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The major ad"' nces in
civilization @ré¥processes
which all but'wreck the society
in which they occur.

- Alfred North Whitehead

British mathematician and
philosopher (1861 - 1947)
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eves time 'we Were beginmneoNoI
up into teams we would bé
reorganized. | was to learn: lrlEjf_ i
that we tend to meet any neWasit: uac _
by reorganization, and a wonderful™
method it can be for creating the
illusion of progress while produc1ng"7
confusion, 1neff1c1ency, and
demoralization. -
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— Petronius Arbiter
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‘Characteristics of
Gomfort and Control

comfiortable

~_ g
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Everything/sifi
e People feel comfortable,
safe, and in control. They

B No proble
m Positive
B Rewarding

E |In control

E I’m okay, you’re okay!

are working hard — but
often on the wrong things.
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m F rustrat']og

i ANSEN B Anxiety
" Self-doubt
H Lost
m Dazed

H Upset

m Confused People feel frustrated, angry,

m Challenged and fearful about the change.
Performance deteriorates.
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characteristics of Inquiry,
xperimentation, and Discover

- v

B Going in all
Jestioning directions at once!
I B Searching for
tuinity, solutions

N Exciting!
H Innovation/creativity

N Frustratec
m Disappointed

m Challenged People want to make the change
ARSIl Wwork — on their terms as well as

those of the organization — but
they don’t have clear answers.

B Making progress
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characteristics of Learning,
Acceptance, and Commitment

Now " know! -
Energized

Success!
\/maide it!

m Relief:
H Wow!
H Self-confidence

m Satisfied People are focused upon and excited

m Comfortable about the future. They begin

B What’s next? working together to accomplish the
change vision.
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Actionstior Gomfort and Control

-
theilfsuccessful past.

_| G je’s attention!

| t oI change . . . sell the pain and
t ( es of not changing.

erse people in information about the
change . . . customer complaints, budget data,
increasing costs, competitive pressures.

m Let people know it will happen — one way or
another!

B Give people time to let the ideas sink in.
® Don’t sell the solutions . . . sell the problem!
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H Don’t try to talk people out of their feelings.
B Discuss ways to solve the problems people see with

the change.

B Encourage discussion, dissent, disagreement, debate
. . . keep people talking.
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~ Actions for Inquiry,

Experimentation, and Discover

miGive people freedomiand direction.

H Give I)—ur)b permission to find their own
solutions:

Encourage people to take risks.

m Affirm and refine the vision — make room for
others’ ideas.

H Tell people as much as you know.

B Encourage teamwork and collaboration.

B Encourage personal reflection and learning.
B Provide people training and support.

B Set short-term goals.

© 2006, Russell Consulting, Inc. — Helping You Build and Sustain a GREAT Organization!




Actionsttor Learnine, Acceptance
and Commitment

ACKnow. their hard work.
B Celebratersuccesses and accomplishments.

B Realfirmrthevision.

| B?@people together toward the vision.
B Acknowledgemwhat people have left behind.
B Develop long-term goals and plans.

B Provide tools and training to reinforce new
behaviors.

B Reinforce and reward the new behaviors.

B Create systems and structures that reinforce new
behaviors.

B Prepare people for the next change.
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Fn > artior progress is t
Dreserve change amid order and
=)
Jreserve order amid change.
S :
— Alfred North Whitehead, @~

British mathemati r“J',lm"‘i‘rT.f"“"
I)n llosopher (1861 947
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Stability

arning,
Acceptance, and
Commitment
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Create a Stabilize
Felt Need % 4.4 sustain
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Looking
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|dEntIiy Wit must cr

JIJ’JHJ—TJ’—' hiem ']J'JJ’—* data from the customer, from other
olders; from the organization’s performance
failures.

Identify the cﬁﬁsequences for the organization of not solving
the problem or not responding to the challenge.

B Get their attention — give people a reason to move out of
comfort and complacency.
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m.” @
s and strategies.

Work withiothers to co-create a shared change vision.
GUIderE WOH'* 17 J’;IJ ing the positive outcomes.

- ledgeﬁeif fears and perceived losses.

Invite people to offer ideas to offset the losses and realize
the benefits.

B Integrate their concerns about and ideas for improving
change.
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nge on their
e organization

obstacles to change acceptance that

must be overcome — explore the hidden opportunities.

e
Encourage p!ple to find creative answers to their
questions about the change.

m Adjust the change vision, strategy, and plan in response to
the ideas and answers offered by stakeholders.
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, reinforcing, and sustaining the

L}osses
providerskillfand knowledge training

reviseyjeb descriptions

deveiopNiew! r:—)‘/\;?j syste

strengthensecial’cc nectihd relationships
BNize andice ebra&ccomplishments

Develop performance measures to evaluate the results from the
change.

B Make adjustments to the change vision and strategy to reflect new
learning and insights.

B Challenge people to be open to new challenges, forces, and
pressures for the next change.
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There 1s nothing moere delicate to takeiin
hand, Nnor more dangerousit

more doubtful efi success, thealko step up
as alleader in the ']n'troduct']on gifchanges.

For he who innevates 'will have for his
enemiestali®these™wWnorare welllofif Under
't'ne e){]sc'J g Order o things; and enly.

