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Workshop Toolkit Summary

The purpose of this toolkit is to:
e Provide individuals who attended a workshop, a concrete tool from that workshop
that can be immediately applied back in the facility.
e To provide individuals who attended workshops an example that can be used to
communicate and educate others back in the facility who did not attend QCC XIII
conference.

Tool Descriptions:
e Tool#1:0, AAAET C #EAT CA $ QOd®Edse) $SEAEEAOI O 4EI AO¢
0 Model for Change
Tool#2:0) 1T OEA %wUA T &£ OEA 301 0iq 3O0AAAOCOADLI T U
(pages 9-16)
0 Bracketing
o Balcony and the Dance Floor
e Tool#3:050ET ¢ 10A1T EOQU AT A O0AOAEI OF ATAA )1 DOT DAI
(pages 1720)
o Performance Improvement Exercise: The Problem
o Performance Improvement Exercise: Root Cause Analysis
e Tool#4:0! AAT 61 OAAEI EOU E O (phgksO2AA &1 OO , AOGOAO| 71
0 Support and Accountability
e Tool#5:0) I PAAOET C #EAT CA 4EOI OChagsAmAAOEOA #1 |
o0 Complete Communications
e ToollNl Wd O# & APEART )OO HIcGBBET P
o The 3 Phases of change
e Tooll Q¢ O! AOARAADADARGOKIAOA OEOI OCE 1 AAT ET &G
(pages 3538)
0 Brining Art to People
e ToolM T d O3AOOEAA w@AAI |1 Apadeh 308 OEA - EAOO | £
0 10 De-Stress Tips
e ToollM Yd O#O1 OOO0AIT #1 1 Defeddddn it!iptésgiz49)l OO 3 OOO0EO
o Dimensions of Culture
0 The Johari Window
e Tool #10: Creating Community for Residents with Mental Iliness-Behavior
(pages 4749)
o0 Creating Community for Residents with Mental Illiness







Tool #1

Tools for Leading Change
During Difficult Times

Presenter:
Mike Shay, ConsultantLabor Management Project

Email:
Mike.Shay@labormanagementproject.org
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DVFT>R Model for Change

041110 £l O , ARAGABBIOC 1 = ££RAA TIAO | 4
D X \ X F X T > R
Dissatisfactions x  Vision X  FirstSteps x  Trust > Resistance to Change

(also defined as Inertia)

The formula is multiplied, therefore if any element (D, V, F, or T), is missing (equal to 0)
or is poorly defined (equal to 1) then the sum will be less than the value of Resistance to
Change (R) and organizational change efforts are doomed to fail.

BELEMENTS DEFINITIONS

¢ Dissatisfactionz Leadership must present a compelling case for change. The default
reaction of most people to initial lack of organizational performance is to either
AT CACA ET AATEA]I j OOI 1 AAT AUAEAAUDERCAOKADO
only they would just go back to the way we use to do things around here, we were
OOAAARAOOAEOI OEAT 6Q8 41 AOAAOA -qhojttieaggior AEOOA O
change must be honest, powerful, clear and compelling. The leadership case must
result in a critical mass of individuals concluding that their future self-interest, and
future collective interest, will not be served by continuing the status-quo. This first
OOACA T &£ 1 AAAROOGEED OAODPI T OEAKRREAEBAAICARAIOO

¢ Visionz Immediately upon establishing a critical mass of dissatisfaction, leadership
must then provide a vision of success. A vision that is both inspirational and
understandable. A vision that goes beyond surviving the crisis and focuses on an
inspirational future that gives hope and purpose. A critical mass of individuals must
be compelled by thevision. 6 EOET T AT OxA0OO OEA NOAOGOEI T h| O
Ol ed

e First Stepsz Leadership must provide concrete examples of first steps of the
organizational change process. Not every step, just some concrete first steps so a
critical mass of individuals can see how the change journey will begin and be
convinced thatitisrea. EREOOO OOADPO AT OxAO OEA NOAOOEI
OAAT 6 OAT x AT xA OOAOOeo

e Trustz Leadership must foster trust for its competence, its word keeping and the
integrity of its communications. Trust is established through series of consistent
actions over a period of time and trust is an indispensible attribute of an effective
leader of organizational change. 4 OO0 00 AT OxAOO OEA NOAOOGEI 1 h
AAOGAT OACA 1T Eeo

e Resistance to change We all resist change because change often makes us feel
awkward. People, on the whole, prefer the familiar. Now, having said that, the
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resistance to change is often greatly overstated. WE all change throughout our lives
because life forces us to change, often.

