2019
Leading A Culture Transformation

David Coleman
Finance Business Partner and Continuous Improvement Leader
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To Create a Safe
Accountable Environment

Starts With
Caring......... Safety
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Excellence,



Leading On The Edge
Autonomy

Feels like a cult

People don’t know what
happened and how?
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GOODy YE Supplier of NASCAR

v Sz ASY (National Association for
LG Stock Car Auto Racing)
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Supply NHRA (National Hot Rod
Association) and other race tires
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Promote
Goodyear
brand (1,000
visitors per
year)
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Inside View
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Inside View
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My Mindset Coming In
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Commitment to change

SANVIE Lot tmiracturing Share.Learn-Grow.



Case For Change
Strategy Roadmap

Where We Are (2014)

» Building a Safety Culture ~ Positioned in NASCAR & NHRA
> Flexing Cost with Volume 3> Proud Associates
» Customer Focused > Associate Engagement Improving

Business Trends
» Target Market Segment
0O NASCAR & NHRA

1 Growth in Targeted Profitabla > Communication & Engagement
Market Segmenis > Operational Excellence
- Class A S&0P Requirements ‘

Key Strategies Key How To's

> Define Success

> Focus on Core Business
O NASCAR & NHRA
0O Profitable Growth

> Talent Management

> Cost Management
> Build Organizational Capability

Our Destination
> Preferred Supplier Of Race Tires > Great Place to Work
* Learning Organization > Clear Stakeholder Alignment

0O USW + Plant Leadership +
Race Operations

> Creating Value

_ . 2019
Operating PrlnC|pIes

O “Home Safe” Every associate is empowered and has the personal
responsibility to stop the process to remain safe.

O “A Great Place to Work.” Think people first and build talent; reward
engagement, innovation and creative thinking.

O All associates are encouraged to improve their work and try new things.

O One Team - One Goal: Stakeholder alignment through trust, accountability
and transparency.

O Uninterrupted product flow through the elimination of all forms of waste.

O Protect the Goodyear Brand through superior on track performance driven by
continuous improvement in our quality systems.

Principle based system to drive performance.. _Principles Matter

Management Systems

Strategy Deployment Visual Workflow Team Huddles Tier Reviews Problem Solving

eo!vulg'

Drives a Systematic
Process

«GTS7"E3
A3
«DMAIC

Problems Openly
Discussed

Identifies the Process Improves Communication [l Improves Problem Solving
Workflow Management winteractive Metrics Always Updated
=Safety Target Zero «Two Way Daily, Weekly, Monthly
«Maintenance Follows = 2 Transparent: Red/Green
=Product Development B Recognition Accountability

=Projects Accountability

Aligns Winning

ne of Sight
Clarifies Purpose
PlaneDoeCheckeAdj

Leadership Standardized
Work

Individual Performance &
Development Plans

People Development
. _______________4& ______________4& 4

Effective Execution of the Management System Enables our Operational

Excellence Journey

Gap Analysis

The Management Team doesn’t care about safety
The Management Team Doesn’t Listen to Us

No consistent leadership
We don’t recognize people

We should be a show place

Fix the equipment

Poor Communication

000000CC

We have gaps
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Culture Model | 2019
b |

Continuo ent Journey

Whete do we want to be?

Accepitance

Where are

wou? r Commitment
: —i Change
& Supervishon Safety
\/ ' ——" Team
Safety First | energized i
— . — Recognition BT oo

Individusls 4
What it weighed dovwn to Change :
looks like by negatives Right things for
Meed Commitment to O : ~ right reason
—— |

Engagement

I Resistance to Change £
F: Capability - Tools & Analytics
|7| - I CHOOSIMNG YOUR I
What it nibuition ws. Werification i
feals like = COMFORT ZONME Transparency §f Exposing Issues
= .
| Resisting change living wnl& Where ?ﬂu th Ink wu Where ?ou rea “? are. Making changes resolving problems I
are.
Storming Mormip Farming Performing \
Wiy clean i FI ndlng the pﬂth ﬂnd Vouwld not want to o mahage or work any other way - Compeatent in

wemn!'lutget What too Social issuwes - Peaople d
) capital Criticism wurdles -Tried this before -
invesoments Can not see how it will

using Cl tools - Transparsnoy - Recognition - Opportunities - Continual
Improvement - People warsg Yo work here

taking the journey to
where you want to
be....... requires

NOIr

Influencéar — owver
determine'success

continuous honesty and i heor
Sugg i
cion Commmunicati fBEFIHQ% wer Steering - Stage s - Cause Maps — Std. Worlk - Wwsn unﬂl:‘ on
- Round Tables - Visual Factory - Hour by Hour chgrts - Plant
Cultwral [Fmingmm off Trust ﬁ@ Respeact Huddles- Spaghetti Charts- RACI charts- Fish Bone's DMAIC- Pas \

