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The American buffalo gather in a herd and are solely
dependent upon one leader. Wherever the leader goes,
the herd will follow. Without the leader’s instrustions and

directions, they cannot function either as a group or
individually. The herd’s entire destiny and s is
determined by one.

Geese, on the other hand, not only Vscinaﬁng,
high precision formation, but every si ird within the
group knows exactly where they ed and is ready A
to take over the leadership posi y given moment.
Based on these metaphors, Jim 0 and Ralph
Stayer, authors of the book Flight of the Buffalo: Soa V
some startling insight idence with narratop@o
Siedor as to what po; 'h|n
an organization w apagers make the commitment
to empower and i r& i i
process.
A corVISIO
org ation.

OBJECTI Sz

Viewers wi

¢ Unders at today’s competitive advantage lies in
the al 1dp the capacities of all people within an
or , not just a few in leadership positions

. er the different and important changes a leader
mu ake in his/her own behavior in order for
employees to take the lead

» Examine the dramatic results organizations have
obtained by involving all employees in the leadership
and decision-making process

« Analyze the ways in which an organization can
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empower its employees and motivate them to make
good decisions

* Embrace the importance of letting problem-solving take
place at the level where the solution is needeg S

* Realize the advantages of making the customer,

instead of management, the center of th anization
* Understand why it is important that everyigi
employee have a personal line-of-si ction with
the customer
* Learn the importance of not only g customer
satisfaction but finding out what help&a customer V
succeed é
SYNOPSIS Q
Jim Belasco and er not only believe lo
can fly, they have a Fx iped make it h .
As authors of %k, Flight of the B aring
to Excellence, I to Let Employe, they
have eagerly ted many organiz in replacing

stifling “or c g from the top- Lfanagement
styles wi iting and inspirin % chto
leader, ich has virtually I kinds of American
com and government cies’right off the
ground. ording to these essful business
s and consultants, redit for these impressive
achieved by co ho find their profits
ing skyward— traight to the employees.
Q Many organizatic@e discovering that when
mployees are allowe lead, some pretty amazing
or example, employees at the Furon
ilion manufacturer of polymer seals,
Y , learned firsthand just how satisfying
itcan b an active part in shaping their own
iny. These empowered employees,
g all aspects of their organization—-from
machiniststo first-line supervisors—presented their
product to their largest customer. Not only was it a
different approach to have the customer meet directly

with the people who actually made the product, but even
more interesting was the fact that the boss, the plant
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manager, wasn’t even present at the meeting. Not that
the absence of the manager seemed to bother the
customer. Furon employees were awarded the,contract,
and the order was increased by $500,000.

Jim Belasco and Ralph Stayer share the hat .
the critical difference in today’s companigs rests in the
“intellectual capital” found in the peopl Vke-up the
entire organization. According to Dr. . ‘the
organizations that will survive and ely thrive are
the ones that can tap into the ca| of all the
employees, not just those few in

these valuabl
in the real business the organization
Successful compani st of employees wi
only feel as thou s matter, but t
significant, tooﬁw nt to know that t

and taken into

in the process at the

opinions are fic

day-to-day ions. In order for pany to

success nce employee sformation is
ust begin their s&)

tradi . In order for an ization to change, the

IeaQés to change. Lea@ be willing to shed

old mafagement habits a employees to
@ rticipate in the lead cess. In order to include
nployees in the co ecision-making process,

anagers need to;
» Stop answe questions and start asking them
Q * Stop making isions for people and let them
[ 0

employees are asked to stretch and
fully function at their jobs and begin to
al’and meaningful role in the strategic plan for
the ¢ any’s future. Because people, like buffalo,
observeauthors Belasco and Stayer, will follow as long
as someone insists on leading. Unfortunately, along with
such an aimless “tag-along” position, people don’t bother
to put forth their best work or show off their inherent
creativity. Much of that spirited productivity and creative
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energy is trampled by the herd and never seen by either

the company or the company’s customers. By letting
employees lead, an organization will not only haye the
opportunity to realize its own highest goals, but &an
satisfaction along with a real sense of pridg and
accomplishment. y
Companies who have asked empl ad have

sier and
more innovative when people are j n the
process. They have quickly found V
faced with the challen ding nose-to-tail
inspection and repair, ligof a U.S. Navy airc
squadron in 60 day. the normal repaifiturnaround
time of four to fi% , letting those o b be

help individuals reach and enjoy new levels

found that problem-solving is conside

actually do the job are the one§who know the best wa
to get the job done right. Wi employees of th
North Island Naval Depot iego found the
involved in the pr

leaders, flig foremen, producti llers and
others i nvolved in the r x edure, they
not onlygwere able to meet whatfirshseemed like an

impo ﬁ' e deadline, but the nstead of an order
being haRded down from or{hi eople who actually
@ow to make it ha included in the
S.
he notion that t er must know everything

Qd respond perso 0 every question and problem
Q n't relevant in today Skerganization. Not only can

employees so e problems at hand faster and easier,
but once ask included in the process, they are
proud to ide their organization with the best
solutio

Cri e effectiveness of learning to let
empl s lead is for managers to understand that

simply turhing over all the decision-making
responsibilities to employees is not the complete answer.
An owner of a retail shopping square who proclaimed his
employees to be empowered and told them they were in
charge of everything, not only missed taking the most




important step in the process, but threw his company into
a complete state of chaos. He failed to provide his

employees with the proper motivation to make good,
responsible decisions. Instead of seeing theA

personal responsibility to their customers, th rt-
sightedly used their newly-acquired freeva means
i

responsibility, the owner “abdicated”
Jim Belasco stresses, “The only

i in. ry single perso
in the organization needs to have line of sight to a
customer.”

