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WHAT WE NEED FROM OPADD AND FROM THIS TRAINING
1. How our regional committees can work best:

· Need to know what other committees are doing; their best practices.
· What do the regions have in common; what are our differences.
· What barriers are we facing.
· Ideas for membership recruitment.
· Sustainability of committee beyond regional workshops.
2. How we build partnership:

· See relationships develop and identify where our strengths are.
· Hearing experiences from others, building on our own experiences.
· How do we engage both sectors, particularly the LTC sector.
· Skills to motivate, initiate partnership between the sectors.
· What are the gaps in knowledge within each sector.
3. How we can make OPADD work

· How to establish a vehicle for communicating between committees.

· How to use OPADD’s strengths and strategies to connect the sectors.

· Identifying and promoting local projects.

· Running with provincial OPADD initiatives.

· Promoting and supporting the U-First! training model among agencies.

· Become aware of communication vehicles available via OPADD (e.g. website)

· Identifying what we need on the website.

· Regions making better use of the website; use as a vehicle for communication among regions.

· Monitor, support. Plan for closure of HRC, SW and Rideau facilities.

THE ROLE OF THE CO-CHAIR

The Co-Chair model provides a means to ensure that there is representation from both sectors in the leadership and membership of the committee.

The Co-Chair shares duties with his/her counterpart.  How you and your Co-Chair divide up the duties of Chair should be discussed and decided between you.  

Five Principal Duties:

1. Visionary

· Remembers the Vision of the Committee and of the Partnership

· Reminds committee members of the vision when necessary to keep them on track.

2. Coordinator 

· Coordinates preparation of the agenda.

· Ensures balanced participation by members.

· Keeps track of time at meetings and ensures members stay on topic and focused on the agenda.

3. Judge

· Maintains order at meetings.

· Makes decisions for the group about how work is organized and carried out.

4. The One Who Delegates

· Assigns work to individuals who wish to take it on.

· Encourages others to take on tasks based on their expertise, interests, connections.

5. Host

· Ensures committee members feel comfortable at meetings.

· Makes sure the meeting room is comfortable; proper tables, chairs, lighting, refreshments.

· Welcomes late-comers and gives them a chance to get settled; provides them with an update on the meeting if they are not too late.

· Thanks people for coming.
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INTRODUCTION

It is a pleasure to be here today with you.  Thank-you for your dedication to the agenda of aging and developmental disabilities.  It is through your leadership that older adults with a developmental disability will be enabled to enjoy continuing quality of life during the aging process.  Yesterday evening and into tomorrow you are learning more about what OPADD is doing across Ontario and your role in the regions.  The many information, training and dialogue sessions over these three days have been developed to provide as much opportunity as possible to bring us together as a team and to help us focus on the work ahead.  

GENESIS OF OPADD

The partnership did not grow out of a mandated or legislated requirement.  

The partnership was conceived as staff and managers in the developmental services and long term care systems noticed that they lacked the training and experience to support older adults with a developmental disability.

OPADD developed out of professional concern for:

· The well-being of older adults with a developmental disability. 

· The capacity of the service system to respond to the needs of an aging population with developmental disabilities.

Our partnership formed around a vision where all older adults with a developmental disability have the same rights as any Ontario citizen to access long term care services and programs.  

Our partnership also grew from a sense of stewardship – as stewards of the resources within the service system we have a responsibility to ensure they are used wisely and with effectiveness.  As the needs of our clientele change we must change to meet them.

HISTORY

1999 – symposium on aging and developmental disabilities in Toronto funded by Health Canada

· Experts shared their research findings about aging with a developmental disability.

· People working in the long term care and developmental services systems rubbed shoulders.

· As people shared in the same learning experience they identified the need to move forward together because each sector held part of the knowledge and experience required to address the issues of this population.

2000 / 2001 - Four workshops held across Ontario to explore the issues and test the readiness for cross sector partnering.

· Kingston, London, Orillia and Thunder Bay

· Workshops resulted in continuing investigation and formation of partnerships:

· Formation of committees to provide cross sector training (e.g. the Orillia group formed the Central East Cross Sector training Committee that organized and delivered training sessions on a regular basis)

· Formation of committees to develop a cross sector planning process (e.g. Huron County established a committee that developed principles and protocols for cross sector transition planning).

· Development of cross sector service delivery (e.g. Community Living in Wingham partnered with an adult day service to create access to day program services).

2002 – Work continued on building the partnership across all of Ontario.  

2003 – Funding submission to the Ontario Trillium Foundation for a five year project to develop the partnership.

2004 – Five year project initiated.

2004 /2005 – building of infrastructure to support partnership activities (regions, newsletter, web site, task groups.

