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1: Are you change ready? | businessDEPOT
Change Reaction. Change reaction is the ability to appropriately analyze problems, assess risks, and manage the
reactions of employees. This internal focus ensures your company can sustain the day.

As you lead your team, you know your company needs to undergo major change to remain profitable. You are
not a bull in a china shop, however! The support of managers at all levels of an organization is critical to the
success of any major change effort. Forcing change without them and without a change vision is like
unleashing a bull in a china shop. The answer is almost, but the success of your change effort can improve
greatly if you are willing to do some assessment work first. I frequently find that many senior leaders and
business owners know the importance of initiating and implementing change in a thoughtful manner. They are
also committed to sponsoring the change with the authority that comes with their positions. Sometimes this is
not enough however. Where do these smart leaders sometimes fall short at times? Many senior leaders under
estimate the degree of effort it will take to implement and sustain meaningful organizational change. Being at
the top of the organization, they are removed from some of the operational factors and people issues that can
derail any change effort. Many business owners are so caught up with keeping the business operational and
profitable that they fail to take the time to plan their change efforts sufficiently before launching them. In
either case, the result for the company is often poor to average results from the change effort. Is My
Organization Ready for Change? To better understand the dynamics within your organization that hinder
change, you must get answers to the following three questions: How ready are managers in my company for
this organizational change? For the Senior Leader: The support of managers at all levels of the organization is
critical to the success of any organizational change effort. Are they committed to supporting this change or are
they just giving lip service? Change efforts often stall at lower management levels in the organization. Some
of the information you will need to know to determine how ready your managers are for change are the
following: Are your direct reports effective sponsors for this change? Do managers in your organization
communicate effectively with their team members? Which managers will be major obstacles to implementing
this change? As you gather this information, you may find that you need to do some work with your managers
before you begin an organizational change effort. Some organizational restructuring may even be necessary.
The alternative â€” forcing the change without addressing significant management obstacles â€” produces
poor change outcomes. The support of managers at all levels is critical to the success of your change effort.
However, you should also expand the definition of "manager" here to include your critical suppliers. Your
critical suppliers are your outsourced managers. How ready are your suppliers to support your change needs?
What type of customer service do you get from your supplier? How effective are they in their customer
communication? Which supplier will be a major obstacle to implementing this change? For example, your
internet hosting company is part of your IT department. How reliable is their service? Do they fix problems
promptly? Are they reachable during off hours? How ready is my organization for this change? Despite this
group wisdom, you still may not get the change outcomes that you need. In this situation you have an
institutional problem not a human problem. Some of the information you will need to know to determine how
ready your organization is for change are the following: Does your organization use specific measures to
assess business performance? Does this change effort support other major activities in the organization? This
could be an operational or equipment change or reallocation of resources to support the pending change effort.
The alternative â€” launching the change without addressing significant organizational obstacles â€” fosters
employee cynicism. For the Business Owner: Your assessment of this area may be easier than what a large
company needs to do. For example, one common area of neglect for small businesses is the lack of specific
measures to assess your business performance. Define and measure key metrics to see how ready your
business is for change. For example, do you need less structure or more structure? Do you need different
technology? How ready are my employees for this organizational change? For the Senior Leader and the
Business Owner: Employees are the critical group for the successful implementation of any change effort.
When employees are not ready for change and are forced to do so by management, they will find a way to
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resist. Employee resistance can be indifference loss of interest in their work , passive doing only what they are
told to do , and active sabotaging the effort with deliberate errors or by slowing down. Senior leaders and
business owners do well when they take steps to minimize employee resistance before the launch of a change
effort. Some of the information you will need to know to determine how ready your employees are for change
are the following: What is the state of employee morale in the organization? Do your employees feel
personally responsible for their success in the organization? The advantage for you of assessing the readiness
of your managers, organization, and your employees prior to launching a change effort is that it gives you a
realistic overview of what is truly needed to implement organizational change. By taking specific actions, you
can quickly get positive results from your employees.
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2: Volunteer Management - Are you Change Ready?
Three days ahead of his Feb. 4 session, Change Readiness Diagnostics: Assessing Change Readiness Through a Risk
Management Lens, at the ACMP D.C. Virtual Symposium, Jim Wright, Evans' International Account Director, provides
insights into the need to be 'Change Ready.'.

