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Time for a Power Pose!







Dream Initiative Workshop
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We Teach. We Lead. We Succeed.

MISSION
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PASSION

Teamwork
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SERVICE

Respect
TRUST
Performance

Our Values
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Guiding Next Generation Leaders

96% 924%

Of Teaching Fellows Of Teaching Fellows
Agree that the ENJOY
EXPERIENCE [ i coming to

BENEFITSTHEM [P Nt WORK EVERY
A DAY
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dream
manager‘

MATTHEW KELLY
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Dream Initiative Research
You didn't fill out

the survey? %
';! ;
| don’t know who you are....
But I will find youl...
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Dream Initiative Primary Research

Top 4 Self-Reported Work/Life Obstacles

94%

39%

T T T
Financial Issues = Time and Balance Personal/Family School/School
Issues Issues Schedule Issues
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Dream Initiative Secondary Research

\
Org Culture Life \
Development Coaching

and SEL

The Dream
Initiative
Disciplines

K

/' Millennial ' | Work/ Life \
Workforce | ;'
K Development | Programs
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Dream Initiative Secondary Research

10-15%

Undergraduates who
receive executive-style
coaching zincluding
guidance on setting goals
and time management *
are 10-15% more likely to
remain in college and
graduate.

Stanford University
School of Education

When employees are satisfied with
stress levels and work-life balance, they
are more inclined to stay with their
companies (86% versus 64%) and
more likely to recommend them as
places to work (88% versus 55%).
Watson Wyatt, 2007

88%

A three-day training intervention with
managers increased productivity by 22%,
but adding eight weeks of one-on-one
coaching after the training pushed
productivity to 88%.

Public Personnel Management

Teach * Lead * Succeed




ICF Global Coaching Client Study, PricewaterhouseCoopers
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Improved Improved Improved Improved
Work Business Time Team
Performance Management  Management  Effectiveness

o 86%
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Improved Improved Improved Improved
Self- Relationships Communication  Life/Work
Confidence Skills Balance
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Dream Initiative: Staffing
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Dream Initiative: Services

MSMS$Q#,7"0/3
T'#09$Q#,7"0/3

ach +* lLead * Succeed



Dream Initiative: Services
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Dream Initiative: Services

“Life Pursuits” Workshops
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Dream Initiative: Services
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Dream Initiative: Promotion
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Dream Initiative: First Semester 2016 Data

* Number of TFs who regularly read the weekly MOTIVATOR e-newsletter from
the Dream Initiative. The rest are infrequent readers.

Launched
September
2016 —
December
2016

* Number of TFs who have attended GROUP COACHING WORKSHOPS at
Teaching Fellows Academy.

* Number of TFs served with SECOND PART-TIME JOB opportunities, resume
review and career development.

* Number of TFs who participated in the 30-DAY CHALLENGE to adopt a better
lifestyle habit.

* Number of TFs who participated in off-the-clock MEETUPS including a cooking
class, Bollywood dance class, running group, and basketball group.

* Number of Teaching Fellows and office staff receiving ONE-ON-ONE
COACHING to achieve goals, overcome obstacles and improve well-being.

* Number of individuals who attended the LIFE PURSUITS: Money Management
Workshop financial coaching series.

+« AVERAGE SATISFACTION score between 1-5 (5 being Excellent) awarded to the
Dream Initiative.
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Power Boosting Tools

ﬁvmc; THE WORLD

...isn't keeping you from getting paid,
on-site feaching experience as an undergrad.
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Activity #1
Wheel of
Well-being

Self-Discovery Activity:
The Wheel of Well-Being

Academic

Money/Finances Learning/School

Physical
Environment
(home,
transportation,
etc.)

Job/Work

Personal, Fitness, Health
Emotlo_n_al & and Nutrition
Spiritual

Growth

Fun, Leisure and

: Relationships, Friends &
Recreation

Family
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Activity #2
Mindset

“Failure is an
opportunity to grow”

GROWTH
MINDSET

“| can learn to do anything | want”

“Challenges help me to grow”

“My effort and attitude
determine my abilities”

“Feedback is constructive”

"l am inspired by the success of others”

“I like to try
new things"

“Failure is the
limit of my abilities”

FIXED
MINDSET

“I'm either good at it or I'm not”
"My abilities are unchanging”

" don't like I can en:relrcg?‘ftx:
to be challenged”

“My potential is predetermined”
“When |I'm frustrated,
| give up”

*Feedback and criticism
are personal

"| stick to what | know”

- lead * Succeed



Activity #3
Mindfulness
Pause
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Dream Initiative: Summary + QUESTIONS
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CONCEPTS DEFINITIONS

1. Social-Emotional
Learning (SEL)
Social and emotional learning
(SEL) is the process through
which children and adults
acquire and effectively apply
the knowledge, attitudes, and
skills necessary to understand
and manage emotions, set and
achieve positive goals, feel
and show empathy for others,
establish and maintain positive
relationships, and make
responsible

Self-Management

+ Regulating one’s emotions
+ Managing stress

« Self-control

* Self-motivation

+ Setting and achieving goals

+ Perspective taking

+ Empathy

+ Respecting diversity

« Understanding social and

ethical norms of behavior

« Recognizing family, school,

and community supports

SEL Core Competencies

Self- Awareness
« Labeling one’s feelings
« Relating feelings and thoughts
o behavior
« Accurate self-assessment of
strengths and challenges
+ Self-efficacy
« Optimism

