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Introduction

What is change?

Change is the new situation – the marriage, baby ,or divorce, the new home; the new job, policy, team, boss or take over, the new job expectations, etc.

What is transition?

Transition is the period between the old situation and the start of the new one.  It is a time of uncertainty AND also of growth.

What is transformation?

Transformation is the end result – personal adjustment, new process or system, etc. – signalling the end of transition.

Life is a cycle of change, transition, and transformation.

Here’s the Situation.

1. Things are changing.  It is a new day, a new company, and a new set of expectations.  The old ways and status quo management won’t work.  The same thinking that got you here, will not solve the current situation and its related problems.

2. If you try to work in the same way you’ve worked when you had a stable, routine situation, you are going to have real problems.  You must switch gears.

3. These are some of your major challenges:

a. How do you and the good people in your group hang on?

b. How do you keep your morale from dropping through the floor?

c. Most important, how do you get the results higher management expects of you and your co-workers?

4. The reality is, you are expected to get more done, with fewer resources, & materials, with less people and some less qualified, in a shorter period of time.

5. Is that fair or reasonable?  Doesn’t matter.  That’s what is staring you in the face.

6. Productivity gets hammered from all sides.  You and your people are upset, confused, or demoralized, AND all of you still have to deliver results.  And all of you have to protect the bottom line.

7. Change is stressful.  Times like these can really get on your nerves.  But it is during the tough times that you have a chance to really grow and prove yourself.  Follow the guidelines in this session and you will be further ahead and moving in the right direction.  You will be coping with change instead of letting it control you.

Trends for the 90s and the new Millennium

1. Longer working hours

2. More complex work

3. Increased intensity

4. Constant change

5. Rebuilding loyalty

6. Rapidly changing technology

7. Changing face of organizations and industries

8. Product life cycles are shorter.

Some interesting realities about change:

1. There is no quick fix – it can’t be done easily, quickly, or cheaply.

2. Change is both toxic and tonic – it is both a threat and an opportunity.

3. Change requires exchange – people need to communicate and share their experiences.

4. Change is stressless only for the mindless – if you think you are OK, you are probably not.

5. Change challenges people in power – those who benefited from the way things were may not continue to benefit.

6. Change makes everyone restless -- even those not presently affected -- and this dynamic must be faced.

7. And, most curiously, some people come through change with major increases in their performance level.  They grow and thrive within the transition.  Each person should ask, “Which outcome do I want after this transition in our organization?
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Maslow’s Hierarchy of Needs

The Change Continuum 

     No change


Productive change

Constant change


	Past change is bad

Values what was

Resists change—

   May not be educated 

     about the change

Stagnation


	Present change is 

  inevitable

Values what is     

Honors resistance---

Listens, learns, liberates 

Growth and effective  performance
	Future change is

  good        

Values what might be   

Suppresses resistance or causes deadened responses

Chaos


10 Basic Principles About Productive Change

1. Change is a process. The ending and beginning are never as hard as the transition.

2. Transition to the change happens more readily when there is ownership in the change process.

3. Change is accomplished by individuals.

4. Change takes place most effectively in an atmosphere of enlightened self-interest.

5. Change is a highly personal experience

6. People do not resist change;  they resist perceived loss, pain and threat of change.  They are afraid that as a result of change, they will be worse off than they were before.

7. Change creates developmental growth.

8. Resistance is best resolved by honouring it rather than avoiding or suppressing it.

9. Change fosters self-discovery.

10. Effective facilitation of change helps individuals understand and accept their own resistance.

Moving Through the Phases of Change

Denial—most common response. It is an attempt to preserve the past by ignoring the signs that the past is over.

People in denial tend to say or think this way:


1. This change doesn’t really affect me.

2.  The reality of change hasn’t set in yet.

3. I’m not wasting my time worrying about this

4. I’m sure this will blow over soon.

5. I don’t have any feelings about he change.

6. I just try to do what I have to do to get through the day.

Resistance—natural feeling about change. You are being asked to give up what is familiar to you. You will feel out of control and most of us don’t like that feeling.