2006 - We are now midstream in the realization of our five year partnership-building goal.  All regions will soon have had an initial or follow-up workshop and be moving forward on projects to develop cross sector planning capacity, service delivery and best practices.

VISION VALUES AND GOALS

OPADD is about:

· Equal treatment for people with a developmental disability as they age.

· Quality of life.

· Inclusion.

· Professional relationships among people working in the sectors.

· Changing the system so it can accommodate the vision of equal treatment for all older adults with a developmental disability.

· Moving the system forward in a flexible way so it can adapt to the changes and pressures it faces.

· Relying on our ingenuity and our capacity for responsible stewardship to make limited resources work for people.

· Dignity for older adults with a developmental disability.

· Well-planned transitions to services for seniors that ensure the individual’s social circle and support systems remain intact.

· Relationships that are respectful and lasting.

· Building solid working relationships among local projects and regional tables, across regions and between the regions and the provincial table.  

OPADD is not about:

· Institutionalizing people.

· Creating a parallel system that effectively excludes older adults with a developmental disability from accessing the wide range of services for Ontario seniors.

· Hoping for a solution from the influx of large amounts of funding.

· Abandoning people on the long term care doorstep.

· Working within our old silos.

SYSTEMIC CHANGE 

Changing the system is a multi-faceted project that requires lateral thinking and visionary leadership from all of us.  

What is lateral thinking?  What did you think about when you locked your keys in your car?  You not only searched all possibilities for solving your immediate problem but likely planned ahead so the same thing could not happen again.  It is this kind of creativity that we must bring to the task at hand.  If you find yourself lacking for ideas just pretend you are locked out of your car and see if the creative juices don’t start flowing again.

What is visionary leadership?  Its why we are here – because we understand something needs to be done even though many others do not yet share our vision or our commitment to it.  Your leadership is evident in the fact that you have stepped forward and have taken the time from busy home and work schedules to come together in building out partnership and ensuring a viable regional presence across Ontario.

As leaders in this important project we must keep sharing the vision so others can see and understand it.  We must be encouraging, persistent, articulate and mindful of the importance of this work so that older adults with a developmental disability enjoy the same rights to accessing seniors services as all older adults.

Systemic change must occur on several levels:

1. Service delivery – new models that work for people.

2. Research – Evaluating what works, searching for new knowledge

3. Academic – training workers, managers and various professionals in the new reality of aging with a developmental disability. 

4. Policy – shifts in policy and regulation to allow us to work outside of our silos and in partnership.

The change that is required on these several levels requires that we engage a multitude of players over the long term.  The work will depend on our capacity to establish and sustain solid provincial and local across sector relationships and seek solutions together.

The challenge will be to remain engaged and engage others when there is no financial pay-off.  
We are stewards on behalf of the well-being of older adults with a developmental disability.  

PARTNERING IS THE WAY

OPADD is not about using partnerships as a means to an end it is about using partnerships as the way.

OPADD strives to reflect this in our committee structure and in how we approach our many projects since each sector holds part of the knowledge.  The partnership model is not based on an ideology but on the practical way we must look at the challenges that lie ahead.

The developmental services sector does not have all the answers to the challenges ahead.  

Seniors services are lot merely long term care homes.  The majority of seniors want to age at home and the vast majority of services are geared to supporting people in their own homes. 

However, the reality is that some cannot do so. Therefore it is important that there be LTC homes able to address individual needs in a sensitive, dignified and caring manner with the knowledge and expertise to meet the variance in resident need. 

The long term care home sector has about 618 homes with over 75,000 beds. About 52% of these are for-profit beds while the rest are not-for-profit run by charities, municipalities and non-profit corporations. 

While I cannot speak for the for-profit operations, I can tell you that many not-for-profit homes have lead the way in designing service to meet the needs of a variety of special populations: culturally/ethically unique, younger populations, those with mental illnesses and severe dementias and in some places, those with developmental disabilities who require 24 hour support. 

OANHSS has taken an active role in the Ontario Partnership because we believe that we can do more together to ensure quality of life for older adults than we can ever accomplish on our own.  

OANHSS is only one of many provincial associations that are members of OPADD.  The Ontario Partnership has very significant participation from the two sectors.  However, there is much work to do in bringing the message to others and to build the partnership. 

WHAT HAVE WE DONE AND HOW DO WE SUPPORT YOU

Facilitated the establishment of eight regions across Ontario, which are now carrying the work forward through regional cross sector workshops and pilot projects.

Regional committees provide a focal point for sustained cross sector dialogue and the evolution of cross sector planning capacity. This is where you come in

How have we supported the field? 

Developed methods for information sharing and knowledge dissemination:

· Newsletter – the OPADD Letter published quarterly.

