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Change Management in Hard Times

Some Background
This paper grew out of a request for me to makpresentation via a webinar. In turring request was

triggered by aLJF LISNJ 2y Yé 6So6 aiaidsS GAGE SR

G/ KIy3as

al yI 38

presentation requested was to be change management in harsh economic times. That soon became
change management in hard times. In response to the request, | quickly daflsmme thoughts and

they formed the initial draft of this paper. | then began working on thguired PowerPoint presera-

tion and that led bt an interactive process whereltye presentation informed this paper and this paper
informed the presentation.Both were modified as a result. Several people reviewed and commented
on the paper. Some minor suggestions were made and incorporated but, by and largabttence of

the paper remains as originally written.

Theorganizationof this paperc and the canpanion PowerPoint presentationconsists of thel9d (i A LJa €
or admonitions listed below. The 19 tipsare elaborated upon in the balance this paper.
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Head Off those Unintended Consequences

Avoid Carelessness and O¥&onfidence

Move Surely but Not Nessarily Swiftly

52y Qi {I ONKefirh OS (KS [ 2y 3
Adapt Your Approach to Fit the Change at Hand
Visualize Your Organization and the Changes in and to It
Understand and Map All Three Domains of Performance
Get Good Counsel

Use a Mix of Change Management Stgis

. Share, Share, Share; Listen, Listen, Listen
. Do Some Homework and Get Connected
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. Refocus and Reallocate Resources

. Manage the Emotional Reactions to Change

. Engage and Involve Your People

. Hone Your Politicakillsand Your People Skills

. Pay Attention to ALL Your Stakeholders

. Encourage divergent views

52y Qi
,2dzNJ CANA G

{GFYR 2y C2NXYI

a2ds

Many of the graphicsllustratingthese points are too large to be easily incorporated into the text and so
all of them areincluded in sequential order at the end of the papémlpologizdo the reader for having
to flip back and forth between graphics and text.

Some Differences
The first thing to note is thathange management occurs in organizati@msl, in organizations, life is

very different in hard times than it is in good timeSome of these differences are reflected in the table
on the next page.
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Change Management in Hard Times

Organizational Lifen Hard Times

Organizational Lifen Good Times

The economic environmetig harsh and unforgiving.
Costlymistakes can create an unrecoverable situatior]
The margin of error ranges from extremely small to
non-existent.

The number of changes forcegbon the organization
from the outside increasesheir rate of appearance
accelerates andt might be seen as unmanageable.

The balance of externalfprced and internallyselected
changes shifts to externalfprced, and internally
selected changes take a back se@he organization is
easily moved from a proactive to a reatistance.

A sense of urgency prevails and can easily becmme
crisisatmospherefilled with emergencies.Actions le-
02YS KdANNASR:I GKS NB&dzl g
the unintended consequences of those actions multig
perhaps leading to a dowravd spiral or vicious cycle

The longterm view gives way to shoterm pressures.
I aBizefisl £ ¢ OKFy3IS &GN G
coercive one) emerges as dominafiolerance for di-
senting views disappears.

Shortterm financial pressurekead to a focus on and
preoccupation with actions that have cleant financial
impact. The operational and behavioral domains of
performance are neglected or attempts are made to
manage them with an iron hand.

The quantitative displaces the qualitagiv

Authority and decisionmaking quickly become highly
centralized.

Politics become fierce; personal survival is at stake fq
many playersa A &G 15&8 OFy o6S ¥TI

The personal need to appear competent fostarfcus
on placating/satisfyingne stakeholder or a small sub
set of stakeholders.

The economic environment is lush and very forgiving
Even costly mistakes can be accommodat&€de ma-
gin of error is notvithout limits but neither is it quite
small.

The number of changes forced from the outside is loy
and remains so. The rate of change may be increasi
but is seen as manageable.

The balance of externalfprced and internally
selected changes favors internafiglected changes.
The organizatiorcan adopt and stick to a proactive
stance and is only rarely forced into a reactive stance

An occasionagense of urgency might exist but, overal
an atmosphere otalm rationality prevailsTime is
available to think things through and there is appriep
4 S LINB a a dzNB Thé argadiZzt®it mightihi
a bump or two but it is in no danger of falling off a clif

The longterm view is ever in play and strategic dec
sions reflect both shofterm and longterm considea-
tions. Change strategiese carefully thought through
and fit to the situation and the players.

