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Dealing with Change
How to Respond to Change in the Workplace

INTRODUCTION

“The Age of Change” may be an overworked phrase, but it couldn’t be truer.  “Predictability” is still in the dictionary, but it’s a fading concept.  The change we experience today is not just the product of changes within our organization (which was typically the case in the past), it is also now changes within our markets and our society—changes that impact not only the organization but also every member within it.

Managing change and coping with change isn’t the issue.  Embracing change is the issue:  thriving on it, becoming comfortable with it, and helping others become comfortable with it.  But to do so, we have to understand it.  Then change can be our ally, not our enemy.

Change—As we’ve Experienced It

What changes have you seen in your lifetime?

What changes have you seen in the Air Force?

What changes do you foresee in the next 15 to 20 years?

The Pace of Change


To understand the pace of change, we need to grasp the rate at which knowledge is increasing.

The Forces Shaping Change
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The Characteristics of Change

(
Change is both first-order change and second-order change.


First-order change is within an existing system or framework and is therefore more predictable.


Second-order change completely changes the system.  The paradigm changes.  The rules are rewritten.

	First Order
	Second Order

	· One dominant market leader loses market dominance to another company in the same industry.

· New technology improves existing products.

· Dictator replaced by another dictator.

· Reshuffling jobs.

· Increasing target numbers.

· Being promoted.

· _________________________

· _________________________

· _________________________
	· Manufacturing-based economy becomes information-technology economy.

· New technology replaces existing products.

· Dictatorship replaced by democracy.

· Changing structure.

· Changing the goals.

· Changing career.

· _________________________

· _________________________

· _________________________




(
First-order change characterized much of the past.




It continues today.

(
Second-order change characterizes much of the present.  




It is much more frequent and is occurring everywhere.

· Change is a certainty.

Change happens.  They keep moving the cheese.

—Spencer Johnson, Who Moved My Cheese?
(
Change is continuous and unpredictable.



Especially second-order change.

(
Change is generally met with resistance, especially second-order change.

Faced with the choice between changing one’s mind and proving there is no need to do so, almost every one gets busy with the proof.

— J. K. Galbraith
(
Change represents danger and opportunity.

No one will ring a bell to call your attention to the fact that your world is changing.  Change approaches quietly, on cat’s feet.  That’s why it’s essential to understand what I call ‘strategic inflection points.’  A strategic inflection point is reached when something fundamental is about to change.  Mathematically, it represents the point at which a curve stops turning one way and starts turning the other, sweeping up and climbing ever higher . . . or turning down and falling ever lower.  In your career or business, a strategic inflection point can mean an opportunity to rise to new heights . . . or it may signal the beginning of the end.

—Andy Grove,

 CEO Intel

     “ Anticipate change.  Get ready for the cheese to move. 

     Monitor change.  Smell the cheese often so that you know 

     when it’s getting old.”

—Spencer Johnson,

Who Moved My Cheese? 
(
The greater the investment in the status quo, the harder it is to change.

The greater the commitment to fixed assets, the greater the reluctance to obsolete these assets, even in the face of a successful competitive attack.

“The more important your cheese is to you, the more you want to hold onto it.” 

—Spencer Johnson,

 Who Moved My Cheese?


Why Do People Resist Change?


List some reasons why people resist change.

· _____________________________________

· _____________________________________

· _____________________________________

· _____________________________________

· _____________________________________

· _____________________________________

People Respond Differently

People are different, and it’s no wonder that people respond differently to change.  Some people need more time to respond, but, ultimately, we all decide what our response will be.

“I don’t think I would like the New Cheese. It’s not what I’m used to.  I want  my own Cheese back and I’m not going to change until I get what I want.”

Hem in Spencer Johnson’s Who Moved My Cheese?
“Haw knew that Hem was wondering, ‘Who moved my Cheese?’ but Haw was wondering, ‘Why didn’t I get up and move with the Cheese sooner?’ ”

Haw in Spencer Johnson’s Who Moved My Cheese?
Understanding What We Can Change/What We Can’t Change

In Who Moved My Cheese?, our response to change is summarized in seven principles.


Change Happens

They keep moving the Cheese

Anticipate Change

Get ready for the Cheese to move

Monitor Change

Smell the Cheese often so you know when it is getting old

Adapt to Change Quickly

The quicker you let go of old Cheese,

the sooner you can enjoy new Cheese

Change

Move with the Cheese

Enjoy Change!

Savor the adventure and enjoy the taste of new Cheese

Be Ready to Change Quickly 

and Enjoy It Again and Again

They keep moving the Cheese

Focusing on Our Contribution

In dealing with change, focusing on our contribution and helping others focus on theirs keeps the focus on positive change.

My/Our Contribution

1. What is my/our contribution?

2. To whom do I/we provide this service?

3. What key value do I/we want them to perceive about me/us?

The Leadership Factor

A. The Push-Pull Reality





Pull

Push

Comfort



    Responsibility
B. The Six Things Great Managers Do and Excel at

1. Championing the values

2. Clarifying the direction

3. Matching the right person to the job

4. Setting clear expectations for each person

5. Motivating their people

6. Developing their people.



Building Support

You can build support for change if certain conditions are met. The more of the following conditions that you can meet (not all are always possible), the greater the buy-in you will have to the change effort.

· If they believe management is seriously committed to it

· If they trust and respect the agent of change

· If they are not surprised by it

· If they understand the reasons behind it

· If they can see tangible outcomes and evidence of success

· If they can see they will benefit from it

· If the reward systems are changed to support it

· If they are involved in it

· If it requires little effort or no more than they can give it

· If they believe they can successfully master it

Don’t communicate . . . 

Over-communicate.

Check Yourself!

1. How has technology shaped change in the Air Force?
2. Explain the difference between first-order change and second-order change.
3. What’s one reason you personally resist change?
4. Describe your strategy to build support for change within your team:
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Day Four
























































































































































What Great Managers Know


People don’t change much.


Don’t waste time trying to put in what was left out.


Try to draw out what was left in.


That is hard enough.


 	First, Break All the Rules


	Gallup Research











































































































“There is nothing more difficult to carry out, nor more doubtful of success or more dangerous to handle, than to initiate a new order of things.”


—Machiavelli





































































































Objectives of this module are to:





Recognize the forces shaping change;


Know the characteristics of change;


Understand why some people resist change; and


Build support for change.








Upon completion you will be able to:





Build support for change.




































































PAGE  
17-9
Participants’ Workbook


_1012126817.ppt


Increasing 

Competition

Demanding

Shareholders

Demanding

Customers

Developing

Technology

Change

Changing

Workforce

The Forces Shaping Change








