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OBJECTIVES AND OUTCOMES

To create environments that attract and retain the best
aerospace talent:

—in a way that people feel engaged and willing to
give discretionary effort

— so that the institution functions as a “learned-out”
organization.

What we want to create
How we want to create it

Adapting to cultural variation

R

Personality counts
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May 19, 2011 By Bradley Perrett

The Australian Transport Safety Bureau (ATSB) confirmed Wednesday that a
lll“ ““"J poorly made oil feed pipe initiated the uncontained failure of a Rolls-Royce
= __.-" Trent 900 engine on Qantas Airbus A380 on Nov. 4. No one was injured in
& the incident, which occurred shortly after takeoff from Singapore, but the
e aircraft suffered systems and fuselage damage as a result of the uncontained
failure. The aircraft (VH-0QA) remains in Singapore awaiting repair.

The Trent 900 failed about three minutes after departure from Changi,
raining parts on the Indonesian island Batam. No one was hurt.

“The investigation has found that the intermediate pressure (IP) turbine
~ disc failed as a result of an overspeed condition, liberating sections of the IP
- turbine disc that then penetrated the engine case and wing structure,” says
the ATSB report. “The disc failure was initiated by a manufacturing defect
in an oil feed pipe that resulted in a wall thickness reduction in an area that
Is machined to receive a coarse filter.”

That section of the oil feed pipe sustained a fatigue crack during engine
operations that led to an internal engine oil fire that weakened the IP
turbine disc. In turn, a circumferential fracture was induced around the
disc, allowing it to separate from the IP turbine shaft. The unrestrained disc
accelerated to critical burst speed. This led to the No 2 engine failure and
subsequent significant penetration damage to the airframe structure and
systems.”

While the feed pipe still is understood to have initiated the engine failure,
the bureau has refined its understanding how the pipe broke. The fatigue
cracking is now believed to have occurred in a different part of its
circumference, but the key issue remains misaligned counter boring that
resulted in part of its wall being less than the stipulated minimum of 0.5
mm.
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TurkishAir #1951

“Oops!”
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Levels of Thought



Wu Qidi, China's previous vice minister of education:
Nurturing more “creative thinking and entrepreneurship
are the exact issues we are putting attention to today.”
China has lagged behind many Western nations In
these areas, but it is taking planned steps to deliver
learning to change the situation. “Before you create
anything new you need to understand what is already
there. Once you have this foundation, being creative
can be trainable. China is building that foundation.”



Waorkforce Health Audit date

The Dignity and Respect Check-up Sheet
+

1.

b

SEmm

12,
13
14.
15
16

13
19
20,

21
22

23
24,

2

Lh

28,

29,

30.

The postion I hold is vahied and
apprecisted

T am mehided in decisions

T am allowed tobe planfiyl about
future svents and not fust wactive
Someone asks for noy opiion

I am given constructive and
thogghifial feedback

Others listen to me

Pecple tharlk me

My irtegrity is affirmed

My irput is sought and vahied

. Others bank me up
. There is concrete evidence that my

input was followed

T am trusted

My work is appreciated

I am rewarded

I call ameeting and peaple show-up
I am mvited to be a part of a special
team

. Pecple pay attertion to me whenI

speak

1 am given mow responsibility

I hear an affivming tore of voice

I recedre public recognition in fiont
of customers and peers

T am given the whole sory

T am trusted to deliver on mar
conmitments

When others respond to my requests
T am asked fior advice and help

. Pecple feel corfidert inme
28,
27

When [ amnot fed B.5. everpday
When I feelI have something to
offer

I am treated with a mininom of
politeress

When “who I am” is more
impontant than “what I am”
Peaple feel confidert inme

31,

32
33.

34,

33

36,

37.

38,

39,

40.

41.

42,

43,

44,
45,

48,
47.

43,
43,

50,
51,

52.
53.
54.
55.