Managers and execs are concerned with all three d
mains of performance, especially the linkages betweg
and among the threeThere is a balance between and
among the financial, opet@nal and behavioral o+
mains.

Quantitative and qualitative are in balance.

Authority and decisionmaking are some mix of cemtr
lized and decentralized.

Politics are ever present but an accepted part of the
gameand mistakes are rarely fatal

In geneal, dforts are made to balance and integrate
the needs and requirements of @t moststakeholder

groups.
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Change Management in Hard Times

Some Tips

I S+ R 2 FTuintenBeBl@ By &S |j dzAtyre Smedeganother, we all have confidently embarked

upon some course of action, sure of the outcomes, only to be surprised by an outcome we neitber anti
ALIGSR 2NJ 6 yiSRo® 28§ Olfft G(GKS&S &dzNLINBwin§to B a dzf G a
low tolerance for error and misstepthese unintended consequences can be especially costly amd it b

comes extremely important to avoid them whenever and wherever possi@lee way otheading off

those unintended consequencésto pay closeattention to all the dimensions of your goandto all

the implicationsof the actions you are contemplating

hNRAYIFNAE &S ¢S GSYyR G2 aSaé | yR ( Kdhigve TRidallyhesef & Ay
FNB GKAy3a ¢S gKBNBE®DEzI YR KA Y g ohBEdBigvaoalsbutithére &e O dza

three other dimensions of goals and the actions we take to attain tHeraserveAvoidand Eliminate

Preservegoals refer to things we current have and want to kegpoida 2+ £ & NBFSNJ G2 GKAY
KFdS YR R2y Qi gyl o0Sdaods (K2aS ElnhatghialyeRrSR 02y & ¢
GKAYy3a 6S KI @SThdPseservend AvQiddimeénkionsi abe particularly important in hard

times. L ¥ & 2 pay &tenyiof fo these other two dimensions of proposed goals and actions, you run

GKS NR&A]l 2F GlOKNRgAyYy3I 2 dziof shdotthg yourseldin theAfdok FinaklyS o0 I (i K
change also carries with it the opportunity to rid yourself of somedhiyou might currently have but

R2y Qi ¢glaydee@dz (O GISYLX I 6S OKIy3aSas a1 @&2dNASTT ¥
change: (1) What do we want #chiev® (2) What do we want taPreserv@ (4) What do we want to

Avoid? And (4)Whatdo we want toEliminaték €Youmight find the Goals Grid shown kigure 1 helpful

to you inthinking through changes and actions

Avoid carelessness and oveonfidence. In hard times, many changes are forced upon organizations

from the outside, and chahSa Ay (GKS 2NBHIYATFiA2yQa SYy@ANRYYSy
changes in responsesortthe changedacing younto two piles: (1) those being forcegbhon you and (2)

GK2aS @2dzQNB OK22aAy3d ( ou¥dvg Buchonore Niituél fedaidiSgtieNI NS I a
changes you choose to make aymli can manage them as tightly or as loosely as you choBseause

@2dz R2y Qi KI @S | & Y daériges that ara forcz® ¢h yoyds 2uh tN&Riskyoghying K S

GL R2y QG KI @S | afdyolOvidrdl hpdé&king tiiekind G enange without giving it as

much thought asyou should. The changes forced on you reqasemuch if not more careful thought

than thechanges you choose to makeeePreserveand Avoidabove). In the case of forcedhoices the

enemy is carelessness; in thase of optional changes, (i Q &corfidgriEdJ

Move surely but not necessarily swifthz S I NB 2 F0Sy Ol dziA2y SR (KI G aKI &
FRY2YAAKSR GKIFG 68 aK2dZ R y2{ Therdid a balnBing acit® bed  KS
maintainedbetween speed and certaintyOn the one handnoving too quickly can indeed be staful

and, on the other handgnothing rots morale more quickly than leadership that does not know its own

mind£ Let certainty be a check on speed and let urgency be a spur to certairdy@A y 3 & & dzZNBf & ¢

to being confident that proposed actionsilisthave the claimed effects once they are carried otihis
SyidlrAfa KFE@Ay3 | 322R 3IANI &aL) 2T (Mo deNbisCage)Albkeyitd Q& LIS N.
goodgrasp2 ¥ @2 dzNJ O2 YL y& Qa [JS NN IAYWEAS NIINEOKKM (BISKER]T dENG ¢
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Change Management in Hard Times

and hitting the target will be a matter of intuition and luckailure to get it right will destroy confidence

and cooperation; in other words, it will build and reinforce resistance to chang&. N> 33 Ay 3 € 2 dzNJ T
almost as deadly.In short, as the management gurus often remind us, it is important to do the right

thing right. Strategy and execution must both be souAd.the matrix in Figure 2 shows, if your strat

