PDS Approach to Managing Change

ORGANIZE LEADERSHIP
TEAM

2
DEVELOP BELIEFS &
VISION

1
IDENTIFY DRIVERS FOR

DISTURB

CHANGE

 What personnel problems interfere with
fulfilling the corporate mission?
 What competitive vulnerabilities do you
face, and how are these being addressed?
 What recurring issues confront Executives?

ENABLE
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 What is the clear & compelling vision of the
future, and do “people” buy it?
 What is the long-term legacy and how are
people collaborating to realize it?
 How is “success” defined at the corporate
and individual levels?

TRANSLATE NEW
VISION

BEHAVIORS
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PROMOTE

DISTURB

ORGANIZATIONAL &
INDIVIDUAL CHANGES

MEASURE

 How well do you manage
ENABLE
behavior change that results
in successful outcomes?
 How widespread and effective is
managerial coaching?
 How is performance measured and
compensated?
 How are successful behaviors factored
into recruiting?
 How vulnerable is the organization to
management turnover?
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REPLICATE WINS WITH
BEHAVIOR
COMPETENCIES

DISTURB
MEASURE

ENABLE
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ENABLE

 How is urgency and importance of the
vision articulated and communicated?
 How do individuals link their futures to this
vision and what roles have been assigned?
 What obstacles stand in the way of “selling
the vision” inside the organization?
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EMBED

DISTURB

 How do successes and
failures get shared?
 How well are successful outcomes
(and unsuccessful ones) matched to
evidence-based behaviors?
 How effective is your organization in
replicating behaviors that result in
better outcomes?
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DISTURB
MEASURE

ENABLE
 How well do people understand
and acknowledge the expectations
of others?
 What organizational strategies must be
aligned with performance expectations?
 What distracts the organization from its
purpose and vision quest?

BUILD INTENSITY &
MOMENTUM

DISTURB
MEASURE

 How is organizational intensity
ENABLE
created and sustained at the
individual level?
 What measures have been established to
help people assume responsibility and
accept accountability?
 How clear are the metric systems that
track people and organizational change?
 How well do you leverage “small wins”
that focus expectations?