I feel safe encugh to admit I am
wrong

When [ get postive feedhack
When I am baought fto confidence
and “iside the cicle™

T am able to make vy point withoat
infermption

I am mchuded in making the
decision

When [ arm given choice vs. being
4old

When [ am given eye contact

Nat inmltig my ivtellizence; net
painting a positire pitare when it is
negative

When you takeths time to arge
with me

When work responsibilities ave
fulfilled in muy shsence

When it is assumed that Tam
competent, professional and
conmmitted

When saperiors ask for ny opidon
When [ am not publicly talen-to-
task

I can effect change

I am given the freedomto manage
wy wodk

T am given the reason for decisions
When status differentials ave not
arcentuated

When ruy feelings ave validated
When personal fartoids arve
remenberd

When people don’t zo aound me
When I axm not the dompmg ground
forother’s fustrations

I am notundermined

Recognizs [ exist

Help mewhen I get stuck

T am knoam by noy name

Attribute Description | Rating 5

Communication Matice boards, natification of wisitors, agendas paosted, metrics posted, photos, names wisible, meeting areas, informed people,
open ard honest corversations

Tirne keeping Purctuality, disciplined start snd stop times, disciplined equipment start-up and shut-down times, adequate and proper time
keeping systerns, audit trail of plant entries and exits

Tirne managerent Crrtime corractive action reports, orrtime projacts, low salary OT, punctuality

Direction Scheddles visible, planning charts, budgats known, vitible production mestings, pricrities undarstood, commitmants met

Goals Gaals visible, logically set, understood by peaple

GQualityReject issues | Low scrap, rework, low warranty, mo escapes, no cribs

Absentesism Less than 2%, sick days urused

Acidents fsafety Safety audits in use with continually improwing scores, safety metrics posted and improving

Housekeeping -5 in use with conltinually imprawig scores, pleasant work erircoment, idy exterior

iorkforce attrition Voluntary attrition rate arourd 2% annually . Jesrned-cut organization with Fresh insights coming in, no involuntary layoffs

Costs Meeting goals, improving trends, people getting raises, improving ROIC, displayed, ‘operrbodk management” approach with
employees

Personal grievances Cornmon thernes understood, tradeed for significance, surveys taken, upward assessments

Training & education | = 40hrsjperson deliverad, edacational assistance program with 2056 participation rate, skils matrix posted, low OT in critical skills
areas, processes not individual dependant

Rumoring Personal drama, low coverage & Plant closing, wide-spread coverage &

Job satisfaction Spirit and will, smiles, body language, peaple saying “hi,” music, people engaged, wilingness ta do more than job scope, wiling to
give discretionary effort, ability to surge

Suggestions Ideas are shared, openness in discussing problems for impravernent, team problem salvirg, “tool-box” mestings, people taking

action ikems with ability to implern ent

\ehicles in parking It | Mo cil pools on paverent, newer vehiles, clean vehicles, se ssonal sporting equipment (pecple Feeling that job s stable and pride)

Managemant burnower | Business unit manager and abova in place For 60 monthe minimurn, warkForce has tence of stability in management and direction,
loyalty bo company, excited about product

Support staff attrition | Seasoned engineers, supervisors, production contral peaple wha can pravide solutions

Business name Stability in name, recognized by commmunity, koo exists, positive association

People Pride in sppeararce, good attire, positive parsonal hygiene habits, working, imvahved in extraurricular activities, pictures displayed,
wtke fife balanced, upbeat attitude, approachable, attentive to the work, self-initiated, have needed tools and resources

Personal gpportunities | Growth cpportunities exist and are avalable, known progression system, freedom to grow

Equipment availability | TPM program in use, equipment running, clean, capacity matches work rgmts., tools & equipment not stolen

Dlant layoLt Logical, understandable, "no-hunt” signage, line-of-sight, feus bamiers, “management by eye”
Management style Yalling rat taler sted, sxplanations readily given, willing to listen, "Leadar’s Window” in use, cares about the werkForce by baing
attentive to issues, atbempts are made to accommodate emploves needs, unilateral actions are infrequent, Fairness in policy use
Petformance mgmt. Systern in place and used, expectations krown, perf. Standards known, people dismissed for poor performance
Palicy administr ation Time & attendance, OT distribution, vacations, make-up time, Rex-time, pramotion are consistently administered
‘ufork. instructions Buiailable, clear, cormplete, success oriented, visual, current
Sum o ratings +28= (5 is the goal)

ngaged employees are
the
roduct of healthy work
environments



Q12 : Gallup's 12 questions

Do you know what is expected of you at work?

Do you have the materials and equipment you need to do your work

right?

3. At work, do you have the opportunity to do what you do best every
day?

4 In the last seven days, have you received recognition or praise for

doing good work?

5. Does your supervisor, or someone at work, seem to care about you as

a person?