Social &
Emotional

Responsible

'\'-ea”’i'"! Decision- Making
N + Considering the well-being

of self and others

+ Recognizing one's
responsibility to behave
ethically

+ Basing decisions on safety,
social and ethical
considerations

« Evaluating realistic
consequences of various

actions

« Making constructive, safe
choices for self,
relationships and school

= Building relationships with diverse
individuals and groups

+ Communicating clearly

+ Working cooperatively

decisions. (Collaborative for
the Advancement of Social and

+ Resolving conflicts

- Seeking help
Emotional Intelligence S L

(EQ)

Emotional intelligence is the ability to identify and manage your own emotions and the emotions of others. It is
generally said to include three skills:

1. Emotional awareness, including the ability to identify your own emotions and those of others;

2. The ability to harness emotions and apply them to tasks like thinking and problem solving;

3. The ability to manage emotions, including the ability to regulate your own emotions, and the ability to cheer
up or calm down another person. (Psychology Today)

Emotional Learning)

Sources: CASEL, Acknowledge Alliance

Mindset

Mindset is a simple idea discovered by world-renowned Stanford University psychologist Carol Dweck in
decades of research on achievement and success. In a fixed mindset, people believe their basic qualities, like
their intelligence or talent, are simply fixed traits. They also believe that talent alone creates success 2 without
HITRUW 7 KH\YUHgrawtRQiddsetQpeople believe that their most basic abilities can be developed
through dedication and hard work 2 brains and talent are just a starting point. This view creates a love of
learning and a resilience that is essential for great accomplishment. Virtually all great people have had these
qualities. Teaching a growth mindset creates motivation and productivity in the worlds of business, education,
and sports.

Mindfulness

The practice of maintaining a nonjudgmental state of heightened or complete awareness of one's thoughts,
emotions, or experiences on a moment-to-moment basis; the quality or state of being mindful. For example,
when you practice mindfulness meditation, you're sharpening your focus (usually by paying attention to one
thing) and training your brain to be more mindful.

The Dream Initiative

&DOLIRUQLD 7HDFKLQJ ) DreaRatatyRptaitp dwarkety §f\support services to Teaching
Fellows to help them define goals, plan, overcome obstacles, and fulfill their dreams. This innovative program
seeks to build social-emotional learning in Teaching Fellows--including mindsets, values, knowledge/skills, and
self-regulation--so they can pass it on to the young people they serve.


https://www.psychologytoday.com/basics/emotional-intelligence
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Life coaching specifically

has made a huge impact in

my life and I'm working
WRZDUGV JRDOV , G
could achieve, but little by

little I'm succeeding and

truly only th rough life

coaching was | able to reach
these goals so I'm an

advocate for life coaching

Thank you, thank you, thank you! |
can't believe the support | have been

receiving from Teaching Fellows. |
don't know what | would have done
ALONE as far as handling all the life
changing situations | encountered this
semester. Thanks for being there and
givin g me that opportunity to succeed.

The program offers a lot of room for
growth and opportunity to advance in
areas you might feel incapable. It's also

a great place to simply talk and get

honest feedback. With so  much going on
taking an hour out of the week for

Overall different
perspective AKA
MINDSET! I'm a lot
happier and feel more
confident in making the
changes necessary to

This is a great resource you
should look into if you need
help with anything. They go
out of their way to help you
and make sure you're doing
okay. This program makes
me feel like I'm a part of
something, not just another
employee.

7KH '"'UHDP ,QLWLDW

inspired me to make
progress with my goals, has
helped me manage anxiety,
to determine my next steps
in several areas of my life,
has provided support and
encouragement in my
personal and work life, and

The dream Initiative is truly a
place for self -discovery. You
have no idea how valuable
taking time out for your self
can be until you give it a




Self-Discovery Activity: The Wheel of Well-Being

Money/Finances

Physical
Environment (home, /

transportation, etc.)

N

Learning/School

Job/Work

n
L]
N
©
=)

X3
o

Personal,
Emotional &
Spiritual Growth

Fun, Leisure and Recreation

Fitness, Health
and Nutrition

<

Relationships, Friends & Family



12:00 AM
1:00 AM
2:00 AM
3:00 AM
4:00 AM
5:00 AM
5:30 AM
6:00 AM
6:30 AM
7:00 AM
7:30 AM
8:00 AM
8:30 AM
9:00 AM
9:30 AM
10:00 AM
10:30 AM
11:00 AM
11:30 AM
12:00 PM
12:30 PM
1:00 PM
1:30 PM
2:00 PM
2:30 PM
3:00 PM
3:30 PM
4:00 PM
4:30 PM
5:00 PM
5:30 PM
6:00 PM
6:30 PM
7:00 PM
7:30 PM
8:00 PM
8:30 PM
9:00 PM
9:30 PM
10:00 PM
10:30 PM
11:00 PM
11:30 PM

Sunday
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Monday

Tuesday

&

Wednesday
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Thursday

&

Friday

Saturday
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CALIFORNIA

Teaching
Fellows

FOUNDATION

Create a Vision for your life below. Where do you want to be in 5-10 years? What will your life look like in any or all
of these areas: career, finances, education, social/relationships, environment/living, health/fitness,
emotional/spiritual, and recreation/fun. Draw a picture of where you want to be? Dream big!

10
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Every day, we meet situations that call for thought, decision making and action. Psychologists tell us that
all our decisions are based on beliefs, attitudes, and the values that we hold—either consciously or
unconsciously.

