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Selected Learning Materials

Carrier planning and business management

AIM OF THE MODULE

to increase the economical (including the labour market issues) and ecological awareness of
the first-level manager at the woodworking sector; to give an overview about the legislation
regulating the labour market and to introduce the principles of lifelong learning and career
development

ASSESMENT FORM

¢ During the acquisition of the module, the learner researches the importance and
functions of the management process in the manufacturing company, identifying the
main influencing factors. At the end of the module, the learner presents the
developed work.

¢ During the acquisition of the module, the learner performs a case study in the
manufacturing company regarding the management processes, describing all
management processes (planning, organisation, control) and identifying problems in
the management process and their causes. Based on the performed analysis,
proposals for process improvement are developed. At the end of the module, the
learner presents the analysis of management processes in the selected
manufacturing company.

¢ During the acquisition of the module, the learner organises a planning results report
meeting in a selected structural unit of the manufacturing company, taking into
account the peculiarities of the external environment. According to the respective
assignment, the learner analyses the necessity for and logic of changes in
development planning. At the end of the module, the learner presents the results
(conclusions) on the analysis of the planned work results of the organisation and the
need for changes in the selected manufacturing company, providing proposals for the
improvement of planning.

e During the acquisition of the module, by studying the management processes in the
selected manufacturing company, the learner develops changes in the management
development plan for the manufacturing company. At the end of the module, the
learner presents the created development plan for the selected manufacturing
company.

TARGET GROUP

Wide range of learners of various profiles and scales of woodworking and furniture
manufacturing companies, as well as different levels of responsibility and competence - from
employees directly involved in production technological processes to a medium-sized
woodworking plant manager.

WORK-BASED-LEARNING

The implementation of the project is based on the allocation of fields of responsibility based
on the area in which their company works, or personal interest. Work based learning is
following all the models from the beginning to the end of the studies.

According to competence and responsibilities at the place of work: Choosing the most
appropriate management methods, functions (planning, organisation, control), taking into
account the influencing internal and external environment factors, decision-making methods,
managerial potential and management styles, abilities, types of power, management ethics
and social responsibility
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Why is it worth learning?

Strong teams don't jJust emerge, it's a painstaking
and determined effort that starts with the leader.

A Make decisions quickly and with high quality
A Tap into team members' strengths
A Play to the strengths of your team members

A Promote a pleasant atmosphere and the joy of
being part of a team



<
P <

Goals

A Learn The Five

Behaviours of a
Cohesive Team A
A Determine your team's
situation
A Awareness of how DISC m
team situation
A Identify team strengths

and challenges




Before we start

Key messages:
A Strong teams survive these five behaviours.
The most important of these is building trust

A Knowing your teammates' DISC styles can help build
trust

A The process is simple, but it requires dedicated work



Best and worst experiences of
working in a team
A Group discussion

A Each person briefly shares the best
and worst experiences of working in

team Challenge

A Discuss the qualities that led to
the best and worst experiences in
these team

A Give examples from a team other
than the one you are currently
working in



The Five Behaviors of a

Cohesive Team
Model

tHE FIVE BEHAVIORS 6
OFA COHESIVE TEAM™







Lack of trust

Special team members

e trust each, other both professionally and
personally




- Two types of trust

Expectations



Two types of trust
Predictable and vulnerable




Lack of trust




How to ensure that team
members build trust with
the vulnerable?




Can trust be too
vulnerable?




Lack of trust

Special team members...

e trust each other, both professionally and personally

* be open and open with vulnerable information - unleashing their
own strengths, qualities and bases

e Can be honest with each other without being judgmental



Fear of conflict

Special team members..
e are ready to engage in an open debate on a specific issue




Conflicts




£




Fear of conflict

Special team members...
* are prepared to engage in open and unfiltered debate on a
specific issue

* are prepared to disagree, challenge and refine each other to
arrive at the right answer




Insufficient awareness

Special team members..
e engages in debate so that nothing is left
unsaid and promotes mutual clarity

* ensure that all team members are
involved in important decisions










Non-accountability

Special team members..
* holding each other accountable by embracing u
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Non-accountability

Special team members
* holding each other accountable by embracing L

* does not rely on the manager as the sole perso
claim responsibility; deals with each other




Complaints




Irony







Not enough focus
on results

Special team members....

