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12:00 Scott and DavidTee-up
Culture and the Importance of Values

12:10 Sreekanth—Lessons Learned from the IBM Path Forward to
Lean Transformation Methodology

David— "Color Commentary”, weave in lessons and
learnings from Transformation Experience with Loblaws,
Hudson Bay Company, MDS, Sears Canada, others

12:50 pm Scott: Tee-up upcoming Webinars

1:00 pm Adjourn
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Enhancing the
way you think
and plan
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Organizational
Changing the Alignment
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way we exchange y \
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manage our WZ"; we do
culture. ana how we
Peoble do what we
P Process 0.
/
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Technology
Leveraging

hyperconnectivity and
the full power of IT
Enablement

We added the “S” in IIE and now we have to
transform the “I” to Integrated—Integrated Systems
Engineering.

It's the integration of Strategy, Process, Technology
and People that enable and drive Performance
Excellence.

Culture is a crucial factor in the equation.

Often Culture is ‘not managed’, the prevailing Mental
Model is that it is what it is, simply an outgrowth or
outcome of how leaders lead, managers manage,
what our posters and logos say about it.

But the critical reality/truth is that it can be managed
along with other things, consciously and intentionally
and have big, great impact on organizational
performance.

We'll walk you through examples from IBM
(Sreekanth) and then augment with learnings,
lessons and tips from Dave from his leadership
experiences the past 30 years.




Studies clearly show that Culture is a critical factor (challenge) in
Enterprise Transformations to Achieve Performance Excellence

Major Change Challenges

Changing mindsets and attitudes
Corporate culture

Complexity is underestimated

Shortage of resources

Lack of commitment of higher management

Lack of change know how

Lack of transparency Points to the lack of
Lack of motivation of involved employees explicit focus
Change of process on Organizational
Change of IT systems Culture
Technology barriers

D People Factors D Process & Technology Factors - Leadership Factors



What is Culture and Why is it Relevant?

EDGAR H.

Coan Visible organizational

structures-and.processes
(Hard to decipher)

Stated .
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Unconscious, taken-for-
granted beliefs, perceptions,

Fundamental
Assumptions

Mindset
Beliefs

thoughts;amnd -
(Ultimate source of values
and action)

The HP Culture Iceberg
(Management issues and HP Assessment Tool)

Low Impact Jae - S -
Culture HP Assessment ( Management
Intervention Tool ’ N, Issues R

(PERFORMANCE LEVEL
ASSESSMENT TOOL})

ESPOUSED BELIEFS & v
VALUES
INTERNAL INTEGRATION ISSUES
(STATES OF BEING
ASSESSMENT TOOL)
BASIC UNDERLYING ASSUMPTIONS v

High Impact
Culture
Intervention

ULTIMATE SOURCE OF DEEP
HUMAN VALUES & ACTIONS
ISSUES

(LEADERSHIP BEING ATTITUDES AND
CONSCIOUSNESS ASSESSMENT TOOL)

Adapted from Edgar Schein’s 3 Levels of Culture — Organisational Culture & Leadership & Corporate Culture

philosophies

SCHEIN

witn PETER SCHEIN

ORGANIZATIONAL

CULTURE

AND

LEADERSHIP

FPractices
and Artifacts

Principles

Values-in-Use

Axioms

Promote the
‘common good.”

Key Point: Have to address

Culture at Level 3




Similar learnings and guidance
@A INDUSTRIAL from Senqge and others in the field
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of Systems Thinking....
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Organizational Culture Inventory — OCI® Why did IBM choose OCI as the
“Culture is everything”— Lou Gerstner (2002) ‘measurement’ system?

= What is the OCI?
— Most widely-used and thoroughly-researched tool for measuring organizational culture

— Quantifying and managing organizational culture is critical
Brings an organization’s values “to life,”
Supports the implementation of its strategies
Promotes adaptation, goal attainment, and sustainability

= How does the OCIl work?