People in resistance tend to say or think this way:


1. I prefer the way things were before.

2. I don’t know if I can do what is expected of me.

3. I think this is bad for the organization.

4. I feel angry about the change

5. I can’t concentrate on my work.

6. I’m upset about the way this whole thing has been done.

Exploration—is the fun phase. You want to be part of the new vision and have some positive feelings about the future. You are on a learning course.

People in exploration tend to say or think this way:


1. I’m excited about all the new possibilities.

2. Everything is up in the air and we’re dealing with real issues.

3. I keep thinking of new ways to do things.

4. Recently I’ve had a lot more energy.

5. I’m amazed at how many new things I’m learning.

6. I feel like the worst part is over.

Commitment—is now business as usual. You tend to feel comfortable and in control again. Give yourself a reward for coming to this phase.

People in commitment tend to say or think this way:


1. I’ve really come a long way.

2. I would not go back to the way things were

3. I have mastered what needs to be done 

4. I am comfortable in the new work environment.

5. I feel good about myself and what I have accomplished.

6. I’ve learned things that will help me deal with the next change.

What About You?

‘SCAN” -- YOUR CHANGE SITUATION

	Situation – What’s happening?



	Concerns – What are your concerns and issues?



	Attitude – How do you feel about the whole thing including how it affects you?



	Needs – What do you need right now?




How to Thrive During Change

GET YOUR OWN RESPONSE OUT IN THE OPEN. 

Think about the critical change you wrote about in your SCAN.

Answer these questions for yourself.

	
	From myself
	From others
	From my  work

	What do I want

(must have)?


	
	
	

	What do I not want?


	
	
	

	What am I getting?


	
	
	

	What am I not getting?


	
	
	

	What am I doing to avoid what I do not want?


	
	
	


How to Thrive During Change (continued)

How to Manage Your Reaction to Change – Become Resilient

Which answer describes you best?

High
   Medium 
Low

Your need for stability

Your preference for the familiar

Your reliance on the way you first did something

Your need to play it safe

Selective viewing and remembering even when you

have new info

Your dependence on tradition

Your need to control

Self distrust

Low self esteem 

Seeking security in the past/ old ways

Your tendency to blindly resist change

An attitude of change is always bad

Digging your heels in

How Things Have Changed and Why

1.
Think how things have changed over the past 5 years in your life and in your organization.

2.
What are you doing more of, or less of and why

	Doing less of
	Doing more of
	Why

	
	
	


Now take a second look > > >

Your Change Situation

Review your SCAN model to build your awareness of appropriate behavior

	Situation – Do you see things any differently now?

	Concerns – What are the positives in the situation?

	Attitude – What must you do to view the situation in a positive way?

	Needs – What can you do to get what you need?




What are the differences between your 1st SCAN and your 2nd SCAN?

The Behavioral Style Evaluation






How to Become Resilient

Resilience is an essential change management skill.  It helps you:

1. Bounce back quicker, smarter, and stronger with each change

2. Find opportunity in uncertainty

3. Turn ambiguity into strategy

4. Generate creative ideas and solutions

What is Resilience?

Five Basic Characteristics of Resilient People:

Five Threats You Might Face as a Result of Change and Transition

What are some of your personal barriers to resilience?

What are your pathways to resilience?

Helping others during change

Four Key Skills

1.  Communicating effectively before, during and after significant change.

Tell what is over and what is not concerning policies, technology, structure, behavior, values.

2.  Show how innovations will help realize true potential.

Don’t trash the old way—self-worth is attacked, consolidates resistance

3. Build a bridge from the past to the future. 

4. Provide signposts along the way .

How do we know we are going in the right direction?

How do we know we are getting anywhere?

How do we measure progress?

