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- Lasting Change

“If there were an answer to how to handle change, we
would have found it long ago, and there wouldn’t be a
billion-dollar industry devoted to its pursuit. But there are
approximations, and they are getting pretty damn good.”

Fullan (2008). The six secrets of change, viii-ix.
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Understanding Change

- Understanding our Boss, and our Leaders

- Understanding our Organization, our Frustrations

- Understanding our Passion
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Organizations and Frustrations
N

0 ... “we have too many company wide projects

going on at the same time. lt's under construction
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Passion
. S

0 Nurture Passion. The quickest way to kill creativity is
to put people in roles that don't excite their
imagination. This begins at an early age. Kids who
are encouraged to follow their passion develop
better discipline, deeper knowledge, and are more
persevering and more resilient in the face of
setbacks. Look for small ways to give employees, at
every level, the opportunity and encouragement to
follow their interests and express their unique talents.
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Views from Passionate People
N

0 “Also management’s willingness to listen and take notice
is sometimes the hardest. The best environmental place
to really change, is to listen to what each employee
means and what they will do themselves to make
change happen.”

0 ... “to be heard, you have to belong to an elite group.
Otherwise your ideas do not even exist. Some people
are stronger than others and put down those that are
weaker. Almost like in kinder garden, I'm afraid.”

® Interviews with Directors of Creative Organizations
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“MANAGING CREATIVE TALENTS IS
A VERY DELICATE AFFAIR ... YOU HAVE
TO BE ABLE TO CRITICIZE AND DISAGREE,
WITHOUT BEING DISAGREEABLE”

Valérie Hermann, YSL.
Financial Times, Monday September 17th, 2007.

d Universiteit Maastricht




- Research on Innovation

wie kommt man zu fundierten Pradiktoren?




The Foundation Model for Predictors

Does Psychological Accountability for Meeting Demanding Goals
Safety Hinder Low T e
Performance?
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operate at the expense of em- T e e e T Flare tha focus s on callaboration
- e and learning in the service of high-
ployee accountability; the most = challenged. Nor do they work vary hard. performance outcomes. The hospitals
effective organizations achieve % Some family businasses and small described in this article fall into this
high levels of both, as this w consultancies fall into this quadrant. quadrant.
matrix shows. &
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Predictor 1:
Leadership

“Jo be able to lead others, a
man must be willing to go
forward alone.”

Harry Iruman
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Stand-alone Innovations:
Standardized Patients

* “My first formal presentation of the
standardized patient as an assessment tool for
clinical clerks on neurology was at the American
Academy of Neurology’s national meeting in the
early ‘60’s.

It was put as the last paper on the last day and
a source of laughter for the audience.”

»  Barrows, H.S. (1996). Problem-Based Learning in Medicine and Beyond: A brief Overview.

Reprinted with Permission:

V) Wallace, P. (1997, August). Following the Threads of an Innovation
ﬂ Universiteit Maastricht Caduceus, 132}, pp. 5-28.


http://www.spencerryanhall.com/?attachment_id=190�

hospitals, this surgeon recog-
nized that implementing the
technology would require o
the team to adopt a verydif—Dr ] . A LeCI I"nlng LeCI der
ferent style.“ The ability of
the surgeon to allow himself
to become a partner, not a
dictator, is critical,” he said.

Mountain Medical Center
== (Chelsea Hospital

6 - \ - Average of all hospitals in the study
S | \

Team members, who were picked by the surgeon based
on their experience working together, responded enthusi-
astically to his approach. One noted that the “hierarchy
[has] changed,’ creating a “free and open environment
with input from everybody.” Said another: “I’'m so excited
about [the new procedure]. It has been a model, not just
for this hospital but for cardiac surgery. It is about what a
group of people can do.” He explained that the team got
better because “the surgeon said, ‘Hey, you guys have got

ua to ‘make this thing work! That's a great motivator”
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Change Managers Resist Change

0 “Change Managers (e.g. Deans, Directors,
Chairs) are part of the problem, because
they developed a plan, went through a
learning process, and become defensive
when someone questions the plan. Which is
a natural reflex.”