— Provides organizations with a visual profile of their operating cultures (Current Culture) "--,_.;,";;,::'.L
in terms of the behaviors that members believe are required to “fit in and meet
expectations." g
— These behavioral norms have a significant impact on the organization’s ability to solve
problems, adapt to change, and perform effectively Over the past 15+ years,
the OCI® has been used to
= Why do an OCI? measure the current and
— Provides a reliable, valid, and true measure of culture—clearly distinguishing culture preferred states of the
and climate as distinct yet interrelated organizational variables Organizational
Cultures to identify the
— Supporting programs designed for strategy implementation, employee engagement, key Levers for Change
organizational learning, quality and reliability, and/or customer service (a balanced '
scorecard approach) ‘
)

Key Point: Culture can and must be Sneristos mematonal
7 measured over time
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Organizational Culture Invep ory®, OCl

: . . L Self-Actualizing
Circumplex with a Brief Description of yfe 12 Styles

Members are expected to gain
enjoyment from their work and

Achievement produce high-quality o .
products/services Humanistic-encouraging
Members are expected Members are expected to be supportive,
to sqt challenging but realistic goals 12 constructive, and open to influence in
anyl solve problems effectively dealing with others
SATISFACTION NEEDg
s 1
12 Sy, e .
Perfectionistic Members are expected 1 (SEACTUALZNG ] s Affiliative

1
to avoid making mistakes, work long hou <> — Members are expected to be frigndly,
and keep “on top” of everything ,d@ open, and sensitive to the satigfaction

f the work group,
10 & ’\ 0
AN 2
Competitive Members are expected ‘4!\ ‘
to operate in a “win-lose” ‘ il -

framework and work against % Approval
§ 3 § Members are expected
# |3
f

\.

their peers to be noticed
to agree with, gain the approval of,
9 and be liked by others

X </
Power Members are expected \ Be “éé"

to take charge and “control” others, ‘%%
%

and make decisions autocratically \ -
8 Oppositional o - 5

S
.
v,
P
S5
Qng
4
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£ \OEFEN

Conventional

Members are expected
to conform, follow the rules,
[ AooecE__) '&4@\ and make a good impression
Members are expected 6 °
to gain status and influence — ___ Dependent
by being critical and constantly SECURITY NEEDS Members are expected
challenging one another to do what they are told and clear
7 Avoidance all decisions with supervisors
Members are expected 5
. . ey to shift responsibilities to others : :
Styles of Behaviors Reqwred to “Fit-in and avoid being blamed for mistakes OCI® s a proprietary of the Human

Synergistics International

8 6
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12:00 Scott and DavidTee-up
Culture Definitions and Measurement

12:15

12:50 pm Scott: Tee-up upcoming Webinars

1:00 pm Adjourn
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Lot’s of Models and Frameworks out there, this is an example of one
that IBM has utilized successfully...

Adapti Business

aptive

Culture Process Performance
Excellence Balanced Scorecard

e Customer Value
e Financial Excellence

* Process Excellence

* People Learning & Growth

Leadership

Building Organizational
Capabilities for Business Transformation

“Teach your associates to teach themselves and in that
way you will strengthen the entire organization” — IBM
Founder, Thomas J. Watson, Sr. 1947

Path Forward
Change Paradigm

Innovation and continuous improvement enabled through

process excellence and high performing organization culture

10



|IIIIII
e
II||||I
L]

IBM Path Forward Lean Deployment Strategy

The
“Burning
Platform”

STAGE 1:

Readiness for Change

Organization Vision of

Success

Leadership Commitment

Success Measures,
Barriers and
Top Actions for Success

4

Organizational Lean
Strategy

v

OCl and Lean Assessment
((Culture/Process/SkiII Maturity)

\ 4

Leadership Development
Strategy

¥

Leadership Impact/

STAGE 2:

Lean Skills Development

STAGE 3:

Continuous Learning

=
=

N

Lean

Transformation
Skills

Development

- 0 -
w""“w“im'
7% A= :-‘7" ).

and Training

“House of Lean” — Focus on Process, Technology

Life Styles Inventory

t:’-v..".'"
i "