6. Is there someone at work who encourages your development?

7. At work, do your opinions seem to count?

8. Does the mission/purpose of your company make you feel your job is

important?

9. Are your associates (fellow employees) committed to doing quality

work?

10. Do you have a best friend at work?

11. In the last six months, has someone at work talked to you about

your progress?

12. In the last year, have you had opportunities at work to learn and

grow?

N =
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Location

0 Immediate focus O# Employees  ® 2005 Spot Surey = 2004 Suney

EXAMINING SURVEY RESULTS

Pratt & Whitney
P095 NOV 2006




Check Your Understanding

1.What Busting and Building behaviors do you see in your organization?

BUSTING BEHAVIORS BUILDING BEHAVIORS

1. 1.
2. 2.

3. 3.

- 14
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LACK OF REWARDS LACK OF COMMUNICATION

WHAT BREAKS THE SPIRIT AND WILL OF SUPERVISOR

Pratt & Whitney
P095 NOV 2006
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What Breaks the Spirit and Will of a Supervisor

Lack of Delegation/Empowerment

Not enough resources to address the requirements
Buck does not stop with the supervisor

Indecision

Being accountable but not in control

Choosing which category of chewing/reaming to absorb
(production vs. OT)

Micromanagement
Managers interfering
Over-criticizing
Reversing decisions
Not being trusted
Undermining

Lack of Reward

No appreciation of “work™ performed, can’t recognize
value of our work

Focus on failures, not achievements
Successes go recognized
Mistakes more visible than successes

Lack of Leadership

No support from upper management
No follow-through on promises
Getting beat up

Being accused

No backup on decisions

Being dumped on

Being made the scapegoat

No one caring

Lack of Communication

Having unilateral, unreasonable goals set without input
Not asked to provide input. Kicking bull.

Ignorance on suggestions, comments, ideas brought
forward

Not being listened to
Managers not being open, honest, and upfront
Differing standards

Managers driving process changes when they are not the
ones doing the work



Also Consider:

I am willful around . . .

Doing what it takes to stay employed in this company
Considering an opportunity outside this company

Creating an opportunity outside this company

Making it to my pension date

Meeting my financial targets through this company

Pushing organizational bounds to enable business improvements

< << <<<

2 Z2 Z2 Z2 Z2 Z2
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LACK OF EMPOWERMENT
LACK OF REWARDS
LACK OF LEADERSHIP
LACK OF COMMUNICATION

Pratt & Whitney
P095 NOV 2006

From Company’s Perspective

SPIRIT

WILL

SPIRIT AND WILL O METER

-20



12 Attributes of an Effective Supervisor

1.

Treats everyone fairly and consistently.

2. Is the link between management and employees.
3.
4. Understands the troubled employee without losing

Sets realistic goals and keeps morale high.

objectivity.

States work expectations and policies clearly and
directly.

Routinely observes and documents good and poor
performance.

7. Knows how to keep work flowing smoothly.
8. Gives feedback on performance according to

10. Avoids diagnosing a personal or

established standards.

Doesn’t delay in talking to an employee about
poor performance.

medical
problem.

11. Offers direction in improving poor performance.
12. Knows when to turn to other sources of support.

Barriers to Being a Good Supervisor
1. Inflexible in dealing with the unexpected.

2. Lacking a clear message to deliver to the
people.

Playing favorites and treating people unequally.
Discomfort with confrontation.

Weak “people” skills.

Perfectionism.

Insufficient training or orientation.

Insecurity about one’s level of authority.

Need to “save face.”

© o N o g bW



LEADS

EMPOWERS « KEEPS WORK FLOWING

« UNDERSTANDS WITH OBJECTIVITY
« DOCUMENTS PERFORMANCE

« AVOIDS DIAGNOSING

« KNOWS WHEN TO GET SUPPORT

SETS REALISTIC GOALS
OFFERS DIRECTION ON IMPROVEMENT

COMMUNICATES

REWARDS . LINKS MANAGEMENT AND EMPLOYEES
. GIVES CLEAR AND DIRECT
GIVES FAIR AND CONSISTENT EXPECTATIONS
TREATMENT . GIVES PERFORMANCE FEEDBACK

e OFFERS TIMELY FEEDBACK

AN EFFECTIVE SUPERVISOR

Pratt & Whitney
P095 NOV 2006
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Causes of Unhealthy Workforces
» Unfairness and favoritism
Inconsistent policy administration
Poor communication

Poor supervision
Uncaring management

POSSIBLE RESULTS OF AN UNHEALTHY WORKFORCE

Pratt & Whitney
P095 NOV 2006
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Consistency Is Key

Below is a
consistency
management.

