
A
Accountability, mutual: of leader and

team members, 98; of team members,
70, 71, 110–112

Action plans: from coaching, 117; moni-
toring follow-through on, 95, 106;
from operational review, 104; from
operational survey feedback, 105; from
teleconference, 89

After-action debriefing, 84, 95, 106–108
Agenda-building session, 77
Agenda preparation, for teleconferences,

87
Anonymity, 109, 111–112
Assertiveness, 49-50
Authority, gaining, 50–53, 62; needs and

offers negotiation for, 108–110

B
Baby boomers, 5
Benchmarking, 135–136
Bias, self-rating, 111
Blaming, 108
Blended Agenda, Sample, 75–77
Blocks and barriers, operational review

for, 95, 103–104
Body language, 86
Breakout rooms, 85, 114
Breakthrough thinking, 40, 82
Briefing notes, 79, 80
Budgeting, 54, 75
Buy-in: rule-making participation and, 90;

strategies for gaining, 28–32, 63,
65–66; visioning participation and,
101

C
Cause-and-effect thinking, 41
Celebration, 95

Check-in, 78
Closure: negotiating powers for, 53; of

project or work cycle, 95; of telecon-
ference, 89–90

Coaching, 37, 42, 45, 95; process
assertiveness for, 50; process of,
115–117

Collaboration: as facilitative leadership
behavior, 48; as facilitative leadership
principle, 40; rating, 128

Collaborative culture, 37, 42–43, 93, 127,
128

Command-and-control style. See Direc-
tive leadership

Communication planning, 102
Competencies, for facilitative leaders,

43–46, 141–145; advanced, 144–145;
basic, 141–142; intermediate, 143–144

Competitor cooperative teams, 4
Confidence, 49
Confidentiality, 70–71, 113, 127
Conflict management/mediation, 37, 95;

characteristics of, in facilitative orga-
nization, 135; core competencies for,
45; directive versus facilitative
approach to, 55; intergroup mediation
sessions for, 84–85; needs and offers
negotiation for, 108–110; peer feed-
back and, 71; process assertiveness for,
50; process of, 112–115; responsibility
for, 114–115; teleconferences and, 86

Consensual behavior, 48
Consultative style (Level II empower-

ment), 19, 20, 21, 22
Content involvement: of directive lead-

ers, 9; of facilitative leaders, 12, 25, 58,
59, 63–65

Content leader: process leader in dual role
as, 63–65; process leader relationship
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with, 62; role and responsibilities of,
59, 60–61

Continuous improvement expert, compe-
tencies for, 44

Conversations: barriers to, 27–29; main-
taining neutrality in, 64; types of, in
meetings, 74–78. See also Meetings

Coordinating committees, 4
Coordination competencies, 45
Creativity: as facilitative leadership prin-

ciple, 40; innovation fair for, 82; rat-
ing, 129

Culture management tools, 38
Customer involvement, in after-action

debriefing, 103
Customer service initiatives, 75, 76–77

D
Daily huddle, 78
Debriefing: after-action, 84, 95, 106–108;

of meeting effectiveness feedback, 91,
92

Decision statement, 89
Delegative style (level IV empowerment),

19, 21, 22
Dependent employees, 67
Development: as facilitative leadership

principle, 42; rating facilitative leader
on, 130; rating team member on, 133.
See also Coaching; Training

Directive leadership and leaders: charac-
teristics of, 8–9; durability of, 24–26;
empowerment level (Level I) of, 18,
19, 20, 21, 22; facilitative leadership
versus, 9–10, 36–37, 39, 46, 54-55;
limitations of, in matrix networks,
6–7; more engaging leaders versus,
10–11; shifting from, to facilitative
style, 57–58, 62–63; situations appro-
priate for, 13, 19, 20; structuring tools
and, 36–37

Discipline, employee/partner, 132

E
Effectiveness Survey, 28, 29
Efficiency, participative style and, 22–23
Employees: changing expectations of,

