I'll Stop Procrastinating When I Get Around to It


Chapter 5

How to Get Along with Others
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How to Get Along with Your Pain-in-the-Butt Roommate

Quarrel not at all.  No man resolved to make the most of himself can spare time for personal contention.  Still less can he afford to take all the consequences, including the vitiating of his temper and loss of self control.  Yield larger things to which you can show no more than equal right; and yield lesser ones, though clearly your own.  Better give your path to a dog than be bitten by him in contesting for the right.  Even killing the dog would not cure the bite.—Abraham Lincoln

Avoid pissing contests.—Uncle Dickie

Pleasant words are like honey, sweet to the soul, and health to the bones.--Hebrew Bible. Proverbs 16:24

How Important Are Social Skills?

I won't take students into our grad program if I think they have poor social skills, no matter how brilliant they are. Two reasons: First they're going to be a pain in the butt to work with, for me and for their fellow students. And second, I'll be investing a lot of scarce graduate training time into someone who will not have a very successful postgraduate career, because they'll have a hard time getting jobs, keeping jobs, and getting promoted within their job.

The organization with which I'm most familiar is the university, where I frequently see brilliant job candidates rejected because they rubbed people the wrong way.
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Here's a common error job candidates make. They try so hard to impress the interviewers that they end up looking too full of themselves, as they list all their accomplishments and explain how great they are. They typically appear much more impressed with themselves than they are with the interviewers and the organization they hope will hire them.

Here's an example. A brilliant Ph.D. Applied for a job in a large retail organization but blew the interview in the manner I've described. Then a socially sensitive MA applied for the same job and the interviewer could hardly wait to hire her. Why? Because she asked a lot of questions about the interviewer and the organization and was obviously impressed with both. We all want to be around people who appreciate us and what we've done, and job interviewers and bosses are no exception. You impress people most by letting them know you are genuinely impressed with and interested in them.

By the way, the same approach helps you get into grad school too.

And I also see faculty fail to get tenure when they have poor social skills, though that's not supposed to be a criterion for tenure. (Tenure means that after 5 or 6 years of teaching you are allowed to continue teaching at the university, more or less for the rest of your life. And if you fail to get tenure, after the 5 or 6 year trial period, you need to start looking for another job.)

So social skills are absolutely crucial.

How to Win Friends and Make a Million Bucks

As you get your social-skills act together, I recommend you read Dale Carnegie's 1936, How to Win Friends and Influence People. (I require all my grad students to read this aging classic; and I, myself, try to review it before every anticipated, interpersonal confrontation.

In spite of its aura of an operation manual for a used-car salesperson, this little book contains more crucial insight into human nature than most official psychology texts. Carnegie knew best what reinforcers and aversive conditions lurk in the heart of man, and woman too. Follow Carnegie's principles for interpersonal interactions, and you'll revolutionize your life -- maybe. But you'll need all your behavioral self-management skills to pull off lifelong adherence to Dale's insights.

You don't need to use Dale's principles to sell used cars with reset odometers; you can use his principles to encourage people to work for the well-being of humanity. In truth, without Dale's principles, you'll make little progress toward saving the world and the humanity scurryinq around on its surface.

It’s not a slam at you when people are rude—it’s a slam at the people they’ve met before.—F. Scott Fitzgerald (1896-1940), U.S. author.

It is in the thirties that we want friends.  In the forties we know they won’t save us any more than love did.—F. Scott Fitzgerald

How to Be Way Cool

The Legend of Sheldon Stone

One of the coolest cats (woops, excuse me), the coolest dudes I ever knew was Sheldon Stone.

Years ago, I used to be real important; I used to teach our lOOO-student introductory psychology course. And Sheldon was an undergrad teaching apprentice; the only thing lower in our course hierarchy was to be a tuition-paying student (the ones who pay our salary). Well, Sheldon was unhappy about some teaching-apprentice policy I had; so he took a group of the undergrads with him to the WMU ombudsman (an even more important person than I was, the person who settles squabbles between students and teachers).

