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Methodology for Changing Beliefs

STEP  DESCRIPTION WHAT YOU SAY
Idenitythe beiefyou “That ot thebele | want you
et o change, tohold”

Tll them thebeliefyou | “The befief want you to olds..”
Want the o hld

Describe the experience you | “Here's what I'm going (o do
are ging o create for them.

Ask them for feedbackon | “Will that b enough; s there
the planned experence. something else | need fo do?”
Envollthem in givingyou | “Willyou give me feedback along
feedback on your progress. | the way?”
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C1 Analysis

B! BELIEF W K ACTIONS

Pointing out a problem Don't be the bearer of bad news.
will limityour career

Don'ttell your peers what you really
thinkof thei deas.

Dor't say what you think i a meeting.
Wait untilyou can sove a problem
befoe elling your boss about it

Blame someone else when something
goes wrong.
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Alignment Checkpoints se———

Are we aligned around the urgency o shift the way we think
andact?

Are we aligned around our Cultural Belefs?

Are we aligned around the actions we expect people to take?

Are e algned around the experiences we are cealing as a team
in eading the change?

Are we aligned around the personal commitment each of us needs
tomake i creating new expeiences fr the organziation?

Are we aligned around how we agreed to hold aurselves
accountable for the change?

Dowe remain aligned around how we are communicating about the
change in terms o what we are saying and how we are saying t?
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Complimentary Resources ——

WORLD 0F RESOUREC

RINERS IN LEADERSHIP

ACCOUNTABILITY.
communify’

Access these COMPLIMENTARY RESOURCES:

© Selfand Team ents
@ Video Training Samples

@ Leadership Series - Author Interviews
© ccountabilty White Paper

© The 0z Memo Newsletter

© Erecutive Video References

s

learn more and join now at: www.3CGhook.com
or www.ChangeTheCultureChangeTheGame.com

Complimentary Author Webinars

Partners In Leadership offers complimentary one-hour Webinars feataring the New
York Times bestselling authors of The Oz Principle; Change The Culture, Change The
Game; and How Did That Happen? These interactive Webinars feature:

« Live Video Streaming

« Question and Answer Session

» The Best Practices Around Accountabilty
«Real-Time Poling

#Video Clips

During these Webinars, you will earn why thousands of companies and hundreds
of thousands of people in more than 50 countrics use Accountabilty Trainin
provided by Partners In Leadership to achieve their results. Learn more, view the
Webinar schedule, or register now at www Change TheCultureChange TheGame.com
or www3CGhook.com.

. ChangeTheCultureChangeTheGame.com or www.3CGhook.com s

JB) Pecmen o Leadership® 27555 Ynez Road, Suite 300+ emecula, CA 92591
Toe Aoty Traing'Compey(800) 504-6070
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A'ACTIONS A ACTIONS
People eteralize the need People interalize thechanges.
forchange they need to make
People wait 0 be tld what People take th niiatv to fgure:
todo out what they need to do

People institutionalize Below
the Ling excuses as accepted
reasons notto move forward

People dont get engaged and
don'tshow fullownership

People stop making excuses and
start asking, “Wha elsecan | do?"

People personally investn
tings happen

8|8 8|88

People ocus on finding solutions
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Cultural Beliefs: “Eastside HealthPlans” se———

1 commiteach dayto act with urgency to beat
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Agree High ownership
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Disagree
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RESIST / RESENT

Disagree No ownership
Uninvolved

“| OWN 1T

1 DON'T OWN T
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Executive Survey Responses

about what made the
transformation most successful

Corresponding C* Best Practice
that ensures a successful
Level 3 Transformation

“Seting aspiationlcear tagets.”

“hssesing a company’s presen itualion
tigorously.identiing the curen tat of
curporate capabilies a5 vel s problems.

“Explcitydentyte mind-sts that must
change o theransfomtio o suceed.
the ore companie s focus on their
employess’ min-sets and ehavi the
e successul e vill be”

“Employee engagement as ary a5 the
planning prcess emerges a5 a ey sucess
facle” and "staf members aeeniey o
vy able topartcipat inshapin the
change nititives.

“Fontine staffmembersfcl a sense f
onership totakethe ntaive to e
change” mostly trough eadrship
intitives”

“Commuricatios... hatfocusedsollyon
easons fochange” and “theorganization
wasengaged and energzed trough
ongoing communictions and invohement.”
Exrcising strong leaderhip” and
Transfoming leadershipcapacity”™

“Communications..ceebrate suocess

Collboaton and co-creation” with
emploges.

Ot besttalent was used o carycu he
mostitial part ofthe transfomation”™

Leaders ole-madeled the desied changes.

“Theightnformation was availabe atthe
fight e o managersto monito the
translormatons pogress and o
roubleshoot wher equired.