Jé A& &2dzyR odzi SESOdziiA2yT Aralbtchazl phiNIHostrategyE pabr ardidzA £ &
execution is sound, you run the risk of shooting yourself in theTfoot2 2 dzZQNB Ff A NfBtey 3 6 A G K
egy and execution are both poor, your endeavor is doomed from the beginning. Only if you get strategy

and execution both right do you have a fighting chance.

52y Qi al ONJerfnA Tals stépk © estiréhAtproposed actions address lotgrm as well as
shortterm considerations. Failure to make clear the lkeegn implications will give the impressiaf
panic and knegerk reactions. Making clear the lotgrm considerations will reinforce a view of asi
nary and thoughtful leadership. (G Q& | -uBdgr & of cd&figle@cd in you.

Adapt your approach tdit the change at hand.Are you changingrocesses, changing behavior, chgan

ing organizational structure, changimglture, changing compensation systems, changing bene§it sy
GSyaz OKIy3aAy3ad oAffAy3d aeadSvyasxs OKFIy3aAay3a gKI (K !
going to change it, diffent approaches, different models, different strategies, and different stakes will

0S Ay@2t OSRO® CKSNB IINB y2 a@tyAttlré OKFIy3aS YIyl 3
offs or customized. To be sure, there are sdmasicmodels, principlestechniques, etc., but change
management calls for a configured response, not a prefigured d@ee helpful tool in this area is to

have and refer to some kind of model of organizational elements. The model in Figure 3 is offered as an

SEl YLX S &t have t8 aige iRbtydd should have something like it available to you

Visualize your organization and the changesinandtoitOO2 NRAyYy 3 (2 [/ 2y FdzOAdza s «a&
GK2dzal yR 62NRaPE lyed UGSOKYAOALFY 2dNdf tBeysigsteyi S1SNJ Ot v
SldzA LIYSYy G @2dzQNB ¢2NJ Ay3a 2y Aa SaaSyuaalt (a2 YIFAyd
tions. Nothing is quite so helpful as a good picture of the structure of your organization. Indeed, done
properly, the picture is ifiact a representation of the performance architecture yafur organization.

Knowledge of that architecture is vital to the success of any efforts to change it whether for purposes of
improvement or simple adaptatioor part of a scramble to survive

Several models can prove helpful here. Consider Figure 4. It depicts an organization as an open system,
a recurring cycle of events. Inputs come from suppliers. These inputs are transformed into outputs and
then exchanged with customers for inputs metform of payments. These payments represent money

that is used to pay suppliers to obtain more production inputs and thus continue the cycle. It gbes wit

out saying that good relationships are central to sustaining this cycle. Obviously, moresdetaitied.

Figure5 provides additional detail. Hepictsan enterprise level modellt depicts the entire organa
tion in a way that highlights the importance of its functional organization and those pesisg
functional processes through which gge and equipmentctually perform the work of the organia-
tion.
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Change Management in Hard Times

Figure Gllustrates why having such models or schematics of your organization is so important. Change

Ad dzadzZ ffteée AYRANBOGEZ GKIG A&asz @2 dsed@rrgiQiisteddybuyy 3S LIN
OKIFy3aS a2YSOKAY3 a20SN) KSNBé¢ a2 G G2 NBFEATS | 0
made at one point, ripple through th&tructure ofthed @ A G SY @ 2 dzONBE OKI y3aAy 3 | yR
elsewhere. If you argoing to change something with a particular outcome in mind, you had better be
reasonably sure of the connections or linkages between the things you change (i.e., your points of inte
GSYyGA2y 0 YR (GKS NBadz Ga @& 2 dzQNBtion). FThiSrmeans yod needd 4 S & 4 ¢
models of all three domains of performance in an organizati&inancial, Operational and Behaviocal

and you need to be able to link them. (More on thélseee domainsis coming umext.) Whether you

use theparticular malelsjust presenteds unimportant. What is important is that you develop models

and use them to guide your interventions and change management efforts

Understandand mapall three domains of performance Organizations are usefully viewed as having
three major domains of performance: Financial, Operational and Behavioral. The three are connected.
You need to map and understadl three domains because when you change things, you are altering
things within and between these domaingigure 7 is one ay of viewing these three domains. Iuill
strates their overlap or inteconnectedness.

