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The most powerful agent of
growth and transformation is
something much more
basic than any technigue: a

change of heart
--JohnWelwood




The Change Process

Commitment
Integration

+

Resistance Exploration

- +




Change Is a process or journey,
not an
event or announcement
of change




Take Hearts & Minds On The Journey




4’@) uoat e v bu+ qOU','(dl’f-P

Loth Qowes



Resistance to Change

A Resistance Is a normal reaction to change

A People resist being changed more than they
resist change itself

A Usually not knowing what to do or what the
outcome will be Is scarier than change itself

A Help your staff develop the competency of
managing ambiguity or uncertainty




Where Resistance Comes From

A Lack of trust

A Lack of involvement

A Not understanding WHY and the end
result/vision

A Uncommitted leadership
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A Individual conflicting drivers

A Past experience of change




Key Principles




If vou are failing to plan,

vou are planning to fail.

-larig Siddigue



THEWHY FRAME For Planning Change

1. WHY change

2. Willingnessto change

3. WHAT has to change

4. Howto change

5. YESthank you







1. Understanding WHY

A First, you must understan@d/HY & so must
your managergVision & Purpose)
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A Provide evidencéased information

A Give Information in as many ways as possible

A Easlily avallable communication/guidelines

A Information targeted to different audiences

A Tell the same story & believe it

A Encourageconversations& feedback




Do you have a burning platform?

What evidence
do you have as
to why they
should change
what they are
doing?




Check their understanding

You know what assuming does!
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2. Willingness to Change

A Make It easy for them to integrate any
1(E:han e iInto how they work by asking them
or advice

A Find out what motivates them to change, e.q.
z evidenced based research
Z wanting better outcomes for patients
Z an easy life

Z people working together

Z helping patients and families

Z being seen as professional




Working with key people

A List and plan to work with what you think
are the motivators and hurdles for key
people




Rate on a-110 scale what you think their
current willingness is for the change.

A What do you, and they, need to do to raise
that willingness?




Step by Step

We rise to great heights by a winding
staircase.
Sir Francis Bacon 156626

A Break the change into small steps to make
It easier to Implement, e.g. one part at a
time

A How could you introduce your change in a
stepped process to bring busy people on
board?




Involve People Early

A Involving Is not the same as informing
A Include them In planning up front,
iIncluding in identifying outcomes once they
realise the need for change
A Make the involvement meanlngful
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A As soon as you can, give the work to staff
to work out the detalls




Leadership

An enlightened leader has the ability to get
members of an organisation to accept
ownership for a vision as their own

Oakley & Krug

A You must still lead from the front and be
visible

A You must be consistent

A Your leaders must tell the same story and
believe it




Help your leaders develop the
reputation for being the people
who know the facts