4–5; new leader integration and,
96–98; as partners, 67–70, 131–134;
resistance of, to facilitative leadership,
63, 66–67; responsibilities of, 69–70,
132–134; rights of, 68–69; transitions

required of, 66–70. See also Knowledge
workers; Team members; Workforce

Empowered Partner Index, 70, 131–134
Empowerment: with directive leadership,

18; dual-role leadership and, 64; facili-
tative leadership principle of, 18, 40;
in facilitative organization, 136; four-
level model of, 18–23, 63, 64; misun-
derstandings about, 17–18; planning
chart for, 23; planning for appropriate
level of, 21–23, 102; rating, 128

Enabling role, 12, 62, 93
Equipment purchasing, facilitative versus

directive approach to, 55
Evaluation: after-action debriefing for, 84,

95, 106–108; at end of project/work
cycle, 95; of teleconference, 89. See
also Performance assessment

Execution problems, facilitative versus
directive approach to, 55

Exit surveys, 91

F
Facilitation: background on, 8; competen-

cies of, 43-46, 47–48, 141–145; core
beliefs of, 8–9, 39–40; defined, 8; of
meetings, 73–92; perceptions of, 24,
25, 28, 38; of teleconferences, 86–90;
training project managers in, 59

Facilitation Skills Self-Assessment,
141–145

Facilitative Leader Index, 43, 128–131
Facilitative leaders: authority and power

of, 24, 50–53, 62, 108–110; character-
istics of, 11–13, 65; competencies for,
43–46, 54-55, 141–145; directive style
employed by, 58; in dual roles, 63–65;
enabling role of, 36–37, 62, 93; exist-
ing leaders’ transition to, 57–58; exter-
nal, 25; hiring of, by organization, 57,
58–59; hiring of, by team, 57, 59–60;
implementation plan for internal
cadre of, 30–32; integration of new,
96–98; job description for, 30, 43–46,
54-55; meeting facilitators versus,
38–39; more engaging leaders versus,
10–11; negotiation of powers for, 55,
62, 94, 98, 108–110; performance
assessment of, 30, 43, 127–131; roles
and responsibilities of, 36–38, 61–66;
rotating, 65; routes to becoming,
57–61; self-assessment instrument for,
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141–145; workforce engagement role
of, 37–38

Facilitative leadership: checklist to deter-
mine need for, 15–16; defined, 8–9;
directive leadership versus, 9–10,
36–37, 39, 46, 54–55; employee transi-
tions required for, 66–71; empower-
ment and, 18–23; getting
organizational support for, 28–32, 63,
65–66; impediments to, 25–26; organi-
zational benefits of, 14; organizational
readiness for, 32–33, 63, 137–139;
overcoming barriers to, 26–28; percep-
tions of, 24, 25, 28; personal benefits
of, 14–15; preparing the workplace for,
17–33; principles for, 39–43; situations
appropriate for, 13, 61; situations inap-
propriate for, 65; supportive behaviors
of, 46–49; as tool set for new work-
place, 7–8; transitioning to, 57–61. See
also Meeting management; Process
management

Facilitative organization: life in, 
135–136; performance assessment of,
119–127

Factory workers, 67
Fear, as barrier to process conversations,

27–28
Feedback: in coaching, 115–117; facilita-

tive leadership principle of, 41–42; on
meeting effectiveness, 91–92; peer,
70–71, 85–86, 110–112; positive, 86;
process assertiveness for, 50; during
project mid-life stage, 95; rating facili-
tative leader on, 130

Feedback loops, 41, 50, 95, 135
Feedback rounds, 85–86
Firmness about process, 47, 49-50
Flexibility, 48
Flip chart notes, 86
Focus group sessions, 82, 106
Force-field analysis, 77
Four-Level Empowerment Model: Grid of,

18–19, 63; levels of, 19–21; using,
21–22, 63, 64

Future Quest, 80–81

G
Generation X, 5
Group norms, 50
Group process focus, 11–12
Group profile, 97

H
Hierarchical organizations: employees in,

66–67; process resistance in, 26–28
Hiring, of facilitative leaders: job descrip-

tions for, 30, 43–46; for new
projects/initiatives, 58–59; power
negotiation during phase of, 51–52; by
team of specialists, 59–60