How to Cut Through Group Resistance

Use the SHEAR method

S   Surface the resistance

H   Help the group talk about their individual needs and interests

E   Explore what individuals are avoiding

A   Attend to group needs

R   Review and renew

Stress and You

Sources of Stress

1. Socialized beliefs

2. Multiple role conflicts

3. Inability to say “NO”

4. Fear of failure or success

5. Do-it-all syndrome

6. Perfectionism

7. Need for approval

8. Impostor phenomenon

9. Need to prove one’s self

Five Greatest Stress Resistors

1. Optimistic yet realistic outlook

2. Open communication

3. Focused attention to priorities

4. Openness to learn and try new ways to increase effectiveness

5. Healthful balanced lifestyle

Overcome Self-Induced Stress


Feels guilty about relaxing

Enjoys a lunch break or stretch break

Hostile



Likes to laugh

Hurries



Takes time

Focuses on the outcome

Focuses on the process

Holds on



Lets go

Attempts many things at once
Paces self

Reads the headlines


Reads the comics

Six Ways to Control Stress



1.
Exercise

2. Nutrition

3. Support

4. Relax

5. Hobbies

6. Play

Summary & Conclusion

Blue print for continuous growth and high performance

1. Prepare for change

2. Create employee involvement before, during, and after change

3. Create a plan for transforming your area or department

4. Create an action plan for surfacing and resolving resistance

5. Set high performance expectations

6. Help workers commit to ownership

7. Help people get appropriate training

8.  Help workers grow and learn

9. Create meaningful work

10. Give everyone a chance to recommit

In addition:

1. Anticipate your performance results and think about why your performance and the need for change matters to the entire organization.

2. Plan, create, lead, energise, challenge, compensate, trust, train, reward, and develop teams and teamwork.

3. Develop an area plan of action.































10.	S	Shows less enthusiasm than the average


		person


	O	Shows more enthusiasm than the average�person





11.	D	More likely to introduce self to others at 


		so�cial gatherings


	I	More likely to wait for others to introduce


		themselves at social gatherings





12.	O	Flexible about how own time is used by


		others


	S	Disciplined about how own time is used by


		others





13.	S	Goes with own agenda


	O	Goes with the flow





14.	D	More naturally assertive behavior 


	I	More naturally reserved behavior





15.	D	Tends to express own views more readily 


	I	Tends to reserve the expression of own


		opinions





16.	D	Tends to naturally decide more quickly or


		spontaneously


	I	Tends to naturally decide more slowly or


		deliberately





17.	S	Prefers to work independently or dictate


		the relationship conditions


	O	Prefers to work with others or be included�in relationships





18.	I	Naturally approaches risk or change more


		slowly or cautiously


	D	Naturally approaches risk or change more


		quickly or spontaneous








From “Relationship Strategies” 


by Dr. Tony Alessandra





1.	O	Easy to get to know personally in business


		or unfamiliar social environments


	S	More difficult to get to know personally in


		business or unfamiliar social environments





2. 	S	Focuses conversation on issues and tasks


		at hand; stays on subject


	O	Conversation reflects personal life�experiences; may stray from "business at hand"





3.	I	Infrequent contributor to group conversa�tions


	D	Frequent contributor to group conversa�tions





4.	I	Tends to adhere to the Letter of the Law


	D	Tends to interpret the Spirit of the Law





5.	S	Makes most decisions based on goals,


		facts, or evidence


	O	Makes most decisions based on feelings,�experiences, or relationships





6. 	I	Infrequent use of gestures and voice 


		inton�ation to emphasize points


	D	Frequently uses gestures and voice 


		inton�ation to emphasize points





7. 	D	More likely to make emphatic statements


		like "This is so! " "I feel..."


	I	More likely to make qualified statements like


		"According to my sources...





8. 	O	Greater natural tendency toward animated


		facial expressions or observable body


		responses during speaking and listening


	S	More limited facial expressions or 


		observ�able body responses during speaking


		and listening





9.	S	Tends to keep important personal feelings


		private: tends to share only when necessary


	O	Tends to be more willing to show or share�personal feelings more freely
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