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Jeffrey L. Russell

Jeff Russell, co-owner of Russell
Consulting, Inc. (RCI) with his
business and life partner Linda,
specializes in helping leaders
build productive, supportive,
and motivating work
environments. RCI helps
companies develop their
leadership and strengthen team
performance to achieve their
great performance goals and
outcomes. By guiding the
exploration of shared values,
developing strategies and actions to express these
values-in-action, and building strategic thinking skills,
RCI helps organizations achieve their strategic vision.

Through processes that include "visioning" sessions,
Future Search conferences, strengthening
collaborative decision making, leveraging the values
and behaviors of RCI's Collaborative Mindset, and
providing skill-building seminars to leaders and
employees, RCI helps enhance long-term
organizational effectiveness and performance.

Consulting Expertise

Jeff consults with companies in the areas of:

¢ Visioning and strategic planning
Leadership development

Leading and implementing change
Performance management systems
Employee engagement assessment
Customer and employee focus groups
Team assessment and intervention
Training needs assessment
Organizational design

Self-managed teams

Problem solving and decision making

Training Expertise

Jeff conducts an array of leadership and team
development seminars on such topics as:

Leadership in an Age of Permanent Whitewater
Surviving difficult conversations

Fearless performance reviews

Leadership and strategic thinking/planning
Leading fearless change

Communication skills

Dealing with difficult people

DiSC Behavioral Profiles

360 leadership assessment and development
Effective meeting management

Decision making and problem solving
Managing conflict and win/win negofiations
Performance management and coaching skills
Team building fundamentals

Team leadership and facilitation skills
Customer service

¢ Systems Thinking the Art of Seeing the Wholes

Professional Background

Jeff serves as an adjunct faculty member at University of
Wisconsin-Madison and UW-Milwaukee. He also teaches
for the UW-Madison and UW-La Crosse Small Business
Development Centers.

Jeff has a bachelor's in Humanism and Cultural Change
and a Masters of Science degree in Industrial Relations
from UW-Madison.

Before forming RCI, Jeff served as human resource
coordinator for the Wisconsin Department of
Administration (DOA). At DOA, Jeff developed and
coordinated their employee assistance, leadership and
employee development, and equal employment
opportunity/affirmative action programs.

Jeffis a past president of the Board of Directors for the
Greater Madison Area Society for Human Resource
Management serving over 800 HR professionals in the
Greater Madison area.

Conference Presenter and Author

Jeff is a sought-after speaker at state, national and
international conferences. Recent presentations include:

¢ ASTD International Conferences — 2001 through 2011

¢ Jamaica Employer’s Federation Conference, Ocho
Rios, Jamaica, 2004, 2006, 2007, 2009

¢ Minnesota Project Management Institute, PDD 2007,
2008, 2009, 2011, 2012, 2013, 2014, 2015, 2016, 2017

+ Wisconsin SHRM Annual Conference, 2004 through
2007, 2010, 2011, 2012, 2013, 2016, 2017, 2018, 2019

¢ Leading Change, Shanghai, China, 2010

¢ Emotional Intelligence in Action, Kuala Lumpur,
Malaysia, 2012

¢ Performance Management Summit, Talent
Management Alliance, Atlanta, GA, 2018

Jeff and his wife Linda have co-authored nine
management books including Leading Change Training,
Strategic Planning Training, Change Basics, Strategic
Planning 101, Ultimate Performance Management, and
Fearless Performance Reviews (McGraw-Hill, 2014).

Helping Create and Sustain GREAT Organizations!

—Russell

— consulting, inc.

1134 Winston Drive
Madison, Wisconsin 53711-3161

tel (608) 274-4482

RCI Online: www.RussellConsultinglnc.com
E-mail: Jeff@RussellConsultinglnc.com
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Webinar Learning Agenda

O  What organizational resilience is and why resilience matters to an organization’s
longevity.

The consequences when an organization’s resilient capacities are weakened.
The eight characteristics of resilient organizations.

Strategies and actions that strengthen each resilience characteristic.

U 0O 0O O

The work of leaders in building organizational resilience.

© 2023, Russell Consulting, Inc. www.RussellConsultinglnc.com



http://www.russellconsultinginc.com/

Personal Reflections on Organizational
Resilience and lts Importance

What Does it Mean for an Organization to be Resilient?

