

Instructor Notes for Using VUCA Experiences to Integrate “Honorable”

Activity Objectives
· Apply  “Honorable” concepts (i.e., leading ethically and personal strengths) to achieve results under volatile, uncertain, complex, and/or ambiguous situation

Key Definitions
Honorable: To achieve high levels of performance while maintaining the highest standards of individual character, our graduates:
	Lead Ethically- building and leading teams to achieve results in ways that motivate and value integrity; fostering personal, professional, and organizational accountability and responsibility, and providing value to society.
· Modeling ethics and integrity (i.e., your own and organization's values)
· Communicate and align group members around a common vision, purpose, and values (building high performance teams & effective communication)
· Pay attention to and hold others accountable for standards and action (leadership processes)
· Coach and develop others' moral awareness, reasoning, and efficacy (social perception and awareness)
· Engage with members regarding ethical issues and importance of getting results with integrity
· Lead in a manner that produces results while earning group members' and outside stakeholders' trust and respect (leadership, persuasion, building & managing relationships and teams)
· Establish a positive, open, and inclusive climate where members feel safe to raise ethical issues

Exhibit Personal Strengths. Graduates exhibit moral and psychological strengths necessary to embrace opportunities, overcome challenges, and succeed with integrity.
	Moral Strengths include: integrity, courage, moral awareness, moral reasoning, and honor.
	Psychological Strengths include: self-awareness, personal responsibility, resilience, self-regulation, social awareness, authenticity, confidence, and humility
Suggested Process
1. Select a VUCA experience such as no notice, time-constrained group presentations regarding a situational business exercise, case, or current event; an assignment without complete data; assign an unsolvable task; require everyone to provide a 1-minute presentation, in front of the class, on what they learned from the homework; etc. The key is to introduce surprise, uncertainty, time constraints, complexity and/or ambiguity in the experience.  You can use existing activities, just add VUCA to the context.
1. Allow students to struggle with the requirements and constraints.
1. After the presentations or when time limit has been reached, ask students to share their feelings about the experience.
1. Ask follow-up questions to get at:
3. How they got themselves organized?
3. How they managed the stress of the unexpected?
3. How they handled not having all the information?
3. What changes in group dynamics did they observe?
3. How the experience impacted their ability to lead ethically? Were they tempted to take short-cuts to get job done under time constraints?
3. How did the experience impact performance?
1. Conduct an After Action Review to bring out what students learned from the experience and what will they do differently in the future

Suggested Key Learning Points
· VUCA environment requires self-regulation to positively cope with the stress and negative emotions (psychological strength)
· Stress can bring out less tolerant behavior in group members, thus you must anticipate and create a strategy to deal with it (social awareness)
· Time constraints and uncertainty can set conditions where people feel that they have no choice but to take short-cuts that approach or cross the line between right and wrong (moral strengths-moral awareness)
· In a business environment and just like in life, you have to assume ownership to handle the situation as best you can. (psychological strength-personal responsibility)
· If the situation overwhelms you and/or your team, possess the self-awareness and humility to ask for assistance, if possible (psychological strengths-humility and social awareness)
· Sometimes the situational demands may overwhelm the team to point they do not fully meet standards.  Conduct a good after action review and apply lessons learned so the organization gets better for future challenges. (psychological strengths-resilience)
· In VUCA situations, you might be selected either formally or informally as the leader. If this happens, act with confidence by taking steps to solve the problem and adjusting as you go. (psychological strength-confidence)
· In VUCA situations, it is extremely important that the leader models good ethical conduct and also clearly communicates expectations to accomplish the task within ethical guidelines (lead ethically)
· In a VUCA situation, leaders need to enforce time standards and be comfortable producing a flexible 75% solution and adjusting (lead ethically)
· In a VUCA situation, team members will have a great need for information so be sure to be authentic and over communicate to keep people informed (lead ethically and psychological strengths)
· In a VUCA situation, group members will draw hope and confidence from the leader. Leaders need to be realistic optimists and leverage outside resources (lead ethically)
1. Wrap-up by relating the importance of being able to perform in a VUCA environment to the business setting

Note: You can select 1-2 key points to discuss or just reinforce them when they come-up in discussions.