Now the ombudsman's an option the wise student saves for only the most extreme emergency, because no professor likes being called before the ombudsman; and the wise student knows better than to risk angering the professor; and there's no way the professor isn't going to be very angry with such a public challenge to authority.

But here's how cool Sheldon was. He stated his case to me and the ombudsman in such a non-emotional, non-hysterical, non-threatening, non-challenging, respectful, sympathetic way that I caved in immediately, rather than getting my hackles up and drawing a line in the sand. Not only that, over the next few years, he rose through our hierarchy to be one of my undergrad teaching assistants ($), to be one of my MA students, to be one of my grad teaching assistants (more $), to be a professional organizational behavior-management consultant (much more $), and to be manager of the worlds largest retail store (mucho, mucho mas $), in Hawaii, of all paradisiacal places.

Of course, that Sheldon started out as a 60-hour-per-week undergrad didn't hurt. (Yeah, I know, slackers say, 60 hours a week! Ugh, a book head! Who wants to be a book head!? What the slackers don't know is that it's the 60-hour-per-week book heads who win the game. And there are a lot more of those students leading highly successful undergrad careers than the slackers can even imagine.)

The Legend of the Cool Coed

Third week of the semester. I'm briskly walking down a Dunbar hallway. A young woman comes up to me and asks,"All right, if I walk with you to discuss something?" “Sure." (Note how respectful: She asks permission to walk/talk, and she's not so presumptuous as to try to stop me from going to what ever very important-person meeting I'm headed for (actually I was headed to the John).)

She says, “I find your Psy. 360 course really hard, and I don't think behaviorism is for me. Are all the courses in this department behavioral? And are there other colleges where the psych. departments aren't behavioral?"

Well, she's broken my heart. Not only is she rejecting my course but also she's rejecting behaviorism, my treasure, my most cherished world view, my faith. Like I really believe in my slogan, "Save the world with behavior analysis” even though I know it's a bullshit fantasy.

But here's the point: In rejecting me and all I stand for, she's so cool, so non-emotional, so non-hysterical, so non-threatening, so non-challenging, so polite, so respectful that I'm so impressed with her I want to share this incident with you, that I'm so impressed with her that I hope she gets the faith by the end of the semester and joins us in our struggle to save the world with behavior analysis, because it's only with the help of cool people like her that we'll even have a chance of getting the world to know we exist.

The Doomed Dude

A few years ago, we had a guy in Psy. 360 who was into so much eye-rolling, heavy-sighing, snotty-out-of-the-corner-of-his-mouth-remarks by way of displaying his displeasure with our course that the TA pulled him aside for a private self-development interview, where she explained that his behavior was very disruptive for the class and made it hard for her to do a good job teaching. He said he understood and would try to do better, but he felt like the TAs were a bunch of rats with Malott leading them along by a string.

Now the poor TA's feelings were really hurt. She'd never been so insulted. But here's the point: She was sure the guy had no idea how aversive and inappropriate his comment was. He had no idea that his social insensitivity and his inability to stay away from those petty aggression reinforcers would so trash his life and career as to cost him at least $20K a year in salary, 'cause no one wants to be around someone who's that aversive (inter-observer reliability: in earlier courses his fellow students found his remarks so aversive that they were constantly asking him to shut up).

Isn't that sad, regardless of the guy's technical skills, his social skills are so poor that he really is doomed; no one will want him spreading karmic pollution in their environment.

People who treat other people as less than human must not be surprised when the bread they have cast on the waters comes floating back to them, poisoned.  –James Baldwin (1924-87), U.S. author.

The One Pointer

More common is the high-achieving student who is such a high achiever because she gets completely bent out of shape every time she loses a point on a quiz. The good side of this compulsive neurosis is that the fear of losing a single point in the game of life is what motivates high achievers to achieve so highly. One of the bad sides of this compulsive neurosis is that they're constantly so up tight about point losses, that they have a hard time asking for a re-grade in the manner of Sheldon Stone and the Cool Coed, in a non-emotional, non-hysterical, non-threatening, non-challenging, respectful, sympathetic way, in a way that will make us want to interact with them more often, rather than less often. In emotionally going for that single, lost quiz point, they lose 10 life points, even if they do get the quiz point.

