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Who is the conference for?

The conference has been designed for people who want to improve their understanding of
their roles, their personal authority and their responsibility in roles in order to manage them
accordingly.

Executives, Managing Directors, Managers
Co-Workers of enterprises and organizations
Project Managers

Organisational Development Consultants
Personnel/ Human Resource Managers and HR-Staff
Coaches, Consultants and Counselors

Students in advanced stages of their study

Primary Task

The conference is designed as a temporary learning organisation. The primary task of the
conference, to which staff will work to provide opportunities, is to experience, explore and
learn from development and management of roles and systems, to experience leadership,
authority, self-management in roles, diversity and psychodynamic processes in organizations.

This goal can be reached by allowing oneself and others to experience the conference, to
communicate these experiences and to examine their meaning in order to learn from it.

Background

Organisations can be seen as dynamic systems, which are under the continuous influence of
their environment. The changes that enterprises and organisations are exposed to are dra-
matic and often vital to their existence. In these times of change managers and coworkers
are continually confronted with new questions and challenges in a situation where they are
often already overtaxed.

In this changing environment people need to develop new competencies in order to master
the complexity and to be able to manage and support changes in a goal oriented way. This
conference gives members ample opportunity to reflect on and to develop both their per-
sonal authority and their social authority. Also different forms of leadership can be tried out
and worked with in order to learn.

This conference is a social institution and therefore a very dynamic and complex event.

The conference develops its own dynamic system and processes, which can be then be ex-
amined. As members take on different roles, they can try them out, experience them and
reflect on that experience. For example, you can take up a leadership role and feel its dy-
namics; you can experience what it means to belong to one system or to another; you can
experience the unconscious processes in the one system and between the different systems.

For persons taking over managerial roles in the future or who have already taken them this
conference offers opportunities for further personal development and training.
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This conference is different from more conventional leadership trainings and offers helpful
learning and development opportunities within the extremely important field of social and
systemic competencies.

By taking up roles, you can try out your authority and leadership abilities as member. Proc-
esses of power and authority can be observed and managed. Here also the question about
one's own authority and the struggle with power arises. The dynamics of taking up formal
and informal roles and observing that process represent further learning opportunities.

Each institution or person can be understood as a social system. As such each has bounda-
ries that define what is within the system, what is without, and what is outside in the envi-
ronment. The management of boundaries regarding role, task, time and territory is of crucial
importance.

Handling differences and diversity is an important aspect. Differences based on the affiliation
to different generations, gender, professions, nationalities and cultures.

Such differences are becoming increasingly important in our world marked by international
mergers of companies and globalisation, the increasing internationalisation of the economy.

In different systems and settings during this conference you will have the opportunity and
the possibility of experiencing, examining and of understanding processes of integration and
of splitting.

Learning concept and method

The conference is designed as and can be understood to be a temporary organisation sys-
tem, which has learning as its primary task. This design enables and supports experiential
and experimental learning.

During the conference the members will belong to several systems and subsystems of differ-
ent size. Different systems and events will be formed: Plenaries, Small Systems, Large Sys-
tem, Review and Application Groups and the System Event.

Each system will pursue a distinct primary task. In the different events members will have the
opportunity to concentrate on the respective primary tasks, to take up an appropriate role
and to discover and experience the authority in this role.

The focus of learning in our conference is on the following aspects:
e Leadership, power, authority and delegation

e Psychodynamic processes in organisations

e Self management in role

e Relatedness and relationships

e How systems connect to and interact with each other

e Diversity and integration

e Boundaries and open systems in organisations

e Unconscious phenomena in organisations
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e Change dynamics and innovation processes

Members learn primarily through experience and reflection on their experience during the
conference. The prerequisite is a real desire to learn from participation in the Conference ex-
perience.

Structure of the conferences an overall system

Plenary (P)

A plenary will take place at the beginning and the conclusion of the conference.

In these two plenaries all members and staff take part.

The Opening Plenary serves to introduce the conference, e.g. presenting Staff, becoming ac-
quainted with each other and organisational or administrative issues. The Opening Plenary
gives the members the possibility of reflecting on the images and expectations, which de-
velop with the entry into the conference as an overall system. The experience of entry into
the organisation and crossing this boundary can be examined.

The Plenary at the end of the conference gives the opportunity to reflect on the end of the
conference and the process of ending. The relationships but not the learning can be termi-
nated in this Plenary.

Small System (Sys)

The Small Systems consist of a small number of members (usually between 8 to 12) and of-
fer the opportunity to reflect on the processes, dynamics and relationships in small systems.
The primary task consists of learning from the experiences, which are made in the face-to-
face work in the Small System. A Consultant is present and available in each Small System.