“Defne targes, ole,and strctreo the
ransformation cleary’

denting R hey esuts.

Defring the C oG hits neded
inorder o achieve R

Developin the Cutural Bl sttement.

Envling the e organizatonin the change
using hefive principls of fullenvolnentto
achieve emploee engagemert.

The Leaderhip Algnment Poces and the
Steps o Acoountabilty.

The Case or Change and integationof the
bt practiesintomekings and systems.

The three culturechange eadersip sis
(Lead the Change, Respond o Fesdback,
and “Be Facitaive) and C* Leadership
Poficiency Model.

ApplingFocused Feedback and focused
Recogaiion

The Gulture of Accountabily Prcess and

the five principles f full enolment and
alignment.

Greating alignment by nutuing “early
adopters”and develoing ¢ Leadership
Poficincy

The four tepst poviding expeiences.

Integration las with * best practices:
processconirls o maitain alinment

The ¢ BestPractices Map.
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Leadership Alignment Process

Participation e the appropiate people involed.
LESIUETTEVR ety who vl make the decision.
Discussion Ensure that people speak up and are heard.
Ownership Promote the decision as your own.
CIULTICICIN  6e consistent with the message.

Follow-Up Check n and test for alignment
CHANGEZulture CHANGEgZame





OEBPS/conn_9781101475256_msr_cvi_r1.jpg
SEhlite

The Breakthrough Strategy for
Energiring Your Organization and
Creating Accountability for Results

CHANGE
ame

THE

Roger Connors aud Tom Smith





OEBPS/conn_9781101475256_oeb_038_r1.gif
m Feedback Fiters

L0TS 0F
FEEDBACK

-
VeR e Fecoaior JENE

CHANGEZulture CHANGEZame wi






OEBPS/conn_9781101475256_oeb_030_r1.gif
= CRM Cultural Beliefs m—

R2 CULTURAL BELIEFS R® CULTURAL BELIEFS

Customer Orientation Thrill Customers

1am focused onth neds of o custoners Patens and customers come
and doventing within mypovertoensure | | first. | cam their rust through
hatour cusomersare satsied withour myeveyacton.

poducts and senices.

Continuous Improvement Extend and Improve Life
wkloimprose m perfommance and my I relentssy pursuethe delvery
area ofresponsibity every day and adopton of o herapies
Risk Taking / Innovation Pioneer Solutions

lake reasonaberiss that wil ovethe I creat disinctvesolufions that
team fovard toward s bfctives, and orss the fntier of conentional
lake an innovatve approac o soving thinking.

problems and dealing with obstaces

Accountability Take Accountability
1am accountablefor dong the things 15e2 L, 0wn I, Solee It and Dot
tha say il o

Development of People Unleash Potential
Lam commited to belpig fhers develop Tum tose!

throogh supporive posivecoacing and

foatback.

Communication Celebrate Excellence
| practvly eporton my proressand hat 1 see. applaud, and celebate
ol mytean,and | gve and recivefdback | | excellence.

on our progress toward cur bjectives.

Commitment and Consistency Win

with Corporate Objectives: Wiming sy it teams e a
| commit myself to CP1's corporate abjectives Place on our championship team.
v vyt s ottt what

Sessan s s bgctves.

CHANGEZulture CHANGEZame =i





OEBPS/conn_9781101475256_oeb_017_r1.gif
= Stop/Start/Continue: Your Analysis se—

R?RESULTS THE SHIFT IN ACTIONS

|

|

§|8[8|3/8|8|8[8 |8

—CHANGE Gulture CHANGEZame wi





OEBPS/conn_9781101475256_oeb_051_r1.gif





OEBPS/conn_9781101475256_oeb_013_r1.gif
Identifying Your Resuts Shift
RYRESULTS RERESULTS

CHANGEGulture CHANGEZame





OEBPS/conn_9781101475256_oeb_022_r1.gif
Identifying Your Beliefs Shift
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m The Meeting Filter

POTENTIAL Integration Opportunity

{

s the meeting already scheduled a part of
the egular organizational regimen?

¢

Does the mesting occur on a regular basis
andis it expected to continue o do so?

¢

Is the mesting perceived as useful and productive?
(The mor the mesting agenda focuse onthe hey
R result,the betr the oppartunity)

¢

Is the meeing one that all participants
consistently attend?

(- -~

€

BEST Integration Opportunity
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ABOVE THE LINE (Steps to Accountability)
oo
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= C2 Best Practices Leaders Must Own - e—

Establishing Above the Line Accountabilty as a foundation | Chapter 1
ofthe change effort

Defining and communicating R results Chapter 2.