Policy

Procedures

Precedent

reference tool
across all

for

creating

members of

XIAN LI
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Where would you put
“failed drug test”?

BEHAVIOR ZONES

Consequences « > Rewards
.
|
u
u
Friendly =
: = Mentorin
Advice 1 J
u
|
-4s -3s -1s - +1s +3s +4s
. 34% 2%
u
|
: Progressive = . Positi
Action DisgcipHne P.LP. - rPeOcst;:;]Vr(neendation Dinner
u °
Zone (IPerformanC(ta * Poor . for 2
mprovemen recommendation ®=e Developing
Plan) " .
m positive * Development
* No champion = character assignments
* Termination ) * Unit leader . . . . .
- Suspensions |Final | 1st | Verbal & peer » Developing = * Developing * Discretionary
wlo pay managed negative charactery champions time * Cash awards [+ Promos

) Building a Track Record;
" HR Guided HR Guided

v

Pratt & Whitney 3-26
P095 NOV 2006
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Listening:

How | choose

©

&
n 3 , ~
ter aclt W‘t“ I‘I_g\(;?/l VTh thoughts, identifying, validating
° em ging their feelings and Valued
Receiving all enfotions behing the situation. Cared for
signals t sounds to me Yke you feel... ” Bond
Problem solving: Trust & commitment
Level IV Expressing opinions,
: Active thoughts, paraphrasing Respected
connecting and summarizing. Using 7
Problem-solving tools. Personal
Level Il Small-talk: Ack led bject -
mall-talk: Acknowledge a subjec

Casual and chat about it. Since | am mildly Norming

Interpersonal interested in you or the subject | stay

950%-50% engaged in hearing what you say.

Conscious
Level Il _ _ _
. Data exchange: verbal facts & figures, instructions.
Selective o . . ;
| take-in information which | perceive as relevant. | probe and
clarify that which is of interest to me. Inside my head | am busy
formulating my response Response Mode
Level_ I _ De-valued
Dismissive | acknowledge your presence or existence through a greeting, head-nod, grunt, Why care
100% Me eye contact or hand-shake. | am discounting what you say, planning my weekend or
generally, could care less about what you have to say or your opinion.
Baseline
Default

| am ignoring you... no listening going on here.

Y
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hr, INC. PORTFOLIO SERVICES

> PEOPLE MANAGEMENT SYSTEMS AND SERVICES

RELATING

International
&
Immigration_

Public

STAFFING

@ Resizing
*RIF

o Agencies
Building Healthy

Workforce Relations

PAYROLL, Industrial Relations
N S o TAXES, ADMIN
Self-Initiated Institution-Initiated « Transfer
» UTC scholar * IDP \ » Absences
* Rotation programs « 360 feedback « Part / full time
» Mentoring * Hi-pot HRIS .
« Ee data Supv. changes PLANNING
. * Promotion
Asses;mg * Demotion
Potential Salary Competency

REWARDING

Assessing Behavior Headcount /[ Skill

+360 feedback Compensation < Recognition
Measuring Performance » Merit distribution :ézglrguatlon Succession & Leadership
Perf. Feedback Tool (PFT)  * Merit pool « Service
« Executive . Special INSTITUTIONAL HR INITIATIVES

* Variable plans « Stock options

Benefits
* FLOA * Open enroll Diversity
* LOA * Death Dist. Legal
. Rgtire__ . Tgrms EEO/AAP Family Life Interpretations
* Disability * Life-status
« Transfer/rehire * Savings plan
* New hire * COBRA

HR Responsibilities

Pratt & Whitney The work of hr is key for setting the stage for healthy 3.29
P095 NOV 2006 Workforces.



Key Flow: Buildng Healthoy Warkforce Relations

Core Purpose:

T aeake produciue vk enuronm enks

frem Wy et DUl eueryore's spid | and will

S0 bt work |2 accomplired In ke mees | eremgyetidenl marrer.

Core Process:
Brirging b cumenl s Bk oTworkdaree relalons Irdine wi b hea by workionce belles (7).