Figure8, the Performance Pyramjdllustrates how the behavioral domain feeds into the operational
domain and how the operational domain feeds into the financiahdm.

Figure 9%shows what results from mapping a key financial measure; in this case, Return on Equity (ROE).
The resultant tree chart enables moving from the Kighel, calculated value of ROE on the right to
more specific, often counted or measuredlwes on the left. This same kind of chart can be developed

for any or all of the financial indicators used by the organization. Doing so leads eventually to the oper
tional domain. The operational domain is best expressed in the form of process dsaaghdamy if not

most organizations have mapped or begun to map their processes and their process architecture so no
treatment of these will be undertaken heredowever, there are also operational measures that mix in
financial measures.

Figure 10 presdas a model of the load rate calculation used to determine internal chagks for a

division providing operational support to programs within a testing organization. Mapping these kinds

2F YSI adzNBa Aa ARSR 3INBI (t &s. ThedopetafioSal ddriihHegds fol (G A 2 y ¢
the behavioral domain, to the performance of people.

Figurell, the GAPACT model, is useful analyzingand understanding human behavior. It depicts
people as purposeful entities pursuing goals and adjusting th&iatier to counter the disturbances to

the targeted variables they seek to control. Again, whether you use this model or one of your own or of
a2YS2yS S, soB@kindofvimodehof human behavior and performaniseessential to reliable
analysis, dignosis and intervention.

Getgood counsel! vyt Saa @& ale@iBge agenrt yogelf) you are wadrved by getting some
322R O2dzyasSt Ay GKF G NB ItmeBodsuling i biit it R meardfiadiny S 1y K
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and hirng 202 YLISG Sy O2yadAd Gl yd K2 {y26a | GKAy3 2N (¢
3dz0K | LISNB2Y 2y adlTF: GKIGQa 3I22R odzi 0S6F NB aA

Use a mix of change management strategie¥here are several changeanagement strategies avail

ble to you(see Figurel4). Rare is the situation in which one will do. Rarer still are two situations that
require exactlythe same mix. Get in the habit of thinking about a mix of strategies and in figuring out
what kind d mix applies to a particular changkisted below arsome of the factors to be considered in
selecting and configuring your change management strategies

Scope and scale of the change
Degree and intensity of resistance
Size of the target population
Sizeof the stakes

The time frame

Available expertise

Direction of dependency

Degree of urgency

= =4 =4 =4 -4 4 A 4

G{ KI NBX {KINB=Z { KI NBigconimoriplacsé ginflemptifgitaiif/gkathe well&ainS y o ¢
mantra2 ¥ &/ 2YYdzy AOF G S3 / 2 Y Yodayskdlylit @lStao ofted Amocuamts xdiitle G S = ¢
morethand . NB I ROFad>X . NRFROIFI&AGEZ . NRIF ROI &adiiméractvd38-G Ay (0 F
sions (e.g., brown bag lunches, town hall meetingsyatial slice staff meetings, etc.). Thatane Is-

ten and isten carefully. Get in the habit of sharing the kind of information that under other ciraam

tances you might noshare Remember: people can handle good news and theyhaamlle bad news

but, in the absence of any news, imagination wilbnset to workon the worst case imaginableKeep
peopleintheknoW R2y Qi f St @S hangirRiN suspgnseiMigsBimpitantiListenNListen

past the gripes and fears and the occasional toadying. Listen for ideas and insights and information
aboutwhatA @ | yR AayQi ¢2NJAy3IT ¢KIG StasS ySSRa G2 OKI
what people are trying to get you to understand.

Do some homework and get connectedou no doubt already know a great deal about change-ma

agement and what you low is probably somewhat dated. Gatstafferto do a review of the literature

F2N) 82dzT FAYR 2dzi ¢ K.l Gn@way §f §eftinglstdried witl your RoinewdrR isdo A y 3
scan the change management bibliography locatedhtgh://home.att.net/~nickols/change_biblio.pdf
l'y20KSN) Aa G2 dGF1S F €221 FdG Ly FINIAOES Gmit SR alf
ing link: http://home.att.net/~OPSINC/change.pdfYou should alsmanect with others wrestling with

the sameor similarLINR 6 f SYAT FAYR 2dzi ¢KFd GKS@QNB R2Ay3 I yF
knowledgeable speakers; start educatiageryone , 2dz R2y Qi KIF @S G2 aggO2YS |
managementbut you do need to know enougabout it to keep someone from blowing smok@ur

way.

