Change Leadership Review

	Purpose:
The Change Leadership Review assists in evaluating the effectiveness of change leadership.  It may be used in several ways:

· Self-evaluation, as a way to validate intuitions and feelings about how the organization leads change

· Hand out the review and use it as a discussion topic with the management or workgroup teams

· Use it for one-on-one discussion between a staff member and his/her manager

· Solicit reviews from staff and ask for honest answers, protecting confidentiality

· Share results with project stakeholders, such as implementation and business change management teams


Questionnaire

Circle the number that best represents how your managers lead change, where:
1=never and 6=always.

	1.
	Managers build support for changes by their own enthusiasm and personal commitment.
	1    2    3    4    5    6

	2.
	Managers spend time coaching staff.
	1    2    3    4    5    6

	3.
	Managers make the same changes that they ask of staff.
	1    2    3    4    5    6

	4.
	Working well with others is as important as getting our individual jobs accomplished.
	1    2    3    4    5    6

	5.
	Managers consider communication important.
	1    2    3    4    5    6

	6.
	Management uses multiple communication methods to keep staff informed.
	1    2    3    4    5    6

	7.
	Staff hear a consistent and unified message from various levels of management.
	1    2    3    4    5    6

	8.
	We have multiple opportunities to discuss our issues and concerns with management.
	1    2    3    4    5    6

	9.
	Management recognizes and reinforces skills and behaviors required for the change effort.
	1    2    3    4    5    6

	10.
	Our organization celebrates small successes as well as bigger accomplishments.
	1    2    3    4    5    6

	Total (add all answers):
	

	Score (divide by 10):
	


Interpreting the Score

	1.0 to 1.9
	Danger—Change means high levels of uncertainty, frustration and wasted effort.  The human factors in leading change are not valued.  Planning for and maintaining open, two-way communication, coaching, teamwork and recognition are not high priorities.  Change efforts are likely to fail.

	2.0 to 3.5
	Concern—Management commitment to change is erratic.  Occasionally, you receive excellent communication, while other times feel shut out.  Teamwork is talked about but inconsistently supported.  Changes that are personally important to managers get attention; others, even if important to the organization, are haphazardly supported or abandoned.

	3.6 to 5.0
	Optimism—Loyalty and dedication help the majority of changes succeed.  Management values the human side of change.  Managers know their actions and behaviors impact success.  They understand the power of role modeling, coaching, communication, teamwork and recognition.  In spite of good intentions, management does not consistently follow through, causing confusion and discouragement.  

	5.1 to 6.0
	Celebration—Managers are change winners.  They recognize that the human side of change is critical to success.  Whatever they ask of staff, they also demand of themselves.  Human factors get equal billing with the technical aspects of the change effort.  
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