Ideally, our choices should be made based on firm values; but we can be unclear about what our values
really are. Once we know the relative importance of various personal values, it is easier to resolve
conflicts. For example, “Should I eat this junk food all the time when I really do value health and
wellness?” or “If integrity is so important to me, should I really be telling a lie in this situation?”

This exercise will strengthen your sense of purpose, which is essential to any plan for success. Your
values determine your priorities and reinforce who you are as a person. When you do things that align
with your personal values, you feel content and satisfied. Clarifying personal values is the essential first
step toward a richer, fuller, more productive and satisfying life.

What are your Top 5-7 Values?

Read the list on the next page. Check up to 10 of the most important values to you. Feel free to add
another value that is not listed. Then narrow down that list to the top 5-7 most important words that
represent how you want to live your life. Now how can you use your values to achieve your goals?

11



Values List.

Now go through the list of values below and place an X by the values that you hold in the highest regard
in life; ones that are very important to you. While it can be more than 10, try to keep it to 10 selections.
Feel free to add a value that is not listed. Be real, there is no judgment in your selections.

o Appearance o Friendship o Peace

o Authenticity o Future thinking o Perfection

o Accountability o Generosity o Perseverance

o Achievement o Goal-oriented o Personal fulfillment
o Adaptability o Growth (personal/professional) o Power

o Ambition o Health o Recognition

o Awareness o Helping others o Relationships

o Balance (personal) o Honesty o Reliability

o Being the best o Hope o Respect

o Caring (for others) o Humility o Responsibility/responsible
o Commitment o Humor/fun o Results

o Community o Independence o Risk-taking

o Compassion o Influence o Safety

o Competition o Innovation o Security

o Cooperation o Integrity o Self-discipline

o Courage o Intuition (use of) o Status

o Creativity o Joy o Strength/being strong
o Decisiveness o Justice o Success

o Dialogue o Kindness o Sustainability

o Diversity o Leadership o Teaching

o Enthusiasm o Learning/discovery o Teamwork

o Efficiency o Listening o Trust

o Equality o Love o Unity

o Excellence o Making a difference o Vision

o Fairness o Mentoring o Wealth

o Faith o Morals o Well-being

o Family o Open communication o Winning

o Financial stability o Openness/receptive o Wisdom

o First (being first) o Optimism o Other (specify):

o Forgiveness o Patience o Other (specify):

12
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Write down 3 ways you may reflect a Growth Mindset

versus a Fixed Mindset in the areas of your life below.

Then your facilitator will direct you to find a partner
and you will be asked to share. Writing it down and
speaking about it helps to reinforce your learning.
Consider how you will change that Fixed Mindset!

IN SCHOOL

“Failure is an
opportunity to grow”

GROWTH
MINDSET

“I can loarn to do anything | want*

“Challenges help me to grow”

*My effort and attitude
determine my abilities™

“Feedback is constructive®
*1 am inspired by the success of others”

“| like to try
new things”

“Failure is the
limit of my abilities”

FIXED
MINDSET

“I'm either good at it or I'm not*
“My abilities inchanging®

“l don't like
10 be challenged®

“My potential is predetermined”

“When I'm frustrated,
| give up”

“I stick to what | know"

Growth Mindset

Fixed Mindset

1.

1.

IN PROGRAM/AT WORK

Growth Mindset Fixed Mindset
1. 1.

2. 2.

3. 3.

AT HOME

Growth Mindset Fixed Mindset
1. 1.

2. 2.

3. 3.
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The Dream Manager

THESUMMARY IN BRE-

Managing people isdifficult. With disengagement and turnover on the rise,
many managers are cratching their heads wondering what to do. [t@not that we

don® dream of being great managers it@jug that we haven®found a practicd and

efficient way to do it. Until now E

The fictiond company in The Dream Manager isgrgppling with red problems
of high turnover and low morde N = the managers begin to investigate what
redly drivesemployees What they discover istha the key to motivation isn®
necessxily the promise of abigger paycheck or title, but rather the fulfillment of
crucid persond dreams They d< learn tha people a every level need to be
offered gecific kinds of help and encouragement N or our dreamswill forever
remain jus dreamsaswe grow disstidied with our jobsand lives

The Dream Manager exploresthe connection between the dreamswe are
chaang persondly and the way we dl engage a work. Taking on the growing
problem of employee disengagement, The Dream Manager exploresthe dynamic
collaboration that isunleashed when people work together to achieve company
objectives and persond dreams

IN THIS SUMMARY, YOU WILL LEARN:

¥How acompany can become the beg versgon of itsalf by helping employees
become better versons of themsslves

¥How to change the way you manage and relae to people.

¥How to recognize the dreams of those that you lead.

¥How to ingire your people to achieve their visons

¥How to unleash the power of dreamsto keep your busness going.
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THE COMPLETE SUMMARY: THE DREAM MANAGER

by Matthew Kelly

The author: Matthew Kelly is an internationally acclaimed speaker and the author of The Rhythm of Life, The Seven Levels of
Intimacy and Perfectly Yourself. His books have sold more than 1 million copies and have appeared on numerous bestseller lists.

From the book The Dream Manager by Matthew Kelly. Copyright © 2007 Beacon Publishing. Summarized by permission of the
publisher, Hyperion. Available wherever books are sold. 158 pages, $19.95. ISBN 978-1-4013-0370-9.

Summary copyright © 2009 by Soundview Executive Book Summaries, www.summary.com, 1-800-SUMMARY, 1-610-558-9495.