In other words, change is negative and something to be avoided. On the other hand, change can be wonderful,
life-changing in a good way, impactful and even empowering. Because we are living beings we continue to
grow and change on a daily, even minute by minute basis. Much of this is passive change. Every once in a
while something traumatic happens and we have to change as a response to the trauma. This is reactive
change. This is the kind of change that so frequently elicits those negative emotions. Proactive change is
neither. When the time is right, will you be ready to make a proactive change? Or, better yet, without waiting
for the right time, can you prepare yourself in advance and catalyze proactive change? Create a vision of what
could be. If you follow me you know that I have 3 rules for visioning: Write it in detail. Use descriptive words
and emotion. Success may surprise you! A good vision of what could be at this point is necessary to point the
way to a change possibility. It needs to be detailed so that you can envision possibility when its reality is still a
ways off. This is where a vision board with pictures that remind you of your overall, detailed vision can be
very helpful. Make a long list of what truly matters to you and to those you care about. What matters will
include elements of your purpose but will be much more encompassing. This step is absolutely critical.
Making a real, impactful change from a passive position is reliant on an extra-strong motivation. Motivation
will only grow out of a detailed vision and a good understanding of what really matters. Develop an
accountability plan. Self-accountability is difficult for the most accountable of us. Your spouse may not be the
best option though. Look for someone that you can listen to, is not afraid to question you, is supportive, has
good ideas and most of all, has your best interest in mind. Bill had a family, a mortgage, an elderly mother that
needed his help, as well as other commitments. He had owned a business several years prior and missed the
independence. He also knew the difficulties. Bill and I started to explore his options. We looked at numerous
business models that he was suited for. His background made him well suited to entrepreneurship. He had
experience in finance, marketing, sales and management-a dream combination! There was one thing missing
at the time-motivation. Fast forward about 6 months. Bill called me again. He was virtually certain that he was
going to be let go in a reorganization of the company. It was now time. Bill was ready to make a decision and
proactively move into change-a major change. This decision to invest in a turn-key solution was a good one.
Reactive change is equally difficult but for reasons of its own. With reactive change the individual is usually
dealing with a host of emotional and psychological issues as well as the realities of change. In my world
reactive change commonly shows up when someone loses a job. There are usually two common scenarios that
I see. This person has lost their job and is focused on finding another position within a company. No, no, no,
no, no is all they hear. At some point the light bulb goes off and they begin to think that the only option is to
take control and create a position for themself. This reaction may come too late. It often comes after all or
most of their resources are depleted. Being in this position can be both good and bad. When there are no other
choices one works really hard to make it work. On the other hand, if business ownership is a default decision
there is often little money, energy, time left to expend. In other words, the risks are much greater.
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3: 5 Signs You're Ready to Change Your Life
However, as you begin to reconcile these questions, you may move into the contemplation phase where you've
acknowledged that there is a problem and you start deciding whether you should take action.

Three days ahead of his Feb. And how often have you seen companies only address change once
organizational resistance is encountered? Often this is way too late and presents a major lost opportunity
because not considering how a change affects people prevents organizations from understanding the change
risks facing their transformative programs. Diagnosing Change Risk Understanding and managing the
organizational change risks from the outset of a program dramatically enhance the prospects for fuller
adoption and more sustainable solutions. Therefore, program design should be developed with a full
understanding of change risks up front. At Evans, we employ a human-centered, diagnostic, risk-based
approach to managing change. Evans analyzes two categories of change risks: Program risks are determined
based on the characteristics, drivers and conditions for change. Organizational capacity for change risks
focuses on the skills and knowledge, institutional support structures, the amount of concurrent change and the
resources in place to support a complex program. CRA findings allow our clients and partners to fully
diagnose a range of change risks that can prevent a program from fully realizing targeted benefits or Return on
Investment ROI. It also allows for the design of programs with a full understanding of the Change Risks that
can impede intended outcomes. Change risk identification typically includes diagnosing pockets of
organizational resistance, but it can also include the identification of unforeseen risks associated with a low
capacity to adopt change due to missing skills or institutional knowledge, poor institutional support structures
to drive the change across an organization, or insufficient time for staff to devote to new ways of working.
