Process Consultation Check List

A list to insure everyone is aware of goals and responsibilities in PC
	1. Initial Contact
	

	a. Client indicates perception of a problem
	

	i. not being solved by normal organizational procedures or
	(

	ii. sees a lack that cannot be filled by present organizational resources.
	(

	2. Discuss this further at an exploratory meeting
	

	a. Criteria for who should be at the meeting – Someone who:
	

	i. is high enough in the organization to be able to influence others
	(

	ii. is in tune with the idea of bring a consultant to work on organizational problems
	(

	iii. perceives a specific set of problems or symptoms that require attention
	(

	iv. is familiar with behavioral science and health promotion/education consultants
	(

	v. is familiar with the general notion that the client must remain active in the consultation process
	(

	b. Purpose of the meeting is to:
	

	i. determine more precisely what the problem is.
	(

	ii. assess whether the PC’s involvement is likely to be of any help
	(

	iii. assess whether the problem will be of interest to me
	(

	iv. formulate next action steps 2 and 3 are positive
	(

	3. Defining the Relationship and Psychological Contract
	

	a. Exploratory questions
	

	i. to sharpen and highlight aspects of the presented problems
	(

	ii. to test how open and frank the contact client is willing to be
	(

	1. look for hedging, unwillingness to be critical of own organization, confusion about his/her motives 
	(

	2. confusion about my potential role as a consultant (intervener in organizational processes)
	(

	b. Psychological Contract
	

	i. Formal Aspects
	

	1. time and fees: number of days/months for set fee per-hour
	(

	2. general services to be performed
	(

	3. form and amount of payment
	(

	4. no retainer or predetermined contract size, no promise of a continuing relationship (freedom to terminate – assures actual value obtained
	(

	
	

	
	

	
	

	ii. Informal Aspects
	

	1. Client’s implicit and sometimes explicit expectations of what he/she will:
	

	a. give to the relationship
	(

	b. gain from the relationship
	(

	c. PC is not functioning solely as an expert resource on the problem but will try to help the client solve problems by providing alternatives and think through the consequences of different alternatives.
	(

	d. when PC is observing in meetings PC will not be very active, but will comment on what is happening or give feedback that will help the group accomplish its task(s)
	(

	2. PC’s expectations
	

	a.  willingness to diagnose and explore problem issues (really take the time to find out what is really going on)
	(

	b. support in my process orientation and have organization member be committed to the process of sharing ownership of diagnostic and other interventions
	(

	c. the client is not just the contact person or person of highest rank but the entire organization (company, university)
	(

	4. Selecting a Setting
	

	a. Choice of what and when to observe worked out collaboratively
	(

	b. Near the top of the organization or client system as possible
	(

	c. Easy to observe problem-solving, interpersonal, and group processes
	(

	d. Real work is going on
	(

	5. Selecting a Method of Work - congruent with underlying values of PC in which PC does not have pat answers or standard “expert” solutions
	

	a. Interview to establish relationships
	

	i. Individual
	(

	ii. Group
	(

	6. Diagnostic Interventions
	

	a. Data Gathering (an intervention)
	

	i. Direct observation
	(

	ii. Individual and group interviewing
	(

	iii. Questionnaires and survey instruments
	(

	b. Confrontive Interventions: Agenda Management
	

	i. Direct attention to process issues
	(

	ii. Process-analysis periods
	(

	iii. Meetings devoted to process issues
	(

	iv. Conceptual inputs on process-related topics
	(

	
	

	c. Coaching or Counseling of Individuals and Groups
	(

	d. Structural Suggestions – how work should be allocated, committees should be organized or how communication patterns should be changed (“expert” consultation)
	

	i. Group membership
	(

	ii. Communication or interaction patterns
	(

	iii. Allocation of work, assignment of responsibility, lines of authority
	(

	7. Evaluation of Results – the big picture, outcomes to look for – improved organizational performance
	

	a. Short-Term
	

	i. Value changes – more balanced concern for human issues along with task issues
	

	1. Task vs. Interpersonal concerns
	(

	2. Content vs. Process Focus
	(

	3. Short-run Output vs. Long-Range Effectiveness
	(

	4. Instant solutions vs. perpetual rediagnosis
	(

	ii. Interpersonal process skills
	

	1. Ability to work on own problems in the areas of
	

	a. task
	(

	b. interpersonal
	(

	c. group
	(

	d. organizational
	(

	2. Best Indicators
	

	a. willingness of groups to tackle process analysis or agenda-review periods on own
	(

	b. assign an observer role to a member
	(

	c. finding key group events
	(

	d. sharing feelings
	(

	e. reviewing group action
	(

	b. Long-Term
	

	i. Increased productivity, retention, sales, profits, academic performance
	(

	8. Disengagement
	

	a. Joint decisions
	(

	b. Involvement is not necessarily zero
	(

	c. Reinvolvement is always possible
	(
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