Bottom Line

The point is not to be a yes-person, lie-down-and-let-them-roll-over-me kiss ass. The point is to choose your battles carefully and then treat them not as battles but rather as opportunities for pleasant social discourse. The point is to carefully prepare what you're going to say and how you're going to say it, and mull it over for a day before engaging in the battle.

And the point for those of us in authority (TA's, teachers, etc.) is to be so socially cool, on our side, that we don't get up tight and escalate confrontations, but rather we de-escalate them, helping everyone to chill, and then getting back to the aggressor a day or so after that person has had a chance to cool down, conducting a self-development interview, perhaps with further follow through, in an effort to salvage a soul who might otherwise lose many of life's opportunities because of being socially clueless.

If thy brother trespass against thee, rebuke him; and if he repent, forgive him.  And if he trespass against thee seven times in a day, and seven times in a day turn against thee, saying, I repent; thou shalt forgive him.—Bible: New Testament. Luke 17:3-4

Whining vs. Winning

Here’s a little something I’ve noticed:

There are two kinds of people: those who whine about how much work they have to do and those who brag about how much work they’re doing.  The whiners are the losers of life and the braggers are the winners.—Uncle Dickie

Now, as far as getting along with others, others would rather be around someone who neither whines nor brags. But if you can express your satisfaction with the amount of work you are accomplishing that may make you the kind of person others like to be around and at the same time keep your head from being clogged with success-preventing self-pity.

In other words, successful people try to figure out how they can manage their time so that they will have enough of that precious commodity, time, to do the large amount of work needed to do an outstanding job. Losers try to figure out how they can minimize the amount of time they work and yet do the minimal job that will just get by; this latter strategy allows the losers more time to watch game shows on the tube.

How to Get Feedback

I used to do organizational behavior management workshops for managers in business and industry , and one of the most popular topics was our self-development interview (similar to but much more gratifying than the procedure now called 360-degree feedback). When introducing this topic, I'd say, “Fifty percent of a person's success in an organization has to do with social skills and other skills that have little to do with the person's job description." If those managers ever disagreed, it was to say, “No, 50% is an underestimate." What's even weirder is that no one ever tells you how important those social skills are or what they are, let alone, how well you're doing in that crucial area.

So you're playing a game; no one tells you the rules; no one tells you the score; and you don't even know you're playing. All you know is eventually you get a raise, get promoted, or get fired. If you lose, if you don't get the raise or the promotion or if you do get fired, no one will tell you the real reasons about where you screwed up, because if they do, you could sue them. Therefore, many people go through life clueless about what determines their professional success.

Our self-development interview is an attempt to correct this problem. Therefore, the self-development interview is not like a formal performance review on which your raise, promotion, or firing is formally dependent. Those performance reviews tend to be aversive; the supervisor is trying to justify not giving you what you absolutely know you deserve and you're trying to convince your supervisor the organization would collapse if it weren't for you. Rarely a pleasant interaction.

The self-development interview (SDI) is a whole different scene. Here your supervisor is giving you informal feedback and telling you the secret rules for success in this organization and more or less any organization. Here, your supervisor's not trying to build up documentation in your personnel records, in case you need to be fired. Instead, your supervisor is trying to help you get it together so you will be a superstar in your organization and profession. In fact, you, not your supervisor, get to keep the SDI form.

But that ain't all. It's a two way street. Your supervisor also gets a chance to get feedback from you about how he or she's doing in all these subtle areas people always skirt.

You'll find that 90 or 95% of the feedback you get and give is positive, usually extremely positive. In fact, another major function of the SDI is that you get a chance to tell each other how much you like each other and how much you appreciate each other, something that rarely happens in our culture. You usually walk away from one of these interviews feeling much better about yourself and impressed with your supervisor's perceptiveness in appreciating your gemlike qualities. The supervisor feels the same. So this tends to be a bonding, team-building experience. And this positive, bonding, team-building, warm-feeling experience is enhanced by the fact that you and your supervisor may also have some friendly suggestions about how you each can improve your effectiveness within the organization.