· The OPADD Update – distributed monthly.

· OPADD website – large site with wealth of information and links to many sites within Canada and around the world.

· Regional web pages – the OPADD website has provision for large amounts of information from the regions – this resources remains under utilized and regions are encouraged to explore how they can use these pages to keep people within their regions informed as well as to share their knowledge with others so we can continue to build a solid provincial model of cross sector collaboration.

Developed links with policy–makers and planners: More on this in a moment

Developing links with academics and researchers:

· Presentations to Developmental Service Worker students

· Exploring avenues for curriculum reform

· Developing links with the research community.

· Researchers are active members of the partnership

WORKING WITH THE MINISTRIES

Essential to an effective service delivery strategies is public policy support. To foster an such support we have build a positive relationship with the Ministry of Community and Social Services and the Ministry of Health and Long Term Care. This partnership has grown over the past few years. We have witnessed their growth in working together on the aging and developmental disabilities file.  Our communications now tend to be jointly to both Ministries and their responses are tending to be done jointly.  Some outcomes of this work has been:

· Providing input to government planning and consultation processes.

· Being invited to participate and present at internal ministry planning committees.

· The new joint Ministry Protocol for Access to Long Term Care includes provision for cross sector dialogue, planning and training; also acknowledges need for cross sector resource-sharing to provide for smooth transition planning.

· MCSS Transformation Initiative recognizes the contributions of OPADD to addressing the challenge surrounding supporting older adults with a developmental disability.

This is a significant shift for the Ministries and one we must continue to encourage at the provincial and regional levels.  As Regional Co-Chairs and regional committee members you have the opportunity to reinforce what is now practice at the provincial level.  

We are now well placed to move forward in our partnership with the Ministries and engage them in a collegial and constructive dialogue.  We can be effective with this the more we keep one another informed – within regions, across regions and between the regions and the OPADD provincial table.  

COMMUNICATION AND ACCOUNTABILITY 

OPADD is only as good as the contributions each of us make to realizing the vision.  

The key to our success is communication.  

We are seeking to disseminate the knowledge that already exists within each sector.  

While OPADD has established a variety of mechanisms, such as regional workshops, task groups, our newsletter and website, it requires that we use these vehicles and that we ensure our respective organizations, associations, networks and colleagues are connected through our communication to them.  

It is not enough for each of us to be part of this and to receive and give information and knowledge.  We must stretch it out to others through every means available to us.  

This accountability is not merely in the interests of spreading the word but is the essential element in moving understanding and action to ensuring that older adults with a developmental disability realize quality of life throughout the aging process.

In summary OPADD has developed a model for cross sector collaboration.

CONNECTING THE PROVINCIAL AND REGIONAL TABLES

Just as none of us individually has all the answers, neither does one organization or sector hold all the knowledge.  It is imperative that we build our capacity to communicate – within regions, among regions and local projects, between the regions and the provincial table.  That is one of the important reasons we are here for this regional co-chair training event.  We are here to make connections with one another and to think about how we can build connections that will further our work.

TEMPLATE FOR REGIONAL COMMITTEE TERMS OF REFERENCE

This template offers a sample terms of reference which regions may use as a resource in developing/revising their own terms of reference.  

Committee Representation

Representation must include both the long term care and developmental services sectors.  Consideration shall be given to geographic and cultural representation that reflects the region.  Sources of representation to the regional committee include:

· Long-term care service providers (home support services, day programs, elderly persons centres, supportive seniors apartments, long term care homes, etc.).

· Developmental service providers (residential, non-residential).

· Planning and Coordinating bodies (CCAC, LHIN, MCSS Coordinated Access).

· Provincial government representation (Ministry of Community and Social Services, Ministry of Health and Long Term Care).

· Post secondary academic institutions - aging and developmental services programs where offered.

· Family members/consumers

Size

The committee shall maintain a balance between:

· Sufficient members that represent the entire region geographically and by sector.

· A workable group size.

The size and representation of the steering committee may vary from time to time as decided by the members.  The minimum size shall be ten representatives.  A quorum shall be six such representatives.

Chair

The Steering Committee will be co-chaired by a representative from each of:

1. Long-term care service providers.

2. Developmental services providers.

The Co-Chairs will be selected by the members of the Steering Committee from among the committee membership. 

Mandate of The Steering Committee

1. Establish and maintain a regional cross sector process on aging and developmental disabilities. 

2. Provide leadership at the regional level on partnership development between the long term care and developmental services sectors.

3. Promote quality of life and adaptation to the aging process for all adults with developmental disabilities through cross sector planning and knowledge exchange.