1. ldentify, intuitively, what it means for an organization to be resilient. When we say
that an organization is resilient, what are we saying about this organization?

Resilience as an Organization is Important . . .

2. Organizational resilience is important to us as parent and child support professionals
because:

3. Organizational resilience is important to our center because:

Organizational Resilience is . . .

(
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The Consequences for Resilient and
Non-Resilient Organizations

Organizations that Lack Resilience
e Experience higher levels of stress, anxiety, and burnout among employees.

e Have rigidity in their systems and processes that prevent their ability to be adaptive
and responsive to change.

¢ Allow/tolerate unresolved conflict, adversity, and lack of accountability.

e Make poor decisions, fail to find sustainable solutions to the problems they face, and
are unable to innovate and improvise solutions when faced with novel situations.

¢ Fail to provide the support, guidance, and resources that employees need to
succeed.

e Experience reduced organizational functioning, innovation, and performance -
they are more likely to fail when faced with volatility, disruption, and change.

Resilient Organizations
e Have the capacity for anticipating and responding to opportunities and threats.
e Are agile, nimble, accountable, and adaptive in difficult circumstances.

e Provide security, stability and emotional support to people during change and
volatility — which leads to higher employee morale, engagement, and retention.

e Are more able to learn, grow, and innovate with change.
¢ Make faster and more data-informed decisions.
e Have teams and leaders who are self-sufficient, empowered, and adaptable.

e Are more able to adapt to a changing environment and pivot to pursue new
opportunities.

e Absorb the shocks they experience and turn them into new strategic opportunities.
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Characteristics of Resilient
Organizations

Resilient Organizations . . .

1.

Have a Clear Purpose: Resilient organizations create, sustain, and are deeply
committed to a compelling vision of what is possible — a vision that defines their core
purpose and the value that they intend to create in the world. This includes a core
ideology that describes what the organization strives to accomplish or create and
the beliefs that members subscribe to.

Are Aware and Adaptive: They are sensitive and adaptive to a changing world.
While staying true to their core purpose, vision, and belief system, they continually
monitor and are deeply aware of changes in the world around them and can
adjust their strategy in response to these changes.

Build Community: Resilient organizations work to create work environments that
build a feeling of community and belonging. In resilient organizations people feel
welcome, connected, and integrated into a larger, meaningful whole.

Have a Deep Commitment to Learning: The culture of resilient organizations
encourages people’s passion for new ideas, learning, innovation, reducing
organizational complexity, and continuous improvement. The cultural norms, beliefs,
values, and assumptions of resilient organizations support learning and innovation -
seeing learning as THE pathway to sustainable success in a fime of change.

Value the Sharing of Diverse Information, Knowledge, and Insights: They encourage
the sharing of divergent ideas, information, and knowledge across organizational
levels and boundaries. Resilient organizations recognize that great ideas can
emerge from anywhere within the organization (not just at the top) and that people
must be encouraged to share this information and knowledge for it fo be most
useful to the organization.

Trust their People: Resilient organizations invest in building the capacity of the front
line to think and act independently to make decisions, solve problems, and initiate
the changes needed to improve their ability to serve their customers, create value,
enhance their job satisfaction, and deliver quality results. Job ownership positively
correlates to higher levels of quality and customer satisfaction.

Celebrates and Rewards What Matters Most: They create reward systems that are
perceived by stakeholders as fair and equitable, and which reward innovation, risk
taking, and quality.

Are Good Stewards: Resilient organizations are good stewards of their financial and
other resources. People at all levels understand that the precious resources that they
have been given are finite and they manage these resources effectively.

[Organizational resilience model by Russell Consulting, Inc. adapted from the work of Arie de Geus (The Living Company), Jim Collins and

Jerry Porras (Built to Last), the research of Nitin Nohria, Wiliam Joyce, and Bruce Roberson, summarized in the Harvard Business Review

Article, What Really Works (July 2003), and recent research conducted by Forbes, Huron Consulting Group, and McKinsey.]
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Strategies for Developing the
Dimensions of Organizational Resilience

Organizational Resilience Dimension Ideas/Strategies for Developing

1. Have a Clear Purpose: Resilient
organizations create, sustain, and are
deeply committed to a compelling vision
of what is possible — a vision that defines
their core purpose and the value that
they intend to create in the world. This
includes a core ideology that describes
what the organization strives to
accomplish or create and the beliefs
that members subscribe to.

