ 
 

Activity 
 
The name of the activity I am currently focusing on: 
 
__________________________________________________ 
 
 
The goal that I’ve set for myself: 
 
__________________________________________________ 
__________________________________________________ 
__________________________________________________ 
 

STOP and GO Log Sheet © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com.  

 

Mindset 

STOP and GO Topic Card © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com. 

 

You are not the 
only one with ideas.  
Let others 
contribute, make 
suggestions, and 
take the lead at 
times.  If you don’t 
do this, they may 
“walk” when you 
need them most. 
 

Benefits: 

����  Your success as a supervisor is based on how well your team is able to 
get the jobs done.  Everybody should be able to contribute to the goal.  

����  People don’t like to work for a dictator.  They want to be included.  
 
Challenges: 

����  Sometimes things need to be done your way.  That’s OK.  Explain the 
situation and let others be involved whenever possible.  

����  If you choose to use this way of thinking, your challenge will be to hire 
and retain people willing to work for you.  

Avoid “My Way or the Highway”  
 

Effective 
Communication 

 

 

Skill 

STOP and GO Topic Card © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com. 

 
 

Proper delegation 
does not mean 
simply dumping 
those tasks that you 
don’t want to do onto 
somebody else in the 
department.  
Delegation is an 
effective way to help 
your staff grow and 
be challenged in their 
job. 
 
Benefits: 

����  People who master this skill have people asking for projects, rather 
than always looking for someone to give the project to. 

����  Giving your staff development opportunities can only strengthen your 
department for the long-run.   

 
Challenges: 

����  As much as you may want to, in order to meet deadlines, dumping will 
only hurt your reputation in the future.  

����  Phrasing the delegation hand-off can sound insincere and rehearsed.  
Practice your hand-off skills.  

Delegate, Don’t Dump 
 

Delegation 

 

 

STOP and GO Topic Card © 2006 Innovative Management Tools LLC.  To reorder, go to www.innovmgmt.com. 

 

Follow an initial 
performance 
discussion with one 
or two short 
meetings to assess 
the person’s 
progress and 
encourage them to 
follow through with 
the correction plan. 
 

Benefits: 

����  Employees will take performance improvement tasks seriously when they 
know that there will be follow-up meetings. 

����  Follow-up meetings allow you to keep the employee pointed in the best 
direction possible, moving as quickly as possible to correction. 

 
Challenges: 

����  Although you should guide the employee, you can’t do the work for them 
or take responsibility for their actions. 

����  As things begin to improve, there is a natural tendency to skip a follow-
up meeting or two because other fires are taking priority.  Dropping the 
ball with follow-up meetings can hinder progress and give the message 
that the correction is no longer needed or important. 

Don’t Drop the Ball 
 

Employee 
Relations Activity 

 

A few examples of the more 
than 100 award cards to 

choose from 

NEW 
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“You need to find strategies that increase the opportunities for contact among individuals and groups.  Even when 
change is young, it is important to find ways to create a shift from independent ideas into a single vision, with all 
aligned.” 

Rick Maurer, Beyond the Wall of Resistance 

Innovative Management Tools activities 
create focused sessions using the 
following process: 

� 


� 


Create well-defined action plans, based on 
the session results.  Move forward efficiently 
and effectively while you implement your 
plans. 

Facilitate the session, engaging all 
participants.  Because the content is 
provided by the participants, each session 
is inherently tailored to the specific needs 
and situations of the group .   

Assemble the appropriate participants, 
planning for a four-hour, methodical 
brainstorming and communication session. 

� 


 

 Facilitation Sessions 
 

For those organizations without internal facilitation 
capabilities, or for those looking to evaluate an activity 
prior to purchasing a kit, a four-hour, on-site, facilitated 
session is the perfect choice. 
 




Kits  
 

For those organizations with internal facilitation 
capabilities and a desire to utilize the activity across the 
entire organization, purchasing an activity kit allows them 
to run sessions as often as needed in every department – 
all for a one-time, reasonable purchase price. 

 


Facilitator Training  
 

When purchasing an activity kit, some organizations select 
a team of internal facilitators (training department 
personnel, OD staff, supervisors, or managers) and have 
them trained on how to facilitate sessions with the 
purchased kit.   Knowing how to get the most information 
out of the participants maximizes the return on 
investment. 
  

Whatever the size of your organization or the 
type of industry, Innovative Management 
Tools has facilitation services, kit purchases, 
and facilitator training options to fit your 
needs.   

Facilitated Activities Designed to Engage Employees  in the 
Process of Connecting Organizational Strategies to E xecution 

 

“When asked what managers needed to improve most, 47 
percent of the Human Resources people [surveyed] said 
‘engaging people in strategy.’” 

Right Management Consultants survey of 133 organizations 
Miami Herald, October 2004 
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“[The] customers’ passion is for improved business performance, at the highest impact, with the lowest cost, and in 
the least disruptive manner possible.” 

 
Fred Harburg, Senior VP of Leadership and Management Development, Fidelity Investments Company, March 2004 

Simple, Cost-Effective Pricing 
 
At Innovative Management Tools we understand that 
budgets are often constrained when it comes to 
purchasing tools for internal use or to engaging the 
services of an outside consultant or facilitator.   
 
Because of this, we have adopted a simple, cost-
effective pricing model that can fit into even the tightest 
of budgets. 
 
Each of our Half-Day Facilitated Sessions can be 
conducted at your facility for a mere $995*.  Discounts 
apply for two sessions conducted in the same day. 
 
Organizations interested in purchasing a kit and 
enjoying unlimited use of the materials within all of 
their departments can purchase a Standard Kit  for only 
$895.  Shipping and Sales Tax apply. 
 
Finally, for those interested in having their internal corps 
of facilitators trained on a specific activity, a Full-Day  
Facilitator Training Session can be brought to your 
facility for only $1,995*.  (Kit purchased separately.) 
 
Organizations that choose a combination of the choices 
listed above will enjoy solution discounts.  Please 
consult our website for individual order codes and our 
Solution Pricing. 
 
AWARDS, Employee Recognition Kit, starts at a low 
$495 and STOP and GO, Supervisor Development 
Program, is a mere $79 per binder. 
 
* Travel to/from facility not included. 

Pricing Designed with Department Managers, Small Bu siness 
Owners, and Small Budget Organizations in Mind 

 

 
Kits come complete with all material to facilitate a session, 
including a facilitator’s manual, reusable cards, log sheets, 

pens, and a tape dispenser. 

Why Four-Hour Sessions? 
 
We have found four-hour sessions to be very 
effective for several reasons.   
 
·  Participants are allowed enough time for Guided 

Reflection, the cornerstone for making improvements  
·  Participants are able to get away from the daily 

routine and really engage themselves in the activity 
·  Participants are not gone from their work area for so 

long that they end up with mountains of work greeting 
them upon return from the session 

·  An organization can allow a department to be gone for 
this amount of time without causing too much turmoil 
and backlash 

·  Participants who need time to process information 
prior to offering their input aren’t rushed or 
overlooked 

·  Four hours allows discussions to go deeper than 
would normally be allowed during the day, bringing 
up issues that might otherwise be missed 

·  Four hours allows enough time to work out different 
scenarios and “what-ifs” without needing to 
reconvene the group and repeat the discussions 

·  Participants have time to socialize with and learn 
more about their co-workers in a focused manner 
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“Every great leap in the improvement of humankind and its organizations has 
more or less come from guided reflection.  If there is not time for reflection, there 

is almost no chance for improvement.” 
 

Fred Harburg, Senior VP of Leadership and Management Development 
Fidelity Investments Company, March 2004 