4. Support the establishment and development of local cross sector initiatives to test and demonstrate innovative methods and models of supporting older adults with a developmental disability including the testing of transition planning models for older adults who require services from both sectors.

5. Ensure that the views of service providers and others represented on the committee are considered in the establishment of goals and the planning of the committee’s work.  

6. Will foster accountability to all service providers within the two sectors by holding a  meeting to which all agencies are invited and at which reports will be presented, at least annually.

7. Organize or cause to be organized a workshop program that reflects regional goals and acts as a catalyst to a sustained cross sector planning process.

8. Act as a broker of information on aging and developmental disabilities that includes  reports to the provincial partnership and information to local projects within the region.

9. Establish and maintain a work program that reflects the mandate of the committee and the goals of the partnership.

TEAMWORK SUCCESS FACTORS

ARTICLES, RESEARCH STUDIES AND OPINIONS ON TEAMWORK POINT TO A FEW KEY IDEAS:

1. COMMON DIRECTION 

· EXPLICIT GOALS

· COMMITTMENT

2. INTERDEPENDENCE

· COMMON EXPECTATIONS, NORMS, BEHAVIOURS

· MUTUAL TRUST

· COMMUNICATION FLOW

· COLLABORATION

3. COMPETENCE

· DIVERSITY OF KNOWLEDGE AND PERSPECTIVE

· REQUISITE KNOWLEDGE CAN BE BROUGHT TO BEAR ON ISSUES

· FOCUS ON CONTINUOUS IMPROVEMENT

4. CONTEXT

· MEMBERS UNDERSTAND WHY THEY ARE DOING 

OPADD HAS TAKEN THE CONCEPT OF TEAMWORK TO THE NEXT STAGE:

· TRANSCENDS ORGANIZATIONAL AND SECTOR STRUCTURE AND HIERARCHY

· SUCCESS DEPENDS ON EACH OF US AND OUR COMMITMENT TO THE OPADD TEAM.

HOW TO BUILD AN EFFECTIVE TEAM
· OPERATIONALIZE THE TEAMWORK SUCCESS FACTORS

A SIMPLIFIED MODEL FOR TEAM-BUILDING:

1. MAKE EXPLICIT - CLARIFY COLLECTIVE GOALS

2. IDENTIFY INHIBITORS THAT CAN PREVENT GOAL ATTAINMENT

3. PUT ENABLERS IN PLACE TO HELP THEM

4. MEASURE AND MONITOR PROGRESS RE GOAL ATTAINMENT

GETTING TO KNOW YOU - GETTING TO KNOW ME

Questions for Team-Building

You have 2 minutes to talk about each of these questions with one other person in the group.  

The signal will be given to start – one person will begin and have one minute to speak to the topic sentence.

The signal will be given after one minute  - the other person in the pair will have one minute to speak to the topic.

The signal will be given at the end of the second minute – time to move forward, meet with the next person and speak to the next topic.

TOPICS

1. I got involved with OPADD and the regional committee because…

2. The qualities I bring to the regional committee are…

3. The funniest moment I have had on the regional committee was when…

4. The biggest fear I have about being on the regional committee is…

5. What I dislike most about being on the regional committee is…

6. The qualities I like in a committee member are…

7. My best accomplishment on the committee to date has been…

8. The most important short-term goal for our committee is…

9.  The most important long-term goal for our regional committee is…

10. I feel OPADD is…

11. The most embarrassing moment I had on the committee was when…

12. The thing I hate about our meetings is…

NOTES ON TEAMWORK

Notes on working within a traditional hierarchical system:

· Top down

· Meandering

· Patronizing

· Crisis-oriented; crisis is OK

· Political

· Non-inclusive

· Autocratic

· Consensual

· Capable of slow or quick responses and decisions

· Rigid

· Contacts

Notes on working with teams:

· Buy-in

· Participation

· Common decision

· Open to new ideas

· Seeking consensus

· Clear Objective

· Collaboration

· Investment of time

· Flexible

· Respectful

· Sensitive

· Shared leadership

· Acknowledgement of other opinions

Problems occur in team functioning when:

· There are too many balls in the air; the team tries to do too many things at once

· Members of the team lack clarity of the vision

· There is role confusion among team members

Elements of effective teams:

1. Clarity of Vision / Purpose = focus

2. Interdependence of members

3. Competence

4. Context = understanding the why of the vision

5. Realistic goals

Steps to building a team:

1. Clarify Goals

2. Identify Inhibitors (e.g. conflict; inconsistent attendance)

3. Put Enablers in Place

4. Monitor progress

TEAM MOTTOS

Collaboration Caring

2.



3.

ID LTC

AGING WELL

TOGETHER

Group Feeling = We Care Deeply
NOTES ON LEADERSHIP

LEADERS ARE LIKE A VARIETY STORE

Leaders fill a variety of roles:

· Seeing what needs to be accomplished  (vision).