WHATHAPPENS 1D, V,F,0RT ISMISSING Z ORGANIZATIONABYMPTOMS

e If leadership has created only Dissatisfactionwith current state, and failed to provide
Vision, First Steps and Trusthe result is complaining, moaning, fear and demoralization.
Positive change will not happen.

e If leadership has provided only Visionand Dissatisfaction and not First Stepsand Trust,
the result is a lot of thinking and talking, ending in apathy and being "stuck in a rut™.
Positive change will not happen.

o If leadership provides First Stepsand Dissatisfactions and not a clear Vision and Trust
the results are a lot of frenzied activity, voluminous reports, frequent and/or urgent
meetings (lacking a clear purpose), and even training sessions. This is often termed
"Flavor of the Month", a result of choosing whatever is the latest idea, or trend.
Eventually there will be a lot of frustration since using the latest trend or the classiest
looking strategy is not enough to overcome resistance to change alone. Positive change
will not happen.

¢ Ifleadership communications lack definition or clarity of a Vision of Sucess and lack
Trust within the organization, the results will resemble "Flavor of the Month" listed
above but perhaps at a slower pace. Eventually there will be an emergence of apathy
and frustration since using the latest trend or the classiest looking strategy is not enough
to overcome resistance to change without Clarity of a Visionof SuccessTrustand the
other elements. Positive change will not happen.

e Effective change, in a complex organization, requires effective and efficient
collaboration and cooperation within an aligned network of interdependent
relationships, relational coordination establishing shared understanding, shared goals
and problem-solving communications). The amount of Trust within the network
determines the effectiveness and efficiency of collaboration and cooperation. Absent
Trust, effective relational coordination is not possible and therefore positive change is
not possible.

Source: Dick Beckhard and Reuben Harris popularized the formula (originally written as
C+ABD>X by David Gleicher) in their book, Organizational Transitions. The terms were
renamed by Kathleen Dannemiller, making them more accessible and understandable to the
general public. Further adaptations have been made by Praxis Consulting Group. For more
information see:
http://www.valuebasedmanagement.net/methods_beckhard_change_model.html
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Tool #2

In the Eye of the Storm:
Successfully Navigating
Conflict in the Workplace

Presenter:
Enriqgue Cepeda, Consultadtabor ManagementProject

Email:
Enrique.Cepeda@Ilabormanagementproject.org
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CONFLICT RESO LUTION

BRACKETING
Bracketing is an internal technique for staying calm andjndgmental, while maintaining the
ability to listen at a time when you are having strong negative feelings. Bracketing places a
temporary container around negative feelings and thoughts sbelyatan safely be examined
and explored later. When Bracketing, you are able to reflect on:

(1) The feelings and critical statements communicated to you by others, and

(2) (2) become aware of your own negative feeling and judgments of others.

Bracketing requires two unique processes:

Holding backnitial reactions to create a space to think through
gKIGQa o0Sad (2 R2 3IAGBSYy @& 2dzNJ
situation.

2. Developing aevised internal thought procesand action plan base
on yaur goals as an effective leader and communicator.

O

To accomplish this, we rely on our interaction skills, in particular:

Howconstructive

we are when we
need to convey
our criticism,
concerns and
disagreements

Howopenwe
are tolistening
to others
respectfully

How well we

communicate
our interests
and needs

LABOR MANAGEMENT PROJECT
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http://www.buzzingup.com/wp-content/uploads/2011/07/stop.png

Steps to successful Bracketing

#1 HOLD BACK INTIAL RESPONSE

widentify who is the provoker and who is the responder.

wimagine yourself as the respondearhat do you feel?

WVhat is the likelyesult if you speak out your initial reaction?

ubDescribe his/her behavior, and feelings, if you react on your first impulse?

