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wither away /'wida a'wei/
R i

competitor /kam'petita/ n.
R T

nimbly /nimbli/ adv. R
ififth; Bt

decline /di'klain/ n. R

N

Managing in Times of

Change

A basic fact of business life is that an
organization either changes or withers away.
Look at the powerhouse companies in today’s
world. Where were they 10 or 20 years ago?
Have they grown, changed business models, or
emerged from nowhere? What’s happened to
some of the brand names with which you grew
up? Which established airlines, banks, car
companies, or heavy manufacturing companies
have struggled to match lower cost, more
efficient competitors? It’s either nimbly and
creatively adapt with new products, processes,
and business ideas or go into marketplace
decline.

Whether a company is on the upside of the

growth curve or fighting to survive, one thing
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uncertainty /an'saitnti/ n.
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implement /implimont/ v
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is common: The people working within those
organizations are experiencing change in a very
personal way. Employees have to stop what
they have been doing and work in different
ways with different—or fewer—team members.
They may have to work away from home more
frequently or move to another facility in a
strange, new city. They have to work with new
technologies that require new skills, say new
things to customers, meet with each other more
or less frequently, or do more with less.

When people face these kinds of dramatic
changes in the way they live and work, the
reaction can be negative and unproductive.
What had been predictable and stable at work
is now replaced by confusion, vagueness, and
uncertainty.

When change affects an organization, the
leaders of the organization—from the top
executive to line supervisors—need to
demonstrate leadership skills as never before.
The manager becomes critical in leading teams
and employees through the change process so

that the organization can implement new ideas
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cope with /koup wid/ bE
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and maintain its customers while retaining and
engaging talented employees.

The managers of an organization provide
the bridge from the old way of doing things to

new work practices. Paradoxically, these

managers are also employees who experience

the same reactions as everyone else. How can a
leader lead when he or she may be uncertain
and uncomfortable about the future?

There are productive behaviors that a
manager can learn to cope with change and to
help others through. These behaviors can be
clustered into three major themes:

Personally refocus for managers: The first
step in helping others implement change is to
help yourself. Managers need to understand
how they are personally reacting and how
change is affecting them. Once they understand
their reaction, they can adapt to their role.

Lead the team through: A work group
needs strong leadership to provide direction, a
degree of clarity, and sense of progress when
there aren’t clear answers to questions and

rumors begin to fly. The manager needs to help
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the team adapt to and cope with newness.
Show a path to individuals: Individuals
react to change in different ways. Until a
change has taken root within a work group,
some individuals may need extra coaching and
advice on how to cope. The manager needs to
sit with employees with strong, unproductive
reactions to change to instill a firm, optimistic

picture of the future.

coach /kautf/ v iI%; 4
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optimistic /opti'mistik/ adj|
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| was always for change until it happened
to me.
—Midlevel financial services manager
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rationale /refa'neil/ n.
A

immune /i'mjun/ adj. 4
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PERSONALLY REFOCUSING
FOR MANAGERS

Understand how change
affects you

Significant organizational change has a
powerful impact on people. Change creates a
tension between the past and the future,
between stability and the unknown. Despite
business rationale, logic, creativity, planning,
and strategies associated with change, this
tension comes down to people doing different
things in different ways. Asking people to
change behavior on behalf of organizational
goals creates an automatic emotional reaction.
Managers are certainly not immune from
this response. Even managers responsible for
implementing change within an organization
can subtly undermine that change through the



