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CHANGE

ORGANIZATION DO NOT CHANGE, PEOPLE DO




Poor change management
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Risk / flight

-

Worry / uncertainty

/-\Excellent change management
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Comfort / security
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1st communication or
1st rumor

L|gerrnert

Turnover of valued employees
Tangible customer impact
Active resistance

Productivity loss
Employee dissatisfaction
Passive resistance

Normal work environment
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CrIANGE PRINC

SENDERS AND
RECEIVERS

CHANGE IS
A PROCESS

THE RIGHT
ANSWER IS NOT
ENOUGH

INCREMENTAL VS.
RADICAL CHANG
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RESISTANCE AND
COMFORT

AUTHORITY FOR
CHANGE
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L SENDERS AND RECEIVERS

ﬁ

Senders

Personal implications and risk

Receivers
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Daily Ol Actual
I Desired
Several times a week

W eekly

----
Several times a month
-—-
Monthly
-ﬂ
Less than monthly ‘-

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%
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#2 RESISTANCEAND COMFORT

“Many change agents are surprised by resistance to
?hange, when In fact they should expect it and plan
or it.”




WHY PEOPLE RESISTANCE TO

CHANG




Resistance to-Culture Change
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#3 AUTHORIT Y FOR CHANGE

#1 SUCCESS FACTOR CITED IMPLEMENTING
CHANGE IS VISIBLE AND ACTIWVE EXECUTIVE
SPONSORSHIP

Lack of a strong senior sponsor is a good indicator for failure.
Presence of active sponsorship is a good indicator for success.



EXECUTIVE SPONSOR MOST

COMMON MSIAKES




EXECUTIVE SPONSOR MOST

COMMON MSIAKES
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‘Empowerment
sAccountability
Ownership

Adaptability/Readiness to Change

The more accountability and ownership employees have in the
current state, the more they will resist a change that they are
not part of creating.




Why does corporate culture matter?

Culture matters because decisions made without awareness of the operative
cultural forces may have unanticipated and undesirable consequences.

Culture is a powerful, latent, and often unconscious set of forces that
determine both our individual and collective behavior, way of perceiving,
thought patterns, and values.

Organizational culture in particular matters because cultural elements
determine strategy, goals, and modes of operating..

The values and thought patterns of leaders and senior managers are
partially determined by their own cultural backgrounds
and their shared experience.
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NFEAL VS, RADICAL
FANGE
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Your change management plans must be scaled to
fit each change and the impacted organization.




THE BEST BALANCE BETWEEN

DRIVE AND II\NGLVEI\/IENT




Most difficult to get going

Anticipatory
Change

Difficult to get going

- >

Easiestto get going

Crisis

Change

The cost of change

The difficulty of change

Least
Anticipatory
Change

Moderate
Costs
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re you want to be

Where you are today

> Time =

Employees go through the change process in stages and go through thes
stages as individuals.



(within)
INDIVIDUAL

(within)
ORGANIZATION




POSITIVE EMOTIONAL CHANGE
CONTINOUM WITFIT “\J_)J\/J_)Ur\l
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CrIANGE |5 A PROCESS (WITHIN)
INDIVIDUAL — ADCAR MODEL

Communications Awareness
Sponsor roadmap Desire
Training Knowledge

Resistance mngt Ability
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