For additional information on the author, go to http://www.summary.com.

The Dilemma

The future of your organization and the potentid
of your employees are intertwined; their dedinies
are linked.

An organization can only become the beg versgon of
iteelf to the extent that the people who drive tha orga-
nization are griving to become better versons of them-
slves Thisisuniversdly true whether the organizaion
isabusness school, government, nonprofit or gorts
team. To the extent that a CEO, an executive team, and
agroup of managers and employees explore their poten-
tid asindividuas < too will an organization explore
its potentid.

Disengagement

The problem isthat the great mgority of people in
the workplace today are actively disengaged. Thisisthe
dilemmathat modern managersface. To varying extents
people don®feel connected to their work or the people
they work with. No gngle factor is afecting morae,
efficiency, productivity, suganable growth, cusomer
intimacy and profitability more than this disengagement.

If, on average, your employeesae 75 percent
engaged, disengagement is coging you 25 percent of
your payroll every month in productivity done. The
read cod to your busnessis of course, much higher
when you take into account how disengaged employees
negatively afect your cusomersand every agpect of
your busness

The right people are an organization@grestes asst.
We may have acknowledged thistruth in theory, but we
have not dlowed it to sufficiently penetrate the way we
manage our organizations and, indeed, the way we man-
age the people who drive them.

[t@not that we don@want to engage the people who
work with usand for us In mog casesit ssemstha we
amply have not found a practicd, efficient and &fford-
able way to do it.

The Dream Manager

The Dream Manager concept provides a revolution-
ary way of reverang this crippling trend toward
disengagement and demondrates how organizations
large and amdl can actively engage their people once
again, thus creating a competitive advantage of monu-
mentd proportions

BusinessWeek reportstha, over the next 10 years 21
percent of top management and 24 percent of dl man-
agement jobs across dl functions regionsand indudries
will become vacant. Add to thistrend an aging popula
tion, a shrinking work force and a growing intolerance
for the undocumented worker populaion that provides
much of the unskilled labor in the United Saestoday,
and you have atdent and labor crids of enormous con-
sequences across al disciplinesN from the highly illed
to the completely unskilled.

But it isnot enough smply to hire the right people.
The ability to atract, engage and retain tdent will be
the number one drategic objective of every successul
modern leader and organization.

Purpose

A company@ purpoe isto become the best verson
of itslf.

What isan employee® purpose? Mog would sy, Qo
help the company achieve its purpose,Obut they would
be wrong. That iscertainly part of an employee@role,
but an employee@ primary purpose isto become the
beg verson of him- or herslf.

N 1-800-SUMMARY Published by Soundview Executive Book Summaries (ISSN 0747-2196), P.O. Box 1053, Concordville, PA 19331 USA, a
SQUNDYIEW . divison of Concentrated Knowledge Corp. Published monthly. Subscriptions $209 per year in the United States Canada and
service@summary.com Mexico, and $295 to dl other countries Periodicas pogage pad a Concordville, Pa, and additiona offices
Postmaster: Send address changesto Soundview, P.O. Box 1053, Concordville, PA 19331. Copyright © 2009 by Soundview Executive Book Summaries
Available formats: Summariesare available in print, audio and electronic formas To subcribe, cdl usat 1-800-SUMMARY (610-558-9495 outsde the United Sates
and Canada), or order on the Internet a& www.summary.com. Multiple-subscription discounts and corporate ste licenses are d available.

Rebecca S. Oement, Publisher; Sarah T. Dayton, Editor in Chief; Andrew B. ancy, Senior Editor; Edward Ofleill, Graphic Designer; Chris Lauer, Contributing Editor
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Summary: THE DREAM MANAGER

Contrary to unwritten management theory and popu-
lar practice, people do not exig for the company. The
company exigsfor people. When a company forgets tha
it exigsto srve itscugomers it quickly goesout of
busnes Our employeesare our fird and mog influen-
tid cusomers

Finding away to creste an environment that helps
employees become the bed verson of themsalves while
a the same time moving the company toward the begt
vergon of itelf, may ssem impossible to many; to others
these purposes may seem diametricaly opposed; but in
redity, they are agoundingly complementary.

Thisisthe gory of how one leader and his executive
team st out to trandorm a busness by actively engaging
a disengaged work force.

PART ONE DESPERATION

Something waswrong and Smon Robertsknew it.

M eandering dowly through traffic on another cloudy
morning, he garted wondering where life was going,
and histhoughts quickly wandered to hisjob. It ssemed
0 transctiond now, and that left him feeling flat and
unmotivated. Smon wan®a lazy peron; he loved a
good chalenge. But lately hed found himsalf disengag-
ing from hiswork, and that bothered him. Something
needed to change N he jug wa® sure what it was or
where to dart.

He had joined Admird Janitorid Servicesfour years
earlier because lving problems and working with peo-
ple were the two things Smon was pasionate about.

His busness card read GGenerd ManagerObut as
Smon reflected on the pag four years it ssemed he had
gent mog of histime deding with recruiting isues
QLead RecruiterOseemed more accurae snce, truth be
told, 75 percent of histime was oent deding with isues
directly related to turnover.

Admird Janitorid Serviceshad an annud turnover rate
of 400 percent, jug above the indudry average. N eedless
to sy, team sirit and employee morde were low.

How Much Is Turnover Costing Us?

Qt@coging me afortune,OGreg sid as he charged
through the door. He never had learned to knock, but
then again, he ownsthe company.

