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they could not hide behind their usual behaviors 
and habits.

Immediately after each outdoor workshop came the 
most important part of the seminar: the feedback 
session or evaluation. During these sessions, which 
were facilitated by the team’s trainer, the partici-
pants held up, as it were, mirrors for each other. 
Behaviors and processes were discussed, analyzed 
and placed into a framework. Participants obtained 
better insight into their behavior and their way 
of communicating. Old, rusty habits and thinking 
patterns were discussed using examples from the 
outdoor workshop. Participants got a chance to 
think about alternatives and practice them in the 
subsequent workshop. Where possible, the consul-
tants always drew parallels with daily business life. 
The trainer’s responsibility was to make sure that 
this discussion happened in a professional way, 
with feedback being given in an open, honest and 
authentic way, in a positive, constructive environ-
ment, and with respect for each individual. In these 

sessions, it quickly became clear to what degree the 
participants had or had not a particular habit.

The process provided participants with new and 
concrete insights into their behavior as team mem-
bers, their way of communicating, and their style 
of leadership. In short, they became aware of their 
strong points as well as the behaviors they needed 
to improve. The consultants always provided time 
to work on action plans to apply these new insights 
into daily business life in order to achieve better 
individual and collective results.

Results

Testimonials of Electrolux participants illustrate the 
learning effect of the 7 Habits Nature Seminar:

• “I thought I was a living example of pro-activity, 
but I have experienced that, in stress situations, 
I have the tendency to be reactive (the opposite 
of pro-activity). I realize now that in the work 
environment, I often react too quickly when faced 
with the unexpected. It would be a lot better to 
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step back and to reflect to press the “pause but-
ton”- for a moment, in order to use my time and 
energy more effectively.”

• “Too often we start a project without ‘keeping 
the end in mind,’ and we skip the preparation. The 
consequence is that a lot of valuable time is wasted 
during the execution.”

• “I was convinced that if I thought in terms of 
‘win-win’ (Habit 4), it would automatically lead 
to ‘synergy’ (Habit 6). But now, during the out-
door workshop with the GPS, I’ve experienced 
Habit 5 (‘first seek to understand, then to be un-
derstood’) as an essential link. It’s an eye opener 
for me that a win-win attitude by itself is not a 
guarantee of success.”

• “My P/PC balance is not OK. I now intend to work 
on my physical condition to prevent burn-out and 
other physical complaints. Now I realize that I will 
be useless to the company if I don’t take care of my 
body (if the goose is unwell) …”

• “Even as on old senior in this profession, this 
seminar has left a deep impression on me. I be-
came aware of how paradigms can influence be-
havior and the results coming from it. It’s too bad 
that I didn’t have the chance to experience this 
earlier in my career.”

• “Now I understand the meaning of ‘from inside-
out’: first you have to manage yourself effectively 
before you can manage or lead others.

During the follow-up meeting with Electrolux CEO, 
Frédéric Boone and HR Manager Alain Nyssen, 
Franklincovey Belgium learned the following: 

• The training had left a “tattoo” on the partici-
pants in a positive sense. Amongst each other, 
participants continued to talk about the “Nadrin-
syndrome,” a positive reference to the village where 
the nature seminar was held. At the time of the fol-
low-up meeting, the management and middle man-
agement of Electrolux had succeeded in developing 
shared values and speaking a common language. 
This had created a sense of cohesion. The people 

on the job had the feeling that everybody was now 
on the same wavelength.

• During meetings the ‘stop button’ was being ex-
plicitly used. People were taking distance, referring 
to the framework, clarifying critical points, and 
avoiding rash decisions.

External coach, Freddy Vander Mijnsbrugge, who 
had been working with the Electrolux management 
for several years, shared the following story:

“A few years ago the management team was a unit 
of individuals who all did ‘their separate thing.’ I 
now notice during management meetings that col-
leagues treat each other with a more open and ma-
ture mind. They give each other more feedback, for 
instance, on their behavior, on positive issues, as 
well as on what can be improved. Electrolux co-
workers that I coach tell me that thanks to this 
training, they’ve really looked into the mirror. They 
have had the chance to get to know themselves 
better, with both their personal strong points and 
improvement points open to view. In my face-to-
face conversations it’s now much easier to ‘polish’ 
the mirror and to build on these insights. The par-
ticipants have transferred their learning experience 
into higher personal effectiveness. The manage-
ment team also functions better, because they now 
make more use of the diversity present in the team. 
In the past, several people were not open to feed-
back, but the seminar has changed that situation. 
People now take more initiative and ask for per-
sonal coaching themselves. That was certainly not 
the case in the past!” 

Source

With thanks to Frédéric Boone, Former CEO, Electrolux 
Home Products Belgium.

N.B. This document is also available in Dutch.
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