Products:

1. Openness ordlaogue

2. Tnaing mlalorships

3. Gusl T wark Bnuronm enl

4. Pumpozeddre:ss o accomplizhing wok

Key Beliefs:

1. Peogle cncaeake heal by 2rd ronmenks .

2. The wry way Inwhich ve aeake Tea by enuronmenk" mes | model be alidbules o
A Tea hy enuronmenl.” (Mol TP foQoing Wit Coriinoe ortll rome g mees.)

3. Meragemenl el e lone ¥ hea hy wondng relalonships .

T T . E
Eraeir ks o bd D crtak ar '
e el | S, | e
reliked Akl abialby | Lo ke ol
s ol - wpan erbplics Kook Bl
LUl ] L] bk R o
= CHire P - dme woretd|
B PTTR T T
= Dbe=rabe e
ol - d growpd
= chlacchan
- opHeIpE
E]
DR b b
Dk lkr W rudE a1 Widbn sk W
Wl g [T
Probb

= ary Bt == 0 Huslthy Wi e
1. inchow s ishdiomo yisid bellm pe'omonce hon o.cuoss il dom.
Z. Empioyem howe 3 voc e whch wil svaniumlly ind 3 «dmpes .
3. Unimnem & l»oiom onss dvoon «ihn e sakioce.

4. incomoienl pocy admnoliaion omdes d o e sy xge.

~ P, Machnunt

HRSgwrk doc

CREATING HEALTHY WORKFORCES

UPWARD ASSESSMENT
=

MY SUPERVISOR 3 g
g
My Supervisor: g K 3
¢ g s
(Name) (Dept. #) E K £
Please check ONE respons
1. s a good listener and COMMUNICATES work assignments, (Please check ONE response)
group objectives, program plans, company strategies and relevant
information to me in a clear, concise and timely manner.
C
2. EMPOWERS me via delegating responsibilities, recognizing
innovation and prudent risk-taking, “Coaching” team and rewarding
accomplishments.
Comments:
3. DEVELOPS me by recognizing my abilities, providing
challenging assignments, offering a variety of tasks, encouraging
cross-training and providing me with visibility to
customer/management.
C

4. MANAGES TIME efectively, is available when | need hlm/her,'
plans for short-term and long-term activity and manages resources.

Cc

5. Demonstrates EMPLOYMENT COMMITMENT through a candid
p ce isal of me, career pment, frequent
feedback, acknowledging a Job well done and recognizing merit.

C

6. Exhibits strong LEADERSHIP abilities through using sound
judgment, innovative problem solving, accepting responsibility and D D D ﬂ
siriving for high performance; understands the tools/methods

required to perform my job and demonstrates technical problem

solving.
e [ (] [ O

Based on the above 6 questions, my supervisor is best suited to be:

Comments:

D Supervisor/Team Leader
:I Individual Contributor (non-supervisor)
Repeat this process every I: 6 months D 12 months

O\englestidatalassess.ppt  10/22/96 © Pagelof3

EASIEST YET HARDEST WAY TO IMPROVE

TOOLS FOR SUCCESSFUL ENVIRONMENT

Pratt & Whitney
P095 NOV 2006
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g\ A
* Rodeo )/
» Going to
Mosque 5‘ D‘\E

TABOOS * Qin Opera » »
.+ Folkof North »

CHINESE CULTURE

Country Dynamics

North drives Policy

Poorer «—— | —— Richer

- T‘(: ’7]’; ?'rm\ (-3\}
r i..-\ (‘
¥
* Relax * Natural environment
* Enjoy life
* Family
STATUS

TOTEMS RITUALS

* Panda bear
e Chili

* World roof Mt. Everest « Sight seeing tour * Bruce Li
* Hot pot « Tea house (for mahjong) * Buddha
* Peacock TABOOS « Climbing * Tea
* Stone Forest * “Clock” gift (sounds like

death)

 Hot food “spicy”
» Mahjong game

Information extracted from
Alden's experiential library

TOTEMS

General Guan
Macao Sea goddess

o
RiTuas = =

» Respect » Trade
* Education
» Good food

STATUS

RITUALS

* Lion Fight (dancing)

