CHANGE WITH THE BRAIN IN MIND
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EGNA FORANDRINGAR

v Fundera pa ett par forandringar du drivit eller varit del av

v De som gatt bra och det som gatt daligt. Vi pratar om sjalva processen —
inte om forandringen i sig var bra eller dalig
v’ Berérde det...
v VEM man skulle jobba med (nya kollegor, omorganisation...)
v HUR man skulle jobba (nya processer, rutiner, system...)

v" VAR man skulle jobba (nya lokaler, kontor...)

ERENCE

Skala garna av lite, manga forandringar ar egentligen en summa av manga

) MAKE A DIFF

mindre.

Tank ocksd specifikt pa vilken grupp som berérdes. Aven om manga berérdes
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ar det enklare att titta pa en delmangd for att se reaktioner
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v’ Does an increased level of stress negatively impact the
productivity and quality during a change process?

v/ What are the differences in actions, perceptions and
reactions between a “good” and a “bad” process?

v Is the Change Process Efficiency related to how the
SCARF factors (Status, Certainty, Autonomy,
Relatedness, Fairness) have been affected by the change
and which of the factors are more important?
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v 28 personer — 55 férandringsprocesser ‘

v CPE- change process efficiency — 5 fragor

v 1. Overdue compared to initial time plan
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2. Perceived resistance in the organization during the process
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3. Increased stress level in the organization during the process

4. Negative impact on quality of product/service during the process

-WITHTHE

CHANGE
NI NN

5. Negative impact on productivity during the process (efficiency in daily work)
v S—C-A-R-F 5 fragor vardera
v’ Good (CPl > 8.0, N=16) vs Bad processes (CPl < 5.0, N=14)
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v T-test — signifikant och stor skillnad -> 16 fragor
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v Korrelation dessa 16 med CPE
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13. There was a transparency in decisions and causes 8.75 3.36 5.39
- 23. People felt that they were part of a winning team and that the change would make them stronger 8.19 3.43 4.76
22 12. There was a clear and frequent communication of time plans, status, problems and action plans 7.69 4.57 4.74
wl ;E 19. People felt that they had the information they needed 7.88 3.14 4.73
g E_ 14. There were common work-shops and cooperation during the process 8.56 4.29 4.28
5 E 20. People were convinced about the value of the steps in the process and the level of control 7.94 3.93 4.01
16. People were convinced that nothing was held secret or that hidden agendas were used in the communication 7.75 3.86 3.89
17. People felt that everyone was treated fair during the process 7.75 4.07 3.68
21. People were convinced that the purpose of the change was to make it better for as many as possible 8.50 4.86 3.64
2. People understood that if we did not change, that would lead to insecurity and unclarity 7.69 457 3.12
25. People felt that everyone was in this together to make it happen 7.56 4.50 3.06
9. People had an anticipation of a higher degree of belonging and team spirit when the change was ready 6.81 3.93 2.88
11. There was a possibility for individual adjustments and improvements during the process 6.50 3.71  2.79
15. People were actively used as experts within their areas during the process 7.44 471 2.72
24. People were convinced that a common team effort was needed to drive the change 8.63 6.00 2.62

22. People were convinced about their own contribution and value in order to make the change work 7.38 5.14 2.23




YOU MAKE

HELPING

CHANGE
starvs - WITH THE BRAIN
AUTONOMY IN MIND

RELATEDNESS LOSAPROBLEM
& raness o S
E S U LT AT PRESTATION LV e e
/\ “/\q IMPULSKONTROLL
~__/
| \
I ' g
SCARF
~—__ 7 ob Z@Q
% |
¢ STRESS A
10,00
o] O
o] o]
8] o0
o 8]
Q 0 Q
Q
8,004 o] o]
o]
o o]
o 8 o]
=
E Q o] 8]
&
= o
E o] o] © o]
U 6,00 -
(@] [o]
8] o]
8] o QO
) o
° 8]
o o° r=. 6 8
4,00
o o P<.01
O
O
8]
Q o]
2,00 T T T T T T
00 2,00 4.00 6,00 8,00 10,00

CPl mean justerade fragor

* Korrelationen mellan hur smidig férandringsprocessen var och svaren pa de 16 fragorna som

hade storst skillnad i svaren mellan bra och daliga processer.



CHANGE
' stars - WITH THE BRAIN
ﬁ AUTONOMY IN MIND
Ny RELATEDNESS LOSAPROBLEM
S A @ ) T @
LARASIGNYA SAKER
. L U TS TS \ PRESTATION \/ R
0\

HANTERAKANSLO
IMPULSKONTROLL

~__~ AR

I

T V58
\SCARF 1
R

STRESS

v VARFOR - L3t alla kinna att de &r en del av ett vinnande team. F& dem att
forsta att forandringen kommer géra dem annu starkare och att syftet ar
att gora det battre for sa manga som mojligt. Fa dem att forsta att om vi
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inte forandrar, om vi fortsatter som det ar nu, kommer det leda till
osakerhet och otydlighet.
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TILLIT — Var transparent i beslut och bakomliggande orsaker, hall inget
hemligt och undvik dolda agendor. Behandla alla juste och rattvist under
processen.

v" KOMMUNICERA — Sikerstill att det finns en frekvent kommunikation av
tidplaner, status, problem och atgardsplaner. Var tydlig med hur
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forandringsprocessen ar upplagd, vilka steg den innehaller och hur de
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genomfors. Ge alla sa mycket information som det gar.
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INVOLVERA - Involvera alla i workshops och olika typer av samarbeten

under processen.