· Garnering people to help attain the vision (recruitment).

· Developing a climate that engages all players (teamwork).

· Supporting cooperative efforts among all players to facilitate attainment of the vision (teamwork).

· Reminding, re-stating and articulating the vision (teaching).

· Fostering commitment to the vision and to goals in all other players (succession planning).

· Solving problems and getting things back on track (problem-solver)

Leaders must be attentive to a variety of things around them:

· The needs of the individuals within the group.

· What the group must accomplish.

· The resources the group needs to accomplish its goals (information, money, supplies…)

· Emerging forces in the environment that may support or hinder accomplishment of the group’s goals.

Leaders must be prepared to move strategically at various times - when:

· Forces in the environment can support attainment of goals.

· Players are motivated and ready to move forward.

· Partners are open and receptive. 

· Policy-makers and planners are asking for input or support.

· Necessary resources become available.

LEADERSHIP IS NOT ABOUT TECHNIQUE AND TECHNOLOGY

LEADERSHIP IS ABOUT STEADFASTNESS, LISTENING, POSSIBILITY AND COURAGE

FALSE PILLARS OF LEADERSHIP

THE DRAMA TRIANGLE

The drama triangle is about relating to others from a place of victim-hood.  It consists of three positions outlined by Stephen Karpman, a teacher of Transactional Analysis, on what he called the "Drama Triangle."

The drama triangle is a model that illustrates co-dependency in relationships and is the basis for how many relationships work.  The drama triangle is used as a means of gaining power or influence in a relationship.  It is really an immature approach to dealing with a sense of powerlessness and prevents a relationship from becoming one based on psychological equality.  

Sometimes managers and people in a leadership position may use the drama triangle as a tool to influence others.  The use of the drama triangle can obtain the desired results for a period of time.  However the results will be short-lived and maintaining influence requires re-using the triangle AND requires that the other person is a drama triangle participant.

Leadership is not compatible with the drama triangle.

Drama Triangle Roles

There are three roles people play on the drama triangle: Victim, Persecutor and Rescuer.  In order for the drama triangle to work, both parties to the relationship have to play one of the roles.  They can also switch roles, making the whole drama more exciting for a time.  Ultimately all roles lead back to being a victim.  The Rescuer is never really successful at rescuing and the Persecutor cannot move the Victim from his/her position of victimization.

Some people use the drama triangle all the time.  Others may resort to it on occasion when all else fails.  Others have learned to step outside the triangle and learn to engage in relationships based on mutual respect, trust, adult behaviour, love and other similar positive and constructive approaches.

The drama triangle will persist as long as one of the parties is willing to be victimized.  If anyone on the triangle changes roles, then the other party must change role to fit the new drama.

Drama Triangle Role Definitions

The Victim 

The Victim is the "Poor Me" in the relationship.  The Victim will complain about problems and situations that cannot be resolved because of some external factors or the actions of others.  While analysing obstacles is a proper first step for overcoming challenges, the Victim never takes the next step but remains in the space of explaining why he/she cannot do or accomplish something.  The Victim feels helpless, hopeless, powerless, ashamed and victimized.  These feelings keep the Victim in a blocked position from which he/she cannot/will not make decisions, solve problems, or gain self-understanding. 

The Victim looks for a Rescuer who will reinforce these negative feelings and lack of success. 

The Rescuer

The Rescuer is the "Let Me Help You" in the relationship.  The Rescuer is driven by the need to absolve the Victim from any responsibility in the situation thereby keeping the Victim in the role.  Rescuers often feel guilt-ridden if they do not strive to rescue others who are Victims.  Rescuers, in the guise of helping, are really sustaining a co-dependency that is unhealthy and debilitating for both parties.  Rescuers often expect their best efforts of giving help to fail because the Victim cannot ever get out of their malaise.

Some Rescuers may choose to work in the human services system because there are often many opportunities to rescue others.   How some organizations fulfill their mandate may promote the Rescuer role as a legitimate one.  For example where clients’ rights become paramount without any counterbalancing requirement such as self-responsibility.  Human service professionals need to be alert to the Drama Triangle becoming part of the organizational culture.

The Persecutor 

The Persecutor is the person in the relationship who takes the view that “It's All Your Fault."  The Rescuer may resort to being the Persecutor to perk up the drama around helping the person.  For example, if the Victim gets angry with the Rescuer, the Rescuer may choose to move to the Persecutor Role to regain control over the Victim.  The Persecutor may set unnecessary and inappropriate limitations or requirements over a person and a situation.  The impossible situation set up by the Persecutor cannot be resolved thereby giving the Persecutor ammunition to carry on the persecution.  The Persecutor blames, criticizes, keeps Victim oppressed, resorts to anger to influence others, takes a position as authoritarian, may be seen as rigid.  