.NBIF1 R26y 02dzy Rl NR Sa | yrhariRiBngsQeveryane hegdR tode/contezndy | £ A
about everything. Consider a Navy ship. In peacetime, the officers pretty well run the ship as they
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please (or at least they like to think they do). In wartime, the skipper knows darn well he needs his

chiefs and other senior petty officers because they &r& S 2y Sa 6Kz | Ol dandt & aFA
GKS@QNB (KS 2ySa ¢6K2 YIS &adzMBdimelt@misther is adkrdointa K | LIS =
for formality. So, loosen up, lighten up and enlist the support and commitment of your crew. eéAnd r
membSNJ G KA &Y . 2dz OFyQid O2YYFYyR NBAaLISOG 2NJ &dzLJLi2 NI
starts by getting to know your crew and them getting to know you.

52y Qi YIFI1S aflakKAyBTaeé R a0 difid@bingRabNG then v Saval
FylFf23e gAff R2® t AOGdzNBE (G KAA&Y . 2dz2Q@S 06SSy Ol dz3
to maintain headway angray@ 2 dz R2y Qi NXzy 2dzi 2F ¥Fdz85t 2NJ I3SG OF «
short, all you can do isatten downthe hatches andi N2 G2 NARS Al 2dzi® e, 2dz R2
ment for that but you do need a loyal crewAnd if you first response to the storm is twsssome of

your crewoverboard those who are left just might abandon ship on their owmfortunately, they will

most likely be the very ones you need to keep your ship atodtthey will take their knovinow with

them. Besides, payroll savings can be had without slashing staff.

Consider a company with 2,000 employees with an average safl&5,000 including benefits. Total
payroll is $150,000,000. To cut costs the company plans on laying off 200 people or 10 percent of its
workforce. That reduction in staff yields a $15,000,000 reduction in costs. An across the board pay cut
of 10 pecent will produce the same cost savings and no one loses his or her job. If this is alsoran oppo
tunity to eliminate excess staff, a better question is how did you get overstaffed in the first place. If this
Ad Ly 2LILR2NIdzyAaide (82 B2aAYRYRIGKEKSIBRSPREAKRILI &N
is an opportunity to achieve an increase in productivity, there are far better ways than making 1,800
people do the work that 2,000 people used to dbMaking people work harder is easy; helpithem

work smarter is harder but has a much bigger pay@hd, remember this: Those who get to decide
who goes and who stays will be sure to keep their pets and favorites and those just might be the ones
who should go.

Refocus and reallocate resource$. 2 ¢ KI 0 R2 @2dz R2 AT @&2dz RandQiG 23S
reallocate resourcesThis applies to budgets and people. As far as people are concehiedntounts

to getting rid of jobs but keeping peopl&ethink your priorities.Start by écusing on the customer and

2y @2dzNJ O2 Y LJ gusténiers adNBeCsBudica & éedenue and processes are your means of
delivering value to them. Both can benefit from renewed attention and increased resouMese

some staff into sales or customservice and put some to work on process improvement. Tackle those
projects that have been waiting in the wingRebalance workloads and empireRealign budgets to fit

with new priorities.

Manage theemotional reactionsto change The emotional reactioto change taketwo basic forms:

Grief and Jubilation. Both can be deadly. In hard times, grief is more likely than jubilatiblerw 2 & & Q

work with the grievingcycle provides some interesting insights into the way people respond topdisru

tive charge (see Figurel5)d ¢CKIFG OeodftS NBLINBaSyilda ¢KFG YAIAKE o
people pretty much work through it on their own. In organizations going through hard times it is-unlik

ly that death is literally an issue and so the cycle mmesshat different. More important, it is or should
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be a managed process (see Figure 16)s important to help people (and get help for yourself) it-ge

GAy3 GKNRBdAK GKFd O0e0fS IFa ljdaoite FyR al ytSte | a
gltt26 Ay RSYAFIfT R2yQl aLISyR | t2G 2F GAYS @Syida
on with it.

