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To create a change in you
In a way that models the change process beliefs

So that you can be good / successful at leading change.
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Outcomes:

Appreciate the integrated nature of change
Know the steps to manage change

Receive “lessons learned” from a major change
Learn principles for leading change

Recognize the importance of stakeholders
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A.D.’s Beliefs BRE-BEINES

1.

The environment is requiring us to change.

IMEBERBMNBITESE,

. You can be influential in resourcing and guiding change.

RANEXFNASTERRELE I,

. The lack of delivery on “basic work” precludes the ability to influence

strategic questions in a meaningful way.

HEATHERMEF  TREEESREAE L REGENHEWE,

The change process used must model the desired end-state.

XANTERRNATHRBENLE R,




" How'to Make Change Happen ~ JIfAISEIIEE

« Describe the process this group uses to
make change happen.

HRRMNSFVNBEESEAN, 518%
(1 4: 0P

» Describe an opposite way to make
change happen.

i — AR R 5| S ZALRY T &

Handout Principles
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 Why do you want to learn this material?
S 5REZ|, FIMNHE?

 Why were you chosen to be here?

R BIE RS E1B 2

 How can learning this make you successful (what does success look
like for you)?

X — 5 Y| A REE SRR TAFE BT 7 ( PRIAAIE XL ATD ? )

© MiVaIueTree.com



 What do you specifically want to know about leading change?
AXTARGZERXNEBEREHIE T B4 ?

« How can | present it so that you will learn it?
Bz NE, TETERERE?
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ZAR AN

« Do you have bad experiences with change? Done to you? Led by
you?
DEBTRAENZTEZRR ? TeRTXNRERNEM,  HIR
el SZLNEH 2

 Where could you apply this material when you get home?

ERBIEREERE , BREENFIARTERSEEH ?
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T Thrinciple 4 Em 4

» Let us negotiate our approach.

BRI IR CE,




 Ping-Pong Factory
FEERT]

« Lessons Learned

AR ERHY 250 20|

» Integrated Change
RSN ZTAL

« Building Stakeholders
FENZ=MERTA

 Managing the Change Model
EETEER
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C:/Adata/APRATT/SupvDev/MROldrshp/ChineseMtrls/PingPong.mpg

* Ping-Pong Factory
EET[

e Lessons Learned

AR L E

» Integrated Change
RS ETAL

« Building Stakeholders
FENZ=MERTA

 Managing the Change Model
EETEER
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esson Lo ke LV

Adopt a “nothing to lose” attitude. The crisis is already
here...whether you recognize it or not.

B —TFRR, BRK—EBEE, el

EERA , TRREREEIRE,




- A
Design tension into your leadership team.
FE PRV S5 B BA AP A 3L R JE R

Bob

s

Production Mgrs. Continuous Improvement Team

28] D3R A T S Y B BA




" lesson3s  w#&was

Clearly separate yourself from practices not suited for the future.

R A E N AR SK TR E R BAEMOE

Functional shop?
ThREtE %)

Autocratic managels
BITHENZE
Status quo visio

BRI B

Cellular manufactyring
£ 553K hliE
* Cell leaders
BRERAS
**“Road to the future
“I [0 R SR AV EBR




esson TN

Use an “inclusive” process to make changes.

A AR HRRTEE.

Vision and
direction
IS non-

Everything we must do to get to the vision is

negotiable. negotiable.

NEABFER  RNEUNSHE  BTTUDES. menrme
A




Learn from others and create “models” so people can see the
vision.

BRI AFEIHEMERE , LEATANEFEINER.




Renounce the past. “The old way is gone.” Create “one-way” gates.

WHELE, BKRIBFECKES, "B ERBARN R @ EE,

T RESER TERKS:

Flow is in

Cells are in

5-sisin

Visual is in

TPMis in

Flexibility is in

Teaming is in

Doing “white collar” tasks is in
Self-funding your increase$ is in
Best-players play is in

L EF~

BibEr

5 SHZEE

CIERIA=§::
LREFRE

AT

BA L& 7=

‘B ES\BRFSLET~
FRAZSNE INE B 1THR

RIERT LK



Con k7 VA

Relentlessly pursue performance and deliver results.

THEIERE , HRFR




Lessons Learned ALREVEY £ 56
s

« Lesson1 Adopt a “nothing to lose” attitude. The crisis already exists...whether you
recognize it or not.