» Dragon boat

* Flower market

» Tea house (tea &
breakfast

. . * Ghost festival
* Discussing income

* Unlucky words

TABOOS



NORWEGIAN CULTURE

« Traveling * Loyal « High morals
« Spare time * Family « Nationalistic
» Equal rights * Rugged * Fiercely independent
« Social good/services (35% average tax) * Individualists « Correctness — ethical
« Promotion based on skill and hard work is ¢ Political-ethical « Conscience — fair treatment and concern
good » Care-paternalistic for the impact of own decision/behaviors
* Position therefore equates to a “good * Respect if two-way
person” * Like our peace and quiet y Sh}’
« Anything Norwegian...Norway 1st...we * Skiing
are the best * Proud
« Also public policy, i.e. consume Norway STATUS * Paced
potatoes before buying on open market * ISttubbortn
* Introverts
* Family  Laid-back
« House * Pushing in
« Norweaqian fla * Vacation (5 weeks)
X . TOTEMS RITUALS . pg not like authority

Cultural life (going out)

» Functional clothes & shoes * Follow “gooq people”
* Car, boat, cabin (i.e. 2nd house, . o 17 May,. National Day

especially in another country) and * Go st.ralght home fiﬁer work

tucked away without bragging about it * Akevitt (alcohol drink at Xmas)

* Drink to get drunk on the weekend
TABOOS » Kolme (potato balls every Thursday)
. . * Leaving town for holidays (ghost town)
(Egue.umg : SD"’?me quk’ dllf_fe_rent payl_t_ * 1% tax break if not in church (thru 1970s)
goism ISCUSSINg refigion or politics » Write-off people who did not earn their

Classism » Drinking Monday through Friday position

Bragging _ . IndI_VIdl'.fa| att?ntlon; attention in general « Saying “good morning” with meaning to
European Union » Saying “sorry” when | bump you (because |

) everyone
Spotlights / pedestals don’t say what | don’t mean)

» Autumn holiday, Xmas, Easter, Summer...
around school schedule... historical,
agricultural roots

» Brown-nosers & self promoters, especially
when it leads to personal gain

Information extracted from
Alden's experiential library



BUSINESS PERSONAL

« Earn money » Health

* Self employed o Family

» Degree / education  Enjoying life

* Position and wages « Independence

High wage / less work
Being part of a known business

BUSINESS
* Lira in pocket STATUS
Business card

Automobile: big / showy

Dinner with a few close friends
Nice office with secretary and car

PERSONAL TOTEMS RITUALS

* Health

» Vacation

* Free time

 Luxury holidays ‘

» Beautiful house, car, woman

* Boat, beach, sun, friends around a TABOOS

table with good food

BUSINESS PERSONAL
» Changing * Change
* Disobeying boss  Betrayal

* Violating the hierarchy
» Speaking in terms of a "crisis”

BUSINESS

» Coffee break

* Regular working hours

 Giving gifts to customers

» Respect and forms of greetings from
peers at work

 Social discrepancies; the teeter-totter
of "have" and "have not"

PERSONAL

» Soccer

* Vacation

» Good food

 Eating pasta

* Meeting family on weekends

» Cup of coffee / family cooked dinner

lliness and death
Unfaithful to mother

» Lower oneself to a level below « Going against religion

» Being involved in another
person's work or department

ITALIAN CULTURE

Pratt & Whitney Information extracted from
P095 NOV 2006 Alden's experiential library

Lack of respect for one's family



* Family

* Person
* Freedom
STATUS
* Privacy
- Good life TOTEMS RITUALS -« Sports
* Education « Vacation; "family time*
» Family values
TABOOS

» Discrimination
* Being dictated to

*3 American, 1 Canadian, 2 Australian, 1 British

WESTERN CULTURE*

Pratt & Whitney Information extracted from 3-34

P095 NOV 2006 Alden's experiential library



MALAYSIAN CULTURE

* Good life

STATUS

* Wealth
* Good health TOTEMS RITUALS . Game;
» Good spouse * Traveling

» Cup of coffee * Dinner parties

e Chilled beer

TABOOS

¢ Discrimination

Information extracted from
Alden's experiential library



» Family security
* Financial security

STATUS

* R.D.O. (Rostered days
off)...agreed holiday with
RITUALS workers
» Outdoor activities
* Following a sporting team
 Celebrating Christmas,
birthdays, anniversaries

e Consultation

» Format sporting team to win

* Retain current standard of
living

TABOOS

» Excessive control
 Being forced to do something
against our will

AUSTRALIAN CULTURE

Pratt & Whitney Information extracted from
P095 NOV 2006 Alden's experiential library



* Better standard of living, i.e.,
housing, clothing, etc.