The are ways to get off the drama triangle.  The methods depend on how deeply imbedded the person may be within the drama triangle as a way of relating to others.  In simple terms the person may move away from each of these roles through the following strategies:

Moving Off the Drama Triangle

We may have learned to play the drama triangle as children Moving off the drama triangle may require therapeutic intervention depending on how stuck the person is in the drama way of life. 

Basic steps include:

1. Becoming aware of playing on the triangle.

2. Observe the situation, the players and the dynamics from a distance or neutral point of view.

3. Analyse the situation.

4. Advise the other players of the results of the analysis.

5. Arrive at agreement on new ways of interacting.

Moving away from each role can also be aided by learning and using new skills, such as:

· The Victim can acquire problem-solving strategies and behaviours.

· The Rescuer can learn about proper nurturing roles such as listening, offering suggestions, allowing the other person to retain responsibility for his/her actions.

· The Persecutor must move away from the paradigm of punishing others and learn about listening without finding fault and acceptance of others as they are.

The Drama Triangle Model

The Drama Triangle looks like this:


RESCUER







PERSECUTER
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THE SILO PILLAR

The Silo is a model with which we are quite familiar.  Organizations have grown using the model of focusing inwardly in order to achieve a mandate.  The organization may then look outward and seek to become responsive to its particular client or customer group.  But policy, decisions, structure and activities tend to be focused on maintaining the integrity of the organization within its silo.

Organizations have been encouraged to look outward, to move beyond the silo.  Some have done so to varying degrees.  Others believe they have moved beyond the silo but retain many of the trappings of an inward focus.   The range of myopia within silo-focused organizations varies but tends to manifest as a short-changing of customers and broader society.

Some interesting examples of the silo focus include:

1. Tobacco companies that argue and strategize in order to maintain their organizations, their customer base, their profit margins and their credibility despite decades of research that points to cigarettes as addictive items leading to illness and death.  Big tobacco continues to strategize for its survival through advertising campaigns directed at young women and men and through marketing in developing countries where media coverage and other avenues of making the ill effects of tobacco known to the public are not well developed.

2. Oil companies such as ExxonMobil that funds 124 organizations and websites with names such as The Centre for the Study of Carbon Dioxide and Global Change, the Congress of Racial Equality and the Heritage Foundation.  All of these organizations and websites are known to issue articles, research findings and editorials that question the validity of the research on global warming and suggest that there really is not such phenomenon.  The average person, unaware of the reports of valid research centres will tend to accept the messages from these bogus players.

3. The OHIP Office that will not provide a form to the client unless the client can provide the name and number of the form.  Since the client has not seen the form they have no way of identifying it by number.  The OHIP clerk denies them from receiving the form.  (A true story from an eyewitness account).

4. The organization that serves people with a developmental disability and takes the position that they will provide for the needs of the client group as they age.  The justifying rationale is that the developmental services agency understands “its people” best and will not subject them to “re-institutionalization” in a long term care home.  The result may be to deny older adults with a developmental disability proper access to the full range of community services available to all older Ontarians – services designed to support people in their own homes for as long as possible.  The denial of access to a long term care home may result in a crisis situation where the agency can no longer ensure the health and safety of the individual and others with whom they live.  Sometimes the lack of transition planning results in inappropriate emergency placements in a long term care home without adequate pre-placement planning and without provision for maintaining the individual’s social network after the move.

Despite the encouragement of government Ministries to transfer payment agencies that they move outside their respective silos, a lot of silo-reinforcing practice and regulation remains to be cast off.  Another example of how silo-focused organizations remain is the almost complete lack of policy or protocol development that supports management and front line workers in their work at the boundaries of the organization.  How many policies do you have that provide guidance to managing at the boundaries of your organization?  Chances are most if not all policy focuses on managing the organization within its silo.

The new paradigm is partnership.  The next step in this partnership paradigm is partnering with others outside of one’s own sector.  Our work and where we spend our time is becoming outwardly focused.  Are our policies, business practices and human resource management keeping up with this change? 

THE TECHNIQUE PILLAR




Management literature is filled with the latest “techniques” and “technologies” for managing.  There are quality assurance, continuous quality improvement, one minute manager, information management, reinventing government and many other ideas that receive a great deal of attention for a period of time and then give way to the next best idea.  While these techniques offer some interesting approaches to improving how people perform and how organizations succeed, they often have some shortcomings.  