So what does this wonderful SDI have to do with the here and now? If your instructor really loves you and the other students, he or she will arrange for an SDI between you and him or her. Or he or she will arrange for you and some of your classmates to do this interchange, maybe as a required part of the course, or maybe as an option. If it's an option, let me tell you, grab it; you'll really be glad you did.

But feedback, by itself, usually ain't worth a tinker's dam. 'Cause sometimes, we're talking about the need for heavy-duty performance change, maybe at the level of personality change. And even if it's lighter than that, feedback still probably won't do the trick. What do you need? A performance-management program, of course. So be sure you end the SDI with some plans for a behavioral intervention and follow up.

Now the SDI in this course is important for two reasons:

( This course, this department, and this university constitute an organization, and the SDI may help you succeed in this organization. The SDI may help you contribute more to and get more out of this organization, to get those good grades that are supposed to be based only on your exam scores but are also influenced by your social skills. And the SDI may be even more likely to help you get an excellent recommendation for practica, assistant-ships, grad schools, and jobs.

( But this course, department, and university constitute not just any organization, but the world's best kind--a teaching organization, a training organization. You should be learning some skills that will help you be more successful once you graduate. And this SDI might just set the stage for the most important learning/training experience you'll have. Here's where you find out where it's really at. This is a chance for you to get your act together before you take it on the road. Whew!

Self-Development Interview Performance Evaluation Form

Name of Interviewee___________________

Name of Interviewer___________________

Date____________

The most valuable way to use this form is to evaluate yourself and have someone else evaluate you as part of a Self-Development Interview (SDI). So find someone who knows you fairly well and set up an SDI. You’ll fill out one self-evaluation on yourself and one on the person you're meeting with
.

When possible, give at least one example for each category, especially with regard to the person you're meeting with. Don’t worry about being too detailed in your examples, just try to think of a situation where you saw the other person demonstrate or fail to demonstrate each skill. Your examples will help the other person understand your ratings.

You may not be able to rate every item. So feel free to skip any questions that don’t seem to apply to your situation.

Interpersonal Style and Skills

1. Gives corrective feedback when needed. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

2. Gives corrective feedback in appropriate situations (not in the presence of others).

Perfect 1 2 3 4 5 Needs much improvement

Example:

Example:

Example:

3. Provides corrective feedback in a non-punitive style (i.e., specifies appropriate desired behavior, is not critical of person).

Perfect 1 2 3 4 5 Needs much improvement

Example:

Example:

Example:

4. 
Provides corrective feedback about difficult, awkward touchy problems in a way that ensures the person understands the nature of the problems and the importance of the problems. (Most people either completely fail to discuss these problems or do so in such a cautious way that the person never really gets the point. It takes a certain amount of bravery to be a person's true friend and proactively discuss touchy but important subjects with that person.)

Perfect 1 2 3 4 5 Needs much improvement  

Example:

Example:

Example:

5. Responds socially appropriately to positive or negative feedback (i.e. says thank you, without disagreement).

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

6. Reacts in a rational, as opposed to an emotional manner, when faced with problems. Controls emotions effectively (e.g. does not cry or yell) in frustrating situations (i.e.. under extinction or aversive conditions), in professional, school, and peer settings. Doesn't get hysterical; always uses a cool, problem solving approach.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

7. Smiles.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

8. Is pleasant in interactions (i.e., zero to low rate negative comments, well mannered).

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

9. Verbally reinforces
 appropriate behavior -with clients or students whom you are teaching. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

10. Verbally reinforces appropriate behavior -with peers.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

11. Verbally reinforces appropriate behavior -with supervisors and professors.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

12. Is enthusiastic.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

13. 
Dresses appropriately for all situations. {It's rare that people are dressed better than is appropriate and often when they are dressed worse than is appropriate. It's hard to overdo lookin' good.) 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

14. Physical appearance

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

15. Good personal hygiene. (This is even an issue in those big-time corporate offices.)

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

16. Talks clearly and in an organized and appropriately confident manner.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

17. Actively listens when spoken to (i.e., good eye contact) where appropriate.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

18. Speaks in respectful ways (i.e., voice inflections are not condescending) -- with clients or with students whom you are teaching.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

19. Speaks in respectful ways -- with peers.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

20. Speaks in respectful ways -- with supervisors and professors.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

21. Shows interest in people's activities outside the system (i.e., asks questions about and makes positive comments about other people's outside interests and activities) -- with clients or with students whom you are teaching.


Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

22. Shows interest in people's activities outside the system (i.e.. asks questions etc.)-with peers. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

23. Shows interest in people's activities outside the system (i.e.. asks questions etc.)-with supervisors and professors.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

24. Does not dominate discussions at meetings and seminars (i.e. speaks during no more than the appropriate share of meeting time).

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

25. Carries a reasonable share of the discussion in meetings and seminars (doesn't just sit there listening).

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

26. 
Appears appropriately receptive to others’ values and viewpoints.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

27. Acts in a cooperative, selfless manner that supports the overall system goals rather than a competitive manner that interferes with achieving overall system goals.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

28. Collaborates well with other members when working on joint projects.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

29. Is properly assertive in asking, (i.e., makes requests appropriately, e.g., asks for help, when needed, without aggression)-with clients or students whom you are teaching.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

30. Is properly assertive in asking-with peers.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

31. Is properly assertive in asking-with supervisors and professors.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

32. Is properly assertive in declining (i.e., declines inappropriate requests without hesitation and without aggression, e.g., doesn't agree to do things that can't be done)-with clients or students whom you are teaching.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

33. Is properly assertive in declining-with peers.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

34. Is properly assertive in declining-with supervisors and professors.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:
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35. 
Doesn't whine.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

36. On the other hand, raise each problem and disconnect in a non-whiny, problem-solving manner, even if you don't have a solution at the time. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

37. Has a confident style, not an unconfident, uncertain, equivocating, apologetic style.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

38. Public relations: positively influences others outside of the system.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

39. Does not act in a way that might be viewed as sexist, racist, or discriminatory in use of language, humor, job assignments, or interpersonal interactions.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

40. Does not make jokes that are derogatory to others or that might hurt the feelings of others. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:


Self-management skills

41. Through performance management, adjusts behavior problems at an acceptable rate when corrective feedback is provided or through the use of performance contracting (fast enough so that the system is not threatened by the speed of observable, through gradual improvement). In other words, when you find out that you have a problem in your performance, do you fix it quickly.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

42. Quality: produces a good product with good results.

Perfect 1 2 3 4 5 Needs much improvement

Example: 

Example: 

Example:

43. Quantity (responsible): volunteers for assignments when needed without over extending oneself. 

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:
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44. 
Timely (reliable): completes tasks by the deadline. 

Perfect 1 2 3 4 5 Needs much improvement

Example:

Example:

Example:

45. Makes measurable progress on long-term projects without constant reminders.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

46. Low absenteeism.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

47. Is on time for appointments and meetings.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

48. Is well organized in daily work.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

49. Puts tasks or assignments in writing that for which responsibility has been assumed.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

50. Puts tasks or assignments in writing that have been assigned to subordinates.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:


Organizational skills and values

51. Shows a strong commitment to the organization.

Perfect 1 2 3 4 5 Needs much improvement 

Example:

Example:

Example:

52. Is proactive.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

53. Makes positive comments about the system and the overall organizational goal.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

54. Does not criticize the system when talking without an effective counter proposal for a change within the system.

Perfect 1 2 3 4 5 Needs much improvement

Example: 

Example: 

Example:

55. Positive community member: participates actively in the curricular and extracurricular activities of the organization.

Perfect 1 2 3 4 5 Needs much improvement

Example:

Example:

Example:
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Technical skills

56. Appropriate speaking skills: good grammar.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

57. Appropriate speaking skills: loudness, enunciation, confidence.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

58. Appropriate speaking skills: articulate. (Articulate, can mean two things: The first is clear, correct, precise pronunciation; but that's not the way we mean it here, we have that covered with enunciation, earlier. The second is exact, precise use of words and sentences, so that you say exactly what you mean, so that you can express yourself clearly; that's the articulate that we're using here.)