to avoid responsibility. Instead of “dele
ility. As
can ever A
successfully run a business is if nage that
Those at Owens &

bringing their empl e-to-face with some
real customer ically the patients at
Medical Cente e their employee

aware of bo d and urgency ing their
products t user. After touri spital,
employ admitted they ngly affected

by seei ient in a bed, pa children in
|nt e who were gre. endent on the

Clark about the h e pulls from the stacks
ens & Minor’ s e located 20 miles away
m the hospital. % rt'thinking about the patients and |
hlnk they need t supplies so | just do the best that |
can and pull asyfast ['possibly can.” Not only did the
personal cophegtion between employee and customer

increase and improve quality by 50% within Owens
& Minor nization but it enhanced the Medical
Centep’ of doing business as well. Because the

Minor's employees became aware of the
MedicalCenter's on-site needs, they were able to serve
as both the distributor and in-house supply manager,
replacing 300 vendors and saving the hospital three
million dollars a year.

Successfully-run companies know that the most
critical connection made in an organization must occur




between their employees and their customers. Rather
than the head buffalo being the center of the
organization, the customer must be. The head buffalo

must stop being head buffalo and learn to let otHers lead.
Once this occurs, not only do valued employ d true

meaning in their work but the organizations they a a
part of find themselves propelled to new ws

growth and excellence. Emerging as ese from
a clumsy herd of buffalo, they discove ey really
can fly.




BEFORE VIEWING

Starting points—
Designed to discuss context, for managers ahd
supervisors:

1. How often do you seek input from the,people you
manage? When an individual offer Wbr a
suggestion to you, what do you
information?

2. In what manner do you let employees’know the part

they play in reaching the goal§,of your organization
3. When undertaking a spedific task, in what ways d
you help motivate the rs of your departr%

to work as a proble ing'team?

4. When there is a mdjog challenge facing you
organization, w egponsible for solving

5. What do you & urage those in your
depaﬂmen’&a personal intere ir job
responsibiiti

6. What ki feedback, if any, d loyees of your

garding the pr oigServices your

com
cu y?
7.@ y of your employges‘have actual contact

our customers?

8. Camyyou and the othe loyees in your

department name t eds of your customers?
ow much do yo out your customers’

businesses? H do you discuss the needs of
your customeq

9. In department megtings, how much time do you
devote t ing to employees and how much time
do you | tening?




AFTER VIEWING

Questions to help explore key concepts addressed in
the program:
1. What is the first critical step an organiz ust
take in order to make a change in the leadership

process?

. According to the authors, what impo ement of
an organization provides the co advantage
for survival and growth?

In what specific ways can a |g @ hange his or heV

own behavior? When thege chafges occur, in wh
ways will it impact the r,
4. What are some of th

N
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by an organization ployees lead? r
some of the pers efits individual em§ S
will receive w re part of this pr /

5. In an organiza ere employees een

taughtto | is the central fi
organiz
6. What of the immediat
allo ems to be solv evel in which
th ¢ What are somg o ng-term results

ms?
izations discussed in the

ing’employees soly,
7. d on the various

successful in ni€eting and beating the challenging
deadline placed Before them?

8. In what wa an a leader motivate employees to
make go " geisions? Why did the owner of the
retail escribed in the program fail to

emp @ .

9. Why i 6 important that feedback from the
mer (or end user) reach each employee of a
col ny? What made the employees of Owens &

Minor begin to feel personally responsible for their
customer?




10. What does the term “taking ownership” mean when
referring to the vested interest felt by an employee
when he or she deals directly with a customer?
What positive results were achieved at the Furon
Company when their employees took ownefship?

11. Why is a customer more successful at ivating an
uninspired employee than an employer who takes
on the same task?

12. In the program, what important poin
organization’s focus was made i
railroad business not realizin
of transportation ?

13. In addition to a better product,
employees who lead prayi
What did the employ,

for the UCLA Medicl

ing an
ce to the
the business

ens & Minor pr
r? é

A

t else do V
for their customer%



COUNTERPOINT

Questions offering viewers the chance to discuss their
different perspectives on the philosophy of lettin
employees lead:
1. In your opinion, how effective is your ow nt
management style? Does it have any similarities to
the style discussed in this program?, V
2. How do you think employees in y,
department or organization wo
style of leadership involving t
think it would take to get the
3. Initially, do you see any p@ssib

m how “to fly?”
stacles to suc

program being implem in your organizatioj
What could you do t r organization
overcome them?

4. Are there any ty, igdividuals in your co

—

d to a new
long do you

AV

. that you think reluctant to maké&changes in
their Ieaderﬁ ? If so, why?
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'MANAGERIAL SKILL BUILDING

For.advanced audiences. These activities may be used
to conduct small group/workshop sessions or as take-
home assignments:

1. Inlight of the information presented in ram,
can you think of what present problems your
organization faces and how they mij olved by
employees rather than manage :

2. As a supervisor, can you thin s in which
letting employees lead migh your
expectations about your ow ow might it
change your company’s ectations of you? V
3. Under your company’
how much personal i
you take in their
take in your ow,
4. In what speci ight a personal
between e%e and key custom

urrent relationshi

your co
custol Inywhat ways coul company'’s
empq p solve your c\ problems?
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