Preferred Organizational Culture

Self-directed Improvement
Teams

Continuous Learning
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Organizational Readiness for Change Indicator — Key Factor

Behavior
Tops Down support of change

[ ]

MR Ready for Change
Beliefs and Attitudes Developing Change
Personal Relevance Leaders
“What is in it for me?” Bottoms Up implementation

i Continuous
-------------------------------------------- Monitoring

Review readiness metrics

Adapted from Holt et al., 2007

» Four Foundational Factors for Change Readiness

— Business Relevance: Refers to the characteristics of a particular change — aka, the burning platform
and the vision; Balanced scorecard decision making - COMPELLING REASONS FOR CHANGE

— Management Support: Tops down support and buy in is critical for a successful change -
TRANSFORMATIONAL LEADERSHIP

— Achievability: Refers to the confidence that individual employees will contribute to the change; it
defines the motivation to change (individually and collectively) > SKILLS DEVELOPMENT

— Personal Relevance: Refers to whether the change is perceived to be personally beneficial = WIIFM

12
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Dave, you have been involved in a number of Enterprise Transformations over the past 30 years. Your first
was with Loblaw Companies, followed by Hudson Bay Company, MDS, and many more in past 10 years.

1--How can we be effective and efficient at Readying Leaders, Managers, Employees for Change and
Improvement?

2--Also speak to how you ‘sold’ transformation and, in particular, the culture work component to leadership
from a business case building perspective.

Dave’s Learnings, Insights, Tips on “Readying” an Organization or Organizational Unit for
Change and Improvement and selling Culture Management as a FACTOR:




Dave, one of the concepts we've worked with is the concept of Enterprise Value
(x=# of cust relationships, y=value of those relationships, z=duration of the
relationship).

VALUE OPERATIONAL
POSITIONING EXCHANGE EXCELLENCE
STRATEGY OPTIMIZATION
, I ,’I""""'/I
’ 71 Pl 71
’ R s R
& - "‘ """ A 1 I‘ -=r-=-=-=-- A 1
1 1
| X |
1 1
1 1
1 1
1

Improve Positioning via.. Managing the Exchange of Value Improve Quality, Efficiency,
With Stakeholders Productivity, Innovation,

‘ ' Engagement, Quality of Work life,

Sustainability
Geographic Coverage / Offerings Altering the Give/Get,
Provided / Served Segments / Responding to unmet and unfulfilled ‘

Branding/ Imaging, etc. needs, QFD, Innovation, Rebalancing Apply principles and methods of

Segment Investment ISE and ILSS

How does improving Culture impact an organizations ability to

grow the ‘cube’—lifetime value of the customer?

BEBBES THE POIRIERGROUP
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Sreekanth, IBM has found that Culture has a significant impact
on an organization’s long-term economic performance

Results from an 11 year study,
contrasting cultures of more
than 200 companies, shows
organizations with Adaptive
cultures consistently produced
superior business results.*

Unadaptive Culture Adaptive Culture

Revenues w=p  166% vS. 682%
Work FOrce s 26% Vs, 282%
Stock Price s 74% vSs. 801%
Net INCOME  mpp- 1% vs. 756%

Tell us a little more about this....




IBM Path Forward Business Transformation — Success Story

Current Culture

Transition
State

Initial

State

e

K

0
T -
N

CURRENT PROFILE
Al Respongents (N«207)

AL LAY
w iy,

L7 ity

Manufacturing
N=177

unu.,,
ey
",

Maturing
State conrn
ﬂ",

, "

Cultural Performance Index - CPI

Financial Performance

Inventory Management

Quality Performance

181

Improving

Process Maturity core: 3.1/5 Score 3.9/5
Leadership CPI 245 358 728
Employee Satisfaction 3.62/5.00 3.68/5.00 3.71/5.00
Kaizens/# Ideas 0/20 0/80 46/300

# Employees Trained 10 (<3%) 30 (<10%) 220 (55%)

An adaptive culture + process focus + engaged employees produce superior business results
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Dave, you have been involved
ool INn @ nUMber of Enterprise
Transformations over the past
5.11224:;353 30234%) 30 years. Your first was with
Loblaw Companies.