Stakeholder Analytics Evans CRAs focus on developing a rich understanding of the hopes, fears, and biases
respective stakeholder groups may have with regards to change. We employ a dimensional analysis of
different stakeholder constituencies that are to be affected by the change. Evans CRAs employ techniques to
fully elicit the perspectives of unique groups across organizational units, domain areas of expertise, and at
different levels in the organization. This allows for fully documented change management requirements for
each impacted stakeholder group. It also allows for the identification of the key change risks facing a program
as well as the development of strategies and tactics â€” as detailed in Figure 1 â€” to carefully manage
identified change risks. These tactics can go a long way in engendering appropriate levels of sponsorship
engagement, for managing key stakeholders, and delivering targeted behavioral change communications to
each group impacted by the change. This allows for a full understanding of the behavioral impact of a change
effort on unique groups and the rates of adoption, utilization and proficiency in the use of new policies,
procedures, processes and systems. Monitoring change risks is not only important for managing known change
risks and tracking their evolution; it is also critical for identifying emergent risks that may impact a change
program. By carefully monitoring known change risks, and the behavioral impact of a change program on
affected personnel, this can allow for the recalibration of change strategies and tactics over time that can
inform the careful development of change interventions that must be executed to overcome new challenges
that emerge during the execution of a change program. Virtual Symposium on February 4,
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4: SparkPeople Quiz: Are You Ready to Change Your Lifestyle? | SparkPeople
By keeping these tips in mind hopefully you will be able to benefit from volunteers who are engaged and supportive of
the change and increase the likelihood that the change will be successfully implemented and sustained.

If we stay in one place too long, whether physically or mentally, boredom and complacency can easily set in,
making us yearn for something new to make life exciting again. If these feelings resonate with you, read on to
reassure yourself that you are indeed ready to make big changes in your life. You feel restless and discontent
most of the time. One of the biggest signs that something needs to change in your life is feeling uninterested,
uninspired, and unmotivated during your day. Boredom can even be dangerous, as studies have proven that
disengaged, easily uninterested people are at a higher risk for depression, anxiety, and even addiction to drugs
and other harmful behaviors. You have passions in life that are being left unfulfilled. When you clock into
work every day, do you truly feel inspired and ready to tackle another day? Or do you feel an overwhelming
feeling of dread wash over your whole body, making you feel hopeless? If you have a fire in your heart to
accomplish something, never try to put out that flame. The longer you silence the voice within, the more
persistent it will become. You have fallen into bad habits. When people become disinterested in their
environment and daily lives, they often use things like drugs, alcohol, food, sex, gambling, and other
addictions to simply cope with their boredom. Addictions are often thought of as a direct result of our hectic
modern ways of living, but you can overcome bad habits by revamping your life, if even in small ways. If you
talk to pretty much any successful person today, they will tell you that they had to totally reconstruct their life
and mindset in order to get to where they are today. Use that as motivation in order to transform your own life;
after all, only you hold the key to your destiny, so you must knock down those barriers within you that hold
you back. When you look around at the world, you see clearly through the deception of this superficial reality.
As you step out into the world, you almost laugh at the distractions and lies that surround you. Magazines,
advertisements, TV shows, and businesses all want your attention, but you no longer allow them to rule you.
Because of the chaos and corruption going on in our world, this has prompted you to seek answers within
yourself, and not be tempted by organizations and ads telling you who to be and what to buy. Before
awakening begins, one must unplug from the matrix, so to speak, and realize that the soul is the only
ever-lasting thing on this Earth. If you no longer have interests in keeping up with the seemingly backwards
world we live in, you are definitely ready to start down the road toward enlightenment and big life changes.
However, sometimes even long-term friendships and romantic relationships can start to crumble once both
people begin to walk in different directions in life. This can also apply to the relationship you have with
yourself; maybe you wish you could just run away from yourself and start over as someone new â€” we have
all felt this way from time to time. So, are you ready? If so, repeat the affirmation in the comments:
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5: Are you â€˜Change Readyâ€™? â€“ Evans Incorporated
By change-ready we mean that the people and structure of the organization are prepared for and capable of change. An
organization is change-ready when three conditions are present: Leaders are respected and effective.