2. Are Aware and Adaptive: They are
sensitive and adaptive to a changing
world. While staying true to their core
purpose, vision, and belief system, they
confinually monitor and are deeply
aware of changes in the world around
them and can adjust their strategy in
response to these changes.

3. Build Community: Resilient organizations
work to create work environments that
build a feeling of community and
belonging. In resilient organizations
people feel welcome, connected, and
infegrated into a larger, meaningful
whole.

4. Have a Deep Commitment to Learning:
The culture of resilient organizations
encourages people’s passion for new
ideas, learning, innovation, reducing
organizational complexity, and
confinuous improvement. The cultural
norms, beliefs, values, and assumptions
of resilient organizations support learning
and innovation - seeing learning as THE
pathway to sustainable success in a time
of change.
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Organizational Resilience Dimension Ideas/Strategies for Developing

5. Value the Sharing of Diverse Information,
Knowledge, and Insights: They
encourage the sharing of divergent
ideas, information, and knowledge
across organizational levels and
boundaries. Resilient organizations
recognize that great ideas can emerge
from anywhere within the organization
(not just at the top) and that people
must be encouraged to share this
information and knowledge for it to be
most useful to the organization.

6. Trust their People: Resilient organizations
invest in building the capacity of the
front line to think and act independently
to make decisions, solve problems, and
initiate the changes needed to improve
their ability to serve their customers,
create value, enhance their job
satisfaction, and deliver quality results.
Job ownership positively correlates to
higher levels of quality and customer
satisfaction.

7. Celebrates and Rewards What Matters
Most: They create reward systems that
are perceived by stakeholders as fair
and equitable, and which reward
innovation, risk taking, and quality.

8. Are Good Stewards: Resilient
organizations are good stewards of their
financial and other resources. People at
all levels understand that the precious
resources that they have been given are
finite and they manage these resources
effectively.
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Insights for Leading Resilient
Organizations

1. Maintaining the status quo is death: Stability and equilibrium are the enemies of
long-term organizational success (stability ensures yesterday’s success).

2. The future is unknowable: The long-range future of an innovative organization is
unknowable. Innovative strategies take an organization into the uncharted waters
of open-ended change. With an unknowable destination, the strategy for success
involves creating and discovering the destination as you go.

3. Organizations are dynamic systems: Unknowability arises from the nature of
organizational systems (dynamic, non-linear feedback systems) — their future
actions or directions are unpredictable.

4. Chaos is not the absence of order. Chaos is the absence of predictable outcomes.
When observed over time, chaos conforms to specific boundaries and patterns that
take a predictable shape. The leaders of resilient organizations embrace the notion
of chaos as the natural order . . . and look for patterns that suggest what to do.

5. Organizations are self-organizing systems that focus on information: When dynamic
systems are faced with radical amounts of change, they fall apart. But they then
reorganize themselves in a more adaptable form—around data/information that is
available to them in the present. Information is at the center of every living,
dynamic, and sustainable organization.

6. People should focus less on formal plans and more on emerging issues, challenges,
aspirations: Instead of controlling an organization through detailed plans to achieve
stability, leaders and employees should focus on identifying and exploring emerging
contemporary issues and challenges. Leaders must help people stay focused on a
compelling vision, while focusing on what they can accomplish today and
capitalize on tomorrow to move toward that vision.

7. Complex learning leads to future success: An organization’s ability to survive over
the long term depends upon the ability of its members to question mental models
(ways of thinking) and assumptions, develop new mental models, and develop new
approaches to working together that encourage diversity and contention.

8. Informal networks and “political” behavior are the wellspring of new ideas and
directions: Innovative ideas that help the organization navigate uncertainty emerge
through the capacity of individuals to access and leverage informal networks and
engage in political behavior to highlight and promote innovation. Resilient
organizations work at developing people’s capacities for effective influence and
persuasion.

[Adapted from the work of Ralph Stacey (Managing the Unknowable, San Francisco: Jossey-Bass, 1992)
and Margaret Wheatley (Leadership and the New Science, San Francisco: Barrett-Koehler, 1992)]
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