Greg founded Admird when he wasjug 17 and, over
the pag 25 years he hasgrown the busnessfrom a one-
man operdion to agndl amy of aound 400 employees

ONVha@ coging you afortuneZOSimon volleyed,
though he knew exactly what Greg wastaking about.

Orurnover!OGreg sid, visbly exagperated.

Coaches and CEOQOs

A football coach® number one priority is to
attract, develop, nurture, organize and motivate the
franchise® talent. Coaches and team owners are
intimately aware that the future success of their
organization depends on the talent they attract,
engage and retain.

Finding and nurturing talent is their number one
priority. Why should the priorities of a CEO or man-
ager be any different?

Qt@hard to know how much thisis coging usO
Smon sad. ONVe are having to hire for some postions
three times a quarter. And it@not jus recruitment cogs
Turnover affects morde, efficiency and cusomer rela-
tionships |®e been telling you for 12 monthsthat it@a
big problem.O

Greg nodded. O know, | know. 1t@jug that now
wee garting to lose clientsover it. | had acdl from
Charlie down a P&G today, telling me we®e getting a
warning letter putting uson a 90-day probationary peri-
od. He says our work has been doppy and they®e
noticed a congant flow of new faces and they fedl like
things are faling between the cracksO

Q wish apay raise would make them gay, but 1@n not
are,0Smon replied. Q_et@find out what® causng the
turnover. Let@find out why they@e leaving.O

How will we find that out? Greg aked.

Vel ak them,Osid Smon.

Ask Your Employees

The next morning, Smon and Greg met a Firg
Watch to tak more about their turnover problem. It
was arelaxed environment.

Cso you®e jug going to go around and ask them
why people are leaving?inquired Greg, haf serious
and hdf srcadic.

Simon replied, O he employees know things about
our bugnessthat we don® We should do asurvey and
ak them why they think 0 many people come and go.
You® be amazed a what they® tell us Nobody knows
the busnesslike those who work in the trenches of it
every dngle day. Ak your employees They know more
than you think.O

The Initiative

The number one reason people didn® say at
Admird: trangportation.

www.summary.com | Soundview Executive Book Summaries 3
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Orhey don®live near where they work. Many don®
have carsor even adriver@license, and they@e often
working a hourswhen public trangportation iseither
not available or jug too dangerous Would you want to
gand around waiting for a busin some parts of town?0
Smon explained to adidelieving Greg.

QDK, 0 wha do we do now20Greg asked.

Smon explained, My team hasthrown around a few
ideas including coordinating a carpooling sygem, but
it@too unpredictable. Wha we need to do is put
together a shuttle sygem to bus our employeesfrom
their neighborhoodsto the job stesO

QAll right, OGreg agreed reluctantly, Cout if
youl®e wrong E O

Simon cut him off. ONo more threats Greg, because
the truth is 1@n miserable the way things are. If we can®
get a thisturnover isue, you won® have to fire me N
1@ quit.O0

The following week, the shuttle bus sysem was
announced. Three weeks later, it wasfully operationd.
During the day, Admird would bus employeesto and
from certain locationsin four key neighborhoods and at
night they would busthem to and from their homes

The resultswere dmog immediate.

One Year Later

Over the next year, employee turnover fell from
around 400 percent to 224 percent. Red progress had
been made. A record profit had been poded, and Smon
and Greg both knew that the reduced turnover wasthe
bigges contributing factor. And the other factorswere
dl derivaives of having addressed the turnover crigs

It wasd9 intereging to note tha sck dayswere
down 31 percent from the previousyear and latenes
had been reduced by 65 percent.

Smon left areport outlining these results on Greg®
dexk, and left the office,

The next morning, Greg came into Smon@ office
with a bonus

QO want you to know | doubted you & every turn, but
the survey and the shuttle busideas were great. | actudly
see the reduced gress among people. 1t@ more enjoyable
for me to come to work and, even though & times|
can be rude and impatient, | want you to know tha |
am grateful.O

Smon could barely believe hisears

Q need you to do another survey!OGreg barked.

Smon jug ebout fell off hischar. Orou hate my surveysO

Q know. | know. But that wasin the pad. | hated
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your urveyswhen they were coging me money. N ow
they®e making me money. Find out wha®next on the
lig,0Greg sid.

ONVha ligZ0Smon aked, toying with him alittle.

Orhe @Vhy people leave AdmirdQig!OGreg indged.
QAnd hire another asdgant. Y ou@e going to need one.
We are going to get to the bottom of thisturnover
thing and build an extraordinary team.O

PART TWGO: THE INITIATIVE

Smon was determined not to lose the momentum.
He called an executive meeting to ak the question E
again. ONVhy do 90 many people leave Admird?O

Mog jug shrugged their shouldersand said, Of we
could pay them more, they would gay.O

Sandra Anderson was Smon@new asigant and he
had asked her to gt in on the meeting with him. Not
eadly intimidated, she poke up, sying, OThe problem
is they don® see any future in it. It could be a dead-end
job, or we could make it a gepping-gone.O

Everyone in the room knew that. It wasthe obvious
answer. But the leadership team had become immune to
it. It had been overlooked because they believed they
couldn® change it.