~Criti ulations -Pareto - BD - Time Lines - Quick Ehange- Where
Sﬂm i dence — Engagement = In side out — Leadership L LS
‘ ss T




Culture 101
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Excellence.
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Alison Doyl@mpany CU@ is the

personality of a company. It defines th envwonm@n which
employees work. Company culture includes a variety of
elements, including work environment, company mission, e
value, ethics, expectations, and goals. \,os'\“;‘:‘f, o
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https://en.wikipedia.org/wiki/Edward_Burnett_Tylor
https://en.wikipedia.org/wiki/Culture#cite_note-FOOTNOTETylor19741-1
http://www.businessdictionary.com/definition/model.html
http://www.businessdictionary.com/definition/style.html
http://www.businessdictionary.com/definition/business-operation.html
http://www.businessdictionary.com/definition/company.html
http://www.businessdictionary.com/definition/staff.html
http://www.businessdictionary.com/definition/employee.html
http://www.businessdictionary.com/definition/deal.html
http://www.businessdictionary.com/definition/client.html
http://www.businessdictionary.com/definition/customer.html
http://management.about.com/cs/generalmanagement/g/culture.htm

Full Ownership and Autonomy  ““™

Walt Kelly (1913-1973) and his famous poster for
the first Earth Day on April 22, 1970

GTIICAGO

"Dear General: We have met the
enemy and they are ours.”
The immortal message Commodore
Oliver Hazard Perry (1785-1819)
American Navy officer sent on
September 10, 1813 to U.S. General
William Henry Harrison about the
Battle of Lake Erie.



http://www.eriemaritimemuseum.org/maritime_museum/History/battle_of_lake_erie/Commodore_Oliver_Hazard_Perry.htm
http://www.thisdayinquotes.com/2010/09/we-have-met-enemy-and-they-are-ours.html

Point B
Where we want
to be

Share«Learn-Grow.

Point A

Where we are

—, | ™ Association
RA for Manufacturing
Excellence,
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2019
Knowledge does not make best decision or

change habits

- Bob Bubb

- The Mensa boss

- My son Mike

Culture trumps intelligence....lt is all about the
Culture
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Leverage The Full Value of a Team

[ Culture
Colors
N
O
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Work

Words Harder



..Think About The Way You -~
Think...And How You Influence Others
To Think

“It is not the critic who counts; not the man who points out how the strong man stumbles, or where the doer
of deeds could have done them better. The credit belongs to the man who is actually in the arena, whose
face is marred by dust and sweat and blood; who strives valiantly; who errs, who comes short again and
again, because there is no effort without error and shortcoming; but who does actually strive to do the
deeds; who knows great enthusiasms, the great devotions; who spends himself in a worthy cause; who at
the best knows in the end the triumph of high achievement, and who at the worst, if he fails, at least fails
while daring greatly, so that his place shall never be with those cold and timid souls who neither know
victory nor defeat.” Theodore Roosevelt

Think About
Your
* Thinking

Norman Vincent Peale, ‘The Power Of Positive Thinking’.

How Do You Engage Others In Thinking And Actions?



Think small -
OUI" Individuals

mindset IS The

controllable paramecium
- experiment
and impacts
everything Think big
that our
entire The entire S

system.

culture
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The Culture becomes a team when there are core
beliefs and a foundation of Trust and Respect
that directs the energy towards the team’s goals

* Your best 300 people not 300 best people « Fire in stomach not pit.
Look for strongest team not weakest link e Selfless is selfish
« Turn the other cheek not eye for an eye  Iron sharpens iron

Power of dreams...common dreams. .
« Many small wins

Compete against competitor not each other.