* put aside your individual needs and focus on
what's best for the team

* the impactis measured by the total achieved







Insufficient focus on results

Evasmn of liability
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DANIELS GODINE

Sense Of-Team A “




Question

If team members admit their
mistakes, does it help you
trust them more?

33



Question

If team members admit their
mistakes, does it help you
trust them more?

84% answered yes

34



Question

If colleagues were more
direct and said what they
thought rather than talking
behind their backs, would

that make the working
environment more efficient?

35



Question

If colleagues were more
direct and said what they
thought rather than talking
behind their backs, would
that make the working
environment more efficient?

/1% answered yes

36



Question

Have you ever noticed that
a project is not moving
forward because the
participants are not
iInvolved enough?

86% answered yes
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Question

Could your team do more if
they held each other
accountable and felt free to
reprimand each other for
shortcomings?

89% answered yes

38



Have you ever seen a

oroject suffer because the

Question participants focus more
on their own benefit than
on the common good?

87% answered yes

39



How are
you doing?

A
A

See all 5 actions

Mark with a - the action that is
the most difficult/challenging for
you personally

Mark with a + the action where
YOU feel the strongest

Challenge
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e FIVE BEHAVIORS

OFA COHESIVE TEAM™

The best and worst experiences of being in
a team

The best qualities of a team The worst qualities of a team
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A study...

Your guess

If team members admit their mistakes,

rie FIVE BEHAVIORS
OEA COHESIVE TEAM™

Answer Difference

does it help you trust them more?

If colleagues were more direct and said
what they thought rather than talking
behind their backs, would that make the

working environment more efficient?

Have you ever noticed that a project is not
moving forward because the participants
are not involved enough?

Could your team do more if they held each
other accountable and felt free to
reprimand each other for shortcomings?

Have you ever seen a project suffer
because the participants focus more on
their own benefit than on the common
good?

Total difference
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tHe FIVE BEHAVIORS
Personal stories °* COHESIVE TEAM"
Start by answering these questions...
Where did you grow up?

How many children were in your family and who were you in turn?

What was your biggest challenge as a child?

After everyone has answered...

What new things did you learn about others that you didn't know?

From what you've heard, how do you think this information will affect the level of trust
in the team?

©2014 by John Wiley & Sons, Inc. All Rights Reserved.
Permission to reproduce only when used in conjunction with The Five Behaviors of a Cohesive Team
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tue FIVE BEHAVIORS

Take action OF A COHESIVE TEAM"

Trust
What can | do to build trust in my team?

What can | do to increase trust?

Conflict
What can | do to promote healthy conflict in my team?

What can | do to ensure healthy conflict in my team?

Commitment
What can | do to encourage team member involvement and commitment?

What can | do to bring more clarity and willingness to take and implement decisions in the team?

©2014 by John Wiley & Sons, Inc. All Rights Reserved. 1
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tue FIVE BEHAVIORS

Take action oF A COHESIVE TEAM"

Responsibility
What can | do to promote mutual accountability among team members?

What is stopping me from being held accountable elsewhere?

Results
What can | do to encourage team members to focus on a common outcome?

What is needed to ensure that the overall result is measurable and easily visible?

©2014 by John Wiley & Sons, Inc. All Rights Reserved. 2
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tie FIVE BEHAVIORS

OFA COHESIVE TEAM™

Take action

TOP THREE

Action #1:

Steps Who? When?

Action #2:

Steps Who? When?

Action #3:

Steps Who? When?

©2014 by John Wiley & Sons, Inc. All Rights Reserved. 3
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FOCUS SHEET

Name:

Leader:

Why | want to be a better manager:

This year's objective

Exact date: Next meeting:

Coach

S comments

MOST IMPORTANT Evaluation STEPS OF ACTION

What changes, improvements and actions will help achieve the objectives - + ++  What actions will help achieve the objectives. Be specific, measurable and achievable, with dates by which the work
must be done
Make a note of what a completed task will look like

FINANCES Evaluation STEPS OF ACTION

Financial Objective / Current Situation / Interest (9000 8640 96%) - +++  Specific, measurable and with dates by which it must be completed

PERSONAL DEVELOPMENT Evaluation STEPS OF ACTION

Areas where | want to develop. What changes or skills do | want to see in - +++  Specific, measurable and with dates that must be achieved. Fix criteria by which you can know that progress has been

my life? Suggestion to record both personal and professional made.

development.

