LEADING THROUGH CONSTANT CHANGE
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Change is the norm; unless an
organization sees that its task is to
lead change, that organization will

not survive.

— Peter, Drucker, —
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Status quo, you know, is Latin for
'the mess we're in'.

— Konald Reagan —
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We are
different

Too hard

We have
always done
Not enough it this way
We tried time ¥ h
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John Hennessy

Municipal Association of Victoria

» « LG is at the cross roads between
D I S R U PT reinvention and decline
Does Local government require transformational
O R B E D I S RU PTE D change in the next 5 to 10 years?

N\ V774 1 Yes
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3 Partly
I 25%

4 Unsure

4%

2016 National Future of Local Government Summit




@ Judy Skatssoon
Councils struggle on road to transformation

66

The biggest
challenge to
transformation
Is a lack of skill,
leadership and
resources

b

Customer and technology transformation
in local government report

Local governments need to transform the customer experience if they are to remain relevant, a report says. MAY 20 1 9 M




KNOW
YOURSELF before we

lead others
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Shifting from
Manager to Leader

BASIS FOR
COMPARISON

Meaning

Approach
Attribute
Subordinate
Stvle
Decision

Aim

Focus

Change

Conflict

People

Strives

LEADER

Aleader is a person
who influences
subordinates to
achieve a specified

goal.

Sets Direction
Foresightedness
Followers
Transformational
Facilitates decision

Growth and
development.

People

Leaders promotes

change.

Uses conflict as an
asset

Aligns people

For effectiveness

MANAGER

A manager is a person who
manages the organisation and is
responsible for planning,
direction, coordination and
control

Plans details
Mind
Employees
Transactional
Makes decision

Attainment of the required result.

Process and Procedure

Mangers react to change.

Avoid confliet

Organizes people

For efficiency



Resilient People

View problems and challenges as opportunities

R Learn from mistakes/failures
ESI LI E N I Succeed despite hardship

Seek out new and challenging experiences

Don’t feel shame in the face of failure

Transform helplessness into power






Maintain on



Cu

ture of Innovation







(£ ' Customer -Xperience









Iinnovation ¢ _Leadership

; :  Project
commitment ,'. Sholety B Believe
----- oA DU Improvement
Fo o AR \ & e i
Growth ° Business

1 '.\_._-—,

g 7 /, 7z //
' F "‘//’v’
7 /7 Y

)
i
§

TeamWork ' '.—;:::—'-"—"’i e Motivation
L | ¢~y Coordination - . ;
| e Marketin
Positive g B Volues | |;g Plan
N R ! LT AR R |
ﬁ%\ = B B B Manifestation " Achievement
& W Production




3-Step Process
for leading change

Dr. John Kotter
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Increase Build the Getthe nght Communicate Empower Create short- Don't let Make it
urgency quiding team vision for buy-in action term wins up stick




What is the ADKAR Model?

The Prosci ADKAR® Model is a goal-oriented change management model
that guides individual and organizational change. Created by Prosci
founder Jeff Hiatt, ADKAR is an acronym that represents the five tangible
and concrete outcomes that people need to achieve for lasting change:

awareness, desire, knowledge, ability and reinforcement.

By outlining the goals and outcomes of successful change, the ADKAR
Model is an effective tool for planning change management activities,
equipping your leaders facilitating change, and supporting your

employees throughout the change.

AWAREMNESS OF THE NEED FOR CHANGE

DESIRE TO SUPPORT THE CHANGE

KNOWLEDGE OF HOW TO CHANGE

ABILITY TO DEMONSTRATE SKILLS & BEHAVIORS

REINFORCEMENT TO MAKE THE CHANGE STICK




Change Management Competence

ADKAR CHANGE MANAGEMENT

Prﬂon‘emplﬂim co“templation m

AWARENESS DESIRE ENOWLEDGE ABIUTY REINFORCEMENT
Any successful The next step in To build Ability is defined Reinforcement is a
change begins with successful change knowledge, by an individual critical component
the answer to one is making a individuals must demonstrating the of successful
of the most basic personal decision have Training and required changes change. It
guestions about to support and Education, such that overall encompasses the
change: Why? participate in the Experience, Access expected results mechanisms to
change. to information and are achieved. ensure the new
Mentoring way stays in place.



Template / Tool Project Phase

initiate E plan E execute : close l

Change Management Plan v

Review Outcomes

Stakeholder Interview Questions v
Stakeholder Matrix (Info Only)
Stakeholder Assessment & Plan v

Initial Change Assessment 4
Change Impact Assessment (Detailed) v v

Change Readiness Questions
Change Readiness Assessment v

S

Training Needs Analysis

Training Plan

Training Logistics Checklist
Training Feedback Questionnaire

Review Outcomes

ANANENEN

Communications Plan v
Communications Activities
Communications Outline

<N
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COMMUNICATION
IS AT THE HEART

OF CHANGE



COMMON FAILURE OF COMMUNICATION




DELIVERING THE MESSAGE




SUMMARY | IT STARTS WITH US

CHANGE
| EADERSHIP
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Honesty Coniden
Behaviour

hdfulness
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