Hiring process, facilitative versus directive
approach to, 54

Huddle, 78

I
Ideas, testing, 82
Implementation plan, for internal cadre

deployment, 30–32
Infighting. See Conflict

management/mediation
Information sharing: in hierarchical orga-

nizations, 66; in new leader integra-
tion process, 97–98; in team launch
process, 102; technology and, 5; trans-
parency and, 41

Information-sharing sessions, 74–75; in
blended meeting, 76; types of, 78–80

Informed, being, 47-48
Innovation fair, 82
Inspirational behavior, 47
Intergroup mediation sessions, 84–85
Internet, remote polling with, 81

J
Job description, for facilitative leaders, 30,

43–46

K
Keynote, participative, 80
Kick-off briefing, 83
Knowledge workers: characteristics of, 3;

in matrix teams, 3; as naturals for facil-
itative leaders, 66; trend toward, 3, 67

L
Leaders: integration of new, 96–98; profile

of, 98. See also Content leader; Direc-
tive leaders; Facilitative leaders

Leadership: definition of, 62; implications
of matrix networks for, 6–7, 51; more
engaging, 10–11; versatility in, 13. See
also Directive leadership; Facilitative
leadership

Leadership Styles in Action, 39, 54–55
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Learning, in facilitative organization,
135–136

Learning needs assessment, 94
Lessons learned, after-action debriefing

for, 84, 95, 106–108
Life cycle, matching processes to, 94–95

M
Managed-change initiatives, 75
Matrix, defined, 2
Matrix networks or teams: advantages of,

3; examples of, 3–4; importance of
effectiveness for, 73–74, 92; industries
that use, 4; leadership implications of,
6–7, 51; nature of work in, 2–3; need
for facilitative leadership of, 7–9, 14,
35, 136. See also Team headings

Mediation. See Conflict
management/mediation

Meeting(s): for after-action debriefing, 84,
95, 106–108; blended, 75–78; charac-
teristics of, in facilitative organization,
135; for interpersonal conflict media-
tion, 112–114; monitoring the effec-
tiveness of, 91–92; for needs and offers
negotiation, 108–110; for new leader
integration, 97–98; for new team
launch, 52, 101–103; for operational
review, 103–104; peer feedback,
110–112; preventing problems in,
90–91; special-purpose, 78–86; sug-
gested norms for, 90–91; survey feed-
back, 70, 105–106, 110; of traditional
work groups versus teams, 73–74; types
of facilitator-led, 74–78; visioning,
99–101

Meeting effectiveness surveys, 91–92
Meeting facilitators, 38–39
Meeting management, 73–92, 94; of chal-

lenging meetings, 52–53; at end of
meeting, 53; facilitative leadership as
more than, 25, 38–39; at first meeting,
52; importance of effective, 73–74,
91–92; during meeting, 53; power
negotiation in, 52–53; at start of meet-
ing, 52; of teleconferences, 86–90;
tools for, 36

Mergers and acquisitions, 4
Modeling, 130
Monitoring: of action follow-through, 95;

facilitative versus directive approach

to, 55; of meeting effectiveness, 91–92;
of operational effectiveness, 104

Multivoting, 77, 81, 82, 104, 106

N
Name map, 88
Needs and offers negotiation, 70, 108–110
Network building, core competencies for,

45
Network organization, 2. See also Matrix

networks
Neutrality, 35, 37, 38, 61; behaviors of,

47; dual roles and, 63–65; in interper-
sonal conflict mediation, 114; in needs
and offers negotiation, 109

New leader integration, 96–98
New projects/initiatives, 4; hiring facilita-

tive leaders for, 58–59; planning meet-
ings for, 94

New team start-up, 52, 94, 101–103. See
also Team building

Norms: for meetings, 90–91; safety, 28, 71,
84, 85, 109; for teams/groups, 50, 98,
102; for teleconferences, 88