Engaging the assessment dialogue abaut hift from Chapters 324
B to KB

Developing and implementing the Cultural Bliefs statement. | Chapters 410

Provding new E”experences Chapter 5
Developing the Gase for Change. Chapter &
Using the Leadership Alignment Process tocreate and | Chapter §
maintain Alignment

Applying Focused Feedback Chapter 7
Appling Focused Stoytelling Chapter 7
Applying Focused Recogntion Chapter 7
Reinforcing the thiee cuture change leadership skils | Chapter 8
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Common Changes in the Business Environment me——
Continued pressurean price
Industry consolidations among compeitors and customers.
Competitors improving and mving more quickly

Intensiying customer focus on vlue

1

2

3

4

Bl iotearation of the suppy chain

[ stoter less predictable poduct it cycles
Ell Revid rae o technological change:
BY tncecasing importance of innovation
E] tore mobite work force

BT e workplaos issues and employee expectations
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Y cutonean nion and tter trad bos changin the markatin and
compeitv andscape

K] ncreasing regulatory pressure:

LY Greater ned for partnerships and alliances
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The Results Pyramid

Results

Actions. ’
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Ground Rules for Positive Confrontation

Focus o isses, not personaities, and avoid personal attacks.
Separate your own opinions from the facts as you know them.
Acknowedge your own “hidden agendas.”

Make sure you can estate the views of othrs before you debate the.

Don'tinterr

Ifyouthink someone is “hiding out,” check n wih the person and ask
them what they think.

No “hallway” discussions; share your perspectives in the meeting.
Wear all of the hats you should be wearing durin the discussion.

Remember, the goal is to move forward as a team—do not advertise
the disagreement, but demonstrate full support of the decision
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(Mo ar faniyomed andoperatd)
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Communcating the regionl budgel 1o alemploges.
Crealing ownership fo indvidual sore budgets,

0 firstat he store manager el and then thoughout
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Increasing hefocuson ROV sharholde value
Enabling peope o makefas dcisons
Confontng, oo perfonvance and proviin fedback.
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hrough customers eyes

Low-costoperatng and bying methods

Taking ndvidus accoutabillyfor the sore sales
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wm World-Class TRAINING from Partners In Leadership®

Partners In Leadership offers the Three Tracks To Creating Greater Accountability.
“This proven Three-Track Training approach helps clients achieve their key

organizational result, such as increasing revenues and profitabilit, reducing costs,
and successfully implementing major organizational initativs.

THE THREE TRACKS T0 CREATING GREATER ACCOUNTABILITY®

self mack culture Track
TRAINING. ||| TRAINING R

The TAKING Personal The BUILDING An

thers rick wag]
TRAINING
The o omrs ||

Bl

Accountabilty Track™ Acsountabe Culure rack® Accountable rack®
The Oz PRINCIPLE® he CULTURE of The ACCOUNTABILITY
AGCOUNTABILITY TAAININGH AccouNTARLITYS PROCHSS SEQUENCE* TRAINING

This talning is based n the Aew  Thi lianing pioeess s based onthe i aiing bulds nth prncipkes
Vork Time bostelng book The Oz aulbos rcenly eleas book, Change |~ and methods Intoduced in
Pricil Wrksbop patipnts kan th Clu, ChangeteGare whzh s
how o tak greater acounabity o leaderspeams inplent TheResuls  How D That Happen? Using the
achieing rganzatonlreults by Pyanmid® model throughout e entie  Accountabliy Sequence o,
rkng Abov the Line® and taking  organizaton to csserate the nedsd | workshop participats lean how o
the Steps o Accountabilty* The  change cullre and achevedesied | hold ol peope accountabl for

raining showspartipants how to. rels. This plcesshelpsparticpants | fulfiling *key” expestations n a
ke et prsonal ccountabityfr It how 0 appy e Resuls Pyanid | poitiveand pncipd way. Usinga
chioing heorganzatns eyresults focralease of ula Bls® that | numbesofpactial ol and modls,
by Gvcopin the abilyloSoeIt,Own daieth shits i he way peopened paricpans also et how 0 elp
ILSove 1,00 1 and asking thesc-fothinkand act. Prtcpants solean feverse unmet expectations and
countabily queston, “What @se bowtointegalthe ClleManagement | mastr wha t akes t holdothers
can 607 torecone bstacks g Tols andSkls esenal o acolatng | secounablelo ufl epetatons n
i esls. heshittoa Cuture ccountabiyand 2 wapthatbulds norleanddelvers

eleing nededfesuls . the desid euls a the same .