Leaders not blocking or absorbing the light

 Fail small but often ...Recover....not fear of mistakes
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What Is our discomfort strategy?
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Three C Mistak ' o019
ree Lommon IVIISTakes
pl s Busting

1. Ass minthhe problem is TXD
without seeing wht is actuall pening. Myth S 1) Desired work was hard and out of process
2) Unsafe/high workers comp
roblem 3) Wig wag appearance was misunderstood
withaut findi ' ing it. 4) Customer value misunderstood

5) Goodyear value misunderstood $.27/lb. vs. $.03
6) Confidentiality misunderstood

3. Assuming you know what is causing the

problem without confirming it. Enabled $1M cost savings

Many tools that help us focus on understanding “how things work?” first
Ask Questions ...The Right

St e T Questions...Seek to
[ | [ Motoss | [ Maces - S understand...Improve ability to make
AN — e A3 the right decisions that get us to
A A ki e | i continual improvement?

[ |
[\ |

eeeeee ;'nenls| | Envirenment | | Fe::Ie ) ) j
e Electronic Deposit
»‘a L\{\x\‘*.
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How Do We 2019
Meet Goals
LN AWay g
That Builds A @&
Foundation...S
o We Continue
To lImprove §
And Hit Higher @
Goals
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Create
our
Destiny

Intentionally
Change

Values, Knowledge,
Perceptions, Feelings,
Behaviors
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2019
In the third year and forth year into our journey

 Our leadership now offered to have the consultants help us

« They suggested that we apply for Shingo or AME

« We decided to sta?/ focused on improving our culture and processes
without the consultants that were working with our sister plants and not

apply for Shingo or AME



GTIICAGO

After all the initial work, where = ““"

did we assess our culture
maturity?

Engagement/Change

Do you run your business with
it?

Understand: Do youunderstandour purpose and managementsystem?

Awareness: Are youaware ofour purposeand our managementsystem?



Culture 201
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Excellence.



Point A

Where we
began — earning
the right

Where we are —
more
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Point B

Where we
wanted to be
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Continuous
Navigation
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ortance World Wide =“© " =~

s selected countries:
R A “
9"_ *, Higher % Bl B Lower %

-~

Netheriands (

Culture Im

Brazil

India
China
United States
Australia

usa 55 Germany United Kingdom

France Japan Mexico

~
Spain . IS china South Africa
<

"_K. L —y Canada

T F=g
Mexico [ - =7

>
EE] india

7 italy
Spain
Brazil 3
E=l — - ¥» Netherlands
e ) - Australia 4
- =1 South Africa — Japan
Germany
France
Percentages by region: Belgium
Higher 2¢ T Lower 26
Americas Europe, Middle East, and Africa Asia-Pacific
| a5 | 84 W 82 | 77 | 77 .
Latin & South North Africa Central & Middle East Nordic Western Asia Oceania

America America Eastern Europe countries Europe



67% of decisions were made above the front line.

i Other
Front Line 3%
Supervisor
14% Front Line Worker

19%

Leadership Above
the Site

14%

Site Leadership
53%

Pie chart represe *
Data set from =
2016 KBG Safe * O
Decision Making Study

== MR AI™ Association

SAUVIL ELlnizetrne

Interrelated Decisions Across Time

within 6 months within 1 week day of
qew owner ntramed
Qg O
@ ‘50\6 (“\5 ast day befo,
A\ N o/;
Q@ o s @ @,
ac gale ne| 0 (R
o @ ith other oper,. I¥. A
(e o & Ylong ~/'0l/ %
@ b
O Returning . @ %,
Om 3 ‘ G
0 o, 8
9,
@ ‘
cific risks @
e s i Level Mechanism
{0
N}

é‘o"‘ O incident @ Site Manager | (©) Automatic
,..-;R‘ggff 2 © Supervisor @ Corporate Safety O Deliberate

W © Manager @ Corporate Function| ~ ~ .

Larger Circle = Pivotal Decision | (' Omitted

Share«Learn-Grow.
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Continue To Earn The Right -0 y

i
<

Sexual conversations or
Insinuations

or insinuations

Good people?

Gender conversations or insinuation



Inside View Changing 2019
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Engagement
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Processes Wlth,,, El

Wellir 1css
Proble

reciplents,

PARNING 101

12 MONTNS ® MONTHS & MONTHY I NONTHY PAST DU (ourirre (sarenirt 0

Calender Final Tire Loguocnag &
Group Finish loom Setateassse

e Tremge -— _.