Loblaw Companies Limited (LTO) /" g0 worchiicc )
Q

Toronto - Toronto Delayed Price. Currency in CAD

Summary Chart Conversations  Statistics  Historical Data  Profile  Financials  Analysis  Options  Holders  Sustainability

Talk about how Culture
Transformation played a role

(® Indicators (3 Comparison ] DateRange 1D 5D 1M 3M 6M YTD 1Y 2Y &Y Max [™ Interval TW ~ ' Line~ ¢ Draw

[0 e in this dramatic increase in
,,vf"f“J‘ﬂm | Shareholder Value for Loblaw
AT | postNG 98.
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Olmportance OCurent Readiness |

= Focus on gaps between current

and ideal (preferred) from OCI

Employee focus groups and
action planning sessions
conducted to gain insight into the
gaps on 11 areas

— Root Cause Analysis is used
extensively

Implement actions that address
both climate and culture factors

= Weekly review by Senior

Leadership team to monitor
progress, breakdown barriers and
recognize teams

= Monitor Adoption Rates

— How impactful are the actions and
are employees engaged in the
transformation?

— Organizations define metrics to
monitor the engagement

aQuantifying the Culture and the Outcomes of Culture are
critical first steps to understand organization’s health
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manhuhataci Ul Dave'’s ‘Levers’ to create positive
Transformation

experience, you've been culture shifts:

Exec VP for Hudson Bay 'J
sl 0

Company, President of e mmrmm

MDS Shared Services, Bootcamps... {“ 'l

Noske Kaeser, and now _ e
building your own Importance of Values and Operating Principles
organization. » Leaders ‘walking the talk’

Building off Sreekanth’s
last slide, can you give
our audience some
tangible examples of
levers you rely on to
‘cause’ positive culture
shifts and also
Improvement in
Performance Excellence?

Competency Development
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Bootcamps were designed to improve people’s ability to be more
effective human beings, employees first and foremost. They shaped,
_1n some cases, catalyzed ‘1deal employee behaviors’.

~

/

%
Y

L

Greatness is a lot

about disciplined

people (thought,
word, deed)

Disciplined about
what?

Systems

Statistical
Thinking

&

Creation
Skillful

Team
Learning

ILSS Other Four Disciplines
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Corporate Culture - The Cultural Iceberg Model

Through the use of
Visible elements “Feedback” Methods

of corporate Vision

culture include: ;::cﬁ%szir:%:::::n the Bllnd Self Pane
can be minimized.

Invisible

i|  OPENSELF |  BLIND SELF
S|  Information about you that Information about you that
3 both you & others know. you dowt know but others
< do know.
. I| HIDPEN SELF | UNKNOWN SELF
M u C h a b O u t C u I t u r e I S § Information about you that Information about you that
. g ou know but others dont neither you nor others know.
‘hidden’ but knowable |~




........

Dave, you do ‘measure’ culture to get a pulse read on it but you’ve
emphasized more the Importance of Values and Operating Principles—really
started with this as a way of planting the seed for culture development..

A

<V
Serve Ourselves Serving the Higher Good
Conventional Creative
Territorial Sharing
Individual Team
Competitive Collaborative
Indecisive Decisive

Problem-Solver

Creation Skillful

Focus on Activity

Focus on Results

At-fault/At-blame

At-Cause

Being Popular

Making the ‘Right’ Decision

Fearful

Courageous

Closed, Political, Indirect

Open, Honest, Direct

Defending/Debating

Listening/Dialoguing

Question/Statement Ratio Low

Question/Statement Ratio Hi

Hierarchical/Jobs

Contributions

Attack ldeas

Nurture ldeas

SERVING

EXCELLENCE

INTEGRITY

LEARNING

Under Performance _




Ground Rules or Operating Principles aid transitioning
from ‘talk the talk’ to ‘walk the talk’