O
Objectives setting, facilitative versus

directive approach to, 54. See also
Visioning

Openness, 109
Operational problem solving: facilitative

versus directive approach to, 54; opera-
tional review process of, 103–104; sur-
vey feedback process of, 105–106

Optimism, 49, 116
Organizational performance assessment,

119–127
Organizational Readiness Assessment

instrument, 33, 137–139
Organizational readiness criteria, 32–33,

63
Organizational structures, 2. See also

Matrix networks
Organizational support: getting buy-in

and, 28–29, 63, 65–66; importance of,
29–30

Outcomes assessment, 119–120; perfor-
mance categories for, 120; perfor-
mance measures for, 121–122;
tabulation and interpretation of,
125–127
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P
Participative keynote, 80
Participative style (Level III empower-

ment), 19, 20–21, 22–23
Partners, employees as, 67–70, 131–134.

See also Employees; Knowledge work-
ers; Team members

Peer feedback, 70–71; in coaching, 115,
116; feedback rounds for, 85–86; form
for, 111; process of, 110–112

Performance assessment: of facilitative
leaders, 30, 43, 127–131; of facilitative
organization, 119–127; of outcomes,
119–120, 121–122, 125–127; peer
feedback and, 70–71, 85–86, 110–112;
of process effectiveness, 120, 123–127;
tabulation and interpretation of,
125–127; of team members, 70–71,
85–86, 95, 110–112, 127, 131–134.
See also Evaluation

Performance improvement: after-action
debriefing for, 106–108; coaching for,
115–117; operational survey feedback
for, 105–106; peer feedback for, 71,
110–112, 115, 116

Performance Measure Graph, 125–127
Performance pressures, directive style and, 25
Performance problems: coaching for,

115–117; directive versus facilitative
approach to, 55, 58; peer feedback on,
110–112, 115, 116

Personal blitz session, 79
Personal conduct, team member, 134
Planning sessions, 75; in blended agenda,

76; for new projects/initiatives, 94;
types of, 80–82

Planning tools, 36
Positive attitude, 47, 116
Power: equation of, 51; of facilitative lead-

ers, 24, 50–53; negotiation of, 51–53,
62, 94, 98, 108–110; powerlessness
and, 50–51, 53

Problem solving: facilitative versus direc-
tive approach to, 54; survey feedback
process of, 105–106; systematic,
103–104

Problem-solving sessions, 75; to analyze
blocks and barriers, 95, 103–104; in
blended meeting, 77; types of, 82–84

Problem-solving tools, 36
Process assessment, 119–120; performance

categories for, 120; performance mea-
sures for, 123–125

Process improvement projects, 75, 103
Process management, 24, 93–118; of after-

action debriefing, 106–108; assertive-
ness in, 47, 49–50; buy-in strategies for,
28–32, 63, 65–66; of coaching,
115–117; of conflict mediation,
112–115; face-to-face versus distant,
96; facilitative versus directive styles of,
39, 54–55; at life cycle stages, 94–95; of
needs and offers negotiation, 108–110;
of new leader integration, 96–98; of
operational review, 103–104; overview,
93, 95–96; of peer feedback, 110–112;
resistance to, 26–28; scheduling of,
117–118; of survey feedback, 105–106;
of team launch, 101–103; tools of,
36–38, 39, 54–55; of visioning,
99–101. See also Facilitative leadership

Process specialist. See Facilitative leaders
Project management: roles in, 60–61;

visioning in, 100
Project managers: core competencies for,

44; as facilitative leaders, 58–59; hir-
ing, 57, 58–59

Project sponsor, 60

R
Relationship-building sessions, 75, 135;

needs and offers negotiation process
and, 108–110; types of, 84–86

Remote polling, 81
Resistance: to conflict mediation, 113; to

facilitative leadership, 63, 66; to feed-
back in coaching, 116–117; to process
management, 26–28

Responsibilities: employee/partner, 69–70,
132–134; facilitative leader, 36–38,
61–66, 128–131