For over two decades, Partners In Leadership has assisted dlients in implementing
these results-producing principles and technologies that assistleaders and teams in
achieving their key results. The services they provide include:

« Corporate Training and Leadership Development » Tran-the-Facitator

« Sales Organization raning  Brective Coaching

o Speakers and Keynote Addresses  Public Workshops.
To learn more about the Three Tracks To Creating Greater Accountability and
Partners In Leadership’s world-class accountability training and consulting

services, call 800-504-6070 or visit www.Change TheCultureChange TheGame.com
or wiww3CGbook com.

e i ChangeTheCultureChangeTheGame.com or www3CSbook.com e
Partners In Leadership® 27555 YoezRoa, Sute 300  Temcula,CA 52591
Doty Tining Gompeey (800) 504-6070
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The Shift in Results at Cardiac Pacemakers Inc. s————

R'RESULTS R RESULTS
Missing the market ) Leading the market
Few new products [Ti) Many new products

Reliance on acquired technology i) Reliance on product development

Missing schedule [T Hitting / meeting schedule

d-year development cycle ) 18-month development cycle
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astside HealthPlans" se—

Director's Pre-Briefings

« Deliver at least one recogrition card for  Cultural Beif,

o Tell at least one Cultural Belef stoy at every meeting

« Create new experiences for people to hlp them change belefs.
« Provde time on the agenda fo cross-divisional sharing

Divisional St Meetings
« Deliver at least one recogition card for a Cultural Belief.

 Tell at least one Cultural Belief story at every meeting.

» Create new experiences for people to help them change beliefs.
« Provide time on the agenda forcross-divisional sharing,

First Mondays
« Deliver some recogriton for ClturalBelfs.

«Tll t last one Cutural ele stoy i everyvideo

* Discuss progress toward business results.

* Continue to keep the Case for Change message in communications.

Eastside News
« Alterate ith VPsteling toies,giving recogriton, educating
employees o thir results and/or ke nitiatives

Town Halls

o Schedule and conduct Cultural Blief actvities at evey Leader
Town Hall mesting.

o Share O stories
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Providing Experiences That Instill B2 Beliefs mem——
Key B belef you want to reate:

Experience Type | Expeiences that you could povide o instilthe B belif:

Type 1
EXPERIENCE

Ameaningfl event

leading loimmedate

insighi, eeding o
interpretation

Type 2
EXPERIENCE
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Ashiftin Desired Results Drives the Shift in Culture
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Current Culture
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The C2 Leadership Proficiency Model

TRAINING:
« Leam the models, tool, and skils
« Practce using the content
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« Plan what you vill do
« Prepare what you wil say
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©2 Analysis

B? BELIEF T ACTIONS

Being apen and saying Share bad news proactively

what ou think will

advance your career. Offeryour peersstraightionvard
feedback.

Failitate open dialogue in meetings.
Let people know early when thereis
a problem.

Ask, “What else can | do?" when things.
gowing,
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Agrees that th transition neds to oecur and makes o
effort toresist it
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ofurgency 1o make it happen now.
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Evaluating Your Results

SCORE  R'orR?

his area orwecise
on page 38)

CHANGEGulture CHANGEGame






OEBPS/conn_9781101475256_oeb_053_r1.gif
e From the NEW YORK TIMES Bestselling Authors e

NEW YORK TIMES and WALL STREET JOURNAL Bestsell

The 0z Principle

Rise above your circumstances and demonstrate
the ownership necessary o achieve key resuls.

1 found in The 02 Principle concpts that evry emploe an embrace—
acsountabily,owneshi,emploge ivamnt, olow-though, cffestive
excuton. Apping hess concepts refentesslycan anstatedtecty ot
toton e

—DardSchloterbeck, Presient & CEO, ALARS Wedial Sysams

NEW RELEASE!

Change the Culture,
Change the Game

How different would your world be if everyone:
around you looked for solutions and not excus

Change theCulure, Changethe Game proris simpe. Yt powetl ol

aryorganizaton o nswe that cganizsona cutr as  ostivempact on

isinss resuls.Th aplctionf th ol ntrfuced i this bok provides

NEW RELEASE! 1028 mapthat can gudean rganizalo hrough the anston essetal o
chiving deied el Ou fshand xprence wihhe splcation f hse
oo has pioken 0o thtthese conceptsacclte cullechan

—Ioaune Baver,President Heah Care, by Cak Cor.
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How Did That Happen?

How do you hold others accountable in a positive
way that produces the desired resul

How D ThatHappen? ety ulnes thpthtozecoutabity... v wilplce
8cpyfthis oo  he hands falleaders houghau ou rgaization

—MickaLippert,COD, by Restauans G, o
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Signs of a Lack of AlignMent ee—

People remain silent and don'tvice their opnion when you
cal for a decision,

You eep being suprised by the action peopletake because.
theyare inconsistent with the agred-upon diecton

You don'tsee tangible progress on an issue when by all rights
you should be moving forward throughout the organizaton.

I meetings, peopl keep bringing up issues that you thought
were resolved,

People complain, make excuses, and blame athers forlack
of progress.

You observe a lack of onership and enthusiasm for
implementing an estabished course of acton

People voice disagreement with a decision or a direction that
has already been taken.
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