Finally, complete your Organizational Change Score: Going back to Chapter 2, enter the total for the two
highest changes in your Personal Change Score: This total represents the vertical score. For example, if you
have a horizontal score of 80 and a vertical score of 70, then you will place an X in the upper right-hand
quadrant. If you have a horizontal score of 20 and a vertical score of 60, then you will place an X in the upper
lefthand quadrant. Ready for Learning If you scored in the upper-left quadrant, you are Ready for Learning.
Here the leader demonstrates a history of successful change, with a strong capacity for planning and executing
change. Before undertaking a new change initiative, however, the leader must attend to the learning needs of
the organization. Specifically, the organization may need work on planning, communicating, and executing
change. Moreover, the organization must create an evidence-based culture in which a clear and compelling
case for change leads to a sense of urgency by every stakeholder. Finally, a commitment to clear and public
displays of data must be in place so that the results of the change can be widely shared, reinforcing the
commitment and hard work of every person contributing to the change effort. Ready for Resistance If you
scored in the lower-left quadrant, then you are Ready for Resistance. When neither the leader nor the
organization has a history of successful change, then the most likely result of any new change initiative will be
resistance, anger, undermining, or simply ignoring the effort. Without stakeholder support or leadership
execution, these organizations will simply "out-wait" every new change initiative and the leaders who attempt
to implement them. Ready for Frustration If you scored in the lower-right corner, then you are Ready for
Frustration. When an organization with a strong history of change is led by someone who either is reluctant to
engage in systemic change or lacks the personal capacity to do so, then the potential for frustration is strong.
Each time the organization gets ahead of the leader and the ensuing change fails to be supported by senior
leadership, change becomes less safe. Eventually, the organization will stop taking the risks and migrate to the
left-hand side of the matrix. The next leader will inherit an organization with severely compromised change
readiness, and it will take time to rebuild trust and regain change capacity. Ready for Change If you scored in
the upper-right quadrant, then both the leader and the organization have exceptional change capacity, and the
organization is a model of resilience. This organization can adapt to environmental and cultural shifts, change
strategies and form, innovate services and resources, and create an atmosphere of excitement and engagement.
Although it is tempting to address such a challenge with the imperatives of what must change, we will
consider the counterintuitive principle that the first duty of leadership is defining what does not change. No
part of this publicationâ€”including the drawings, graphs, illustrations, or chapters, except for brief quotations
in critical reviews or articlesâ€”may be reproduced or transmitted in any form or by any means, electronic or
mechanical, including photocopy, recording, or any information storage and retrieval system, without
permission from ASCD. Requesting Permission For photocopy, electronic and online access, and
republication requests, go to the Copyright Clearance Center. Enter the book title within the "Get Permission"
search field. To translate this book, contact permissions ascd. Learn more about our permissions policy and
submit your request online.
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6: Are you ready for a change? (and some fun challenges!)
If your organization leans toward change-resistant, you'll have more work to do to counteract the culture to allow the
change to happen. On the flip side, you can leverage the culture of an organization that is more change-ready to help
enable change.

Are you ready for a change? You may have experienced this change on a personal level too. Your body may
have changed. Your lifestyle may have changed. Even your preferences may have changed. But you need to
know HOW. This is an example of the kind of style tips you can expect each month. For 10 days each month
we will share our interpretations of the outfit in the private member community. This month we will start with
the basics: The capsule will feature 10 outfits that will take you from winter to spring. Here is an example of
an outfit from our first capsule. The Style capsules I have planned for the coming months include: The body
type capsule: The Hide Your Belly Capsule: Of course we will have a capsule wardrobe as well. Full of outfits
that will give you a great silhouette. Accessories are so important to your overall look and in this month we
will create a capsule where accessories shine! Exclusive Members-Only Facebook Group With any kind of
change, you need support and this will be the place where we all connect. The community will make the whole
process really fun â€” making the experience richer for us all! Live Sessions Each month there will be a live
session where you will have direct access to me and get the opportunity to ask me any questions you might
have. You will also have the opportunity to connect with the other women in the group even further. This is
especially true when it comes to finding your style. A community devoted to moving YOU forward when it
comes to style. Enrollment for the club is not open for very long. I would love to welcome you in this
supportive and very stylish club!