DEVELOPMENT FOR ME AS A MANAGER Evaluation STEPS OF ACTION

Me as an example to others, public speaking, interpersonal - +++ It may be valuable to record insights, feedback and commitment. As well as steps of action

communication and communication with the clinic, etc. Development of
self as a leader: self-awareness, self-management, awareness of others,
management of others

Attitude - willingness to help, positivity and perseverance

Training others - the ability to teach and train other people

People management skills - ability to communicate, delegate, motivate, confront, hold accountable, etc.

Leading others - the skills to communicate a vision, develop a strategy, lead a team and encourage people
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et Conflict map

Accountability

Trust

The description in the inner circle describes healthy actions during conflict. The
descriptions in red in the outer circle describe the unhealthy behaviours during the
conflict. Mark the number of people for each of the DiSC styles in the middle circle.

Unhealthy behaviour during conflict

Takes control of  Threatens

the to regret
conversation it later Exaggerate
and gets too much
aggressive
Paying Healthy behaviour in times of conflict
someone back Call things what they are Gossip
in equal way
Talk about feelings of
existing self- ]
. . problems Di/iD expression Memorialising
puncture i historical
bigger D offences
wounds
Hold Show
your DC/CD iS/Si h
positio empathy .
Becoming n Avl?.'ds
passive prcgbllgrgns
aggressive .
&8 C S by their
Foc_us on Listens to names
|0gIC and CS/SC other
facts views
o Encourag
Gaining the es calm Not talking
upper handin a discussio about your
conversation n needs
with logic and
facts Avoids l
emotionally ‘gses to
charged Running avoid tension
situations away
from
conflicts
© 2014 by Patrick Lencioni and John Wilsy & Sons, Inc. Al righls reserved. Reproduction in any form, in
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Practical work

Driving module

Practical work:

Aim of the practical work: Development and analysis of management processes in wood
processing enterprises.

Practical work objectives:

1. learners develop and present plans at different levels in a woodworking enterprise and
describe its relevance to the enterprise's objectives.

2. learners design an organisational structure for their enterprise and justify its role in
achieving the enterprise's objectives.

3 Learners interview a manager (specialist) in the company to understand his/her role in
tactical, consultative and strategic issues in a manufacturing company.

4 Learners develop a portrait of an effective manager based on the skills and qualities
required for the manager in different situations.

5 Learners draw conclusions and make proposals for the improvement of management
processes in the enterprise.

6 Learners develop and present the results of their practical work in the last lesson.

Task details:

1. Strategic objectives, mission, vision, values of the company (studied documents of the
company), if they do not exist, define them with the help of the theory.

2. the company's strategic plan, the set of measures to achieve the objectives (the company's
documents have been studied), if not, define them using the theory explained in the help.

3. the company's tactical and operational objectives (the company's documents have been
studied, if not, the theory explained in the help defines them).

4. the company's tactical and operational plans (study the company's existing documents,
if not, define them using what is explained in the assisting theory).

5 Interview with a manager (specialist) in the company. Suggested questions:

a. What long-term, medium-term and operational objectives is the manager
aware of? Are they clear, written and understandable?
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Are the objectives defined and measurable, verifiable and what performance

indicators are used to describe them? Why verifiable targets are necessary.

C. Who in the company informs the employees, what is the information system
on the different levels of objectives to be achieved. Should the employees of the company
be informed about the different levels of targets to be achieved?

d. Does the company have strategic, tactical and operational objectives and
plans for each employee? Is the linking of objectives and plans necessary to achieve the
overall objective of the company?

e. Does the head of the enterprise have plans at different levels in line with the
objectives set? Are they interlinked? Are these plans relevant to the achievement of the
company's objectives?

6. Establish the structure of the company. If you had the opportunity, what would you
recommend to change in this structure, reporting lines, decision making, creating new
positions, etc.

7. Portrait of the ideal manager or universal soldier. Your free flight of thought, based on
today's situation and future demand.



