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Two Sides of Change

l'echnical Side of Change

I Human Side of Change



Self-actualization

desire to become the most that one can be

Esteem

respect, self-esteem, status, recognition, strength, freedom

Safety needs
personal security, employment, resources, health, property

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction

Maslow's hierarchy of needs
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Patrick Lencioni—The 5 Dysfunctions of a Team

of a team

dysfunctions

S
4

inattention to results
team Is focused on the success

of the project and getting results

avoidance of accountability
teammates must hold each other
accountable to group decisions and vision

lack of commitment

team must buy-in and commit to
decisions despite initial disagreement

fear of conflict

2 once trust is established, team is

unafraid of debate about ideas

absence of trust
‘ teamwork is founded in
vulnerability



Stages of Change

PRECONTEMPLATION




Change is the adoption of a new idea or behavior by a
person, organization, or institution

Organizations need to continuously adapt to
new situations if they are to survive and
prosper

’

Constant change keeps organizations agile
Indicative of “learning” organizations

¥
Change is required to remain competitive

and in harmony with the ever-changing
environment!



Evolutionary Change

e Don’t violate traditions and
status

* Typically, piecemeal—
incremental-one by one

* WHY:
* to promote enthusiasm

* may arouse deep
resistance

e change may have
dramatic results

These changes are slow, and this
type of change ma/y allow your
organization to fall behin



Revolutionary Change

e Cause violations, rejections, or
suppression of old expectations

* Typically happens quickly
e WHY:

* May meet strong
resistance!

e Often require an
exercise of power

These are introduced in situations
where no other options are
available




Planned Change

e Gradually modifies traditions
and sets new expectations

* Intentional attempt to
influence a process

 Typically, a gradual process

* WHY:

* Allows achievement of
difficult goals

* Creates space for
involvement and input

e Allows natural
attrition




Resistance

Selective Threat to
established Structural
information Habit e
resource inertia
processmg\ / ollocotions\ /
Threat to it
established . imiie
Organizational
Individual power = = 4 focus of
) ) resistance chanae
: relationships J
resistance ~—_
Fear of Security / \
the unknown Threat to Group
expertise inertfia

Economic
factors



Change is fundamentally about feelings
success requires people’s heads and
hearts together

“Winning Attitudes” do make a difference

Culture and attitude have very important
roles



“People don’t resist
change. They resist
being changed.”

Peter Senge



Management of Change

IDENTIFY THE DIAGNOSE THE PLAN THE CHANGE IMPLEMENTATION FOLLOW-UP AND
NEED FOR CHANGE PROBLEM OF CHANGE FEEDBACK



The
Road to

Cultural
Change
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Conduct a cultural analysis to identify cultural elements
needing change.

Make it clear that the organization’s survival is threatened
if change is not forthcoming

Appoint new leadership with a new vision

Initiate a reorganization

Introduce new stories and rituals to convey the new vision

Change the selection and socialization processes and the
evaluation and reward systems to support the new values



* Embrace change
* Become a change-capable
organization.

* Create a simple, compelling message
explaining WHY

: « Communicate constantly and
Ma nagl ng honestly
Cha Nnge * Encourage participation

* Get everyone committed

* Encourage flexibility
 “Give itatry”

e Remove those who resist and cannot be
changed




Links the present and the future

Makes learning a way of life

Actively supports & encourages change

Characteristics of Change-
Capable Organizations

Ensures diverse teams

Shelters breakthroughs

Integrates technology

Builds and deepens trust



Lewin’s Three Step Change Model

Unfreezing Changing Refreezing




Step 1. Unfreeze

* The process of letting go of certain
attitudes, beliefs, & habits

e Requires evaluation of the situation
**understand the forces at play**

* Ramp up forces that drive behavior
toward change & slow down
restrictive forces



Step 2. Change

Alteration of self-conceptions and ways of
thinking




Step 3. Refreeze

Involves solidifying
or crystallizing the
changes into a
new, permanent
form




Unfreezing Techniques

* People are taken from a state of being unready to
being ready & willing to make the first step

METHODS

* Burning platform

* Challenge

* Evidence / ,
3

* Education \

* Visioning

* Management by ObJectlves -




'
.
b
b |
W
%‘

Burning Platform

4
e S

iy S — = * Staying where you are is hot an option

J.Jj 7 * Doing nothing will result in a disaster
aﬂ!mw-i e Look for a crisis
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* Engineer a crisis...forces change



Challenge

e Stimulate change by challenging

e Ask for something remarkable

N/

\ "« Show confidence in their ability
achieve it

A\
\ “‘\ * Once they buy the challenge,
‘,‘ " they will support each other to

" % achieveit



* Find evidence
supporting the
change

 Use data and
statistics

* Counter-
arguments require
better data |
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Education

Teach people
about the need
for change the

methods of
change









Review
Objectives

Reward Set Objectives
Management by Objectives

Evaluate Monitor



Step 2.
Change




Manage the Process

* Ensure congruence of messages,
activities, policies, and behaviors
* Provide opportunities for joint creation
* Be clear about what this means—
Everybody gets a vote?
* Anticipate, identify, and address
“people” problems
* People are at the heart of all
change efforts
* Prepare the critical mass

* Educate, train, and prepare the
organization to think, feel and act
differently




Manage

the
Process

e Stimulate conversation

* Open to insights — don’t close
off discussions that could lead
to breakthroughs

 Provide appropriate resources

e Reduce other work or provide
protected time to support
significant change efforts

* Coordinate and align projects

* Are all projects valid and
necessary? Do they fit
together?



Change sponsor

(A )

Change Manager

C 23 2 Change roles
| Change agents |

(°aaaaa
Change agents
d & 3 8 4 & &

Change Receivers
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ASKS TOUGH =

Is encticoaly
connected

BUILDS STRONG
RELATIONSHIPS
ON TRUST

IS KNOWLEDGEABLE
AND LEADS BY
EXAMPLE

IS PATIENT BUT
PERSISTENT



Transition Management Team

Visible leaders committed to the change
Cross-functional content expertise

Accepted by the organization’s “power
structure”

TMT team captain is the transition COO
Must include a leader who focuses on
emotional & behavioral issues
* |f no one owns an issue, then no one is
responsible for it....
The job of the leader—to be a visible
champion for the change

e Articulate the context and rationale for
the new direction

* Does not run the team on a daily
basis—receives frequent reports



The Leadership
Contribution—Managing
the Dynamics



Change leaders provide direction and
retnforce the importance of getting the right
stakeholders involved at the right time, to

ensure both change and communication
excpertise is there at the start of the change

Journey.




Developing

Political




Establish leadership alignment;
create the desire and will to change,

build project team clarity around objectives, roles,

scope and processes.




stain the




Step 3.
Refreeze




Stabilize and
consolidate the new
state with values,
policies, rules,
procedures, new
behaviors, gratitude,
etc.




RINSE

REPEAT

Change needs to be viewed as a cycle,
not a finish line to cross




Kotter Steps Kotter Stages Key Tools Reference models

Increase Urgenc oTIS
L Change Readiness Assessment SWoT
: Creating a Climate for Stakeholder McKinsey 7's
e —— i Desired rmmcmm RACI (Roles & responsibilities)
Force Field Analysis LPD Summary

3. Get the Vision Right




>70% of all major
transformation/change efforts fail

“Because organizations do not take a
consistent, holistic approach to
changing themselves, nor do they
engage their workforces effectively.”

John Kotter



“Everyone thinks of
changing the world, but
no one thinks of
changing himself.”

Leo Tolstoy