N

L

®

4

4

Use open, honest, direct communication.
= Say what you mean and mean what you say; be direct.
Maintain confidentiality
= No attribution/no retribution
Make good Agreements and Manage them to build trust
= If you have breakdowns, manage the breakdowns in a way that builds trust

= show up right on time to start, we'll end right on time, and when we do
assignments/exercises, do them the way you are instructed

Maintain a Supportive Environment

= Help others if/when they get stuck

= Active and/or deep listening
Be prepared and stay focused

= Stay focused on the conversation at hand
Be Self-Monitoring

= Keep your observer on, stay conscious, listen to your listening
Maintain a proper attitude for learning

= 1% possibility

= stay open to experimenting, taking a risk

= minimize judgment (right/wrong; agree/disagree; like/dislike)

“It’s easier to

than think your way
into a new way of acting.’

)
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CPI = Culture Performance Index

Research shows that Transformational Leaders ‘pull’ the organizational culture towards their (leader’s) constructive
styles of behavior

*Underscores the need to develop more transformational leaders in the organization to enable true culture

transformation 3
Understanding the impact of leaders on their teams, and

sPublished at the 2011 Industrial Engineering Research Conference therefore, the organization is an important step

24
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Identifying the Key Skills Requwed for Transformation

Transformatlonal Leadership

Lean Skill Levels , Teaming and Coordination

New Product
Introduction

Employee Engagement

3) Skills Gaps

Caorrelation

Skills to Lear

Lean Core Operations

Visual Factory =
Kaizen Practices =~ H———————s) 2) Process
Maturity Gaps
—_—
s:nm:lultn
Process
Correlation
[ —
CHOME msrnn « .
ey T Ty 1) Balanced Scorecard Gap

SWT kor Almwﬂ Syvtem

Process maturity assessed to understand the strengths,

L — b — ~ ‘ ) . !
ool Ca—— - . - weaknesses and skill levels of the organization
prenye SR pestense i G . .

25



Effective Lean Solutions =

SR
— 1

Quality X Acceptance
Rational Skills Interpersonal Skills
* Analyzing the Situation L om * Listening
» Setting Objectives H_ “ m_f_"’;r«.._\ » Supporting
« Simplifying the Problem S SN « Differing
» Considering Alternatives « Participating
* Discussing the Consequences « Striving for Consensus

T STy KEFDS

Lean techniques successfully integrate both these skills

e Rational and interpersonal skills are key for
transformation efforts; Team-based problem solving is

*The OCl is a registered Trademark of Human P
Synergistics International, Inc.- Dr. Robert Cooke the answer for gaining consensus

26
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Bootcamps were designed to socialize and develop ISE thinking and
skills, ILSS principles and methods but also to do strategy and policy
_deployment (top down, bottom up)

)

N >%

ILSS

Greatness is a lot

about disciplined

people (thought,
word, deed)

Disciplined about

what?

Personal
Mastery

Mental
Models

Other Four Disciplines




Lessons Learned - Summary

= People, Process and Leadership Focus — the foundation for a successful transformation effort
— Define the “What is in it for me to change question” early and clearly
— Leadership team needs to walk the talk — lead by example and not superficial support

= Skill based training for all employees to transform their own processes and organization
— Rational and interpersonal skills are critical for sustaining the gains
— Question: “What behaviors do we expect the employees to change as a result of this skill or program”

= Culture assessment tools prove vital information on the organization’s health and readiness
for change
— Organizational culture, Leadership impact, group styles and life styles are modeled; every 18-24 mos.
— Process and technology maturity is gauged to understand the skills requirements annually

» Defining the right metrics to drive the right behaviors
— Metrics to monitor the key aspects of transformation efforts

= Dedicated time for activities and recognize contributions
— Should not be viewed as “another thing that | need to do”
— Recognize contributions to the transformation and relate it to the business results