WNVhat positive intentions or understandable interests might the provoker have?
WNhat are your positive interests and goals?
WNVhat positive interests and goals might you and the provoker share?

WNVhat facts might you or the provoker need in order to address this situation
effectively?

WVhat systemic causes (policies, procedures, past practices, structures, bureaucracy
might have provoked this incident?

uHow could the provoker assist in solving the problem?

#3 PRPARE TO COMMUNICATE: plan for succe

wWNhat do youreally want to sayo the provoker?

WNVhat actual verbal responses based on your values, goals and interests will you
say?

WNhat action steps will you take to resolve the issue?

WNVhat is the likely result of speaking and acting from your values and goals as a
leader?

WNhat options can you generate to resolve the problem?

LABOR MANAGEMENT PROJECT
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BRACKETING Activity!

For each provocation, please follow the steps for successfuacketing identified in the
previous worksheet.

PROVOCATIONS

Scenario 1:

A supervisor has just ordered a member to dj
point this out, and the supervisoresayse, dnlpv
Scenario 3:

I n a staff meeting, the manager states: HAYol
your | ateness issue returning back from brefk
Scenario 4:

Yourcowor ker says to you: HAAII o fi ntgh easlel nbihneo roijvtei
Scenario 5:

An angry family member says: Al donét want fn
Registered Nurseo.

Scenario 6:

A patient to you: Al hate the way you work!| W

yesterday?o

LABOR MANAGEMENT PROJECT
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Leadership on the Line
Staying Alive through the Dangers of Leading

Balcony/Dance Floor Outline

Conflict is a part of everyday organizational life. Leaders are notimmune from it, but those
who manage conflict effectively achieve optimal team performance and an improved
working environment. In their book, "Leadership on the Line," authors Ron Heifeand
Marty Linskyoffer a practical approach for individuals who seek to improve their ability to
resolve conflict effectively: by getting off the dance floor and onto the balcony.

Imagine you are down on a dance floor dancing. While you are in the midst of the
dance, moving in close rhythm with your partner and with people swirling all around
you, your vision is restricted in two significant ways:

. 910 AAT 86O OAA OEA AEC PEAOOOA 1T &£ xEAO
how effectively and smoothly you are in flow with the other dancers.

2. Youaresofocused,inthei T 1T AT Oh 11T OEA OAOGE Ui O AO
make the space to reflect on your performance.

Now, imagine you leave the floor and go up to a balcony overlooking the dance. Now
you can see the big picture and reflect on how you are doing and what you need do
in order to be more effective.

Get on the Balcony from the Dance floor is a metaphor that explains the ability and need to
get perspective while being involved in the middle of the action or a conflict within a group,
community, and or organization. However just being on the balcony is not enough. You
must return to the dance floor where the action is talking place with new information
(acquired on the balcony) to initiate change. The process of going back and forth between
the two and making necessary interventions is an iterative one. This concept is
transformational approach to leadership and change. Leaders who seek to enhance their
ability to make an impact on their unit and organization. They need to continually be shifting
their focus, over time, from the floor to the balcony and back again.

(1T xAOAOh EO EO O1i AOEIi A0 AEAAEAOI O OiF 0O' A0
OEEGEAO 1 AOGAT & DA OO Bahell i0thexdnflict iEselfl The fdlldving | AAE
describes this approach

Step 1. Describe the role or perspective of the dance floor with a group context.
¢ Who are the stake holders (Managers, Supervisors, co workers, delegates,
I OCAT EUAOONK bDfandlieskT OOh DAOEAT 0056
e What are the circumstances in that surrounds the group under this conflict?
e Whatis your role (How are you affecting or being affected by the conflict)?

14
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Step 2. [2scribe the role of the balcony
e Distinguish between technical and adaptive challenges.

o Technical Challenggesiow process can have a negative influence on how the
work is being done. For example the hospitals computer system is old and

AT AOT 60 OPAAE OiF 1T OEAO OUOOAI O ET OEA

serving the patients and contributes to longer wais and conflict.

o Adaptive ChallengesThese are challenges that require people to act
differently than they had in the past to make changes in their behavior.

e Understanding the players involved (stake holders) the environment of the
situations, and the topic on hand.

e Track Recorg7 EAO AOA OEA bl AUAOGO OAPOOAOEIT O
group interacts (Think lateness to meetings, who is unreliable, who is reliable, etc.)?