* Pictures of gods

» Gold jewelry

* Lavish weddings

INDIAN CULTURE

* Tradition

* Family ties

 Job security

» Democracy (largest in world)

STATUS

TOTEMS RITUALS

TABOOS

* Interference or insult to religion

Information extracted from
Alden's experiential library

* Visiting relatives
 Celebrating religious
festivals / functions
* Visiting temples, daily

worship / prayer



Clothes/dressing speaks
to family/money more
than thinking

litalg . ma -

e Glory story (dying in battle)

@ H{E «  Heaven (if you are good you go) _
@ [U;Hjj@ *  Tribe/neighborhood/Sunni- ) C"_"eg_e degree/education
Shia/family *  Winning (sports/games)
«  Mother has huge respect *  Success/wealthy

e Father makes decisions «  Deception
« Socializing

*  Send money to Imam
* Go to Imam affiliated mosque
*  Imam’s book «  Beingin harm’s way

Status
e War wounds e  Cared for by the

*  Memorial pictures

Big grave

Tribal flags

Mosque
Clothes/dressing
House, car, cell phone
Neighborhood
Mosque issued certificate of marriage

Raied Khayoun & Alden B. Davis
August 2009

Totems

\
[
Ll dll

Rituals

Taboos

Breaking Imam’s rule
Long, dull life
Breaking tribal rules

Stopping & chatting with women on
the street

Losing face
Marrying outside the tribe

tribe/neighborhood/family

Free education through doctorate (?)
Free health (?)

Fighting about soccer

Power and money let’s me play
everybody

Bringing people together

Tribe sharing in costs (wedding
allocation)

Tribal protection
“1 kill you”

(?) Need to validate post-liberation



 Social * Fitting in

* Family * Strong-willed

 Catholic church * Live by image

* Having an opinion * My point of view

* Being cool, being “in” * Pleasing everyone

» Family opinions (respect for) * No stress with time

» Devoted fans of sport figures  Puerto Rican nationalism

» Enjoying living yet working hard » Ready to help friend in need

» Showing that we care for you » Try to be everything to everyone

» We're here for you (airport greetings)

Cgrs . * Celebrations

Bling-bling STATUS « Crazy driving

Nice purse . * “Buen provecho”

Large, full suitcases « Arguing about politics

* Tight, revealing clothes Multi-tasking moms in car

* What | wear i§ who | am Stopping for sports events
« Knowing one’s way around TOTEMS Meet, greet, kiss on cheek

* Public image items such as latest cell Drinking, socially, all week

phone Lunch at Mom’s with family

« Official coffee of the Vatican Applauding when plane lands
» Mango is official dessert of the Queen of Family gatherings on holidays

RITUALS

England . . « Opinion + power = my way boss
* 2 ofktjhe three best-selling rums in the TABOOS « Speak to the literal, not the intent
wor

 Hiding behaviors that displease you
* Displeasing others

» Arguing with the boss

* Disrespecting parents

e Saying “no” or “l can’'t do it”

* Following road signs and lines

« Living with someone out of marriage

Offer any more information than asked

« Listening for understanding, speaking for...

PUERTO RICO CULTURE

Pratt & Whitney Information extracted from 3-39
P095 NOV 2006 Alden's experiential library



Siingapelie
Culliure

e 5-C’s...cash, car, condo, credit card,

country club
e Looking rich
*  Free-hold
»  Title or position
*  Defined by outside

forces...architectural & franchises

e Windshield stickers

*  Hiring across cultural lines

Alden B. Davis
August 2004

Wealth

Deal cutting

Rules

Social order

Looking good at another’s expense
Ethnic good

Driven

Consistency (for investors to come)
“The family”

Status

Totems

/

Taboos

Social harmony

Compliance
Seniority (respect elders)  Break the process
Low profile = security through entrepreneurism

Command & control
Serving the country
Prestige

Class

*  Working very hard

* Avoidance

e  Cutting others down

*  Gov. “black-balling”

