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Leading Change Ain’t Easy…

Source:  Scott Adams, Inc., Dilbert Takes On Transformational Change

https://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&uact=8&ved=0CAcQjRw&url=https://beyondlean.wordpress.com/tag/dilbert/&ei=_9o_VaO8FNCYyATWzoGYDw&psig=AFQjCNH9vBAj2K0OV5VwgIWLsDS9ZMZc8Q&ust=1430334426262973
http://www.bbanda.co.uk/our-favourite-dilbert-cartoons/


Dealing With The Lean Hurl 

Factor

 How effectively am I dealing with my staff’s 

urge to hurl with our lean changes?

 Our department heads?

 Our managers?

 Our front line staff?

 How is it affecting our lean 

success rate?

 How does my staff’s 

Emotional Intelligence skills 

affect our lean efforts?



Most Change Initiatives Fail



Our Success Obstacles…



Flawed Thinking

 Many change 

management 

strategies are 

flawed

 Logical reasoning 

will not sustain lean 

changes

 Our subconscious 

mind naturally fights 

these changes



Traditional Lean Thinking –

And Results

Source: Jeffrey Liker, Change Management and Lean Transformation, Industry Week, April 25, 2015

Traditional thinking… Typical results…

Entropy = gradual decline into disorder; deterioration; degeneration; decay



Our Mental Battle With Lean 

(Leading to the Hurl Factor…)



The Power of Engaged 

Teams

Source: Jeffrey Liker, Change Management and Lean Transformation, Industry Week, April 25, 2015



Are Change Management and 

Employee Engagement Linked?
 Highly engaged employees are:

 480% more committed to helping their company 

succeed

 250% more likely to recommend improvements

 370% more likely to recommend their company 

as an employer

 Unfortunately…

 Disengaged managers are 3x more likely to 

have disengaged employees

 70% of employees are disengaged or actively 

disengaged
Source:  Bob Kelleher, Employee Engagement – Who’s Sinking Your Boat

https://www.youtube.com/watch?v=y4nwoZ02AJM


Emotional Intelligence (EI)

Emotional intelligence is the ability to accurately 

perceive your own and others’ emotions; to 

understand the signals that emotions send 

about relationships; and to manage your own 

and others’ emotions.



Daniel Goleman

https://www.youtube.com/watch?v=wJhfKYzKc0s

https://www.youtube.com/watch?v=wJhfKYzKc0s


We Might Be Onto Something 

Here…



EI Personal and Social 

Competence



Our EI Improvement Strategy 

(To Battle Our Hurl Factor!)

 Personal Competence (what I see and do)

 Know and respect your strengths and 

weaknesses

 Clifton StrengthsFinder assessment

 Department Head engagement in 2017

 Social Competence (what I see and do)

 Know and respect each others’ strengths and 

weaknesses

 Gallup Q12 assessment

 Q12 pilot department teams in 2017

 Lean project teams (based on strengths)



Why Focus on Peoples’ 

Strengths?

 Employee engagement probabilities



Employee Engagement/EI/ 

Hurl Reduction Strategy

 Two Gallup survey tools

 Clifton StrengthsFinder

 Gallup Q12 Engagement Survey

 Goals

 Esteem employees with strengths 

information

 Conduct strengths-based coaching 

conversations to link strengths to 

work

 Gallup Q12 survey to establish 

engagement benchmark

 Engage teams in setting goals to 

raise engagement/measure impact



Clifton StrengthsFinder



Gallup Q12 – Elements of 

Great Managing/Engagement



Q12 Department Head Results 

– Spring 2017



Strengths-Based Coaching



2017 Q12 Spring and Fall 

Department Head Scores



Q12 Department Head 

Improvements

Spring 2017 Fall 2017 Delta

Q11:  In the last six months, someone at work has talked to me about my progress. 2.50 3.59 1.09

Q12:  This last year, I have had opportunities at work to learn and grow. 3.47 3.89 0.42

Q10:  I have a best friend at work. 2.35 2.74 0.39

Q05:  My supervisor, or someone at work, seems to care about me as a person. 3.94 4.28 0.34

Q06:  There is someone at work who encourages my development. 3.17 3.47 0.30

Q04:  In the last seven days, I have received recognition or praise for doing good work. 3.24 3.50 0.26

Q07:  At work, my opinions seem to count. 4.11 4.21 0.10

Q09:  My coworkers are committed to doing quality work. 4.16 4.21 0.05

Q00: How satisfied are you with your company as a place to work? 4.00 3.95 -0.05

Q01:  I know what is expected of me at work. 4.58 4.53 -0.05

Q02:  I have the materials and equipment I need to do my work right. 3.89 3.84 -0.05

Q03:  At work, I have the opportunity to do what I do best every day. 4.21 4.05 -0.16

Q08:  The mission or purpose of my company makes me feel my job is important. 4.58 4.26 -0.32



Department Head Engagement 

Focus Areas

1. Design and attend a ‘Department Head 101’ course 

to learn the basics of leadership expectations, 

policies, and procedures

2. Create a coaching/mentoring system for Department 

Heads

3. Create an annual Peer Review Summit (a Basics 

Boot Camp for Department Heads)



Social Competence –

County-Level Projects



Formal Project Charters



Strategic Project Teams
https://www.youtube.com/watch?v=oczu1WZSxPw

Records 

Retention 

Process

Ken Mohr (PM)

Campus 

Signage 

Improvement

Shawna Ernst (PM)

https://www.youtube.com/watch?v=oczu1WZSxPw


Summary – Our EI Strategy 

(To Battle The Hurl Factor)

 Personal Competence (what I see and do)

 Know and respect your strengths and 

weaknesses

 Clifton StrengthsFinder assessment

 Department Head engagement in 2017

 Social Competence (what I see and do)

 Know and respect each others’ strengths and 

weaknesses

 Gallup Q12 assessment

 2017 county pilot teams

 Lean improvement teams (based on strengths)
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