¢ Ripenesg Is the timing of the topic or the issue the group is dealing with ready to be
addressed or is it premature and the group is not ready to listen to it?

s xooA s o~ s A s o~ A N e

e Statusz7EAO08 O AAAE PAOOEAEDPAT OO A& Oi Al AOGOEI

who are the decision makers who can influence decisions)?

e Prejudiceg7 EAO AOA DAT PI A0 AEAOAOR T O DOAEOAE

issues, is there management bias towards the union and vice versa)?

Step 3. Find out where people are at.
e Getting people in the group or organization to address a difficult issue particularly if

EO8O OEOEU AAT AA A AEAITATCA O1 EOG6O0 EI

a risky issue.
e )T AEOEAOGAI O T ECEO OOU O1 OEI AT AA Ui O EE
ready to deal with.

e Understanding the entire different stakeholder various perspectives is critical to
success of moving forward. Learn from them what are their interests and fears are.

Step 4. Listen to the song beneath the words.
e Observing from the balcony is a critical step in leadership and addressing conflict.

e Listening requires interpretation that gets below the surface of what is being said.

091 6 EAOGA O 1 EOOAT O1 OEA oOiic AAT AAOE
e Once you understand where people perspectives you can begin to engage them in

change efforts.
e "AxAOA T &£ I AEET C EI OAODPDOAOAOGETT O Ol NO

work these out in your head first or with a trusted colleague.
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e )1 OAOPOAOET ¢ AAEAOETI O EO TAAARAOOAOU xEAI

O EAA E O badk dnithe dhhcEffodd iust depend on the culture and
adaptability of your audience.

Step 5. Read the behavior of authority figures for clues.

e O0&1I AOO 11T OEA x1 OAO AT A OEA AAEAOEI O

signal about theimpacti £ UT 0O AAQOEI T ET A CcOl Ob 1

e Remember the authority figure is trying to manage all of the various factions, and
what you observe is a response to the pressure he or she is experiencing.

Practical Suggestions forGetting onthe Balcony

e Make the timeto reflect on the conflict. Reflection often allows the space to think
and analyze about how the situation can be approached or viewed differently.

e Gather information. Ask a few trusted individuals for candid advice and their
approach to the matter. It shouldn't be a large group, but the individuals need to
have good judgment, knowledge of the organization and its environment, self
confidence. Additionally, those individuals may hear from people you don't meet, and
feel pressures from people you don't know. Most importantly, you need to trust that
their advice will be given with no expectation of receiving anything in return.

e Look for patterns. Getting up on the balcony requires mental discipline. When
confronted with a particular challenge it's important to get underneath the details
and look for causes and patterns.

LABOR MANAGEMENT PROJECT
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Tool #3

Using Quality and
Performance Improvement to
Enhance Resident Care

Presenter:
Ann Wyatt, Consultant inLTC and Project CoordinatoRalliative
Care for Advanced Dementia

Email:
awyatt@alznyc.org
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MDS 3.0 Collaborative
Performance Improvement Exercise

The Problem:

1. Whose perspectives should be represented on the workgroup?
2. What are wetrying to accomplish? What do we want to improve?
3. What do we know about the issue now?

4. Do we need additional information?

5. Who do we need to talk with to learn more?

6. Besides the people participating in this workgroup, whose perspective would be
helpful? How shall we hear from them?

7. What changes can we make that will result in improvement?
8. How will we know a change is an improvement?
9. What change should we try first?

10. How will we share information about the project with others in the facility?

19




MDS 3.0 Collaborative
Performance Improvement Exercise irRoot Cause

Question:

Answer:

Why?

Why?

Why?

Why?

Why?

20




Tool #4

Accountahlity is not a Four
Letter Word

Presenters:

Marilyn Howard, Director of Staff DevelopmentlsabellaGeriatric
Eileen Casey, Vice President for Human ResourdsabellaGeriatric
Eddy Elie, Director of Support ServiceksabellaGeriatric
Eric Waiter, UnitCoordinator-IsabellaGeriatric

Email:
MHoward@isabella.com
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What is accountability? What does it look like?