Results, assessment of, 119–120, 121–122,
125–127

Roll call, 87–88
Rotating leadership, 65
Round-robin format, 78

S
Safety: in conflict mediation, 112, 113; in

feedback process, 71, 85, 112; norms,
28, 71, 84, 85, 109, 113

Scheduling, of essential processes, 117–118
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Schools, matrix networks in, 4
Self-assessment instrument, 141–145
Self-rating bias, 111
Stakeholder involvement, in after-action

debriefing, 103
Standing check-in, 78
Start-up projects. See New projects/initia-

tives
Start-up teams. See New team start-up;

Team building
Strategic planning, 81, 93; visioning

process and, 99
Strength bombardment, 86
Structuring tools, 36–37
Subordinates, 66–67
Supplier selection, facilitative versus

directive approach to, 54
Supporting others, 133
Survey feedback: meetings of, 70,

105–106, 110; from needs and offers
negotiation, 110; process of, 105–106.
See also Feedback

Synthesizing process, 100–101
Systematic problem solving, 103–104
Systems thinking: as facilitative leader-

ship principle, 41; rating, 129

T
Team building: core competencies for, 44;

needs and offers negotiation for,
108–110; power negotiation with new
team and, 52; relationship-building
sessions for, 75; role of, 37; start-up dis-
cussions for, 94, 101–103; visioning
and, 102. See also Matrix networks or
teams

Team charter, 103
Team effectiveness: culture management

tools for, 38; maintaining, 37; work
structuring tools for, 38. See also
Matrix networks or teams

Team members: mediating conflict
among, 112–114; mutual accountabil-
ity of, 70, 71, 110–112; peer feedback
of, 70–71, 85–86, 110–112, 115, 116;
performance assessment of, 127,
131–134. See also Employees; Knowl-
edge workers

Teams: hiring of facilitative leader by, 57,
59–60; meetings of traditional work
groups versus, 73–74; new leader inte-

gration in, 96–98; profile of, 97; rotat-
ing leadership in, 65. See also Matrix
networks or teams

Technology: impact of, on workplace, 5;
in remote polling, 81

Technology implementation teams, 4
Teleconferences, 5; beginning of, 87–88;

ending of, 89–90; facilitating, 86–90;
middle of, 89; norms for, 88; prepara-
tion for, 87

Time effectiveness tracking, 28–29, 91–92
Time management, process assertiveness

for, 50
Time pressure, as barrier to process con-

versations, 27, 28–29
“Touchy-feely” perception, 24, 28
Town hall sessions, 79–80, 95
Training: coordination of, 37, 94; core

competencies for, 45; of entire team, in
facilitative leadership skills, 65; for
facilitative leadership, 46; for individ-
ual team members, 42; for new initia-
tives/projects, 94; of project managers
in facilitation, 59

Transparency: as facilitative leadership
principle, 41; rating, 129

Trust: with dual-role leaders, 64; with peer
feedback, 71, 85, 112; with survey
feedback, 106

Twelve-minute briefing, 79

U
Underperformance: coaching for,

115–117; facilitative versus directive
approach to, 55, 58; peer feedback
process for, 110–112, 115, 116; survey
feedback process for, 105–106

Understanding, being, 48
Unobtrusiveness, 48
Upper management: getting support from,

29, 30, 65–66; as project sponsor, 60;
resistance of, to facilitative leadership,
63, 66; town hall briefing with, 79–80,
95; twelve-minute briefing for, 79; in
workout, 83

Upward feedback, 30, 43; receptivity to,
49

V
Videoconferencing, 5
Visioning: facilitative versus directive
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approach to, 37; Future Quest for,
80–81; in planning sessions, 75;
process of, 99–101; team building and,
102

W
Weakness, perception of, 24, 50
Work: meeting effectiveness and, 73;

technological change and, 5; transfor-
mation of, 2–3, 5, 66–67

Work management tools, 36

Work scheduling, facilitative versus direc-
tive approach to, 54

Work structuring tools, 38
Workforce: creating and maintaining an

engaged, 37–38; trends in, 4–6. See
also Employees; Knowledge workers;
Team members

Workout sessions, 83
Workplace: features of facilitative,

135–136; leadership changes and, 6–7,
10–11; trends in, 1–6
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