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Contents

• Objectives
– Introduce the “S4” process and group management methods in the context of offshore 

technology R&D center growth and management for G2000 partners
– Open the door for discussions on how TETRAD can apply “S4” to your needs

• Assumptions and givens
– Your organization has established a center or has serious intentions to start one
– Your present business will sustain the implementation and growth of a BKP professional 

environment in the technical area of focus

• S4 is a synthesis and “join” of well-established pr actices
– An evolution-by-experience of CMMI + CSP + XP + 
– Complements and completes CMMI, ISO9000, …
– Multidisciplinary, multinational, multisite R&D management – not only software & IT
– Focus on building and sustaining long-term Teams

• Evident common challenges
– Needs to develop professional and corporate maturity
– Needs to refine the corporate Research� Development� Product Process

• Unique background and response-ability
– Understanding the in-country mentality and practices thoroughly
– Understanding the technical and psychological networks

• A Precise Concrete Proposal



TETRAD offers a valuable methodology that has an ev olutionary and 
revolutionary history.  The “S4 bridge” spans over t wo decades of 
development by experts in energy, medicine, communi cations and security 
fields.  The following four slides are excerpts fro m previous management 
material developed in the course of directing distr ibuted, offshore R&D 
groups such as are now emerging as valuable assets for G2000 firms.

Key Points:
1. Self-Management and Intrinsic Rewards principles

2. CMMI or compatible process-based methods

3. IDP (Individual Development Plan), JTP (Job Training Plan), Performance Review, FOCAL

4. Cooperative Competitiveness

5. Visibility among peers

6. Exposure and opportunity to grow and be seen/heard

7. A management task cycle that grows collaboration rather than division within the ranks
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Historical Background



The Self Management Process
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The Four Intrinsic Rewards
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The Role of Management
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Building Blocks for the Intrinsic Rewards

Full seminar package available 
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Process integrity is fundamental for ISO 9000 and C MMI because it is the 
formula for transforming a collection of players an d instruments into a 
symphony
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Mutual Understanding of the Process



Process intelligence and communication are the keys for motivating the 
technical members to see themselves and each other as part of a Team that 
Matters and as communicating members of a larger Who le

Copyright © 2006 Martin J. Dudziak, PhD and The S4 Center, Inc.

Team Motivation



Focused upon the employment of Self-Management and I ntrinsic Rewards in 
the spirit of “S4”.

A few examples:
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Management Tools Tailored to The Global Team
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(Synergy Symbiosis Synthesis Symmetry)

Key Points:
1. CMMI Process Model

2. Applying CSP principles to group organization and project management

3. Knowing when to adjust the formalism and when to operate eXceptionally (XP)

4. Cultivating symbiotic working relationships - consciously

5. Pioneering synergy as a way of life in the workplace

6. Recognizing that intelligence = synthesis, not only analysis
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S4



Growing and running a 50-100-150 member R&D team wh ere there is a lot of infighting, 
griping, “thorns” and “attitudes” would be costly.  S ame for 25, or 10, or 5.

Managing a cohesive Team that has team spirit, good  morale, and mutually-reinforcing 
ambitions to excel and be better than the “usual an d ordinary” is very achievable by our 
method.

But still there are a lot of schedules, meetings, a nd documents. Here’s one tool we use 
for meta-management and keeping on top of it all.
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“Management” Management



PhD, Physics, defense and biotech background, Ameri can-born

Started going to Russia in 1992  – Akademgorodok, No vosibirsk, Dubna -
DOE, NIH, NSF, ISTC, World Bank, IPP, EBRD programs  over the years

Volunteered, organized first internet medical infor matics gateway (portal), linking US and 
Russian (FSU) hospitals and clinics, IMEDNET/Common HealthNet – 1994-95 

Speaks Russian, knows the culture, took the electri chka and metro every day, knows 
where are the good yamarkas.
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One Example – one S4 Leader



Enabling the whole team to understand and feel that  they are a part of the 
Process is more than signing up to CMMI and requires  more than Rational 
Rose or a similar formalism

Youth is an asset if tailored and channeled.  Matur ity can develop faster if 
there is conscious mentoring and facilitative leade rship.

Key Points:
1. Some of the mentors may already be in place – team leaders, people who have worked for 
the company or other companies.

2. The local in-country culture is not a “black box” and the social framework can be used to 
facilitate an intrinsic-rewards based environment and self-management processes.

3. The “compliance” model does not work for the type of professionals of Today.  Choice, 
Competence, Meaningfulness and Progress are very important senses and attitudes to be 
cultivated in an R&D center.
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Evident Challenges



Motivation through Intrinsic Rewards approach

Understanding the reasons to use formal tools engin eering (UML, CMMI, ERD)

Understanding that HR/career resources like IDP, JT P, FOCAL are not simply 
management  “busy work” but collaborative manager-wi th-employee building 
blocks and tracking tools for accomplishing “payoff ” results

Building a Management Task Cycle and Training among Team Leaders
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Evident Pathways to Success



Capital ize on Culture (example: Russian-based TDC)

Industry/customer-linked events in Moscow, online (w ebcast)

Opportunities to be visible as leaders, mentors (Op enSource 
philosophy, a 2-way street)

Team-Building Day (offsite)

Management and Team Events (offsite)

TDC Evening at the Bolshoi (for example)

Woman’s Day – something extra can go a long way the next week
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Evident Opportunities



We are seriously interested in designing and buildi ng your R&D Tech Center

Key Points:
1. You need a very capable manager, facilitator, and coordinator who understands

technical people working on time-to-market projects
the process of developing from “research” to “tested  and validated for release”
the subject-matter of the application
the core technologies and methods being used
the competencies of individuals and how they work a s teams
American culture like a native
European and global corporate culture
Russian culture like a native 

2. This is what we bring to the picture, with an assertion of being a demonstrable superior 
solution for the task.

3. Figuring out if the relationship really fits is like buying a fine suit or going on a first date, so if 
the interest is mutual then we should arrange to meet in person and go into depth on what needs 
to be done to make the new center achieve its full potential

4. Ultimately the value is going to measured by the Customers. In the past, some have 
undoubtedly been concerned about the management issues we have discussed thus far.  The 
Customers will have a positive response to the things we can say and do. 
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Concrete Proposal



Martin Dudziak, PhD
– (804) 740-0342
– (202) 415-7295 cell
– (202) 460-4782 cell
– martin@forteplan.com

TETRAD Technologies Group, Inc.
28 Chase Gayton Circle, Suite 736
Richmond, VA 23238-6533

Contact