What are some attributes of leader who holds workers
accountable?

Decisive
Competent
Objective

Clear Expectations

kkkkkkkkkkkkkkkkkkkkkkkhkkkkkkkkkkkkkkkkkkkkkkkkkx

What does a supportive work environment look like?

What attributes or qualities does a leader demonstrate that

make you feel supported?
Motivates
Compassionate
Understanding
Dependable

23




“ wSupport and Accountability

In supervision,there is a commonly held belief that supervisors who are supportive
are not able to hold people accountable; and supervisors who hold their

employees accountable(for their work performance, attitudes, and behavior) cannot
do it in a supportive way.

4EEO AAI EAEZ OAOO OPb Al AEOEAOTI O OEOQAOEIT 18

Support

Accountability

81 AEET ¢ EO OAAI Edumpbrtempiiofcesind holll thefnlaccduintadIg.

Al D1 Ag 'T % DI TUAA xEI EO EAAEOOAIT U 1 AOAS
SupervisorAis usually supportive, but has a difficult time holding employees
accountable. He might try to understand why the person is late, offer solutions, or even
take responsibility for the problem himself (e.g.) 6 1 1 AAT 1T UT O EduupDEA 1| O
SupervisorBiis clear with staff about expectations and policies, but has difficult time
figuring out how to offer support. She might let the employee know the consequences
of their lateness (related to work performance, quality of care and relevance to their job
security) and insist that they fix the problem.

Both supervisors have good intentions (to alleviate the lateness), but the
impact and outcomes are not always ideal.

"U 1T AOOGOAh xA AAAE EAOA A OAT AAT Au O1T xAOKO
ui 60 T x1 OOPAOOEOI OU OOUI A8

Are you more likely to veer toward support or accountability?

Support Accountability

~

ol AAA A T AOE 11 OEA TETA AAIT x ETAEAAQEI
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While these two ends of a pole may seemlike opposites, to be an effective Coach
Supervisor, there needs to be more balance- as they are inextricably connected.

#1 AAEET ¢ 3O0DAOOEOTI 0O AQAS8

Support Accountability

8 AAT A OT beiAgssuppdrtideAwhile holding employees accountable

Core Beliefabout Support and Accountability in Coaching Supervision

¢ Holding employees accountable to clear expectation and high standards of work
performance is a form of support

e SolvingemployeeDd DHOT Al AT 6 £ O OEAI EO O1 OEi AOAI

¢ Holding people accountable does not mean judging or punishing them

e Supporting employees does not mean excusing poor work performance

Have you had experiences where supporting an employee and holding them accountable
(for tasks, results or behaviors) seem mutually exclusive? What happened? Could you now
imagine a different process / outcome?

25




Skills Needed for being Supportive by
Holding People Accountable

Self Management ]

Active Listening

Using Emotional
Pull Back

Pulling Back from
Problem Solving
k Overcoming My j

Listening Blocks
\4" a\P

Using Body
Language

Paraphrasing

Asking Open -
Ended Clarifying J

Presenting the
Problem

Self Awareness

Knowing My
Personal Style

Being Clear _
and Direct Checking My
Assumptions

Indicating Belief in the j
Other Person

26

Staying Free of
Blame or
Judgment




Tool #5

Impacting Change through
Effective Communication

Presenter:
Clyde Rigginslr., Assistant Director
Labor ManagementProject

Email:
Clyde.Riggins@labormanagementproject.org
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C OMPLETE
COMMUNICATION

& Conclusions

& Interpretations

P .

B

Complete Communication is critical in any situation where conflict or misunderstanding can
arise. This is a non-defensive way for letting another person know the impact of his/her
behavior on you. This is not an accusation or blaming communication. Start with the data,
what you actually heard the other person say or saw him/her dozwhat a video camera would
capture. The Data produces Feelings and Judgments in you which you can share as
belonging to you. Make sure you include what you want, not only from the other person,
but what you want for the both of you...how you want your relationship to be. Finally, let
the other know what you are willing to do to resolve the situation, strengthen the
relationship, and get better outcomes.

