“Leadership produces change. i
That is its primary function”

Dr John Kotter
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Change Failure Rates

! Process Reengineering 70%
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Field Force Analysis: (Diagram)

Driving Forces
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Restraining Forces

Pressure from settled businesses

Influence of foreign economies
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PHASES
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PRIORITY

"he focus of
change

The
drivers of
change

The Psychology of Organisational Change
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ENVISIONING MOBILISING IMPLEMENTING REINFORCING
Setling the agenda for change Creating readiness for change Making change happen Keeping change in place
W Identifying stakeholders l Aligning key ‘B Restructuring jobs and B Creating new measures
l Defining clear goals ~ stakeholders the organisation - staning new’
;. Identifying culture ?”- Building emotional @ Redesigning processes behaviour
- Scoping the impact of Eisgomont B Introducing new systems I ‘Walung the talk’
~ change l Developing key skills 3 and technologies '® Aligning people
" ® Identifying clear benefits “. Shaping culture '@ Embedding new ways of |  processes
3 working '@ Removing persistent
'@ Rebranding ~ resistors
B b '@ Addressing capability
k Leadership Leading change from the top Leadership
b Governance Making managers accountable for the change Governance

»

t Programme Management Keeping change focused on the outcomes to be achieved

Programme Management )

P stakeholder Management

Keeping key players ‘on side’

Stakeholder Management [

b People Change Management

Managing the people dimension of change

People Change Hmtgement}

P communication

Constantly communicating key messages

Communication

>




Implementing &
sustaining for 8. Make it Sthk
change
7. Build on the change
Enga.ging & 6. Create quick wins
enabling the
organisation
- 5. Empower action

3. Create a vision for change

Creating the
climate for
change

2. Form a powerful coalition

1. Create urgency



Change Management
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Real
Change

Confusion

Rejection

Frustration

Slow
Change

Chaos






Unless
TRANSITION

occurs, CHANGE
will not works

- William Bridges, "Managing Transitions”™
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THREAT This can work and will

HAPPINESS ~ THREA'
At last — something is Thisis bigger than |
going to change! thought! DENIAL
Change? What
Change?
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DEPRESSION kills me... Source: J M Fisher 2003
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Top Ten Resistors to Change
(Harvard)

e | 0ss of control e Fear of becoming
redundant

e | ack of clarity | ack of
® | ACK O

e Surprises fransparency

* Ripple effect

e Change for
change sake e Past resentments

e Jrashing the past e Real pain




C = Current commitment to the change | R = Required commitment to the change

Stakeholder Perceived Benefit Support Commitment Required Perceived Resistance Changes Required
(or dis-benefit) Anti Neutral | Allow Meip Make
Focus more on catering quality of Take current work away Get them involved
Functional service Ask them to do things would not | Show them the benefits
Managers Remove admin C ‘ R normally do

Be accurate

Potential skill exposure

Do not see themselves as part of a
large whole

Give some accountability for project
Make champions




The Psychology of
Change Management (McKinsey)

e 3 compelling story, a purpose to believe in

e consistent role models

e reinforcing mechanisms, e.g. reward &
recognition

e build capability, the skills required for the change



IDENTITY WHO

BELIEFS / VALUES Rilsl

CAPABILITY HOW
BEHAVIOUR WHAT

ENVIRONMENT WHERE / WHEN

| CAN'T DO THAT HERE