VUCA I: A Leader’s Ethical Dilemma: Between a Rock and a Hard Place

Situation: You are a team supervisor in a large corporation based in Charlotte, NC. You inadvertently found out yesterday that your organization’s mission is being moved to the mid-west, next year, as part of the corporation’s re-alignment efforts.  The people in your organization will be given an opportunity to move to other business units within the corporation, if positions are available. This information greatly surprised you, since you were told earlier that your organization made the initial corporate re-alignment cut and it would stay based in Charlotte. It appears that a couple powerful shareholders from the mid-west did some political maneuvering with a few of board members to get your organization, its mission, and, most importantly, jobs relocated. Your boss swore you to secrecy and had you sign a non-disclosure agreement until the official announcement.

Last night you hosted Mark/Maggie Evans and his/her spouse for a regular dinner gathering. Mark/Maggie is your assistant supervisor and your best friend. You both attended school together, shared an apartment for two years, and have worked together for over eight years in the current organization. Mark/Maggie and his/her spouse, announced at dinner that they were putting in a bid on their dream condo in two days. They acknowledge this was a big step buying into the hot and expensive Charlotte downtown market, but they were willing to take the risk since they loved the area and it appeared Mark’s/Maggie’s job seemed secure.  Mark/Maggie and spouse also indicated that they were using most of their savings and tapping into their IRAs to cover the 20% down payment to get the loan for the condo.  They showed you pictures and talked about all the good times you will have at the new place.

Today you are deeply torn between loyalty to your best friend and loyalty to the duties of your job and the organization.  If Mark/Maggie and spouse put a bid on this dream condo, they will most likely be required to sell it again in less than a year at a significant loss.  They stand a chance to lose a good portion of their retirement savings. Would your friendship survive when Mark/Maggie and spouse found out you knew about the organization moving and you did not say anything to them? On the other hand, if you tell Mark/Maggie, the organization and its mission is being moved next year, you will disobey a directive from your boss, breach her trust, and violate the non-disclosure agreement. You stand the potential of losing your job and your integrity.  Also, you would violate the duties of your position and demonstrate disloyalty to the organization you have faithfully served, which would violate your identity as an honorable professional.

Requirement: As an individual, assume the role of team supervisor and process this ethical dilemma using the abbreviated Ethical Decision-Action Model (EDAM-A) to develop a solution to your ethical dilemma and create a detailed plan to implement it. In your written response, be sure to fully address all steps and sub-steps in the EDAM-A. In step 1, clearly identify the right vs. right dilemma (e.g., what values, duties, and/or business leader spheres of responsibilities are in conflict).

Between a Rock and a Hard Place Model EDAM Response
Identify the Ethical Issue
Facts
· You know that your organization is being moved to the mid-west
· You are under a NDA not to reveal to anyone
· Mark/Molly is your best friend
· Mark/Molly and spouse are planning to put an offer on condo and use savings
· Pulling your retirement out early costs you a tax of 10%

Assumptions
· Mark/Molly and spouse will put in the offer and use savings
· Your organization will move to the mid-west
· If Mark/Molly have to sell in less than a year, they will lose significant money
· When Mark/Molly find out I knew about the move and did not tell them, I will lose their friendship
· Mark/Molly may not be transferred to another BU

Key Stakeholders
· Mark/Molly and spouse
· You and your spouse
· The Organization
· Employees impacted by the move
· Other employees in your organization
· Shareholders

Check Your Gut
· My gut tells me I have to stop Mark/Molly from investing their savings

Process Issue Through Ethical Lenses
· Utilitarian Lens: the greatest good seems to favor not saying anything to Mark/Molly because the organization’s interests are served, I maintain my integrity, keep friendship with Mark/Molly, keep my job, and no one in my organization gets unfair advantage in short term.  Long-term- organization’s needs are met, trust in my organization will suffer, my credibility will take a hit, but I will have a job and trust of supervisors. 
Or

Minimize negative outcomes in short term seem to favor not telling because it protects the organization from potential legal or market issues. In the long-term, Mark/Molly will lose savings, I will potentially lose friendship but keep my job, I will maintain trust with supervisors and may get a raise.

· Deontological Lens: Rights, responsibilities and duties seem to favor not telling for both short and long-term—I have a responsibility and duty to uphold NDA, to protect the organization, and fulfill my duties as leader and protect external stakeholders. Also, I have a right and duty to protect my best friend from potential financial ruin and provide my people maximum time to make future decisions.  I also have a duty to uphold my integrity.  My personal and organizational responsibilities are in conflict.
  