Perfect 1 2 3 4 5 Needs much improvement

Example:

Example:

Example:

59. Appropriate speaking skills: fluent. (Fluent means without pausing, stammering, or starting over.)

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

60. Appropriate writing skills: i.e. grammar. spelling, organization.

Perfect 1 2 3 4 5 Needs much improvement

Example: 

Example: 

Example:

61. Systems-analysis skills: Able to effectively detect, analyze, and clearly specify problems within the system and then suggest and implement good solutions.

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

62. 
High quality behavior-analytic skills. 

Perfect 1 2 3 4 5 Needs much improvement Example:

Example:

Example:

Other issues

Add other items that merit discussion.

Greatest Areas of Strength

(from the preceding list)

63. Strength:

64. Strength:

65. Strength:

Areas That Most Need Improvement

(from the preceding list)

For each area of improvement, write what the problem is and design a performance-management intervention to improve that problem. To design the intervention, just fill in the target behavior (behavior); how you will keep track of, or record, the behavior (recording); and what new consequences you’ll put on the behavior (consequences).

66. Problem:

Performance-Management Intervention
Behavior:

Recording:

Consequences:

67. Problem:

Performance-Management Intervention

Behavior:

Recording:

Consequences:

68. Problem:

Performance-Management Intervention
Behavior:

Recording:

Consequences:


Timelines

Now that you've filled out the entire checklist, assume that you only have a 50-minute hour to complete the two interviews. No way you're going to do 71 x 2 items. So, in advance, clearly circle the numbers of 5 of the positive items you'd like to discuss and 5 of the negative ones. Then allow yourself a maximum of 10 minutes on the 5 positive items and 10 minutes on the 5 negative items. If you have time left over, then you can discuss more of them. That leaves you 5 minutes to review the areas most in need of improvement and discuss performance-management interventions.
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� On the other hand, Don Baer points out that there are two kinds of people, those who classify people into two kinds of people and those who don’t.


� If you’re using this form with Procrastination, check the Procrastination Self-management Objectives and Homework Assignment, first.


� Often we may just be talking about positive feedback here, because the reinforcer is delivered too long after the behavior to reinforce the desired behavior.  In any case, there are a couple good reasons to make positive comments about desirable behavior.  The obvious performance-management one is that it will increase the frequency of that behavior in the future.  But the moralistic one is that if the person did something good, they deserve to get a little praise for it, you know, like maybe they busted their butt to do it.


� It’s really a two-way street; not only do you need support from your supervisors and professors, but they also need it from you, amazing as that may seem.  A nice remark of appreciation or approval from a student can spin me out for several days; such remarks are really what keeps me going.  And a nice remark from a student makes me appreciate how sharp the student really is.


� Nothing like having enthusiastic people in the class, on the job, on the team, and at home.  That’s worth a lot.  And it’s important to let your enthusiasm show.  For example, I had an excellent MA student who thought one of my colleagues was just the most wonderful professor ever.  But my colleague thought she was a loser.  Why?  Because she sat in his lectures, looking like she was bored to death with everything he was saying.  So I told him what she really thought.  And I told her that her expression and body language were giving the wrong impression.  By the end of the semester, her professor agreed that she was, in deed, as good a student as I had said.


� Some people kiss the butts of their supervisors and kick the butts of their subordinates.  Neither behavior is cool.


� Don’t confuse this item with a later one about actually participating in outside activities.


� People really do appreciate your interest in them as people, and not just as clients, students, professors, or supervisors.


� This assertiveness business is a tricky issue.  The truth is, a supervisee or employee who does what ever is asked and many things that aren’t even thought of by the supervisor, employer, or professor will be much more highly evaluated and appreciated, and, therefore, will probably be much more successful, at least according to what I’ve seen.  But there’s a price, like loss of sleep when you do those all nighters to accommodate unreasonable requests.  But to be really successful, you must never show the boss the price tag, like, “I stayed up all night to do this for you”; instead, you just smile and say, “No problem; my pleasure.”  Really.
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