Day 4–Module 17

DEALING WITH CHANGE

Understanding Participants’ Needs

More and more supervisors are being asked to get things done faster with fewer resources and within budget. More and more that's getting harder to do.


General Ideas

Here are some general observations about change:

· Change is the only constant

· All change creates some loss

· All change makes things more difficult in the short run.  For example, people go through a learning curve and productivity drops

· Leaders promote change.  Managers/supervisors by title resist change

· Resistance to change is a near certainty

· Often pain is required to motivate change
Module Introduction/Transition

Let’s take a look at how we might respond to change in the workplace.
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Objectives

· To introduce the idea that change is constant

· To encourage participants to embrace change in the workplace 

Thinking Behind the Page

This page is a chance to make the point that there's no reason to fear change—what we should fear is loss. 

Teaching Tips

· At the bottom of the page under “change—as we've experienced it” use the three questions to get participants involved to find out what their thoughts and experiences are.

PowerPoint

· Yes

Transition

We've all seen change. Now let's talk about the pace of change.
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Objectives

· To introduce the forces that are shaping change 

· To talk about the pace of change

Thinking Behind the Page

The pace of change is ever increasing. We are better prepared for change if we arm ourselves with the knowledge of the forces that shape change.

Teaching Tips

In 1995 the Department of Labor predicted that by the year 2000 the amount of information available to us would double. In the year 2000 they said they were correct and made another prediction that by the year 2002 it would double again. The increasing pace of change is exponential. To survive and thrive we need to be careful about where we place our focus. We need to be sure that we are focused.

Transition

It is said that change is ever increasing and we need to become more focused, let’s take a look at the two characteristics of change.
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Objectives

· To clarify the characteristics of change

· To hear the quotes of some the worlds’ best thinkers

Thinking Behind the Page

Participants face first- and second-order change in the Air Force. These two pages will help them clarify what the characteristics are.

Resource Quotes

· "The inability of an organization to anticipate the need for change and to adjust effectively to changes in its business or in its organization causes problems.  These problems sometimes take the form of a poor collaboration and coordination: they may involve high turnover or low morale.  Always, however, such problems affect the organizations performance—goals are not achieved and/or resources are wasted.” Eliza Collins and Mary Anne Devanna in The Portable MBA

PowerPoint

· Yes
Transition

One of the common issues in organizations around the world is that people resist change. Let's take a look at some of the reasons why they do.
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Objectives

· To gain their opinion as to why people resist change

· To make the point that people respond differently

Thinking Behind the Page

To successfully motivate others, we must first know why they resist change. Armed with that knowledge, we can then begin to implement changes on our teams.

Teaching Tips

· Tell participants to plan for successful change. How?

· Begin with the end in mind—what are you trying to achieve?

· Define your vision clearly.

· Involve others early; build alliances with those who can help

· Identify and work with those who will resist change.

· Set measurable objectives early.  How will you know when you've succeeded?

· Realize that change will never cease.

Activities

Participants select a partner, stand up, and face their partner. Have them observe their partner from head to toe. Then have them turn their backs to each other and change three things about their appearance. Turn around and face their partner to see if they can identify what has changed.

Have them turn their backs to each other again, and change three more things about their appearance. Have them turn back to face each other and see if they can identify what has changed.

Repeat this exercise/process several more times until you begin to feel resistance. Ask, “How many of you are getting pretty tired of this?” Well, it sounds like we've met resistance to change. Some of you dropped out early, some of you wondered in disbelief as to why we continue to do this. You'll meet the same types of resistance from people in your workplace.

PowerPoint

· Yes

Transition

Let's see if we can determine what we can change and what we can't change so our energies will be spent in the right place. 
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Objectives

· To introduce the resource Who Moved My Cheese?

· To be realistic in recognizing that we cannot change all things
Thinking Behind the Page

Who Moved My Cheese, in book or tape, is an easy and relevant read for participants. Recommend that participants buy a copy and read it or buy a tape and listen to it within the next two weeks.

Teaching Tips

As you walk through each of the principles, take time to discuss them and get participants’ input.

Transition

Let's shift our focus to our actual contribution because from there we can make decisions on how to build support and implement change.
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Objectives

· To recognize and clarify what each participant's contribution actually is

· To expose supervisors to the six things that great managers do

Thinking Behind the Page

To know what's important, we need to focus on our contribution that will allow us to later build support for the change that we wish to implement.

Teaching Tips

For the push-pull reality. Discuss how we are pulled toward things that are comfortable for us, and how we often have to be pushed towards responsibilities. A self-motivated supervisor knows the contribution that they make and, therefore, can push themselves towards their personal responsibility.

Transition

 Knowing our contribution forms a basis for building support. Let’s see how on the next page.
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Objectives

· To help participants understand how to build support for change

· To make the point that you must communicate your message over and over again to succeed

Thinking Behind the Page

As supervisors we sometimes get so excited about embracing change that we fail to understand the need to build support for that change to actually happen.  This page becomes an easy checklist to make sure we do everything possible to build support for our change initiative.

Teaching Tips

Discuss, as you feel appropriate, with participants.

PowerPoint

· Yes

Transition 

Let’s verify that I was clear. Turn with me to page 17–10.
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Check Yourself!

1. How has technology shaped change in the USAF?
Poll participants.

2. Explain the difference between 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.

3. What’s one reason you personally resist change?
Poll participants.

4. Describe your strategy to build support for change within your team:
You’re looking for details and thought process here. See if they follow guidelines within this module.

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
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