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Change Management
Learning Objectives
Understand the reasons that change is 
difficult
Describe the stages of a change 
management process
Practice using techniques to solve 
current challenges in your Division
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Disclosures
I have no conflicts related to this 
presentation. 
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Exercise 1 – Cross Your Arms



Change Management 
Exercise 1 – Cross Your Arms
How did it feel when you were asked to 
cross your arms the other way?
Did it come naturally or did you have to 
stop and think?
Were you comfortable doing this differently 
than your normal process?
What are some things that make people 
resist change?
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Change Management 
Exercise 2 – Change Your Seat



Change Management
What emotions did you experience?
Did you view changing seats as an 
opportunity to meet someone new or an 
uncomfortable and undesirable change?
What are some things that make people 
resist change?
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Change Management
Why do we not like 
change?“
Most people are reluctant to 
alter their habits. What 
worked in the past is good 
enough; in the absence of a 
dire threat, employees will 
keep doing what they’ve 
always done”.
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Leading Change

“Transformation is a 
process, not an 

event. It advances 
through stages that 
build on each other”.
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Change Management
Establish a sense urgency
Management’s mandate is 
to minimize risk and to keep 
the current system 
operating. 
Change, by definition, 
requires creating a new 
system, which in turn always 
demands leadership”



Change Management
Establish a sense urgency
Urgency is achieved when 75% of a 
company’s management is honestly 
convinced that business as usual is 
totally unacceptable.
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Create a guiding coalition
Determine key stakeholders and key 
influencers in your organization
Getting key influencers motivated frees an 
organization from having to motivate everyone, 
yet everyone in the end is touched and 
changed



Change Management
Create a guiding coalition



Change Management
Develop a clear shared vision

• What is your elevator speech? 
• If you can’t communicate the 

vision to someone in five 
minutes or less and get a 
reaction that signifies both 
understanding and interest, 
you are not yet done with the 
vision phase of the 
transformation process
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Develop a clear shared vision
• Position and frame preliminary plan; 

gather feedback; announce final plan.

• Convince employees that radical 
change is imperative

• Demonstrate why the new direction is 
the right one



Change Management
Communicate the vision
Strike the right balance between 
optimism and realism
Calibrate the timing, tone, and 
positioning of every message.
When you feel that you are talking up a 
change initiative at least 3X more than you 
need to, your managers will feel that you 
are backing the transformation.
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Communicate the vision
Persuasion promotes understanding
Understanding breeds acceptance
Acceptance leads to action.



Change Management
Empower people to act on the vision
“In any organization, once the beliefs 
and energies of a critical mass of people 
are engaged, conversion to a new idea 
will spread like an epidemic, bringing 
about fundamental change very quickly.”



Change Management
Empower people to act on the vision
• You as a leader need 

to resist the reflex 
reaction of providing 
people with the 
answers. 

• Force yourself to 
transfer much of the 
work and problem 
solving to others.



Change Management
Create short term wins
“Change that truly transforms an 
organization…demands that people give 
up things they hold dear; daily habits, 
loyalties, ways of thinking. In return for 
these sacrifices, they may be offered 
nothing more than the possibility of a 
better future”



Change Management
Create short term wins
Unless people believe that results are 
attainable, a turnaround is unlikely to 
succeed.
Conflict is a necessary part of the 
change process, and, if handled 
properly, can serve as the engine of 
progress



Change Management
Consolidate and build on the gains
Manage employee mood through 
constant communication
Reinforce behavioral guidelines to avoid 
backsliding
The probability that change initiatives 
will run into trouble rises exponentially 
when the time between reviews exceeds 
8 weeks.



Change Management
Consolidate and build on the gains



Change Management
Institutionalize the change
Institutionalize revitalization through 
formal policies, systems, and structures
Monitor and adjust strategies in 
response to problems in the 
revitalization process
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Change Management
Exercise 3 – Making the Plan
Participants are provided with a current 
change management problem
The team is charged with outlining their 
strategy to create this change
Outline should follow Kotter’s 8 stages
Potential pitfalls and “rebels” should be 
identified



Change Management
Exercise 3 – Making the Plan
Implementing an ERAS pathway across your 
Department
Changing your compensation model from 
productivity-based to value-based
Changing your clinical structure from 
physician-centric teams to patient-centric 
teams
Requiring use of a central, web-based 
research portal for all research regulatory 
activities
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