


Session Goals

You will learn:
A behavioral roadmap for change

The Culture Compass system for predicting
and de-escalating resistance

The Buy-in Indicators
The Ten Red Flags for assessing readiness
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The Change Equation

Lasting Change equals
Dissatisfaction with the present, times
Leadership’s future Vision, times
Engaging First Steps, times
Sustaining Support Systems

All of the above must be greater than
Resistance to the change
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Why Change Efforts Fail

-

Executing I Sustaining I

Ipplessaiedon

Phases

_I change management

as a linear process

Engaging I
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Why Change Efforts Fail

-

Executing I Sustaining I

Implementation
Phases

The highest organizational

need occurs at the lowest
emotional point

Engaging Planning I

“The Gap” I
Denial I

Emotional
Phases

Acceptance I

Depression
“The Pit”

5 ©2003 L PIONS



Why Change Efforts Fail

—

Executing I Sustaining I

Implementation
Phases

Planning I
To negotiate each phase,

Engaging I

Buy-in
Phases

Early Adopters (16%) Early Majority (34%) I Late Majority (>50%) I

you must win over a certain
portion of the population
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Why Change Efforts Fail

-

Executing I Sustaining I

“The Wall” of resistance
Planning I tests commitment to change
= “The Wall”
= of Resistance
Denial I =

Anger I Depression -
Emotional The Pit {
Phases i
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Implementation
Phases

Engaging I

Acceptance I




Implications of “The Wall”

Over half of the mergers they studied went “straight
downhill in productivity, profits or both”

They were not prepared for the “massive
resistance” encountered in their re-engineering projects

“When new practices made in a transformation
effort are not compatible with the culture, they will always be
subject to regression”

“The major barrier to implementation of quality
improvement is resistance to change”

“‘Development of software applications enjoys
a small chance of success (28% in small companies, 16% in
medium-sized and 9% in large). Lack of user involvement in

the early stage is the single largest reason for failure”

8 ©2003 PTIONS




Why Culture?

Clarifies context for change
Predicts kind and degree of resistance
Acknowledges imbedded norms

Implies strategy and tactics for business
results
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Four Culture Types

“Individualistic’ “Collaborative”

Responsiveness Communication
.. Random
Creativity Teamwork

Entrepreneurship Problem Solving

“Aligned” “Structured”
Values Stability

Harmony @ Accountability

Direction Procedures

Based on the Kantor System Typology and Communicational Domains™ - used by permission
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Descriptors

Decision Making
Leadership
Communication
System Boundaries
Driving Force

Key Processes
Reaction to Change
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Reaction to Conflict

Organizational
Structure

Relationship to
Customer

Rewards
Feedback
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Closed Descriptors

L eaders work the chain
of command effectively

Top down information is
accurate and timely

We follow structured
work processes faithfully

We work in departmental
work groups

We reward loyalty and
respect for the hierarchy
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Leaders are authoritarian

Top down information is
sanitized and guarded

We are completely rule-
bound

We work in silos or
stovepipes

Rising through the ranks is
the only way to get ahead
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