GROWTHDYNAMICS,INC.E 11 7AOO0FEAT A 21T AA E (11 BB-ERAT -F

Amy Gilburg 413-534-W Y Y @vw\Wgrowthdynamics.com
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Tool #6

#EAl CA8) O ( AFE

Rodney Brown ConsultantLabor ManagementProject

Email:
Rodney.Brown@labormanagementproject.org
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Change( ADPAT O8 8
Change Occurs in 3 Phases (Endings, Neutral Zone, and New Beginnings)
Please complete the following based upon your personal experience in your organization

What MUST END?

How doyou know when you have reached NEW BEGINNINGS?

Available @www.wmbridges.com

33
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Tool #7

Advancing PersorCentered
Care through meaningful Art
Experience

Presenters:
Carolyn HalpinHealy, ExecutiveDirector-Arts and Minds
Jennie Smith, Executive DirectoElders Share the Arts

Email:
chalpinhealy@artsandminds.org
jsmith@estanyc.org
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I Minds

connecting art & well-being

ATLES

Art has the power to inspire and transform. It opens our eyes and minds and
enhances our interactions with others. The experience of looking closely allows us to
appreciate beauty, exchange ideas, share memories or simply respond to the work in front
of us. Art interpretation taps into cognition, emotion and memory to take us to the heart of
what it means to be human. Making art in hands-on workshops allows us to express
ourselves creatively with or without words. Through shared aesthetic experiences, care
partners learn that, despite cognitive changes, they are able to interact with a greater sense
of who they are.

TheSCIENCEde:! 1 UEAEI AO6 O AEOAAOA EO TTA T &£ OEA |
associated with aging. Existing medications target memory loss, mood disorders, and

behavioral disruptions, but there is not yet a cure. Caring for a person with dementia

challenges the stamina, psychological wellbeing and general health of family, friends, and
professional caregivers. The condition known as caregiver burnout is perhaps one of the

i T OA OOAOI A DPOT Al Ai O AA AT Nomddup ibtenier@ions, indl@in§ E I A O[5

cognitively and emotionally stimulating arts activities, can benefit both patients and
caregivers.

Bringing ART to PEOPLHRJsing reproductions of art z books, posters, on-line images, even
greeting cards z look quietly at the piece.

e | OE OEiIi DI A NOAOGOEI T O0g O7EAO Al Ui O OKAe
the person has difficulty answering, ask more specific questions to get started. For
AogAi bl Ah Os$1T Ui &6 OAA OEA AOECEO Ail1100¢e
person. Avoid quizzing.

e Next, gently share your observations. If the art reminds you of other experiences,

i AT OETT OEAI OIiTh AOO AT180 AA AEOADPDPI EI
remember.

e Relax and enjoy the time together. This is a chance to focus on the here and now.

o

(¥

CONTACT Arts & MindExecutive Director Carolyn Halpin-Healy
Email: chalpinhealy@artsandminds.org Telephone: 646-755-3726
Visit our website at: www.artsandminds.org

37
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Tool #8

Service Excellencen the
Midst of a Storm

Presenters:
Lisa Mitchelson, Consultart.abor ManagementProject
Linda Provenza, Consultanbtrategies for Change

Email:
Lisa.Mitchelson@Ilabormanagementproject.org
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10 DeStress Tips
1. Elevate Your Braiq, - AAEOAC

O
4AEA A EAx 1TT11A
sort of thing works for you.

J— Ol
Oz -

A
0OC

_m\
m O

DA U A
AAT OAO L‘J

2. $1 160 &I OCABeathd in thradgh folriadse, and out through your
mouth. Slowly. Repeat. Make sure the breaths are steady and full.

3. Chow Down, AOET C T O AOET EET C EAI PO OI
making smart food choices (i.e. choose a crunchy apple over a bag of potato chips).

4. Get Some Fresh Airlf you are cooped up inside all day, take a few minutes to get
outside and see the sun. A little time in the great outdoors can improve your mood
and help you relax.

