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ter® Degee in Direct Marleting.
He also holds an M.Arom the
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Changeis inevitable. Its hav we deal with it tha separaes theeffective employee,

manage or organizaion from theineffective.

If You Don Ot Like Change
YouOll Lik e Extinction Ev en Less

by Barr y J McLeish

Thereis no moe vexing problem to
senior executives todd than thd of
trying to dfect signibcant sttegic
changewithin thdr organizaions

Many reasons artypically citel by
leade's tha are ineffective in accom
plishing thé& changescaarios Not
knowing when a radical shift in stta

egy is neded, bang unsue about the

role of managenent in bringing
about oganizaional thange and not
undestanding wat a high peform-
anceorganizdion looks likehat is
adept in dhanging its cowgeof action
N areall cited. Sumprisindy how-
ever, oneexcuseis sédom wiced yet
is pehaps themost tdling in explain-
ing this appant lack of changesue
cess Very simply most nonpobt

executives do not knav what it means

for them to succed pe'sonally or
corporately.

This lack ofa déoning Osucss wrd-
stickO is oftethe direct result of
pootly articulaed or absat organiza
tional objectives or objetives tha are
simply not ahievable (OHép every
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person thais nedy.0) In thie ab-
senceand often as a esult of the
straegic compleity thesemanages
facein thar day-to-day tasksthe
longterm direction of ther agency
becomes déonal through thedeci-
sions thathey makeand theapplica
tion of thar manageial experience
that is often characteized by bang
cautious incremental, or compé-
tively mimicking in néure.

Unfortunaely, when it comes to sue
ceeding in thehyper-compditive
marketplacethesenonprobt agacies
Pnd thensdves in, thee is ofter a
need to rethink thelogic of how thear
causal striegy work gds done espe
cially in times of discontimous cif
cumstance Doing littlethat is nav
programmatically, imitating thecom:
petition, or Oplging it saf® ae all
common hut not necessarily good
strategies in turtulent times Oln an
econgntebney decaacityoesuppy,
and utteessry oefoad B an econom
whit eegone adady hasoe than
enough whater it isou@ slling D the
ony way tdand outdm theavd isto
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ganddr a tuly diinctie st ofideas

about wheepur indtry $iould be gdihg

(Mavericks & Work, William C. Tay-
lor and Plly LaBare, New York:
Morrow, 2006)

Both thebusiness liteature and non
probt pundits Wwen speking of or-
ganizaional changetypically citethe
problems of institutional inetia, pe-
sonal and cqroréte resistanceo the
prospet of change and theimpact
of cormporate cultures tha are unwill-
ing to ahieve either straegic dhange
or adapt to sustainindhangeneces
saly for longierm succes aseasons
for theabiding lack ofsuccss in
changemanagenent.

Additionally hawvever, there are no-
ticeable paterns in may of the or-
ganizdions tha we have obseved as
to why changeattempts fail and a
not more forthcoming For someof
theseagencies theidea of Osmall
stepsO D inemental shifts in dedl-
opment and straegy, building upon
previous Osmall §1© deisions D
have becomea dé>ning haracteistic
for executives as a mens to eable
them to copewith theradical
changes they se within thdr causal
environments This cultural matal-
ity allows theeorganizaions wer
time, to create a homogaous ap
proad to theinterpretation of ther
surroundings as @l as déning vhat
are appiopriate straegic response
and actions opefor them to take
Acadanically knavn as Ological-n
crementalismO Wat thesesmall gins
really do is to allew maxirmum con
trol for executives in IESpONSEO rap

idly changing and complephilan
thropic environments Incremental-
ism is ofta a mans ofOcicling the
wagonsO as rapidliganging cicum-
stances ae Plteed until an appopri-
ate response&an beimplemented.

There are someadvantage to this
appmoad, particulaly in theprocess
of decisions hilding upon othe past
decisions thesby seving as cultural
constraints aginst unwaranted ac
tions OW dondo it tha wayO as
sures tha samaess and contl are
ever-present as hiilt-in assumptions
and cultural biasedeermine organ-

izational action, gen when the avail-
able daa would sugest altenate
ways of attacking a gien problem.

Though ofte facal with pressues to
adopt nev ways ofdealing with the
need for changeor with maketplace
compl«ity, manages instad ae
likely to deal with ary and all situa
tions in a wa that is in linewith the
cultural, socialand political norms of
the organizaion. This asily be
comes poblematic for the organiza
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tion when a crisis or compleissue
arises thd is outsideof the agency®
current cultural epertoire. In othe
words themanage facing a sitution
of this typeis likdy to minimiz the
seiousness ofit and sugest instad
that the changes pesented ne=d to be
met by a responsenhich is familiar to
the organizaion.

The dominant haracteistic of sud
a straegic responsehen becomes
oneof Osamaess and familiarit®
To sugest ary othe responss would
beto dhallengethe very fabric ofthe
cultural web upon vhich the organi-
zdion opeates Sugestions like
theseare perceved as theatening
and tend to mest with heavy resis
tanceparticulaty by thosewho have
been around theorganizaion for
sometime and hae no doubt had a
part in constructing its cultural para
digm.

What is theoutcomeof sut long
term organizdional activity? In cir
cumstance likethese strdegic drift
and a typeof constituat non-
responsieness is likly to occur
Market data or anedotal &idence
that comes up though theranks is
likely to bediscountd by manage
ment. Any changes to thecultural
web tend then to beincremental,
defendale, and culturally condtrt-
able. An adaptie straegy that is
vibrant and in alignmet with the
differing values of the supporting
constituacies and/or thoseseved is
not likdy to happ@. Adaptdion is
rather, in alignmet with theprevail-
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ing wisdom ofthe organizaion®
manageial dites

When it comes to béng alle to adapt
to today® volatile culture, new ways
of doing things alikely to bevery
important and ae equally likdy the
most difpcult to ddeve. How does
an omganizdion overcomethis?

Four issue ae fundamental:

1. You nust behonest in what is
taken for granted by the organi-
zaion. A Ocultural auditO is of
ten themost friendly way to un
covering this typeof data. By
making &plicit what is take for
granted, you can tha begin the
process ofmanageial debate
about thecultural bariers to
changethat exist

2. A climate of changemust be
established by thosesat the top.
Without it, even a cler direction
of straegic dangeis likdy not
to beimplemented, immediate
threats notwithstanding

3. A need for organizdional revi-
talization must beperceved and
actad on by leadaship Very
simply without a mandte like
this opportunities br changeare
mitigated agpinst.

4. Fundametal changeb if sub
verted internally -can somgémes
beinstigated by outsides As a
consultant a nesssay and lage
part of my job is to GadO signals
that are being st by an ogani-
zaion® constituacy tha signal
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changeand nust bemet by a
changein the every day behavior
of the organizaion | am seving
It is my job to makean issuef
this to theorganizaion® lede-
ship

Thevery social, political, and cul
tural managenent activities thd stop
organizaional dhangecan also gl-
vanizit. To atempt to do so with
out theseexplicit tools ofmanage
ment can l@d to noneompliance
and misalignmet. Straegic clarity
built on an honst assumption about
an omanizaion® cultural hotspots
can allav nonpiobt eecutives to not
only ddiver shortterm peformance
and longterm succes

Barry has povided invalualde
counséto numeous oganiza
tions daling with diangein
the faceof turbulent marketing
environments Contact Bary
or ary M/J consultant ly visit
ing our websiteat
mcconkg-ohnston.com.
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