Or hese people dl have dreamsOSandra explained.
QN e need to find away to connect their job today with
their dreams for tomorrow. 1®e been gudying the
turnover reportsdl week, and it ssemstha, on average,
we keep an employee for ebout x months A year ago,
the average was three months Imagine if we could
increase tha to three years That done would radicaly
tranform our whole busness model.O

Cehe@right,Ointerjected Smon. Q think we can help
our employees build a bridge between their NOW and
abetter FUTURE. Dreamsare the bridge. We need to
convince them tha thisisnot a dead-end job, and the
only way to do tha isto demondrate tha working here
can help them get where they want to go.O

Dreams Drive Us

N othing was resolved when the meeting came to an
end. Smon trudged back to his office alittle deflated.
The pag year had been filled with great progress and
that had been both fulfilling and exciting. But he knew
he was up againg another brick wal. Thistime it wan®
with Greg N it waswith the team.

ONha are you thinking?DGreg aked, poking his
head into Smon@office. He st down and Smon began
to gek.

Of you ak people to tak about their jobs they usud-
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ly reply with arote ansver or a sdes pitch they®e given
athousand times before, unlessthey are redly doing
mething that they@e pasionate about. But if you ak
people to tak about their dreams in mog cases youd
e aremarkable increae in their pasion and energy.O

Cso what are you sying?OGreg aked.

Q think Sandraison to something here. Dreams
drive ud We have to find away to make a connection
between people@daily work and their dreamsO

Smon explained.

Making the Connection

The following week, with Sendra@help, Smon put
together another survey.

They caled it the Mream Survey.Olt was Pecificaly
desgned to develop an underganding of the employees
and their dreams

ONe®e aked them about our busness and we®e
aked them why they think people leave Admird. Now
we need to know what drives our employeesOSmon
explaned to Greg and the res of Admira@leadership.

The Dream Survey had only one quegion: OV ha are
your dreams?0

Some employees wanted to go to college, others
wanted their children to go to college. Some wanted a
car, othersavacation. What wasthe mos common
dream among the employee reponses?

Home ownership. More than 60 percent of those who
turned in their aurveysincluded the dedre to own a
home asone of their dreams

Seeking a Dream Manager
ONe need a Dream Manager!OSimon announced.

ONho or what isthat?DGreg aked, in atone tha
wavered between curiosty and sarcaam.

QA Dream Manager is omeone who will help our
employees achieve their dreamsOexplained Smon. O he
Dream Manager will meet with employees discusstheir
dreams and help them put together a plan to achieve
their dreams Once amonth, they can meet with the
Dream Manager, asesstheir progress and discuss next
deps Asfor finding one, 1@n thinking it should be a
cross between alife coach and afinancid adviser, because
mog dreamsinvolve afinancid component.

ONe have to give our employees an opportunity to
progress and advance,0Smon continued. QN hen people
fedl they are progresdng, they are much lesslikely to
gart looking around for another job. It iswhen they
don®feel tha they are advancing that they gart to
get reglessO

www.summary.com

CBo will the Dream Manager offer career counsgling?O
Greg aked.

ADnce every x months an employee will have the
option to invite hisor her supervisor to their monthly
Dream Sesdon. During that sesson, the Dream
Manager, the employee and hisor her supervisor can
discuss avigon for the employee@future N but particu-
larly, what the next career 4ep isand how long it will
take to achieve tha next sep,0Smon explained. O hey
will gay because, for many of them, thiswill be the fird
time anyone hasever redly s with them and helped
them map out afuture. The whole point isthat, because
of the Dream Manager, the job isno longer dead-end. It
becomes a g2epping-gone. The Dream Manager
Initictive will create a connection between the fulfill-
ment of their dreams and their work.O

The Arrival

T he following week, Smon interviewed 27 people for
the podtion. Sendra had placed advertisementsin dl the
locd job-hunting outlets and the gpplications had been
flowing in.

Sean Evanswasthe candidate tha Smon and Sendra
findly agreed to present to Greg astheir number one
choice. He had a degree in busness had been working
asafinancid adviser for nine years had ahigory of
drive and excellence, and hiscommunity involvement
auggeded he wasintereged in helping people.

Greg took Sean to lunch after abrief get-together with
Smon and Sendra When he returned, Greg announced
that he agreed tha Sean wasthe man for the job.

The House

Smon had known from the beginning that it was
important to help some employees achieve some big
dreams He knew some early success gorieswere pivotd
to the overdl success of the program, because he knew
the quicker some dreams were accomplished, the more
Admirad®employeeswould get involved in the Dream
Manager Program.

With that in mind, Sean had focused on helping Rita,
an Admira employee, find and buy a house. He was
with her & every 4ep in the process and now it was
going to become aredity. In the firg few months there
had been severd dreams accomplished, but thiswould
be the fird big dream to be redized.

Sean had arranged to go with Ritafor the clodng a
the bank, and then Smon and Sendra had joined them
to take Ritato her new home. Asthey drove into the
driveway, Sean sad, QVell, now it@yourdO

Ritawasnext to him in the front seat, beaming.
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One hundred and thirty-two days after her first
meeting with the Dream Manager, Rita was in her
new home. With no money down and a monthly pay-
ment just slightly higher than her rent, Rita moved
into the first home her family had ever owned. Rita
became a living, breathing advertisement for the
Dream Manager Program.

After Two Years

By the end of the second year, 11 employees were liv-
ing in new homes they never thought they’d own and
more than 100 employees had fulfilled the first dream on
their list.

Turnover was down from 400 percent to just over 50
percent in two years.

The profits were staggering.