Many of these management “technologies” start from a belief that you can superimpose a method on an organization no matter the organization’s culture, history, mandate and values.  In the 1980’s we witnessed a great deal of literature that spoke about bringing business practices into the non profit sector.  The result was the adoption of governance models such as the Carver Model, the privatization of some public services and requirements that services be contracted on the basis of tendering processes.

The Carver model, developed in the context of the United States system, which is different from the Canadian approach, denies the possibility that boards of directors want to review financial statements monthly.  Carver also classifies consumer input to public service organizations as inappropriate and compares it to children having input to how a candy store operates.  

The One Minute Manager provides a method for managing by walking around, providing a single minute of feedback to workers.  That’s less time than a physician allows a patient to speak during a medical appointment.  How much relationship-building, understanding, direction and delegation is possible within these tiny time windows?

The ideas in the books “reinventing Government” and “Banishing Bureaucracy” written by David Osborne and Peter Plastrik suggest that government ineptitude can be overcome by superimposing a corporate model and re-shaping government structures and processes.  However the authors completely miss the importance of how public services are managed, how decision-making must take many twists and turns to ensure the broad interests of society and the communities within it are respected.  Osborne and Plastrik focus on corporate requirements and ignore the role of governments in making social reality explicit.  The risk of re-making government in the image of Osborne and Plastrik is that substantive Social Rationality (way of thinking and acting that is not determined by the material consequences of our actions but is driven by a set of overarching values) will be replaced by Instrumental Rationality (a way of thinking and acting that is determined by expectations of material results or calculated economic consequences).

Some examples of the adoption of the Osborne Plastrik ideology can be seen in the privatization of prisons and highways, contracting out for security services in airports and for military–related services in Irag.  The perspective of Osborne and Plastrik is one where public services become a new frontier for the private sector to achieve greater market penetration.  Banashing Bureaucracy is not so much about improving the public sector as it is about displacing it.

THE LEADERSHIP MALAISE 

We witness a continuing decline in the trust that the general public has toward many “leadership groups” such as politicians, chief executive officers of large corporations, lawyers and teachers. 

In the past couple of years we have witnessed the debacles surrounding Enron and Worldcom in the private sector, the sponsorship scandal of the federal liberal party and the misappropriation of funds allocated to rebuild Iraq.  The riots we witnessed in France one year ago are re-emerging as nothing has changed despite last year’s assurances of politicians. We continue to see lower voter turnout from one election to the next at all levels.  There is a growing sense of distrust towards many who are in leadership positions.

REBUILDING LEADERSHIP
Rebuilding trust will take more than a few shrewd political decisions.  It requires a leadership that transcends the technocracy of much of today’s politics and organizational management.  It requires effort over the long term.  

Leadership is not about being in safe territory.  It is about being on the boundary where change occurs.  The boundary of one’s organization, one’s comfort zone, one’s area of previous experience.

Leadership may require being out in front of no train for a period of time.

Leadership is bestowed not usurped.  

Leadership requires assuming a mantle of responsibility.

Leadership sees the truth of an emerging situation and grasps it for guidance despite the challenges it may pose.

Leadership does not hide behind regulations and guidelines to justify a course of action that is basically flawed.

Leadership has confidence to remember one’s own values and organizational mandate while engaged with others whose values and mandates may differ.

Leadership builds on common interests and long range benefits.

Leadership that will not topple with the winds of change or the pressures of convenience requires a firm footing – four pillars.

THE FOUR PILLARS OF LEADERSHIP

1. STEADFASTNESS

The ability to stand firm in the face of contrary views.  The quality is based on realization and understanding not stubbornness or rigidity.

2. SEEKING POSSIBILITY  
The ability to hold a clear vision of what can be and move continually towards it.  It requires engaging others and helping them to also see the possibility.  While others may not see it immediately or even after a time, leadership remains patient without giving ground on the possibility.  Leadership that seeks possibility acknowledges it at every opportunity and celebrates others who also see it.  The leader radiates possibility.

3. ATTUNEMENT

The leader listens carefully to what others are saying and not saying.  The leader watches and ponders what is happening.  The leader seeks understanding before acting.

4. COURAGE

The leader goes where others may fear to tread; to act when others may decline to do so; to tackle issues that are important even when they are unpopular.  The leader is prepared to stand alone if necessary.