0 “Moreover, leaders want to be in control,
so they defend anything which seems to
lead away from the plan.”

® Ardon (2011). Moving Moments. PhD Thesis.
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Predictor 2: Reform
Requires True

THE 51X

SECRETS -
OF Understanding

CHANGE “You can borrow or

7 steal a technique, but
. never a philosophy or
culture.
...that’s why Toyota
doesn’t mind sharing
its practices.”
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Organizations & Innovation
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THE SIX Predictor 3: Culture

S E{:‘J}FETS Drives Innovation
L J/ .
o= Effective cultures
CH AFH GE embrace
~ transparency and the
use of data as a core
A LAREL LI, part of their work.”




Individual Competence & Hospital Performance:

Treatment of Ovarian Cancer

Rate of Success

B Small Regional
Hospitals

l Semi-
Specialized
Hospitals

@ Academic
Hospitals

Hospital Type Floor Vernooij (2008) Utrecht University
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Industry Feature

Contribution to Implementation Failure

Key Principle for Implementation
Success

Nature of work

® High uncertainty

o Risk of customer fatality

o (linician discretion important

® Workforce aversion to the experimentation
required for successful implementation

® (reate opporiunities for nonthreatening
workforce experimentation and
adapiation of innovation

Workforce

o |nierprofessional inferactions
governed by an established
hierarchy

o Sirong professional
identification: weak
organizafional identification

® Workforce aversion fo the collaborative
learning required for mastering
increasingly interdisciplinary innovations

o little workforce inferest in participating in
organizational improvement efforts

 Frame implementation as a learning
challenge

® Increase the atiractiveness of the
perceived organizational identity and
construed external image to generate
inferest in organizational citizenship
behavior

Leader-workforce relations

o Prevalence of fransactional
exchanges

o Perceived conflict of goals
hetween leaders and
workforce

U
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o Leaders and workforce unable fo place
collective goal (innovation

implementation) above self-inferest

e ncorporate transformational leadership
processes for innovafion
implementafion




Predictor 4:
Learning is the Work

THE 51X
SECRETS

OF = “There is far too much
CHANGE going to workshops,

taking short courses, and
"y the like, and far too little
B e e learning while doing the

MICHAEL FULLAN work.

[ Cole (2004). Professional Development: A Great Way
to avoid Change.




Assessment of Innovation Capacity

Block 1: Supportive Learning
Environment

Psychological
Safety

* |t is easy to speak
what is in your mind

* If you make a
mistake it is held
against you

Appreciation of
Differences

e Differences in
opinion are
welcome in this unit

* People are open to

alternate ways of
working

Openness to
New Ideas

* People value new
ideas

* People resist untried
ideas

Time for
Reflection

* Schedule pressure
gets into the way of
doing a good job

* People are too
busy to develop
new things

)
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o Vizit leaming tools hbr.org for 2 short
varsion of this sunvey and for recommanded lists of
lazrmning rasourcas that ara tailorad to your rasults.
For the complete intaractive tool, including scor-
ing, go to les.hbs.edu.




Predictors

Carole Bland (2000).
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The Oracle’s Take-Away

“... Real communication, in the broadest context, essentially boils down to caring.
When lion roars at night | more or less switch off with the thought, ‘Oh there he
goes again!’ and with that very thought | stop listening although | might hear the
sound.”

“...Too often we focus on communicating with those like ourselves.”

“... | would like you to close your eyes and try to imagine
one ant alone in this world. It is easy to visualize one
elephant or one rhino, one eagle, even one lion, but really
try to imagine one ant. Is it possible¢ How would one ant
survive, live, gather food? How?2 How? An ant’s best chance
of survival is as part of the collective, and the community.”
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THANKS!!

E:ﬂ s Prof. Dr. Wim Gijselaers
Universiteit Maastricht

Maastricht University, The Netherlands
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