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Managing Change – Why is it important? 

External forces impose change (regulation/deregulation; M&A; bankruptcy; competition; customer expectations – social media; globalization)

Internal Forces for change (Improved efficiency, profitability, adaptation/technology; new leadership)

Incremental Change vs Transformation change

Leading change – Who and how?

CEO and senior executive champion

Communications are key – create urgency, reach emotions, constant 2-way exchanges

Honest, truthful communications to build trust, respect and confidence in the course charted

Resistance to change

Resistance is inevitable – may be immediate or passive; middle manager most affected as are support staff

Communicate clear and realistic change goal

Align internal process to support change direction (performance review/ awards, priorities)

Allocate necessary resources to reinforce change direction

Perception of winners and losers - accentuates personal/ political and systematic resistance.

How to overcome resistance to change?

Positive Approaches:

· Communications – nonstop and interactive

· Guy-in, involvement and participation
· Support, counsel, training – personal approach to those most affected

Negative Approaches:
 
· Co-opting, buying off leaders of resistance to silence them

· Incentives to negotiate agreement

· Manipulation 

· Coercion

Change as a process – key considerations

· Determine need for change
· Form guiding coalition
· Develop shared vision to create tentative plan
· Analyze sources of resistance and obtain buy-in
· Implementation Plan – Well communicated
· Create urgency to implement – be alert to feedback
· Monitor Implementation to assess success of process
· Early/quick successes – “low hanging fruit”
· Align internal processes such as employee rewards

Pitfalls of the change process

· Failure to get senior level support – leaves open hope that the change will be abandoned to keep status quo

· Inadequate Communications = Rumors, lost productivity, what’s known will distract – lead to the best leaving

· Failure to commit adequate resources – leaves employees doubting whether change is really a priority; impossibility to implement with inadequate support

· Middle Management gives lip-services to executives, yet thwarts employee adhesion to change – sabotage process

· Delays that put into question the urgency for change; lack of accountability or incoherent messages/signals 

What to do/ what not to do to successfully implement change?

· Have a well thought-out plan developed with broad in-put
· Communications!!!!
· Change initiatives need a champion and change agents
· Align internal process with change like rewards
· Do not retreat or give the impression change is reversible 
· Keep change initiatives manageable (eg limit 4 goals)
· Be honest, truthful with employees – even if you know some will be disappointed with what they hear

What is the greatest challenge for the change champion?

Need for a senior level enthusiasm for change, well-articulated emotional message and allocation of resources

[bookmark: _GoBack]Change process is learned and replicable but build on trust through constant communications, buy-in and alignment of rewards/ internal processes
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