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7: Strategies for Workforce Management: Are You Change Ready? | CUPA-HR
Are you "Change Ready"? Written by Manager on September 9th, Posted in Entrepreneurship. Everything that I read
about change says that it's hard, scary, sad, something to shy away from, etc.

Is Your Organization Ready to Change? By Josh Epperson Tweet Industries are commoditizing and
consolidating. There are new regulations and legislative impacts on their way. Consumer trends are changing
in the blink of an eye. Emerging global markets are becoming legitimate markets daily. Great leaders see these
changes. And the best leaders not only have a point of view about how to respond to these changes and be
successful, but they also know what it will take organizationally to execute those changes. Decades of
experience working with organizations and leaders in search of necessary change reveal several patterns of
why their efforts fail â€” reasons that are largely identifiable, predictable, and avoidable. Lack of clarity about
success. An unclear vision for the changes and the business case supporting those changes, or the lack of
strategic clarity and the way proposed changes will enable the strategy ultimately. These often undermine the
effort to actually change. Mismatch between challenge and approach. Leaders frequently underestimate how
ambitious the changes to which they are aspiring are and overestimate the efficacy of the approach they have
put in place to realize those changes. The reverse is also common: Insufficient alignment and commitment.
Fragmented approach to change. Leaders gravitate toward the levers most common to the organization and
familiar to their leadership. The numbers guy ensures change through financial metrics. The culture gal makes
sure everyone has input on the impact of change. The worst case is the declaration of change with no plan.
However, more frequently one of two extremes surfaces: Plan for action versus results or, figure it out as you
go. Those that espouse activity over results are more concerned with creating the illusion of change than they
are tying the mechanics of change to specific work that ensure needed outcomes. Often organizations focus on
long-term outcomes and spend minimal attention on transition metrics that track the progress of change,
highlight early wins and build momentum, or get change back on track before the effort completely derails.
You have most likely experienced one or more failed change efforts in your career. If I asked you to reflect on
those experiences, you would invariably be able to point to one or more of the above causes that undermined
change. Yet these barriers to change can be seen and managed long before they undermine the business results
your changes intend to make. In the near future, you will undoubtedly participate in or lead a change initiative.
Are you ready to make it a success? When determining how ready your organization is for change, make sure
you do three things. Align on the case for change. Before you, or other leaders involved, can determine if your
organization is ready for change, make sure all understand and are committed to the same changes. Get
reliable data about the buy-in for and impact of change. Make sure the approach is rigorous enough to surface
multiple change levers and how they need to work interdependently. Ensure findings will highlight specific
challenges or obstacles and ideas for how to overcome them. The depth and breadth of how you understand
change challenges will be the extent to which you create a sufficient plan for a successful change. Create a
robust change plan. Change efforts fail during implementation; success is predicated on your plan. Your plan
must include all the work required to ensure specific outcomes connected to the change. Timelines and metrics
associated with the work will help keep your change on track. Know the obstacles you face and plan to
overcome them. Stack your transition team or the specific group of leaders tasked to implement the changes
with key stakeholder, influencers, and in some cases, nay-sayers as a way to build buy-in for the change and
belief in the organizations ability to pull it off. Leaders responsible for the change need insights about
challenges and obstacles to incorporate into a change plan before they launch. The leaders championing the
change as well as the stakeholders who must execute it complete this assessment. In instances where broader
views are needed, focus groups and other survey mechanisms are used to gather sufficient data and begin
socializing change. The data represents average scores. Dark green indicates a high degree of readiness, while
red indicates a low degree of readiness.
8: Are You â€œChange Readyâ€•? â€¹ Cincinnati Small Business Incubator
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A lot of CEOs are reluctant to make all of the changes needed. They don't want to be seen as getting rid of highly
respected folks, but when they don't make these changes, the rest of the.

9: 2 - Are You Change-Ready? - Managing Change and Transition [Book]
You won't jump, you're not ready to change You're not ready to change This track was written in a session in Steve's
house at the end of spring, it was one of those rare days in Ireland where we.
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