- - -

— — Arocn rir
- L -

-

e

Near Miss Report

"~ An incident that has the potential
#liness, or property damage

P o 1 Due Date /. /

UNITED STEELWORKERS




Daily Management Systems 2019

DEC Event FCal 01 Let-Off ONE S TEAM

July 20, 2017
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Outside View 2019

Safety stand down
Incident

SAFETY

Year 1 Year 2 Year 3 Year 4 Year S
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Gettmg Help From A 75 Year Customer

| FOR YOUR S H E TY

DO NOT WALK
ON GRAVITY
CONVEYORS

onv ITY
CONVEYORS

O AN
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Outside View S
ENGAGEMVIENT 2036 2052

on’t have to put
name on cards.

513

Year 1 Year 2 Year 3 Year 4 Year 5
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Outside View
WASTE 946

Year 1 Year 2 Year 3 Year 4 Year 5
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Outside View 2019
QUALITY PPM

Year 1 Year 2 Year 3 Year 4 Year 5
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Outside View 2019
Cummulative Profit

Impact




Inside View

# of Rolls Lost

Jan 2017

Feb-16

=;__‘ M= Association
VI

Excellence,

Feb 2017

Mar-16

Year Long

JOURNEY !

Mar 2017

Apr-16

Eliminating Unplannee 4 Roll Losses

May-16

for Manufacturmg

Jun-16

Jul-16

Aug-16 Sep-16

4 Roll Results — Unplanned

Roll Lost Trends

Materials Team
20
8.
6 =
1 11
12 i
| ‘ | ----- |

‘ | | I,
Feb Mar Apr May Jun Jul Aug Sep Oct Nov Jan wg Sep O

Quality Compounds

Oct-16 Nov-16 Jan-17 Feb-17

ug Sep Oct Nov Jan Feb

ONE STEAM

Maint

0 o Il

Nov Jan Feb Feb Mar Apr jul Aug Sep Oct Nov Jan Feb

Unplanned

- = |
10 7 S
; |
o -
Feb Mar Apr May Jun Jul Aug Sep Oct Nov Jan Feb

BR8EREEHS

Jun-17

Share«Learn-Grow.
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2019

AME Excellence Award

Feedback Report for Goodyear ICM Akron, Ohio
Site Visit June 25 - 26. 2018
Assessment Team:
e Douglas Carlberg (Lead)
e Bill Baker
e Larry Anderson

o MURLRL 340

= ANE
Eﬁ:ELLENCE

ARD

Goodyear ICM Plant Akron, Ohio AME Site Visit Report

Closing

Congratulations on being a 2018 AME Excellence Award Recipient. We compliment all
personnel at Goodyear ICM Akron, OH for your focus to insure continuing
manufacturing in North America.

Thank you for your participation in the AME M; g Excellence Award Process.
We look forward to talking with you at the Award Ceremony in San Diego. We will be
pgetting in touch with you on the specifics for that week. We also encourage you to
consider speaking at AME’s Annual Conference 2019 in Chicago, IL and would

1ate your support in ing other 1es in your network to apply in the
ﬂJtule.l

We hope you find the feedback provided meaningful for your on-going improvement
joumney. Feel free to contact me if you have any questions.

Best wishes in your on-going improvement journey,

Wichact Bremer

Charperson of the AME Awards Council
630-235-4210

Michael @cumberlandchicago.com

Date of site review: June 25-26, 2018

Assessors:  Doug Carlberg (Lead)
Bill Baker
Larry Anderson
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Inside View

After 5 years of navigating deliberate
changes towards a better place, 4 of
us took the stage in San Diego
representing the only manufacturing
business in NA and one of only 4
plants in the world in 2019 to receive
the AME award. The four of us as
partners Tom Mclntosh (union
chairman), Rick Nixon (USW President
Goodyear ICM) Matt Kelly (safety and
wellness leader)and Dave Coleman
(finance business partner and Cl
manager) represented a team that
made this happen. No one person or
layer of people build winning cultures
all individuals matter.




Outside View

onoring
excellenc

Highlights from the 2018 AME Excellence Award celebrations:

aperabons.
in e AME

trarsmissions and axies. Opsnations are
=piit into three units: Cast lron Parts,
Ssoel Parts and Assembly. The plant

a campus of 2.26 milkon square feet,
of which ovar 1,18 milion are coverad.

