
Managing Change 



		

“It’s	not	so	much	that	we’re	afraid	of	change,	
or	so	in	love	with	the	old	ways,	but	it’s	the	
place	in	between	that	we	fear…	it’s	like	being	

between	trapezes.		It’s	Linus	when	his	blanket	
is	in	the	dryer.		There’s	nothing	to	hold	on	to.”	

	
-	M.	Ferguson	



The	AdapFve	OrganizaFon	

•  Willingness	to	make	change	
•  IdenFfies	problems	quickly	

–  Internal	and	external	
looking	

•  Implements	soluFons	
rapidly	

•  Focus	on	innovaFon	
–  Upward	communicaFon	

•  Trust	

n  Risk	taking	is	rewarded	

n  Candidness	
➤  Open	to	feedback	

n  Enthusiasm	

n  Long-term	focus	

n  Skill	Development	

n  Learning	OrganizaFon	



Exercise	1	

•  Think	of	one	successful	change	in	your	work	
environment.		List	the	successful	change	
variables	that	were	in	place.		What	was	the	
criFcal	factor(s)	for	the	success	of	the	change?	

•  	Think	of	some	unsuccessful	change	from	your	
environment.		List	the	resistance	to	change	
variables	that	were	present.		What	was	the	
criFcal	factor(s)	that	thwarted	the	change?	

	



Prerequisites	for	Change	

•  Vision:	Develop,	arFculate	and	communicate	a	
shared	vision	of	the	desired	change	

•  Need:	A	compelling	need	has	been	developed	
and	is	shared	

•  Means:	The	pracFcal	means	to	achieve	vision:	
planned,	developed	and	implemented	

•  Rewards:	Aligned	to	encourage	appropriate	
behavior	compaFble	with	vision	and	change	

•  Feedback:	Given	Frequently	



`Bridges	Three	Stages	of	Change	







General	reasons	to	resistance	to	
change		

•  The	tendency	to	remain	
unchanged.	The	old	way	
of	doing	things	are	
comfortable	and	easy,	so	
people	do	not	want	to	
change	or	try	something	
new.		

Inertia  



General	reasons	to	resistance	to	
change	

•  Poor	Fming	may	cause	
resistance.	When	
employees	and	
managers	are	in	bad	
relaFons,	the	Fme	to	
introduce	change	is	
not	fit.		

Inertia  

Timing  



•  Resistance	may	occur	
when	the	change	is	
unexpected	or	
sudden	for	
employees.	.	

Inertia   

Timing   

Surprise   
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General	reasons	to	resistance	to	
change�



•  Individuals	may	resist	a	
change	when	the	team	
resists,	even	if	the		
individual	does	not	
strongly	oppose	the	
change.		

 
Inertia 

Timing  

Surprise  

Peer pressure  
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General	reasons	to	resistance	to	
change	



Specific	reasons	for	resistance	to	
change		

•  Individuals	may	resist	a	
change	if	they	feel	it	will	
cause	them	to	lose	
something.		

Self-interest  



Specific	reasons	for	resistance	to	
change	

•  Employees	may	resist	
a	change	because	they	
do	not	fully	
understand	its	
purpose	or	benefits	
even	if	it	will	benefit	
them.	

Self-interest  

Misunderstanding  



•  Employees	and	
management	may	
see	the	change	and	
its	advantages	in	a	
different	way.		

•  Management	may	
see	the	change	as	
increased	efficiency	
while	employees	may	
see	only	the	costs	of	
it.		

Self-interest  

Misunderstanding    

Different assessment  
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Specific	reasons	to	resistance	to	
change�





Eight	Steps	to	EffecFve	Change	
Management	

Increase	Urgency	



Eight	Steps	to	EffecFve	Change	
Management	

Build	a	Guiding	Team	



Eight	Steps	to	EffecFve	Change	
Management	

Get	the	Vision	Right	



Eight	Steps	to	EffecFve	Change	
Management	

Communicate	to	get	buy-in.	



Eight	Steps	to	EffecFve	Change	
Management	

Empower	AcFon	
	



Eight	Steps	to	EffecFve	Change	
Management	

Create	Short	Term	Wins	



Eight	Steps	to	EffecFve	Change	
Management	

Persist	



Eight	Steps	to	EffecFve	Change	
Management	

Make	Changes	SFck.	
	



Stage	1	–	Ending	and	Le_ng	Go	



Stage	2	–	The	Neutral	Zone	



Stage	3	–	The	New	Beginnin	



AddiFonal	Tips	for	Overcoming	
Resistance	



Team	Charter	



Rogers:	Adopter	Categories	

•  innovators	-	the	first	2.5%	to	adopt	the	
innovaFon	

•  early	adopters	-		the	next	13.5%	to	adopt	the	
new	idea		

•  early	majority	-	next	34%	of	the	adopters	
•  late	majority	-		the	next	34%	to	embrace	the	

change	
•  laggards	-	the	last	16%	to	adopt	the	innovaFon		





Lewins	Force	Diagram	


