
Change Management - Why 
Bother? 

Keeping it Simple and Effective 



Change Management 
• Viewed by many as a complex system that takes 

years to implement  

• It is very difficult to determine any tangible 
results at the end of significant efforts 

• Initiatives are often not taken seriously or given 
priority as having ‘real’ potential to drive an 
organization in a new direction 
– “Only 55% of change projects are initially successful 

and only one in four are successful in the long run” 
• Towers Watson - 2014 



Impact of low engagement 
• Productivity 

– Studies of employees have shown that as few as 21% of employees are 
currently engaged in their work. (Towers Perrin, 2010) 

• Profitablity  
– Organizations with high engagement significantly out perform their 

competition 

• Poor safety performance 
– Employees begin to disconnect from their own safety resulting in 

higher incident rates than organizations with high engagement 

• Lack of innovation 
– Without a high level of engagement employees do not contribute their 

best ideas to improve the company 

• Employee turn over 
– Costs to replace, lost knowledge and skills 



Low vs high engagement 
• What happens when the values of 

an organization and its people don’t 
match? 
– The estimated cost of low engagement 

to organizations is in the billions of 
dollars 

• High employee engagement is 
actually critical to a company’s 
performance and it impacts nine key 
performance outcomes in these 
ways: 

• * 37% lower absenteeism,  
* 25% lower turnover (in high-turnover 
organizations) 
* 65% lower turnover (in low-turnover 
organizations) 

•  

* 28% less shrinkage 

* 48% fewer safety incidents 
* 41% fewer patient safety incidents 
* 41% fewer quality incidents 
 (defects) 
* 10% higher customer metrics 
* 21% higher productivity 
* 22% higher profitability   (Gallop 2013) 



Why Change? – what are your reasons? 



Common myths about change 
• Crisis is a powerful impetus for change 

– 90% of patients who’ve had coronary bypass don’t sustain 
changes in lifestyle 

• Change is motivated by fear 
– People often go into denial of bad things that might happen 

• The facts will set us free 
– Change is inspired by emotional appeals rather than factual 

statements 

• Small gradual changes are always easier to make and sustain 
– Radical changes are often easier to sustain because they quickly 

yield  benefits 

• We can’t change because our brains become ‘hardwired’  
– Our brains have extraordinary plasticity  

  Change or Die – Fast Company  



Defining the problem 



The Path Forward 
• Determine measures to be used to assess current 

reality 
– Does your company measure initiatives? 
– What Key Performance Indicators (KPI’s) will you use?  

• Set tangible goals 
– Know where you want or need to get to before you 

start 

• Tie change initiatives to your goals – be specific 
– How will the changes you are planning to make 

impact on the overall goals? 



Activity – Leading Change 
• Define desired outcomes for this 

initiative 
• What’s the problem we are trying to solve?  

• Why are we doing it? 
• Frame reasons as an opportunity 

• Create emotional connectors for people and define potential 
outcomes that are positive 

• What’s in it for you on a personal level? 

• Make a plan to communicate to 
everyone and commit to follow 
through 

• How are we going to reach everyone? 

• How are we going to engage everyone?  



Simple Change Model 
Reason, Opportunity, Respect (ROR™)   
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Respect – The Golden Rule 

Treat human 
beings as you 
want to be treated 



The Platinum Rule 

Learn to treat 
others as they 
want to be treated 


