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Why Are You Here?

Q Change Enablement should be a core competency of all BC

practitioners.

Q Change Enablement should be a part of all integrated solutions that we

provide to our clients.

O Our Change Enablement philosophy allows us to customize our
consulting approach to meet each client's unique organizational

situation.

U Astory ...
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Why change fails?

People refuse to change their behavior

People find ways to "get around” the change

People accept only portions of the change

Managers operate in "fire drill" mode

Organization remains reactive vs. proactive

Change is resisted

Business is disrupted to a greater degree than expected
Resources (time, money, people) are wasted

Market opportunities are lost
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Workforce morale declines

What’s the impact on future change?

Q People lose confidence in leadership

Q Levels of change resistance increase

Q Old ways of doing things become entrenched

Q Future change efforts require more time and money to change behavior




Evolution Theory

“It 1s not the strongest of the
species that survives, nor the
most intelligent; it is the one
that is most adaptable to
change.”

Charles Darwin

The human side of change

“There is nothing more difficult to carry out, nor
more doubtful of success, nor more dangerous to
manage, than to initiate a new order of things.
For the initiator has the enmity of all who
would profit by the preservation of the old
system, and merely lukewarm defenders in those
who would gain by the new one.”

Niccolo Machiavelli

“The only person who likes
change is a wet baby”




In many instances there are alternate views....

“Information Superhighway”

Q The change is the same for everybody Q Change is different for every individual,
we may all perceive it in different ways
QO Getting the technology in is the key. Q  Itwon't, people will adapt the new
That will change behaviour system/process to their current
behaviour
Q Motivate people by informing them O  People will first want to know what
what the future will look like (how they are losing, until they have clarity
good it will be) around this they will not focus on the
future state
0 We're excellent at communication QO  Most organisations rate very poorly in
terms of effective communication
Q We're already dealing with the
people issues Q Provide evidence
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“The most daunting problems with technology implementation have nothing to do
with technology... You can get all the technical issues right, and you will still die.”

=  “The No. 1 error in SAP installations is failure to invest adequately in change
management.” ©“  SAP ”

Michael Hammer

Computerworld, “ Secretsto SAP Success (SAP )," September 8, 1997.
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8 Best Practices for Change

Determine organizational readiness & business case

" for change

. Articulate a compelling vision for change

Design a tailored change architecture

Deploy a two-way, multi-audience communication

© strategy

Build leadership capacity & stakeholder commitment

. Align organizational design & performance

management systems

Build individual & team capacity to change

. Align culture and change process
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Determine Organizational Readiness &
the Business Case for Change

Articulate the need for change
Establish a business case for change
Identify groups impacted by the change
Assess change readiness

Evaluate history of change

Identify key stakeholders

Assess situational factors impacting the magnitude
and readiness for change

Articulate a Compelling Vision for Change

Determine visioning process
Articulate vision of future state

Articulate business and organizational
implications of the future state

Articulate personal implications of the future state

Align change effort with strategic goals and
objectives

Link change process to business and performance
goals




Design a Tailored Change Architecture

Change Strategy
If the organization has other change efforts underway, define
overarching change architecture to integrate all initiatives

Develop strategy to cascade change process throughout the
organization

Develop risk management strategy

Develop transition strategy

Change Structure
Establish change team structure, roles & responsibilities
Define learning/training strategy for change team
Integrate change enablement activities into overall workplan

Determine KPI’'s to measure success of the change effort

Deploy a Two-Way, Multi-Audience
Communication Strateqy

Segment and assess impacted change audiences
Conduct communication audit

Develop overall communication strategy for each
phase of the change process

Design detailed components of communication
plan for each phase of the change process (e.g.
objectives, messages, sender, medium, frequency,
and feedback mechanisms)

Assess effectiveness of communication strategy on
aregular basis

Conduct recognition programs and events to
celebrate success stories




Build Leadership Capacity & Stakeholder Commitment

Identif%/ key stakeholder groups and assess their
commitment to the change process

Develop strategy to muster political sponsorship
and make leadership commitment visible
throughout change process

Educate leadership on “human side” of change

Determine leadership roles and behaviors required
to support the change process

Assess leadership team competencies

DeveIoR_customized training curriculum for
leadership team

Provide individual coaching and feedback to
leadership team members, as needed

Align Organizational Design &
Performance Management Systems

Determine impact of change on:
Organizational structure
Work processes

Individual job requirements
Align/Revise job requirements
Align/Revise competency profiles
Develop workforce transition strategies
Align/Revise performance goals and measures
Align/Revise rewards and recognition system

Align/Revise performance management
/appraisal process




Build Individual & Team Capacity to Change

Educate employees on “human side” of change
Assess potential sources of resistance to change
Develop coachin% and feedback strategiesto _ .
overcome areas of resistance to change and facilitate
individual transitions

Determine new skills and competencies required to
implement the change process

Conduct training needs assessment
Design skill acquisition strategy
Design training events and materials

Conduct individual/team training sessions and
activities

Align Culture and Change Process

Conduct cultural audit to identify organizational
values

Identify behaviors and values required to
successfully implement the change process

Review fit between required values and current
organizational culture

If necessary, define new organizational values and
behaviors

Design ongoing events to reinforce and sustain the
desired behavioral changes
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The Need for Change: The 20-60-20 Rule
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(Quick Win)
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Top 10 Realities About Change Enablement

10.Change is changing!

9. Most of our clients are not very good at dealing
with change.

8. Historically, our change efforts, and those of our
clients have ignored the "human” side of change.

7. Capacity to change is becoming a strategic
imperative for our clients.

6. An organization’s capacity to change evolves
over time.




Top 10 Realities About Change Enablement

5.

Focusing on the 8 Best Practices will help enable change at
your clients.

The best time to get Change Enablement involvement on
your engagement is during the proposal development
process.

Change Enablement is a professed core competency of
Arthur Andersen Business Consulting.

. The Change Enablement team is a diverse group

combining consulting, industry, service line and
academic expertise.

. Firm developers of CE actually have no political

affiliations whatsoever (that they make public anyway).

J
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Q& A

http://bc.intranet.andersen.com/changeenablement/content/authored/home.
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