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Organizational Coach, JPMorgan Chase




Organizational Coach, JPMorgan Chase







+ Change Champion (Agent)
+ Change Enabler (Educator/Coach)

- Change Manager (Owner)
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"Go transform my
organization!”

EXECUTIVE
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Mean: 7.66, Median: 8, Mode: none (thankfully)
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Change Champion (Agent)
Change Enabler (Educator/Coach)
Change Owner (Manager)
Change Recipient
(Work Contributer)
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Inevitable

Stimulated internally/externally

Intervals of stability

Shorter intervals of stability
w/ increased frequency

Resistance




Coercive
Power - Does not work
Rational

Empirical - Least effective
Normative
Re-educative - Takes a long time




Metamorphasis
Transform

Change

Tinker

Attribution: Burke Wyatt, Organization Change, Theory and Practice (2008)




Metamorphasis
Transform

Change

Tinker

Transactional Transformational
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Attribution: Burke Wyatt, Organization Change, Theory and Practice (2008)




Directive

Collaborative
Combination




Point A Point B

Attribution: Lewin, Kurt. Field Theory in Social Sciences (1957)
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Attribution: Lewin, Kurt. Field Theory in Social Sciences (1957)



Attribution: Groundhog Day, Columbia Pictures (1993)
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Point A Point B

Stress

Attribution: Lewin, Kurt. Field Theory in Social Sciences (1957)
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- Zaltman's Ten-Step Problem Solving Model (1977)

- Lippitt, Langseth and Mossop's Seven-Step Approach (1985)
- Kotter's Eight-Step Process (1996)

- Harvey's Checklist for Change - 21 Steps in 3 Phases (2001)
- Jim Collin's Good to Great Flywheel Model (2001)




1. Analysis
2. Planning & Strategizing
3. Implementation




- Change is more likely to occur in environments conducive/favorable to change

- Change is always a loss

- Change inherently involves conflict

- In the absence of shared ownership, change is likely to fail

- People must belive they are capable of change

. If you want lasting change, do it gradually

- Whenever possible, link change with joy

- Never underestimate the power of Organizational Culture

- Top leadership support is a key ingredient in adopting change
- Building trusting relationships is key to persuading change

Attribution: Thomas Harvey and Elizabeth Broyles, Resistance to Change (2010)
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- Fear of failure

- Suspicion - Trust Issues

- Insecurity - Heirarchy of Needs

- Loneliness (guinea pig/on an islana)
- Ambiquity

- Differential knowledge

» Chaos




- Increased burdens

» Lack of benefits

. Lack of recognition

- Lack of ownership - "Not My Idea"
. Boredom - Disengagement




- Sudden wholesale change
. Inherited culture
. [Inertia




- Absent Leadership
- Unskilled Leadership




» Judgement - Implication current system is broken

» Culture Clash - Norm Incongruence

+ Hypocritical / Unfair Champion Behavior

- Damaged Relationships & Personality Clashes

. Extremes of Org Structure - High Centralization or Decentralization
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Rider = Concious Reasoning
Elephant = Unconcious Intuition

Affective Primacy - feeling (and
reacting) before evaulating
- W. Wundt / R. Zajonc

Social Persuasion - Elephants can ,‘
be open to reason when persuaded it
by other friendly elephants '

"Intuitions come first, strategic reasoning second.”
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Resistance (stressor) is Reduce resistance Resistance occurs In
natural and needed for by minimizing every phase of
change restraining factors change




6 Principles of Persuasion
1. Reciprocation

2. Scarcity
3. Authority

Consistency
Liking
Social Proof

Pre-suasion Key Concepts

1. Pre-suading through trust

2. Importance of Priveleged Moments
3. What's Focal is Causal

4. Linking changes to create changes
5. Geography of Influence

6. Togetherness through Unity

/. Use Pre-suasion Ethically




1. Start with what you do now
- Understand current process, as actually practiced
- Respecting existing roles, responsibilities and job titles

2. Gain agreement to pursue improvement through
evolutionary change

3. Encourage acts of leadership at all levels






Change | Resistance | Elephant | Persuasion/

Principles Factors Rules Pre-suasion
4
Redgcg rears Appeal to Linking
Restraining Reluctance .
Intuition 1st changes to
Force No Judgement

create changes

2. Gain agreement to pursue
improvement through
evolutionary change

No Sudden
Wholesale Chg

S =

3 preconditions

Appeal to Social Proof
of change

Intuition 1st

3. Encouraqe acts of leadership at ——
9 P ‘-', - =
all levels  ack of
Collaborative h .
approach Leadership Soua! - Togetherness
Support * Persuasion through unity
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