· Virtue Lens: What would a person of character do?—seems to favor not telling in both short and long-term.  I have several values and responsibilities in conflict: loyalty to organization and integrity vs. loyalty to best friend. By not telling I uphold my duties to organization, integrity but at the potential cost of losing my friendship with Mark/Molly.

· Combination of Lenses:  I think the best option would to persuade Mark/Molly from buying the condo without mentioning the upcoming move—this would protect Mark/Molly, preserve friendship in the future while keeping my integrity and fulfilling duties as a leader in the organization

Decide
· List short and long-term pros and cons—see above

	COA
	Pros
	Cons

	Persuade Mark/Molly not to buy but do not violate NDA
	· Uphold loyalty to friend (ST/LT)
· Maintain friendship (LT)
· Keep integrity (ST/LT)
· Upholds duties to the organization (LT)
· Maintain trust with boss (LT)
	· You do not give all your people the same advantage (ST)
· May violate the spirit of the NDA (ST)
· Other team members may feel betrayed if they learn Mark/Molly got a hint (LT)

	Do not persuade or tell Mark/Molly
	· Best-upholds your duties to the organization and NDA (ST/LT)
· Treat everyone in your team the same (ST/LT)
· Keep your integrity (ST/LT)
· Protect interests of the organization (ST)
· Please the supervisors which may lead to raise (ST)

	· Demonstrate your loyalty to the organization is greater than it is to your best friend (ST)
· You may lose friendship or quality of the relationship (LT)


	Tell Mark/Maggie
	· Maintain friendship (LT)
	· Breach integrity (ST/LT)
· Violate NDA (ST)
· May get fired (ST)
· Disobey supervisor and breach her trust (ST/LT)
· Potentially put company at risk (ST/LT)
· If word gets out company could have a lot of angry and back stabbing employees trying to find work (ST/LT)


	Bring Issue to Boss
	· Uphold NDA (ST)
· Maintain trust with boss (ST)
· Keep integrity (ST)
	· May limit flexibility (ST)
· May question your ability as a leader to make tough decisions (ST/LT)



· Choose COA: combination—I will try to persuade Mark/Molly not to buy condo without letting him know of the upcoming move to the mid-west.
Act
· Advice—I will talk to my spouse to get her take on the issue and my proposed COA.  I will also ask her to engage with Mark/Molly’s spouse to persuade not to buy.  I will engage my mentors Larry and Joe to get their insights on how best to handle
· Communicate rationale to gain stakeholder support—key stakeholder support I need is Mark/Molly not to buy and my spouse to assist in the persuading them.
· Implement 
· Action plan—I will invite Mark/Molly to the driving range and bring up the topic of the economy, the tax penalty, the overbuilding of the market to persuade him not to buy. Also, can bring issue to supervisor and ask for her advice.
· COA resolves—Mark/Molly does not buy condo and I do not release any information about upcoming move
· Lessons Learned
· Friendships can influence how you think about and execute your duties
· Sometime the greater good for the organization and cost a few people
· EDAM allows me to see all the complexities and view the potential COA through all stakeholders lenses
· The combination of lenses seems the best to solve ethical dilemmas
· You have to reflect to prioritize your values and duties
· Your “gut feel” is very important in ethical decision-making—you must learn to listen to it.
· You have to be able to live with the COA you chose



Concept of Operation for VUCA II Experience
Purpose: 
To place students in a VUCA situation where they have to apply course concepts to take action to resolve an ethical dilemma
Course Objectives Being Assessed:
· Apply techniques to overcome cognitive biases and situational demands to take ethical action
· Apply competencies and strengths (e.g., moral ownership, moral efficacy, and moral courage) to identify, process, decide, and act when faced with ethical dilemmas
· Apply the concepts of ethical leadership to influence a group to get results with integrity

Intent for Exercise
Purpose: 
· To assess students’ abilities to apply techniques and moral strengths to act when faced with moral dilemma

Endstate:
· Students experience stress in thinking through an ethical issue; realize the challenges of managing group dynamics under stress, and successfully create, present, and defend a persuasive communication (act) related to moral issue

Key Tasks:
· Students apply EDAM-A to think through an ethical issue and formulate arguments
· Students apply persuasion techniques to present their view/position on ethical issue
· Students manage team dynamics to successful complete the mission in given time