Greg took Simon, Sean, Sandra and their spouses to
the Caribbean for an off-site strategic planning session. It
was a combination of work and reward. They spent five
days in Antigua. The beaches were beautiful, the weath-
er gorgeous and the synergy among team members and
their spouses was extraordinary.

Each morning, they met for breakfast and then took
the meeting to Greg’s suite.

Profit Sharing

Greg opened the first session by explaining how suc-
cessful the Dream Manager Initiative had been and how
he wanted to give some of the profits back to the
employees.

He further explained that he wanted to redistribute a
portion of the profits in three ways: by raising wages and
salaries, creating a new bonus system and enhancing the
Dream Manager Program.

Greg said, “The truth is, we should ask the employees
how they think we should enhance the program. We
can’t underestimate how important it was that the
employees got to have a say in the beginning. We
shouldn’t shut them out now. Let’s keep them involved
in the process.”

“I was thinking the same thing,” said Sandra. “I think
it’s time for another survey.”

Sean stepped in now, saying, “We can put together
a short report of the ideas we have come up with, ask
the employees to comment on them and assign priori-
ty to each of them and let them add any other ideas
they have.”

They had discovered what they had already known,
and found it to be as true as ever. There is no substitute
for involving everyone in the process. !
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PART THREE EXPANSION

Since getting back from the Caribbean, everybody had
been asking Simon what the team had decided while
they were away. Simon explained that they hadn’t
decided anything, only that they had come up with
some new ideas for the expansion and improvement of
the Dream Manager Program, and now they wanted to
have the employees’ input on these new ideas.

The only thing the group had set in stone while they
were away was that they needed to reach full participa-
tion in the Dream Manager Program as soon as possible.
At this point, only 65 percent of employees had been
initiated into the program. With Sean’s workload the
way it was, it would be up to a year before the rest of
the employees who wanted to participate were active in
the program.

This backlog meant hiring at least one, and maybe
two more Dream Managers. But they wanted the other
employees’ feedback on this, so the full-participation
idea was included alongside their other ideas.

More Survey Results

The surveys went out and came back in record time
and with a record level of respondents. The overwhelm-
ing majority of employees listed full participation as the
number one priority of the Dream Manager Program
over the next three to six months.

Greg, Simon, Sean and Sandra had come up with
some great ideas, but they had missed something that
might not have occurred to them had they spent six
months in the Caribbean, instead of five days.

The number one request from the employees in the
survey was that their children be able to meet with the
Dream Manager.

“Our children need a Dream Manager,” or
similar phrasing, appeared on 71 percent of the
surveys returned.

Culture of Dreams

Simon and his team at Admiral were building a cul-
ture of dreams. The notice board in the employee
lunchroom was now covered with photos and other evi-
dence of dreams achieved.

Each month, when the employees came to headquar-
ters to meet with their Dream Manager, they were
encouraged to stop by and check out what was happen-
ing in the lives of other employees.

The executive team had been having a series of meet-
ings to discuss a new bonus system.

It had been 11 quarters since the birth of the Dream
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Manager Program, and profits every quarter had geedily
increased. Greg had been pouring money back into the
program, but nowhere near as much asthe profits had
been increasng, and now he wanted to give back to the
employeesin some way.

Q don®want thisto be aone-time thing,OGreg sid
to the team. Q want usto creae a gructure whereby a
percentage of increased profitswill go to the employees
every year.O

ONhat did you have in mind2DSimon asked.

The Proposal

Qwell, | wasthinking we could do three things Firg,
an across-the-board pay increase for dl employees Next,
| thought an annud bonus sygem based on company
and persond performance. In this case, we could dlocate
acertan amount to each team or department, based on
profit, and they could decide how to divide it anong
themselves Findly, | would like to dart a Dream Fund.
A percentage of profits each quarter will go into this
fund. Each employee can apply for a grant from this
fund for the fulfillment of a specific dream. The man-
agers and employees can vote to say who getsthe grants
We could assgn categories perhaps $500, $1,000 and
$2,500 to begin with.O

The Dream Bonuses and pay increases were, needless
to sy, a huge hit with the employees and they provid-
ed yet another injection of enthusasm. Anyone who
thought thiswas going to be a passng fad was now
convinced that the Dream Manager Program was here
to gay.

Today

Today, five years dter the birth of the initiaive, more
than 98 percent of Admird employees participate in the
Dream Manager Program. Home ownership among
employees hastripled in five years consumer debt
among employees has been reduced by 40 percent N
and 2,785 dgnificant dreams have been accomplished.

Turnover hasfdlen from 400 percent to jug 12 per-
cent over the five-year period, and Admird®internd
placement program accountsfor 70 percent of tha
turnover. Grossrevenue hastripled, and the number of
employees hasrisen from 407 to 742, including 11
Dream Managers Profits have risen every quarter snce
the program wasinitiaed.

Once amonth, employees meet with the Dream
Manager in order to take time to dream up aricher,
more abundant future for themselves and their families

Today, the children 12 yearsand older of Admird
employees can meet with a Dream Manager once a

What® Your Dream?

Dreams are invisible, but powerful. Think for a
moment of electricity. You cannot see it, but it keeps
everything going.

Should you doubt that electricity keeps every-
thing going, turn off the electricity at your office
tomorrow! You will find that little if anything gets
done and that most of your employees will go home
for the day.