Large System (LS)

All members together form the Large System.

This offers the possibility to learn from processes, relationships and temporarily formed struc-
tures (e.g. subsystems). Unconscious fantasies, myths and social fictions can be analyzed and
interpreted.

The primary task for the Large System consists of learning about the dynamics in large sys-

tems by experiencing, communicating and analyzing the experiences in the Large System.
Consultants are present and available to the Large System.
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Review Groups (RG)

Review Groups consist of a smaller number of members where each person has the oppor-
tunity of examining experiences and roles he or she has taken up within the conference so
far. One event is designed to link conference experience with the external environment.

If there are sufficient “B-members” (members who have had earlier group-relations experi-
ence) a separate RG will be formed. Each RG will have its own consultant.

Application Groups (AG)

These groups have the same composition as Review Groups working with a consultant. Ex-
periences which have been formed in taking up different roles in different events and differ-
ent system contexts can be reflected on and can be connected to experiences in the own
work situation “back home”.

Systems Event (SE)

All members and staff form together the Systems Event. Members will have the opportunity
to form their own sub-systems with consultancy available to them. The SE consists of all the
self-formed subsystems and the Staff. The SE examines the relationships in the context of
the overall event, between the subsystems of members and between members and Staff.

Staff will work in the roles of management and of consultants.

In the SE members will have the possibility and opportunity

e of experiencing how individuals take up and manage roles in the process of the forma-
tion and development of systems

e of taking up authority and delegation

e to exercise leadership

e to try out different roles and to manage oneself in role.

The SE allows also the examination of that which happens consciously and unconsciously,

when systems enter into relationships with one another. The SE begins and ends with a ple-
nary.
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Time schedule

The conference will start on 4" of May and will end on the 7" of May 2011.

04.05.2011 05.05.2011 06.05.2011 07.05.2011

Sys Sys LS
08:30 — 09:30r 08:30 - 09:30 08:15 -09:15
LS LS PLenary
09:45 - 10:45 09:45 - 10:45 09:30 - 10:30
Opening Plenary SE-P SE AG
14:00-15:00 11:15-12:15 11:15-12:15 10:45 — 11:45
Sys SE SE AG
15:15-16:15 14:30 - 15:30 14:30 - 15:30 12:00 - 13:00
Sys SE SE-P
16:30 -17:30 16:00 - 17:00 16:00 — 17:00r
LS RG RG
17:45 — 18:45 17:15-18:15 17:15-18:15
RG RG
19:45 - 20:45 19:30 - 20:30
P — Plenary RG  —Review Group Sys - Small System
LS — Large System SE — System Event AG - Application Group
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Role of Staff
The staff members work in the conference in different roles. All staff members together
form the management of the conference.

In this role the Staff takes up the responsibility for the establishment and adherence to
boundaries of time and territory of the conference as a whole. The Staff also takes up the
responsibility for the primary task of learning in the conference.

Individual staff members will take up directorial, administrative and advisory roles.

In the role of the consultant staff will offer working hypothesis concerning the occurrences
and the processes “in the here and now"” based on their observations and their own experi-
ences:
e They observe the behavior, and based on their experiences they formulate working
hypotheses concerning the existing social processes
e They help the members with the interpretation of and understanding the situation
and in examining the hypotheses which are made regarding the psychodynamic proc-
esses
e They work with the members on the challenges and problems based on their experi-
ence and roles in their own work and the experience and roles in different parts of
the conference
e They examine what is projected into the management of the conference and onto
the consultant

Members can observe the way staff manage themselves in role in the various events in
which they participate, in order to learn from it.

Conference language

The working language of the conference is English and German. As an opportunity for re-
flection and learning processes other languages or the use of only one of these languages
remain open.
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Place
Dominican Monastery
Rheindorfer Burgweg 39,
53332 Cologne (Bornheim),
Germany.

Member fee

The participation fee is EURO 1450, - for the conference. Accommodation and catering,
telephone and bar bills must be paid directly to the hotel. (For information please contact
Mrs. Doris Huth). On request a limited number of scholarships are available. If several mem-
bers are from the same organisation a reduced fee applies. (For information please contact
Mrs. Doris Huth). For advanced students a few places with a reduced participation fee are
available. (For information please contact Mrs. Doris Huth). Members will receive a participa-
tion certificate at the end of the conference.

Information/Organisation
oezpa GmbH
Doris Huth

Schloss Buschfeld

D-50374 Erftstadt
Tel.:  +49 2235 929400
Fax: +49 2235 929409
E-Mail: d.huth@oezpa.de

www.oezpa.de
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