Concept of Operations:
· Create compelling ethical business issues
· Team leaders are identified along with assigned issue
· Teams: 1 (Alain) & 4 (Thomas Rapp)
· Teams: 6 (Jane) & 2 (Becky)
· Teams: 3 (Sarah) & 5 (Alyssa)
· Teams use EDAM-A to think through positions on issue and formulate arguments on both sides-30 minutes
· Remove appointed leader 7 minutes into the process—group will need to select replacement leader (We can use appointed leaders as judges for their own team (self-serving bias))
· Teams show up at designated location and are assigned a position for or against (Three bases of operations FH247, FH124, and Broyhill) 
· Each team is given 3 minutes to finalize argument and select person who will represent team
· Each team is given 5 minutes to make their case
· Judges will ask other team members to use various lenses to clarify arguments—spontaneous (the goal is to have every member talk)
· Judges and appointed team leaders conduct AAR and provided grades

Suggested Timeline
0930	Introduce the VUCA II experience and check for questions
0935	Teams are given issue and assigned team leader and have 25 minutes to prepare
0945	Appointed team leaders are removed and brought to Debate rooms
1005	Teams show up at designed location and are given the side of argument they will present
1008	First team presents their side of the argument
1013	Second team presents their side of the argument
1018	Judge allows first team to rebut and asked follow-on questions to engage all
1025	Judge and appointed team leaders conduct AAR
1045	Students are dismissed

Judge TM1 (FH247)			Judge TM2 (FH124)			Judge TM3 (Broyhill)
Charles					Stephen				Pat
Student					Kris					Lyn
						Student				Student
									
VUCA II Ethical Issue
High Times and Potential Big Profits
You’re a first year financial analyst at a National Bank based in Charlotte, North Carolina. The bank originally started as a regional bank in North Carolina and has been in business for over 120 years. Over this time, the bank has built a reputation of being honest, fair, conservative, and a community builder.  The bank embraces its core values of: people, integrity, customers, leadership, and community. It has a rigorous recruiting and selection process to ensure all new employees support and have demonstrated the core values.  The bank also has an extensive on-boarding process where the senior leaders meet with new employees, for several hours, to discuss the importance of the core values and how they can bring them into practice as entry level team members.
This morning at the monthly managing partner team huddle, one of your peers, who happens to be your friend and fellow Wake Forest graduate, recommended to the managing partner that the bank finance new companies that are growing and distributing marijuana in the states were the drug is legal.  He pointed out that these are growth markets with great profit potential for the bank. The managing partner thought it was an innovative idea and ask each of the analyst teams to reflect on the idea and come to the lunch meeting with thoughts and recommendations.
VUCA II Ethical Issue
Second Chance Program
You are an entry level manager in a large national apparel company located in Greensboro, North Carolina. You supervise one shift of the maintenance section, consisting of 10 people: seven men and three women.  Eight of your ten employees are married and have children. Your team is hard working, cohesive, motivated, and just “good” people. Your team’s primary responsibility is to ensure the production lines keep running.  This requires team members to: invest time to build relationship with the operators, exercise initiative, anticipate problems, engage in out-of-the-box thinking, work as a team, and manage calculated risks to make repairs.  Your team embodies the company’s core values of honesty, integrity, and respect for others.
This morning at bi-weekly synchronization meeting, the plant manager stated that she is considering volunteering the maintenance section to participate in North Carolina’s new Second Chance Program.  North Carolina’s Department of Corrections is forming partnerships with local businesses to hire prisoners who have served their time and/or out on parole. The intent of the program is to provide the ex-prisoners a second chance to learn new skills and demonstrate their ability to be functioning members of society. To encourage businesses to participate, both the state and local governments are providing businesses significant tax breaks. The accounting department estimated that the company could save up to $500,000 a year, over the next 10 years, in tax breaks, if it participated in the program. These figures were based on the company receiving the highest possible tax breaks associated with hiring non-violent ex-felons and integrating at least one into each maintenance team. The plant manager asked all managers to get input from their employees and bring their thoughts and position regarding program participation to a follow-up meeting scheduled later in the day.