*  Playing the system for personal gain

*  Defined by the companies coming in
Rituals «  Resigning to the system

»  Losing hope

e Held hostage to market economics

*  Being watched

e  Gambling

e  Pyramid schemes

*  Blaming the system for my inaction

»  Breaking rules “...fine city”
»  Helping someone else succeed

*  Free speech

»  Challenging authority

»  Taking a stand
e Having voice

»  Creativity (there but suppressed)



* Religion * Soccer

* Respect...i.e. Mr. for elder *  Hospitality

» Patriotism e  Friendship

* Nationalism  Work to live

* The good life e Being Turkish

* Relationships e Practical, results oriented

* Family...dedicated »  Ataturk, “Father of the Turks”

» Descendants of warriors » Creative (meeting the intent vs. the rules)

« Personal standards of excellence

Hard work balanced with enjoying life

in dress and appearance

* Money

*  Well groomed

*  European Union
*  Toys (of money)

* Holiday
STATUS e Birthdays

* Like to eat

*  Enjoying my money

e Borrowing money to travel
Debating philosophical issues

e New Year Tree TOTEMS RITUALS Taking care of extended family
(a.k.a Christmas Tree)  Ramadan...Islamic month of fasting
e 29 October & 30 August = US 4t July
* Self-serving ethics (working away
Struggling to reconcile from)
 Compared to Europeans, have less
TABOOS but share more
Being European  Being Muslim and Arabic Bad mouthing Ataturk *  Resolve problems...address the
+  Being concerned about intent, not the rules
what you think of me * Aggressive, self-determined
«  Discussing Armenia driving...stick out arm and go...no
“| wear jewelry because | like «  Flag desecration stopping at sign if no one is present
it, not to impress you. When | e Alcohol
do it to impress you | have » Eating pork Follow your host’s lead
become ‘Americanized.’ ” + Being casual

Pratt & Whitney
P095 NOV 2006

[

Submission" Self-affirmation

TURKISH CULTURE

Information extracted from 3-41
Alden's experiential library




IRISH CULTURE

* Get one over on “the man”

* Clan » Work-arounds

* Trust  Confidentiality

* Family * Licensing laws

* Loyalty » Don't like authority

* Heritage » Passionate about sports
* Happiness

» Easy going

* Ruins football team
 Tea (not coffee)

* Home ownership

* Priest or nun in the family

» Absence of totems (very understated) TOTEMS

* Pub...the retreat...was the center of
all social exchange

The communication process which
grows from the culture is...

STATUS

TABOOS

» Ownership/security

* Lots of explanation

» Things being “nice”

* Socializing/being social

» 800 years of oppression

» Consistent performer but not out front

» Branding

* Little splits

* 1-off deal cutting

» Harboring grudges
 Slow and watching

RITUALS » Begrudging the wealthy

* Living in the same town

» The corner conversation

* Holding cards close to vest

» Don't obey rules (their rules)
 1stimpressions are lasting impressions
« Write 'em off (2"d chance hard to get)

» Unload on an independent person

» Say the “right thing” but take the short-

 Dealing with diversity
* Telling me what to do
* Direct communication
» Speaking up about poor service

The corner conversation and , )
» Being a complainer face-to-face

faceless solidarity.

“...pain of metamorphosis into
a global country.”

Information extracted from
Alden's experiential library

cut if it benefits me

Openness to sharing viewpoints on
emotional subjects (vetting issues)
Negative sales person created; won't
tell you my meal was bad, but will tell
everyone else.



* Phone

 Using “PIPs”

» Centralized ??

* Allegiance to ANZ

» CEC Value not UTC

* Low management involvement
» Customer Satisfaction Vs. UTC

Commits . Coffee

STATUS « ANZ Social

* Mistrust J.V.

* Inconsistency

 Talk Procedures

» Steward With Me
RITUALS * 4 Mans Report Backs

» Hours of Labor (shifts)

* Resistance to Change

* ANZ emails, newsletter

* No PW Communications

» Blame Others — Next Shift
TABOOS « Foreman’s Meetings, Production

Meetings

» Overalls
* PW Directions TOTEMS
» Travel Allowance
* ANZ Legacies — Loru Care, The
Castle, ANZ Social Club

* Tough Guy

» Harassment

Safety Glass

Having Biz Data

Don’t Hide Mistakes

No Alcohol or Drugs

Rocking the Boat, Speaking Up

ENGINE CENTER CULTURE

Pratt & Whitney Information extracted from
P095 NOV 2006 Alden's experiential library
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