THE
POIRIER

26 GROUP
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Questions, Comments

» Thank you for your time and attention! _ -
Time Permitting, Scott

— Please contact us for any further questions: will share a few
sreeekan@us.ibm.com participant questions to

david.poirier@ThePoirierGroup.com Dave and Sreekanth
ssink@jumpcurves.com " :

11 “ o
¢
f f X

7

it

\TRRNTT

GE
POIRIER

GROUP

29
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CREATIVITY =]

It Pays Off—I've attended 45 IISE Conferences and the
Return on Investment has been 25+:1 I!!
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Performance Excellence Track
New Orleans 2020
31 May-2 June

We designed the Track for:

- Industry Practitioners

Strategy « “ISE” function Leaders and Managers
» Young Professionals

- Students

Technology Processes

Accelerate
Career Progress
and Success

Reasons to Attend:

- Critical, hot topic sessions
-« Benchmarking, learn from best in class organizations

- Networking and recruiting opportunities
- Effeclive, Efficient, High quality and value Learning and Development

. Actionable takeaways to Engineering Value for your Business
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===‘— Council on 2020 Webinar Line-up:
W URUSIALL 1 Quarter
ENGINEERING
S

25 Feb--Agile Methodology to Enable Rapid Process Innovation and
Improvement (Joan Tafoya and Caitlyn Kenney)

19 March 2020: Creating Cultures that Support Full Potential
Performance/Operational Excellence.

22 April 2020: Best of Best ILSS Certification Capstone Project
Case Studies—select from OSU Med Center, Hirschvogel, Abbott
Nutrition, Columbus City Schools, Sutphen, and others.

® ANNUAL

CONFERENCE & EXPO 2020

w % n & &

'é et oSy

interconnect”

iy
STRATEGY
“the way we

‘thewaywe ~ Performance

Excellence

think and plan®

FrocEsses

“the way we

operate”




Performance Excellence Program Matrix

Track Opening Speaker
Juan Perez, CIO at UPS
(ISE’s: We Engineer Value)

Conference Keynote
Pooja Dewan, VP & Chief Data and
Analytics Officer, Otis

Creating Cultures to
Support Operational
Excellence

Executive Roundtable
with Keynoter

Finalist Presentations for the
Outstanding ISE Capstone Senior
Design Award Competition
Best in Class Projects
from around the World

Conference Keynote
Andres Medaglia,
Universidad de los Andes

The Value of
Professional
Engineering Licensure

Office 365 Tools that
Every ISE Should
Know

Continuing Education and
Development Options and
Guidance for Young
Professionals

To Simulate or Not

AR
AERR
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Keynote Presentation
James Tompkins, Chairman and CEO,
Tompkins International and MonarchFx

Innovation to Drive
Operational
Excellence
A Framework for
Integrated Process
Innovation
Implementation

Change Management
in Military
Organizations &
Leaning out Proposal
Evaluation in the Navy

The Art and Science
of Navigating
Organizational Politics

Becoming Great at
Operational Analytics

Learnings, Lessons,
Tips on Achieving and
Sustaining Work-Life
Balance

Agile Methodology to
Enable Rapid Process
Innovation and Im-
provement

Young Professionals Town Hall—
Networking, Mentoring

CISE, IAB, YP Leadership Mixer
and the Capstone Senior Design
Finalist Announcement

IAB/YP Informal Networking Event

Personal and Profes-
sional Mastery—
Becoming a Change
Master

The Art and Magic of
Disney Data

Finalists for the
Outstanding Service
Systems Engineering
Annual Award

Successful Women in
Industry

Guiding and Coaching
the Next Generation
of Leaders &

Tapping into your
Company's Smart
Subconscious

Putting the Fast in
your Food: Upstream
Ordering Technique

Industrial Engineering
Toolkit in Operations
Restructuring

Industry Advisory Board Town
Hall—Speed Networking

Annual ISE Honors and Awards
Receptions and Banquet

Improving
Maintenance
Management

Breaking Down
Barriers:
The Common Sense
Approach—Muting
Communication Waste

Treasure Hunting:
How to Find and
Leverage Hidden
Talent

The Paradox of
Standardization

Upgrading
Performance
Management




gl INDUSTRIAL April IISE Chap #1
N7 e Lunch and Learn Webinar

= Each April, Chapter #1 selects the top 3 Certification Capstone Projects and shares them
as Webinar Case Studies. This year our Projects will be 3 from the list of candidates
below:

« Jenna Tishenkel, Grange Insurance, “Optimizing Processing Time for Fast Track
Claims”’.