VUCAII Persuasive Communication Assessment & Feedback Worksheet (16 March 16)

Team: _____________________________	Judge: _____________________________				
	Criteria
	Yes
	No
	N/A
	Observations & Comments

	Established Credibility (15pts)
· Expertise - demonstrated thorough knowledge of subject matter (10pts)
· Relationship (character and care)- seemed trustworthy (5pts)
	
	
	
	



Credibility Score:

	Framed for Common Ground (40pts)
· Clearly identified & thoroughly discussed the central moral dimensions of situation (5pts)
· Arguments indicated both an awareness and thoughtful consideration for different viewpoints (10pts)
· Incorporated consideration for the needs and interests of parties being persuaded (5pts)
· Outline mutual benefits regarding proposed position (5pts)
· Presented arguments and position with finesse and did not use hard sell (5pts)
· Persuader showed willingness to listen and compromise to gain common ground (10pts)
	
	
	
	












Framing Score:

	Provided Evidence (20pts)
· Presented clear, strong, and coherent arguments backed by numerical data (15pts)
· Supplemented data with compelling stories, examples, or metaphors to make position vivid (5pts)
	
	
	
	




Evidence Score:

	Connected Emotionally (10pts)
· Persuader communicated emotion commitment to appeal/argument (5pts)
· Effectively gauged audiences emotional state and adjusted arguments to tap into audience’s emotional needs and interests (5pts)
	
	
	
	




Emotional Score:

	Team Work (15pts)
· All teammates contributed to delivering the persuasive communication and/or answering judges’ follow-up questions in a thoughtful and respectful manner (5pts)
· Team dynamics during the preparation, change in leader, and delivery were effective (5pts)
· Team demonstrated a learning approach by being open and candid with the assessment of their own performance and open to judges’ insights (5pts)
	
	
	
	










Team Work Score:

	
	
	
	
	
Team Grade:        /100


Remarks:





Point Breakdowns to Assist Scoring

5 points			10 points		15 points

5-100%			10-100%		15-100%
4-  80%			  9-  90%		14-  93%
3-  60%			  8-  80%		13-  86%
2-  40%			  7-  70%		12-  80%
1-  20%			  6-  60%		11-  73%
			  5-  50%		10-  66%
			  4-  40%		  9-  60%
			  3-  30%		  8-  53%
			  2-  20%		  7-  46%
			  1-  10%		  6-  40%
						  5-  33%
						  4-  26%
						  3-  20%
						  2-  13%
						  1-  06%


AAR Notes:


[bookmark: _GoBack]


VUCA III: Hasty Culture Change Plan
Situation: You are an entry level manager for an international apparel corporation based in Greensboro, North Carolina. Your boss called you from the Charlotte airport asking you and your team to put together a hasty plan to shape an ethical culture for an organization she is taking over at 3 PM this afternoon. She plans to meet you and your team at the Greensboro airport in one hour for a 10-15 minute brief on the plan to shape an ethical culture.  She wants a hard-copy of the brief and any supporting work to take with her to read on the plane.
Your boss provides you with the following background information:
· Her boss called her at 5:00 AM and informed her that she would take charge of a regional distribution center that had experience wide-spread unethical conduct
· Her two primary missions are: shape an ethical culture and restore trust with all stakeholders
· Results from the HR investigation indicted that the distribution center manager, along with over 20% of the employees, were systematically engaged in unethical behavior in the following categories
· Hiring friends and family members over more qualified people
· Firing and/or punishing people (e.g., moving them to third shift or accusing them of theft) who spoke up about the unethical practices
· Charging truckers a “expedite service fee” to have their trucks push to the front to load or unload in a timely manner
· Abusive supervision (e.g., yelling at people, belittling them, etc.)
· Using positions of authority for personal gain
· Misuse of company resources to fund expensive “team-building” events for the manager’s in-group at Charlotte Speedway and White Water Center
· Senior leaders ignoring employees’ safety complaints 
· Improper enforcement of standards between family and friends and other employees
· Using ploys to get key employees in compromising situations (e.g., using recreational drugs, infidelity, etc.) and using these leverage points to get them to comply with unethical actions
· SVP for HR indicated that approximately 20 out of the 200 employees were involved in the systematic unethical actions
· The manager was immediately terminated and I need to decide what to do with the other 19 employees who were involved and the 4 employees who are members of the former manager’s family (I would appreciate your recommendations)
· The remaining 180 employees wanted to know why it took senior leaders so long to discover the abusive supervision and unethical behavior
· Trust in the company and leaders is extremely low with the remaining employees