There is also a pdsie change cycle (see Figure 1Tt, too, contains a risk; namely, that people will rush
to embrace the chargandgo running off a cliff like lemmisg The pointR2 y Qi 065 2 JSNJ SEdzo S

The mostimportant point to be made here is that you have amknowledge the emotional aspects of
changeg in hardtimesand in good time® Br2ty’ svéep them undethe rug.

Engageand involveyour people. There are numerous studies showing that engaged employees are far

more productive than unengaged or disengaged employees. Engaged employees are those who care
about their company, their cavorkers and their future with the company. Unengaged employees

R2Yy QiU @ 5AaSy3Fr3aSR SyLi2eSSa INB yS3ardAaAg@gSds- ¢KS A
ONBGAZ2Y I NBE LINRPRAZOGAGAGREE YR GKIG GASa RANBOGfe

Figure 12 contains a simptéagram showing how employee energy expenditures can be more or less
productive. In essence, productive energy expenditure is what you get after subtracting wasted energy,
unexpended energy, and energy held in reserve from available energy. Employé&es morch if not

most of that difference.

Employee control of their own energy expenditures is reflected in Figure 13, which shows thataliscreti
nary productivity is in the hands of employees, not management. In large measure, then, the key to su
tained and improved productivity and performance in hard times lies in finding ways to engage e
ployees and in avoiding things that lead to disengagement.

Hone your politicalind your peopleskills. In the best of times, change management requires a diverse
array of skills

1 Political skills
Analytical skills
Business skills
System skills
Process skills
People skills

=A =4 =4 4 =9

In hard times, thecoreissue for many people is personal survival. Fear and determination combine to
make politicians out of just about everyon®loreover, the politics are fierce; bread on the table, family
well-being, mortgage payments and futures are at stake. Further, innocent moves can be viewed with
suspicion and the meanest of motives attributed to the most straightforward of actibmshort, the
environment can become treacherous, a shifting quagmire of political games, alliances, deceit, character
assassination and premptive attacks. In this environment, you need to forge strong relationships with
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strong players and also with peopy@u can really trust.Although all skill sets are important, in hard
times, it is your political and people skills that will prove most valuable. Hone them both.

Tendto all your stakeholdersThe need to be seen as competent drives people to focustisigng or
placating one or a smaller set of key stakeholders. This plays out in different ways at different levels of
organization. At the (vel, the key set of stakeholders might be the board members or larg&-stoc
holders. Lower down, the key s&tholders become your boss and probably your boss' boss. Peer rel
tionships and internal customer relationships will suffer because only your boss' viewrméinless,
using your newhhoned political skillsyou can do him/her in and get the job your$ellt might be the

case that some unit leaders will band their people together to defend and protect their unit but they will
still have to play the political game. Politically speaking, the smart thing to do is to tend to all your
stakeholders.Stakelolders put something into an organization and they get something out of it.sinve
tors, for example, provide capital and they get (or hope to get) a return on that investment. Employees
put in time, energy and ideas and they receive compensation in retiBuappliers and customers are
also stakeholdersThis quidpro-quo arrangement between a company and its stakeholders is known as
a contributionsinducements relationship.Use this contributionsinducements frameworkshown in
Figurel8) to identify your stakeholdersand get clear abduthe nature of the contributionsnducements
relationship with them

Encourage Divergent Viewdn hard times, people are feeling much less secure than in good times. As

a consequence, they are less likely to speak up let alone speak out. Moreover, managers and execs
whose style might be termed directive, now run the risk of stifling dissentvargient views at precisely

the time they are most needed. In hard times it is important to regularly and sincerely encourage the
expression of divergent views. Be advised that at least some employees will put this to the test, perhaps
by expressing a we that is completely opposed to an action being contemplated. Their aim is not to
press the perspective they raise but it is instead a way of checking to see if you really mean it when you
say you want them to express their views.

Is there more?0f couse there is. But this is as far as this particular paper goes.

About the Author
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Figure 1- The Goals Grid
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Figure 2 Strategy & Execution
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Figure X Organizational Elements
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Figure 4c Open System Model
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Figure 5¢ Enterprise Model
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Figure & Performance Architecture
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Figure 7c Domains of Performance
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Figure & Performance Pyramid
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Figure % ROE Model
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Figure 11c GARACT Model
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Figure 12; Energy Equations
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Figure 13 Discretionary Productivity
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Figure 14; Change Management Strategies
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