 Eight Steps to Transforming your Organisation A synopsis of “Leading Change: Why Transformation Efforts Fail’ by John P. Kotter
	Steps  (Skipping steps creates only the illusion of speed and never produces a satisfying result)

	Critical Mistakes to avoid  …

	1
	Establish a sense of Urgency
Examining market and competitive realities

Identifying and discussing crises, potential crises or major opportunities

	Not Establishing a Great Enough Sense of Urgency
The urgency rate is not high enough until 75% of management is honestly convinced that business-as-usual is totally unacceptable.

	2
	Forming a Powerful Guiding Coalition
Assembling a group with enough power to lead the change effort

Encouraging the group to work together as a team

	Not creating a Powerful Enough Guiding Coalition
More is usually required. Efforts that don’t have a powerful enough guiding coalition can make apparent progress for a while but … opposition stops it.

	3
	Creating a Vision

Creating a vision to help direct the change effort
Developing strategies for achieving tha vision

	Lacking a Vision
Simplify until you develop a picture of the future that communicates the vision in 5 minutes or less - and gets both understanding and interest.

	4
	Communicating the Vision
Using every vehicle possible to communicate the new vision and strategies
Teaching new behaviors by the example of the guiding coalition

	Under-communicating the Vision by a Factor of Ten
Successful transformation efforts use all  (yes really; ALL) existing communication channels to broadcast the vision – with words and deeds.

	5
	Empowering Others to Act on the Vision
Getting rid of obstacles to change

Changing systems or structures that seriously undermine the vision

Encourage risk taking and non-traditional ideas, activities and actions

	Not Removing Obstacles to the New Vision
Communication is never sufficient by itself. Renewal also requires the removal of obstacles. The worst obstacles of all are bosses who refuse to change and who make demands that are inconsistent with the overall effort. 

	6
	Planning for and Creating Short Term Wins
Planning for visible performance improvements

Creating those improvements

Recognising and rewarding employees involved in the improvements

	Not Planning and Creating Short-Term Wins
Real transformation takes time and a renewal effort risks losing momentum if there are no short term goals to meet and celebrate. Commitments and compelling evidence within 12 – 24 months help keep the urgency level up.

	7
	Consolidating Improvements and Producing Still More Change
Using increased credibility to change systems, structures and policies that don’t fit the vision
Hiring, promoting and developing employees who can implement the vision

Re-invigorating the process with new projects, themes and change agents


	Declaring Victory Too Soon
Until change sinks deeply into a company’s culture (5 – 10 years), new approaches are fragile and subject to regression. Leaders of successful efforts use the credibility of short term wins to tackle bigger problems. 



	8
	Institutionalizing New Approaches
Articulating the connections between the new behaviors and corporate success
Developing the means to ensure leadership development and succession


	Not Anchoring Changes in the Corporation’s Culture
Change sticks when it becomes “the way we do things around here.” Understand why performance increases and ensure the next generation of top management really does personify the new approach. 
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