« Julia Reedy, Ohio WillowWood, “Value Stream Variation Reduction”
« Aaron Kramer, Sutphen, “Lean Kanban Optimization”

« David McGee, Hirschvogel Automotive Group, “Building a Simulation Model to
improve Flow in Order Fulfillment”

« Matt Haight, Columbus City Schools, “Developing and Implementing a Visible
Management System to include Tiered Huddles and Visibility Boards to Optimize
Student Transport”

« Christina Pedicini, Transmet Inc. “Increasing Wear Life of Scrubbers to Improve
Throughput Capacity”
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IISE Outstanding Capstone Senior Design Projects

The Council on Industrial and Systems Engineering in partnership with ISE at Ohio State and Virginia
Tech, launched an Annual Outstanding Capstone Senior Design Project Competition and Award. The
top 201SE Capstone projects were selected, and a Project Poster Showcase was held in Orlando at
the Annual IISE Conference. From those top 20 projects from 15 different ISE departments the top
three were selected and they will be the feature of this webinar.

CISE Career Choicepoints: Learnings and Lessons from Seasoned
ISE Leaders

Senior leaders of CISE (Council on Industrial and Systems Engineering), will share and discuss
“Career Choicepoints’ leamings, lessons, tips and unique opportunities.

Operational Analytics: Sustainable Visual Measurement Systems
This webinar is a continuation of our series in the area of operational analytics. In this webinar, part
6, Scott will focus on how to sustain visible measurement systems.

Chapter #1 Annual Virtual Member Webinar

This webcast is an experiment with a virtual chapter webinar, specifically, Chapter 1. All members
of Chapter #1 are extended an invitation to participate. Region IV members from other chapters are
welcome also. We will review chapter activities and offerings for the past year and also highlight
what's shead.

Principles for Creating Ideal Behaviors from Employees

The assurance of ‘ideal behaviors' from customers is known as Customer Relationship Management
(CRM). The assurance of ideal behaviors' from employees could be labelled Employes Valus
Exchange Optimization, (EVED, not to be confused with EVOO). |SEs are often called upon or are
required to find ways to improve employee performance. Consulting companies embed thisin their
Workforce Optimization offerings.

Best in Class ISE Integrated LeanSigma Capstone Certification
Projects

ISE at Chio State has an innovative and unique Integrate LeanSigma Certification Program that
produces some outstanding BSISES that also have a Black Belt Certificate and a Green Belt
Certification.

Membership Communities Training Confer

The Agile Scrum Process for Process and Product Improvement
Process improvement projects whether they are DMAIC or DCDOV/DMADV or business process
reengineering typically take far longer than business desire or require. This is true for product as well
as service process development.

The Industry Practitioner Track Orlando 2019: Sneak Preview
This is & sneak preview of the Performance Excellence Track, which is focused on industry
praciitioner concerms, May 18-21 at the IISE Annual Conference & Expo in Orlando, Florida.

Becoming a Change Master

Change Masters are those professionals (I5Es) who envision what's possible, are adept at crafting
strategies to optimize performance, skillful at managing energy (offsetting entropy), and capable of
mobilizing people and resources to achieve full potential performance.

Smart Supply Chains and Industry 4.0

In this webinar, Industry expert and past president of ISE, Jim Tompkins will provide a high-level
overview of how “Industry and Service 4.07 isi how supply chains Thisisan
opportunity for all ISE’s to work on the T-Model Professional Development; keep broadening your
knowledge and understanding of our field.