5. BeKind to Yourself Think about positive affirmations daily. Thinking negative
thoughts only makes you feel bad and will increase stress. Tell yourself you are doing
agood job, and believe it!

6. Take Care of YourselfWhen tension spikes, it can be tempting to put yourself last z
but prioritizing healthy eating, physical activity, relationships, and sleep is necessary
if you want to avoid making your stress worse.

7. Socialize Spending time with friends and family who give you a sense of belonging,
purpose, and fun may provide all the stress relief you need.

8. Laughter: Laughter really is the best medicine. It is proven to lower tension, and at
the same time, improves blood flow and the health of your heart.

9. Be Thankful Showing thanks for your family, friends and loved ones and being
thankful for the positive aspects of your life has a calming affect. Not only does it
give you perspective, it makes other people feel good.

10. Write: Dedicating a period of time every day to write about a situation that is
bothering you may reduce tension and give you stress relief for the rest of the day.
Keeping a journal can also help you solve problems or find positive angles amongst
the stressors.

41
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Tool #9

"Cultural Connections": Your
Survival Dependsn It!

Presenters:
Regina Censullo, Consultantabor ManagementProject
Franais-Edy Philippe, Consultantabor ManagementProject

Email:
Regina.Censullo@labormanagementproject.org
Francois.Philippe@labormanagementproject.org
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8.

9.

The Many Dimension®f Culture

Family

Roles

Life Cycle

Interpersonal Relationships
Communication

Decorum & Discipline
Religion

Health & Hygiene

Food

10. Dress& Personal Appearance

11. History & Tradition

12. Holidays & Celebrations
13. Education

14. Time & Space

15. Work & Play

16. Natural Phenomenon

17. Pets & Animals

18. Expectations & Aspirations

19. Art & Music

20. Others

45




THE JOHARI WINDOW AND CULTURAL
COMPETENCY

| know, | know ATT1T860 ETI
Open Communications Blind Spots
Trust Self discovery

ET T xh A ATT80 ETT x
Mask Unknown Potential
Hidden Secrets

A\ A j

*The Johari Window is a simple and useful tool for understanding and training self
awareness, personal development, improving communications, interpersonal
relationships, group dynamics, team development and intergroup relationships.

It was developed by American psychologists Joseph Luft and Harry Ingham in the 1950's,
calling it "Johari* after combining their first names, Joe and Harry.

The model has four regions, each containing information - feelings, motivation, etc z in

terms of whether the information is known or unknown by the person, and whether the
information is known or unknown by others in the team.
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Creating Community for Residents with Mental Iliness

Diagnosis Behaviors Interventions or Actions to be taken
Schizophrenia
Agitation (i.e., psychomotor agitation that can cause rocking or pacing) [ Psychosocial interventions-Approach
Normalizing of symptoms (hearing of voices is
Confusion and disorientation not restricted to people with psychiatric disorders
Hallucinations alone)
Correcting long standing schemas (eg ‘T am
Disorganized Thought Hyperactivity and distractibility useless”) ?nd lmklng their feffect 9 dep_ P
and delusions, tackling belief about voices, such
as their perceived power
Disorganized Behavior Impaired coordination dpplociang for wacre et pipseii e

Difficulty showing or expressing

Insomnia and sleep deprivation

patient
Addressing problems with self- monitoring,
attribution biases, reasoning biases (such as

emotion iumping to conclusions),
Loss of appetite or delusional motivation to resist eating Fmdmg e T
strategies.
Loss of pleasure Diet and Exercise
Poor judgment and lack of insight Stress Management
Sleeping too much Medications
Slowed reaction, including poor eye movement and tracking Social Skills Training
Unexpected or inappropriate smiling, laugher, or excitement
Depression
Bipolar Depression
manic actions Behavior therapy
Social thythm therapy
Structure and consistency of life routines
Depression
5 or more of the following: tearful Involve in pleasant events
Depressed mood irritable Connect to family and friends
Diminished interest complains Medications
Weight loss or gain slowed speech Build self-esteem and sense of accomplishment
Insomnia or hypersomnia
Psychomotor agitation
Worthlessness
Inability to concentrate, think
Recurrent suicidal ideation

/S
Semifiars... |
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