£K1 XEH'—FERRHSE. SURMERR , TieRREEERE,

. Lesson 2 Design tension into your Ieadership team.

2% 2 ERNAFHERFHILZER,

 Lesson 3 Clearly separate yourself from practices not suited for the future.

2% 3 BEERTENARKEEZNHE,

« Lesson4 Use an “inclusive” process to make changes.
£ 4 XAV HFTRETEE,
. Lesson 5 Learn from others and create “models” so people can see the vision.

2% 5 MIAZRIHBIEE  UEANTUERERER

« Lesson 6 Renounce the past. “The old way is gone.” Create “one-way” gates.
2% 6 HAEE, ‘KREFEERETS., "BAR0"EE
. Lesson 7 Relentlessly pursue performance and deliver results.

2% 7 TE#ERGM , FMNAHR,



* Ping-Pong Factory
EET[

« Lessons Learned

AR ERHY 250 20|

* Integrated Change
RGN ETAL

« Building Stakeholders
FENZ=MERTA

 Managing the Change Model
EETEER
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To increase awareness that change is interconnected like
a mobile

In a way that introduces five distinct areas that must be
connected

So that changes made are complete and have an
Increased chance of success.

& A
Y=

;
St
5
O

INREZENEHF N MEMRRE ,

N

EANMHETENTENEELMEERER, T

Integrated Change
L

ot

B, BITHEXETREE , ARERIIA,

%
X
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Governing Philosophy &

Direction
BESESMA M
o W_mk s People & Skills
HATPr i T1E -
Planning & Control Infrastructure
EXER., FRMNEM

MR 5125



* Ping-Pong Factory
EETI]

« Lessons Learned

AR ERHY 250 20|

* Integrated Change
RELNETAL

e Building Stakeholders
RN =X

 Managing the Change Model
EETEER
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Purpose HH

To move people into action
In a way that everyone can be successful
So that all effort is aligned making the change happen.

o
VAN
—

A
IS

= E3 A AMITEER ,
E—EREL, M AETLKT ,
X, D —RETERY

Stalke Building
2 B



Stakeholder: a person with a strong, personal, vested interest in the
outcome

MmXRF  NEREFBEI, MPANERN AR NEB

How do we help them see the possibilities?

AT an{rT#HE Bh 4tb A1 & B AT REE 2

What must they get? Where are they open?
A IR IZEETA ? el S W ?

© MiVaIueTree.com



B

Community

T X

Government

Pres. Council
Ops.Mgrs.
ERZERAS
BTEE

Rz R T

Shareholder

BT EBI

Board
of Dir.
EEL

Gov. Agencies

Suppliers
AIEE]

Groups

2% G|

Employees
AT

Customers

5P

Families

RE

Unmatched
is only relevant
from the
stakeholder’s
perspective

MFz2AH R 50 A
BEMHXE




* Ping-Pong Factory
EETI]

« Lessons Learned

AR ERHY 250 20|

» Integrated Change
RSN TAL

« Building Stakeholders
FENZ=MERTA

 Managing the Change Model
EETEER
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To understand that change is a process...it is definable, repeatable
and predictable

In a way that examines the steps of an effective change process

So that we are enabled to positively impact the changes we
implement in the workplace.

Qi%_ﬁl'ﬂflnﬁi AEN, AJEE. O /I)-"J,
UREMAFXRLE—PNERETERENEZNINTR
XERNEETR W b B2 E TEA TSR HE &,

Change Process
@E%ﬁ
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CHANGE PROCESS BELIEFS !!E’;Eg |EIE\

1. Creation of personal meaning for “Why change?”, “Why me?” and “How will | succeed?” are
essential for moving forward.

DA RIAZE?”, “BA[ASE 2" WEEHRER 2 HEE | 26
B HEBERY < BB
2. Inclusive processes generate the spirit and will required to create lasting change.

SERANBETRIBEERHNER , XAFAUEE,

3. Possibilities stay hidden until the past is released.

FRIHRNRBETHFF , TRERNSHERE,

4. Shared beliefs, principles and power allow the simultaneous implementation of broad-based
change to occur.

HENEZ., RN D TUEEE ZNEERESR.

5. Rapid accumulation of other’s experiences through benchmarking and literature searches
increases vision and accelerates implementation.