L LJ I)I)Qr'ters I CIOSEWIHONTITSHT
e De't'zer ofit Under themnews

INICCOIGMNACHTT

The Prince, 1527




#_mw pEEple mistrust
CROSEMWNO lec

e people Eisagree on
the change.

4. Some people don’t
tolerate change well.
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Of-these potential
losses, which are

JJFUJJ/J most likely to
experience; fromithe
P J ‘J = 9
Q\ s - = ple . DeS/
_| HJ/CIJDlogJC,ll : COIMming changes:

Comfort and Sec

What can we do to

reduce or eliminate:
B Social Status | these losses?

B Trust in Others

B Competence

B Independence and
B Social Connections Autonomy
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~ The Crisis of Change . . .

€

C Hidden Opportunity




ywerValllerResiste

need OB% solved first.

gp y. force change leaders to think
e reﬂey implement the change.

‘heir tough questions can strengthen
and improve the change.

A \ 5 They let us know who opposes the
change.

6. They slow down the change.
/. They may be right, it is a dumb idea!
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The.Art of Delegation :

With Jeff Russell
ussell g | ey
consulting, inc. ¥ RUSﬁe“ CO”?UItlng, InC.
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WWr a. Bejg_qatie-rgi?‘ —

Delegatlon IS . . . assigning both tasks and
authority to someone who assumes responsibility
for using this authority to fulfill the task.

_""

Uthority — the limited right to use the
of rganlzatlon s resources and direct the efforts
of others if required to achieve a desired
~outcome

Responsibility — the obligation to perform
tasks and being held accountable for the result




MOt processes

- G]ves nple choices

l\/lrt*é responsible

._'-_;-—"'

. F

J -ékes tlme . But gets better results

—-:_...-.—-—-

-
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o B'egms with a shared vision and mutual
commitment
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AsK —
l"'-ll.

approprlate to delegate?

S
1'l'.

:‘.‘.'-' Establlsh Clear Objectives - What are you
~ trying to accomplish with delegation?

= --'lo Pick the Right People - Select those with
the abilities and a concern for doing it
right

e Be Willing to Let Go - Are you comfortable
with giving up your way of doing things?
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What's the benefit or reward for doing it right?

What are the consequences of failure?

Is the delegation "temporary" or "permanent?"

What resources within and outside of the
organization are available to the person
enabling him or her to succeed?

What role will the manager/supervisor play
throughout the performance period?

Who else could be useful?

What kind of financial resources are available?

/I Who will ensure quality compliance?
Measures of K
7 How & when will performance data be gathered?

Success
= How will employee know if he or she is successful?
= = A
- : 3 = - Budget Limits
e e : [ F
- - = =

Thigs to Avoid

4

@® Boundaries

Consider This! )

s

DO NOT do This!/
[

A Shared Vision of the Desired
End Result I

History on Issue

© Shared Vision




It 5 not eneugh to be
mdustrlous SO are the ants
What are you |ndustr|ous
about? Ll

5 —Henry DaV|d Thoreau
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> Do /JIJ_J‘
~ oy rlr 25 the “recelving” person describe the great
oeruma result? [Does It closely match your

v Ju 71

_,_,--.'-

-\A‘V __ast |s the reason or purpose of the delegation?

'-r — ---"' -

2 J—

== = —

—=
P

_,

=5 ﬂﬂscuss the importance of achieving the desired

T -

~_outcomes

] 'Be realistic. Does the receiving person believe that
he or she will be successful? [Are your expectations
realistic and do they allow for small wins?]
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In.the presencm a great
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I ries or parameters should the employee

- Wrleie oje)l

Clglefe
OISV 'f_

e T‘-.'

— ere, néy, Quality, Things to Avoid, etc.

o a—_,. =

~ \/\/ma_ au hor|ty will the person have?

. "'_l—'l.l.

| :;_- = Wﬁ : Ihmgs should the person avoid? Be wary of? Not
o’?fPrepare for?

e
_.-|-__,..._- -

= [sthere any past history the person should know
- about?

=

—
—
—

* \What Is the expected frequency of communications?
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‘Do the both of you

REVAVIlIFSuccess be measured?

Soree Wi rﬂ% _é' measure? /
oYy w }j, n e employee Know ’,W
hen he or she is successful? \ &

—'.ﬂ-

7\

J" you Know?

. \5

‘-H:OW and when will performance data be gathered?

‘)"'F

—
-_rr__

S

- = How will the both of you stay “in touch” throughout
the task?
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- = How will you know if the employee has the right
resources?
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Shat’s i

= Why s ﬂjld he or she accept a delegated task?

.' l.
:ﬂ' W
= -

St _wards are you prepared to make available

7_- .\_,_.‘

Big =

Ifihe “'r she is successful with the task?

_ =
e =

|.I l.
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| ow.ﬂwnl you respond to failure? What are the

e
- -EF-_
s

— consequences of failure?

T —

e

e —

- —

= How much failure can you tolerate?

* How will you turn less-than-optimal performance
Into a positive experience?
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The master doesn’t talk,
he acts. When his work is
done, the people say
“Amazing! We did it all
by ourselves.”

Lao-Tzu
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B Good luck with leading
change — and preserving your
future success!

For more information about leading
ussell change, visit RCI Online at:
consulting, inc. www.RussellConsultinglnc.com
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