Requirements:
1. Develop an initial change plan to shape an ethical culture in the regional distribution center that your supervisor can put it into action this afternoon (main focus)
2. Provide your boss a brief explanation how organizational corruption can be perpetuated and how to combat it
3. Prepare and execute a desk side brief for your boss at assigned locations

VUCA III Grading and Feedback Work Sheet (100pts)

	Requirement
	Criteria
	Points
	Remarks

	Create an initial plan to shape an ethical culture in the regional distribution center
	
Embedding mechanisms
1.What leaders pay attention to, measure, control, and/or react to emotionally (6pts) (2 recommendations)
2. How leaders allocate resources (6pts) (2 recommendation)
3. How leaders role model, coach, & teach (6pts) (2 recommendations)
4. How leaders allocate rewards & status (6pts) (2 recommendations)
5. How the organization recruits, selects, promotes, and fires (6pts) (2 recommendations)

Recommendation for what to do with other 9 employees involved in the unethical acts (4pts)

6. How leaders react in crisis (6pts) (2 recommendations)

Reinforcing Mechanisms
1. Organizational design & structure (6pts) (2 recommendations)
2. Organizational system and procedures (6pts) (2 recommendations)
3. Formal statements of philosophy and creed (6pts)(2 recommendations)
4. Rites, rituals, and stories (2 recommendations)
5. Design of physical space, facades, and buildings (2 recommendations)











	70 pts
	

	Explanation how organizational corruption can be perpetuated and how to combat it

	
Perpetuated  (8 points)
Rationalization Tactics

Socialization Processes
   -co-opting
   -incrementalism
   -compromise

Social Forces
   -cohesion
   -subculture
   -desired to be liked

Combating (7 points)
1. Assume responsibility & take quick action
2. Use credible change agents (outside?)
3. Use embedding and reinforcing mechanism
	15pts
	

	Execute a desk side briefing 
	
1. Communication during the brief was effective (oral and written) (3pts)
2. Information was organization to facilitate understanding (3pts)
3. All members were engaged/attentive and demonstrated good team work (3pts)
4. Briefer was confident (3pts)
5. Questions were answered clearly and sufficiently (3pts)
	15pts
	

	
	
	
	





Concept of Operations for VUCA III Graded Event
Intent for the Exercise
Purpose: 
· To assess students’ abilities to create a plan to apply embedding and reinforcing mechanisms to shape an ethical culture

Endstate:
· Students experience stress in creating an initial change plan, discussing how unethical behavior can be socialized into an organization’s culture, and briefing their plans

Key Tasks:
· Students apply embedding and reinforcing mechanisms to create a plan to shape an ethical culture
· Students discuss how unethical behavior can be socialized into an organization’s culture and how to prevent the socialization of unethical behavior in an organization
· Students leverage group processes to coordinate efforts to complete multiple tasks concurrently

Timeline
0930	Introduce the VUCA III experience and check for questions (Pat)
0935	Teams given issue and 55 minutes to create initial culture change plan and briefing
1030	Teams deliver briefing to assigned mentor/coach and answer questions (Mentors/coaches please arrive in designed locations by 1025)
	Sean-DCR FH 227 (TM1-Hailey, Samantha, Stephen, Caroline and Alain)
	John- FH 251B (TM4-Xue, Caitlin, Thomas, Leslie, and Nick)
	Stephen- FH247 (TM5- Nick, Alyssa, Molly, Shannon, and Devon)
	Lyn- FH117 Bitole Lounge by SES (TM2-Becky, Will, Devon, Bella, and Romain)
	Kris- BBC (TM3-Sarah, Rocco, Alexandra, Sophia, and Jack)
	Pat- Broyhill Auditorium (TM6-Caleb, Jane, Katy, Maggie, and Nate)
1042	Coach/mentor provides students’ brief AAR comments
1045	Students dismissed, grade worksheets and student products turned into Pat 	


Suggested Questions to Ask the Team

1. Why do you think your proposed plan to shape an ethical culture will be successful?

2. From your researcher, what advice would you give me regarding starting the culture change this afternoon?

3. What are the best means to prevent unethical behavior from becoming socialized into an organization’s culture?

4. How long will this proposed change plan take to successfully reshape an ethical culture?

5. What have you learned about shaping an ethical culture from the VUCA III and the last couple of lessons?

6. What is your recommendation regarding the family members the former manager hired? Why?
7. 

Tools to Assist in Preparing the Briefing
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