B X AR A Sk 18 R RN R E 0 AT AR FH LB, IR &K,

6. Procrastination, acquiescence, abdication, inaction, passive, and permission are taboo words.
FBiE, BVF. BFE. TMEN. I NER NEES AT,

7. Collective, personal vision of end-state excellence creates a pull into the future.

AN AN RERIAULFHRNFR |, /= EERmARKRNB N,




!l lange EI’OCGSS xlll‘ g%i,!

Unfreeze

AR, EAT

1 4
= Change ==
7R
TE
L 1
Scope-out what is . Project planning,
Data hazs been Take stock of current pnssrijble ancd vision Decision to proceed Iag.fijng D?,rt all th%
recebed and situation, key drivers, | the end-state desire with planning the steps and
examined and a resoLrces available that wanld resal project. requirements
decizion iz made to and implications for | the data exarpid in necessary to bring
"D Zamething" horsy much change iz the vizion to lite,
. Launch a pozsible.
faroy

. . Implemert the pl
Decisionto bedin | eataplished in Ste
Begin the change: of the actual everts.

Daing all the
preparation activities,
putting everdhing in
place prior to
"hreaking ground

Determineg whether Decision to "close-

the desired vizion iz out" the project.
realized and if it is

zustainable.

Refreeze
7t [ O = [ D[ Y Wi, BEE

decizion activity inzpection transpotation delay storage

"RE Tz KRB %R EE RE

1. WERBRE., REZL, REMB. 2. 7HIR, XBEXR, TARRRTXABE, 3. HATXIAHEL., RHBEH
ARG (1) FRRFELERN BFRRES. 4. REFHHTEETL. 5 AX, BEXEHRERNAXAFSRMNER, 6. 4%
EEER, IR —YIRL, 7. REFFHER, FTREE, " 8. NEIWEMIUITN, MIFMBEHEEE, 9 BEMEMNE

RERAERI, AL, 10 REEGR'EZEETE.
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Mep . Project Planning gg% !Jl!gﬁﬂ

£5 REA 108 118 128 1A 2R

Task Person Eesponsible October MNovember December January Febmary

The Leadership
Challenge

Charactenzaton of

Luther Johnson

today's petformance

shifting paradigms | Alden Davis -—e
Financial wis1ons of

opetatonal excellence

Memt's statement of
petformance desired
Possibility
Thinking

Petformance

Joe Patls

challenge to team
The Kaizen wision -—e

Preparation, mock-
up & vision upgrade
Present plan &
Memt ratification

Proof of Concept

Real-time testing of

concepts
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EI Iange !FOCGSS xl l%&’!

So why do people oppose change?

A, M AR ZE ?
—  Fear of the unknown X R ZNHY 28

» Lack of information/understanding leaves a vacuum that is filled with rumor, speculation and insecurity

FEEARFRK | BE, BUNTREBEEMA

— Lack of benefits *U)ﬁfiﬂgﬁk%

+ The cost of the change is greater than the potential rewards to those affected by the change
NTFEXELWMHATMES , BEEFRREKTEERR

— Loss of status and security iﬂlﬁlliﬂ:l féﬂ"]?ﬁ%
» A person who sees a change as reducing their sphere of authority is not likely to support that change

BEEEEHRENBRHATZFEE
— Disruption of the routine AT B

* Thereis little incentive to change when old behaviors have been successful
FRBTREERY , ROZTEZ B
« Its hard to listen clearly when routines are being challenge E#MZ Rz, ANTES VBT

— Conformity to norms and culture B s E ML

» The current patterns of behavior, physical rewards for status and core values are misaligned with the change
proposed

ABETHER, HUNPREHRUARZONEN , SRUHZTESETA

© MyValueTree.com



S EHange Process TERER
People tend to change when: ET3I1ER T AMBTHITEE

1. They have participated in the decision to change
ZETHERTENREK

2. The rewards exceed the pain of not changing

ERES T HITEENES

3. They see others changing who are considered influencers

EIHMAEERE AT HREE

4. The environment is free from threat and judgment

HEZERAER
5. They have the skills to be successful
e 1 BB IR Ee
6. They trust the motives of the people introducing the change
e 1EESI HEEN ANIRIZIHL
7. They have gathered data showing that the change can be successful
TR EN R B E REF /% K
8. They have made a public commitment

AT T 2T A