LEADERSHIP STRATEGIES

1. PAY ATTENTION TO THE VISION
FOCUS ON AN AGENDA OF DESIRED RESULTS

ENCOURAGE OTHERS TO FOCUS THEIRI COMMITMENT AND ENERGY TO THE VISION

2. CREATE AND COMMUNICATE MEANING

INTERPRET AND COMMUNICATE EVENTS INTO MEANINGFUL FRAMEWORKS

COMMUNICATE VALUES THROUGH ACTIONS ANDNLEADERSHIP TECHNIQUES

USE METAPHORS, MODELS AND IMAGES TO COMMUNCIAET HOW APPARENT DISPARATE EVENTS FIT INTO A LARGER COMPREHENSICE STRATEGIC DIRECTION

3. CREATE TRUST

TRUST IS THE GLUE THAT BONDS PEOPLE TOGETHER

ALIGN EXTERNAL AND INTERNAL ENVIRONMENTS TO FOSTER TRUST IN THE VISION AND IN YOURSELF AS LEADER

TAKE POSITIONS WITH INTEGRITY

ENCOURAGE TRUST AND TRUSTING INTERACTIONS AMONG MEMBERS

4. DEPLOY YOURSELF STRATEGICALLY

WHERE CAN YOU DO THE MOST GOOD, HAVE THE GREATEST IMPACT, ENCOURAGE GROWTH?

CREATE OPENNESS THAT SUPPORTS PARTICIPATION

FRAME YOUR GROUP AS A LEARNING SYSTEM – TO SUPPORT THE ACQUISITION AND USE OF NEW INFORMATION TO ACHIEVE THE VISION AND GOALS

STRENGTHENING THE REGIONAL COMMITTEE

Strong Factors:
· Shared Vision

· Commitment 

· Creativity

· Competent

· Cooperation

· Willingness to work

· No extraneous 

· Focused

· Organized

· Respectful

· Excellent planners

· Passion

· Regional representation

· Connection to service systems

· Building on ideas

· Willingness to take risks

· Understand our roles and responsibilities

· Agency leadership.

Factors to Strengthen:

· Membership 


Maintain involvement

Broaden to include universities and colleges

Consider mental health

· Take on tasks that support focus and commitment

· Timely communication flow - Who needs the information?

· Meet deadlines

· Refocus on our vision; challenge extraneous agendas

· Facilitate participation, creativity and continuity of membership

· Refine regional representation 

Find the best person

· Planning

· Responsibility

BUILDING OUR COMMUNICATION CAPACITY – MAINTAINING MOMENTUM
1. Strategies to improve communication with one another
OPADD Meetings

Existing teleconferencing for OPADD meetings is not satisfactory (difficult to follow conversations, engage in dialogue, etc.) Investigate the use of the existing health video conferencing system to connect OPADD regions with provincial OPADD meetings; find and identify capacity of videoconferencing to meet our needs; invite LHINs to partner with us.

Teleconferencing may still have a place for special presentations and smaller groups meetings.

Keep vision visible – review at all meetings 

Ensure that information on educational sessions at  OPADD meetings goes to both sectors.

E-mail

When replying to e-mails consider whether only the sender needs a reply; then select “reply” rather than “reply all” 

Web Site

Regional use of www.opadd.on.ca web pages: make regional pages more accessible from home page.

Regions to place web site use on regional business agendae to identify content to be posted

Regions to identify a regional point person who will take responsibility for gathering and forwarding regional content to the opadd website.

Reporting

Regional reports for opadd meetings will be assembled by project staff and sent out to all regions

2. Strategies to develop our capacity to get the message to others
Follow up with workshop attendees, keep interested people engaged; identify and engage champions (add them to e-mail lists, maintain contact lists)

Develop communication strategies to show mutual advantages to both systems of transition planning and clarify that it is not just about filling a bed

Develop video clips

Develop a canned PowerPoint that OPADD members can use in presentations to local groups

Develop a speakers list

Get DS “closeted” issues out in the open

Identify LHIN point people within each region and establish regular communications with them.

Establish/strengthen our connection to colleges and universities

Have our OPADD guides placed for sale with Chapters/Indigo 

Establish ideas for education sessions and opportunities: “walk in my shoes”, grief and bereavement, lunch and learn, case based training session, identify local “experts” and resources

Get CCAC’s and Ministry reps to the table

Run training sessions using our guide to personal care and property

Develop training materials/guide on “involuntary separation”

Get our guides out to audiences that need the information: CCACs, Acute Care, Discharge Planners, Social Workers, Physicians, Community Health Clinics

Build our links with OPADD member web sites and other web sites to make our guides directly available (e.g. RNAO)

Make explicit: two-way communication of OPADD information

Find project funding to distribute guides (e.g. casinos, pharmaceuticals, etc.)

Affirm need for transition between LTC and DS working together and remaining involved along the continuum 

Develop protocols and agreements around access to seniors community programs and residential placements; include information on who to call if seniors program has a problem

3. Strategies to ensure follow-up on the ideas developed here

· Take stuff back to the regions 

· Delegate 

· Assign specific work to task groups

TEAM


TOGETHER
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