The Impact of Industry 4.0 on Business Models

On Oct. 11, ISE hosted a webinar that introduced Industry 4.0 and launched a webinar series on this
very broad and important subject. This next webinar will example the impact of Industry 4.0 0n
business moedels; more specifically product service systems, servitization, and smart services.

Creating and Ensuring Superior Client Experience
During this webinar, the p will discu pp hes that organizations can take to ensure
superior client {customer, stakeholder} experience, He will build on his work and presentation in
2012 for IISE that focused on cultural modeling and shaping to support lean transformation

effectiveness and improved outcomes for organizations.

The ISE Role in Service Systems Engineering: Service 4.0 Overview,
Digital Transformation in Healthcare and Enterprise Shared Service
Industry 4.0 is a concept that is becoming well socialized and understood. The ISE roles in this
ongoing transformation are well established. A similar transformation is eccurring in service
systems. That transformation, which some are calling Service 4.0, is less well understood and for
sure the ISE role is much less well defined. The Service Systems Engineering “Community” in [ISE
has joined forces with Chapter No. 1 and created a series of webinars that will launch on the Nov. 6
and continue into 2019,

Whetting your Appetite ("Aperitivo™): All you Need to Know about
Industry 4.0

IISE i a very diverse professional sodiety with many young/early career professionals. Our
Manufacturing and Design Division has teamed with Chapter #1 {Columbus) and the Council on
Industrial and Systems Engineering (CISE) to provide a “foundational” webinar on Industry 4.0 and
National Network for Manufacturing Innovation (NNMI).

Senior ISE Leaders Share Learnings from Career and Life
Choicepoints

The Coundil on Industrial and Systems Engineering is a small group (22) of very senior ISE Leaders
that meet twice a year to benchmark and continue to learn and develop. One of the ways CISE
serves the profession, institute and our members is to provide periodic webinars where a small
group of CISE members share life and career lessons and tips.

Achieving Full Potential Performance: Managing Transformations in
Yourself, Others, in Teams and Organizations

This webinar is focused on consolidating a great deal of research, experience and wisdom-sharing
literature into practical bite-sized chunks, which will help you balance your ISE knowledge and skills
with "bedside manner,” soft, change leadership and management, and persuasion skills.

Operational Analytics for Integrated LeanSigma Process
Improvement Projects Part IV

Part IV of our Operational Analytics Webinar Series will capstone the first three parts, bring it all
together. We will discuss comprehensive case examples of where the Data Manager Role (Part 1l) and
the Decision Support Analyst Role (Part lll} come together in DMAIC and/or DCDOV type Process
Improvement Projects. We'll have project leaders on the webinar with us in a panel type format and
will engage the audience in Q8A.

Operational Analytics for Integrated LeanSigma Process
Improvement Projects Part lll

Part Il of our Operational Analytics Webinar Series focuses on the Decision Support Analyst role. We
will review, summearize parts | and Il first, and then zoom in on the art and science of creating
powerful visualizations that can accelerate improvement decision making and action taking.

Integrated LeanSigma Certification: Project Cast Studies
This webinar will share three integrated LeanSigma process improvement projects that were
completed as part of the Certification Capstone in ISE at Ohio State.

Operational Analytics for Integrated LeanSigma Process
Improvement Projects Part Il

Part Il of our Operational Analytics Series fc on the dat:
process/performance improvement project. Frederici will lead by sharing a data modelling process
that ensures you have the right data and facts to support sustained process improvement.

troleofaniSEina

Engaging Employees in Operational Excellence: 2-Second Lean Case
Studies

Effectively engaging employees in continuous improvement is a goal that most organizations
aspiring for improvement want and need. There are many ways to achieve this, Paul Akers has

made 2 Second Lean popular and has provided great guidance on how to pull this off.

Career and Life Choice Points

By member request, CISE offered a webinar on September 12 that focused on this topic presented
by Joan Tafoya with Intel, Steve Savoie with GM and Scott Sink with OSU. CISE feels that this offering

has extended

value for our d 5o we want to "cookie cut” the model and do three more
for CISE members.
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