So it is with dreams. They are invisible but pow-
erful. You cannot see them, but they keep every-
thing going.

month to discusstheir future and their dreams

At the lag annud dinner for employees Greg sad in
his gpeech, O hy are o many people 0 amazed by
what we do here a Admird?| ask mysdlf this quedion
dl the time. Why isit 90 urprisng to people to discover
that if you treat people like people, they repond like
people? Dreams are & the core of every person. It is
there that our pasion for life isignited.O

The temptation isto convince yourself that your
employeesOdreams are not relevant to your busnes
That isonly true if your employees are not relevant to
your busnessN and if that were true, why would you
employ them?

You can ignore people@dreams but it will be a your
peril. You will pay an enormous price if you do.

CGetting Started:
Applications and Tools

You have your own dreamsto dream and your own
adventuresto pursue. Some time today, drag yoursdf
away from al tha occupiesyour daily atention and
write down your dreams Make alig of 100 dreams If
you absolutely cannot do it today, at lead take a
moment to schedule it for tomorrow or the next day.
And if you find yourself putting it off, ak yourself why.

Jug gart writing. Don® place limitations on yourself.
Dream and write from that gream of consiousness asif
anything were possble.

Asyou write your Dream Lig, here are 12 areasto gim-
ulate agood cross %ction of dreams physcd, emotiond,
intellectud, giritud, ps/chologicd, materid, professond,
financid, credive, adventure, legecy and character.

For the next week, take 10 or 15 minutes each day
jud to read through your Dream Ligd. Other dreams
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may come to mind N add them! You may decide some
dreamsare not redly you, or not that important to you.
Delete them from the lig if you wish, or leave them
there 0 you can look back in time and see what you
thought wasimportant to you.

After one week, go through the lig and apply one of
the following three categoriesto each of your dreams
dhort-term (within 12 months), mid-term (one to five
years or long-term (five years or more).

The next gep isto get a Dream Book. Start to write
down your dreams and ponder them from time to time
2 that you don®lose sght of them in the midgt of your
daly ectivity.

Changing Expectations

A new breed of corporate loydty isboth possble and
necessry. We smply need to change our expectations
No company can keep an employee that doen® add
vaue and help that company become the beg verson of
iteelf. Smple economics demandsthat such an employee
cannot remain. At the same time, a company cannot
reasonably expect an employee to be loyd if that com-
pany@ demands and expectations consgently lead an
employee to become alesser verson of him- or herself.

The new breed of loydty will be based upon an
underdanding between employees and companies of one
another@purpox N to become the bes verson of
themselves Some may scoff and beg this conversation to
return to redity N but consder the companiesthat find
themsalves on Fortune@élite lig of the bes companiesto
work for. Of course they gdrive for and achieve better
than average profits but if you glance down the lig of
criteria, youd discover alig of company inititivestha,
directly or indirectly, help employees become better
versons of themselves These companies believe that if
they help their employees become better versons of
themselves the company will necessrily become a
better verson of itslf.

Corporate Loyalty

Wak through the hdlways of these companiesand
you will see a highly evolved form of corporate loydty
emerging. These companies underdand that if they help
their employees achieve their purpose asindividuds the
employeeswill in turn be more pasionae about helping
the corporation achieve its purpose and gods

Thisnew breed of corporae loydty isthe clay from
which a highly evolved and cohedve type of team can
be built and managed. T he Qus versusthemOmentdity
that has been fogered for hundreds of yearsin the work-
place deperately needsto be replaced by a soirit of
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dynamic collaboration. Thislevel of collaboration can
only be achieved when both managers and employees
are convinced tha each hasthe othersCbed interess
in mind.

When a company@ culture opposesits employeeD
purpose (tha is hinders employees from becoming the
bed verson of themsslves), the employeeswill con-
wioudy or subconscioudy oppose the company@ gods
and objectives Thisin turn will prevent the company
from achieving its purpose (that is becoming the begt
vergon of itslf). The individud purposes of employees
and companies are insgeparably linked.

The 21¢ Century Manager

Many people have been putting together grategic
plansfor their organizations or departmentsfor decades
but they have never created a Persond Sraegic Plan.

Teach people the importance of drategic planning in
their own livesand they will underdand itsimportance
in the life of your company. The same istrue for dreams
and gods If you want to engage employeesin corporate
dreams and gods you mug fird engage them in their
own persond dreamsand gods

Dreams provide fatinating indghtsinto what drives
people. Thisisindigpensable knowledge for a manager
of any kind. Use employee reviews as an opportunity to
teke an intereg in the dreams of the people who report
to you.

Take an active intereg in the dreams of the people on
your team and in your life, encourage them to move
boldly in the direction of their dreamsand have the
courage to share your own persond and professond
dreamswith them. Over time, the people who surround
you will begin to do the same among themselves and
you will witnessanew spirit of collaboration N and the
unrivaed power of a culture of dreams

It isadifferent gpproach. Different isexactly what is
needed in the corporate arenaif we are going to
engage employees and build dynamic teams So, don®
be ordinary.

RECOMMENDED READING LIST

If you liked The Dream Manager, youd also like:

1 Qutsmart! by Jim Champy. Jim Champy identifies the counterintuitive
lessons learned by companies that have been able to sustain super-high
growth for at least three years straight.

2 Ideas Are Free by Alan G. Robinson and Dean M. Schroeder. The authors
provide the road map for totally integrating ideas and idea management
into the way companies are structured and operate.

3 Built to Last by James C Collins and Jerry |. Porras. This business classic
shows you how to surge ahead with audacious goals, preserve your ideol-
ogy, create a cultlike culture and ensure your organization®future.