The plart is part of CNH Industrial
Comnpanies, which designs,

and sells powertrains for on- ard
off-road vebicles, marine and power

The criteria can be
D Ny 200 S

Tha 2018 recipients are as Solows:

Fiat Powertrain Technologies (FPT)
Bowbon-Lancy, France

Fat Powertrsin Technologies in
Lancy, France,
diesal angines in a variety of sizes,

20719

y e SAN DIEGO

MATIOMAL CORS L3 ¥CE

10 the Lims Tech-
uLFP!.Ie.m.fnod s

- 3 s T Mania. tf was establshed in 1997
To apply, compieta and emai the 3] 1o, Sl ripedan of MO mw‘z’ od

WNe.O0Y y

vy Eatrunry 4, 2019, Mnmnmnzmm

March 49, 2098, submet & plant sakt " "
:o::::yA"MELmBUMW 5. ard tha Achiverment Report.

7 R R i Sy or ” r. .

: s AME Lan Senzel 10 aoply for e aware andt They

A ot o s b M| 2477 whh e staggere 81

Diwrioad the 2019 AME Excelle mmcﬁl’ﬁ'ﬂgﬁ unbn-ndlmmmm..-pﬂldv
in Chicago.

ety /et Ly F2AILNG®. X

nwm-—-mnmm
fww&mmuﬂmz_'
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What Transformed? I
AME Award

* Leadership
e Work Environment

 Empl En ment
ployee gage Worst Goodyear

World Wide Safety
Incident Rate
“Broken”

=4 ™ Association

%".v1: for Manufacturing Sha re 'L edarne Gr Oow.

Excellence,




What Needed Done 2019

- Care - vulnerable and uncomfortable

- Safety and housekeeping a priority

- Stop bargaining. Do what is right.

- Set expectations (right to swear / hives .. get over It)
- Creative / Innovative

- Break rules / silly rules (Name on card)

- Closed loop accountability (stop pretending)

- Make USW president a hero (only a hurdle)

- Conscience in organization (Courageous?)



Blggest Challenge’P
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What Is hard about building trust?

——
E—

Not always comfortable...

‘Somegimes vulnerable..a S

Battles....it’s not about who wins
: All encotinters matter



I What did we say?

CustomerObsessed (104/19%) High Performance / Management Systems Thinking
ValueDriven (91/16%) Respect/itegiyTrust st
Transparency (87/16%) Communication/Transparency o
HighPerforming SafeTrust (77/14%) Learning organization

MutualRespect™ivmna | G0 ccountability

(35/6%) One TEAM
RecognitiereE”neSS I(_jearning (33/6%) Jobs and jOb SeCurity/More business
ngage

Systems Thinking (31/6%) Recognition
Integrity & . : |
Problemsmvinmgegrl "B (28/5%) Listening and Problem Solving

(17/3%) Wellness and Safety

(13/2%) Treated Like a Person Not Machine

v | ™ Association

%,’.vfc g‘:é g?e::;ggftuﬂng Sha re 'Lea FNe Gr Oow.




20719
Why don’t all companies have a high

performance culture?

Because it is HARD WORK! ..... HARD for
individuals at all levels to break bad
habits ......... even HARDER WORK to

develop new habits.

"Excellence is an art won by training and habituation. We do not
act rightly because we have virtue or excellence, but rather have
those because we have acted rightly. We are what we repeatedly
do. Excellence, then, is not an act but a habit." — Aristotle



2019

The Hard Work

Respect (91/16%)

Caring {non-swearing p clean/morale / listening / humble / fair / non-blaming /
honest / trusting and trustworthy team both salary and hourly, managers and
non-managers.

Communication/Transparency (87/16%)

Well informed team with clear, transparent, honest and respectful communication
flow.

Learning organization (77/14%)

Not reinventing the wheel / more knowledgeable management / rotate
and utilize knowledge of employees / better new associates training /
improve all training / use floor input / need to better utilize skilled
trades / and more x-training.
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Round tables

Behavior focused performance
management process

Weekly Union / TTL discussion

News letter

Huddles

Boards and monitors
Center of excellence

Center of Excellence
ICM curriculum
Specialist positions



Take Away

Autonomy — Take full ownership
It is like a cult — Engage the team
What did you do and how? —  Create something special

Expect It To Be Hard Work

== JIR MAI™ Association
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Excellence.



Leading a
Culture
Transformation
IS a Continuous
JOURNEY

i:?'—".v1E éfsﬂgg;;%t;ggmﬁng Sha/’ e -Leal’ [1e Gl' OWw.

Excellence.



Inside View
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Thank You!

Your opinion Is important to us!

Please take a moment to complete the survey using the
conference mobile app.

Session No: WS/30
Leading A Culture Transformation
David Coleman
Goodyear Tire and Rubber Company
David.colemanl1168@gmail.com



