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Executive Summary








Andersen Consulting  is a leading global management and technology consulting firm.  The firm’s 53,000 professionals serve clients in 46 countries. Their clients include half the Fortune 500 and two-thirds of the Global 100 firms.  The firm experienced a 25% growth in revenue in 1997 to $6.6 billion  which exceeded a 20% growth rate for the fourth consecutive year.





Andersen Consulting develops its skills through four competencies:


-      Process


Change  Management


Strategic Services


Technology


The competencies develop business solutions that combine services ranging from reengineering to business process management which is equivalent to outsourcing.  The competencies may be likened to the four military services- they man, train and equip the sixteen global industry practices who then deliver management and consulting services.





Andersen Consulting subscribes to a Business Integration methodology.  This is a holistic approach which links an organization’s people plus processes plus technology with it’s strategic vision.  It is through this approach that Andersen Consulting seeks to achieve it’s stated mission: ‘to help clients to be more successful.








“Take-Aways”





-People, processes and technology are the key components of business capability.  One component cannot be changed, modified or improved without affecting the others.  Take a holistic view.  This is a seemingly simple, common-sense concept but many organizations don’t understand it.





-Develop a robust, standardized Information Technology (IT) network/infrastructure.  The ability to communicate and collaborate on a globally dispersed basis is a powerful capability.  DOD is lagging far behind in this area and the technology- both hardware and software- is readily available today.  Adopt common standards and network protocols- if existing networks are not interoperable then modify or get rid of them. 





-Virtualize as much as possible.  This is tantamount to going “paperless”.  Significant savings in time and support costs as well as enhanced productivity can be gained.  In particular, apply new technologies to the collection, dissemination and processing of all Human Resource information and make it accessible anytime from anywhere.  According to Dataquest, new Human Resource Management tools can improve employee productivity by 10 minutes per day, per employee just by having instant access to information.  Furthermore, training costs can be significantly reduced through Intranet technology and easy-to-use browsers rather than delivery via classroom and trainer.





-The “Flat” organization has received considerable attention in recent years.  Whilst elimination of organizational layers may yield some improvements in efficiency and decision making, an organization’s “flatness” is not necessarily determined by the number of lines on a organizational chart.  “Flatness” comes from an ability to work and collaborate on a cross-functional basis vice being stove-piped in functional silos. 





-Change management is a process which may be likened to a journey entailing seven areas of activity: review of the current status; identifying the scope of the journey (change); defining and managing the business case for the journey; managing the change program; project management; and direction and measurement along the way.  The greater the change- the longer the journey will be.





-Recruiting is tough today- it will be tougher in the future.  Andersen Consulting and other firms are actively seeking the best and brightest, technology savvy young people.  Furthermore they are offering attractive compensation packages.  Competition for these dwindling human resources (51% of the U.S. labor force will be between the ages of 34 and 54 by the year 2000 according to census statistics) will become even more intense.   If we are going to have a high-tech fighting force manned with high-tech capable personnel, we will need to closely examine our future compensation packages including pay, benefits and retirement plans.





-Outsourcing.  Some thoughts/observations:  If it is not a core competency then outsource it.  Cost savings may or may not come about but the job should be performed at a higher level.  If a function is not a core competency, but is mission critical, then seek a partnering arrangement so that the partner has a vested interest in ensuring that function is performed at a high level. 




















ANDERSEN CONSULTING HISTORY








Andersen Consulting was established as a legal entity separate from Arthur Andersen & Co. in 1989 as a result of a restructuring of the worldwide organization.  At the time, George Shaheen was named Andersen Consulting’s managing partner.





The 1989 restructuring recognized that the consulting division was already a separate group with its own competencies, its own business, and a largely separate client base.  For years, consulting partners had belonged to the Management Information Consulting division.  The consultants had been instrumental in building the Andersen name, tradition and heritage.





Before 1989, the consulting partners within the Andersen worldwide organization had developed competencies in addition to “information technology.”  Indeed, they combined strategic planning, business process management and change management consulting with information technology services to differentiate the Andersen consultants as a firm that would ensure that the potential benefits of information technology would be realized by their clients.  In fact, if not yet in name, the “Business Integration” strategy was being implemented by the consulting partners even before the restructuring. 





Immediately following the restructuring, Andersen Consulting was 21,000 people strong.  First year revenues totaled $1.6 billion.  From the beginning, the organization formalized its Business Integration Client Service Model, which aligns a client’s people, processes and technologies with its strategies.  This model continues as the standard by which Andersen Consulting helps clients change to be more successful.





Extending the Business Integration Client Service Model, Andersen Consulting developed Business Integration Centers to serve specific industries.  


SMART STORE 2000® and The Retail Placesm  were opened in 1990.





In 1991, the firm’s partners gathered together with an eye toward the young firm’s future.  That session gave birth to Horizon 2000, establishing Andersen Consulting’s long-term strategic direction and further defining the organization’s service levels. Realizing the need to keep all colleagues informed of its dynamic change, Dialogue, Andersen Consulting’s first internal, firmwide news magazine, made its debut.





Andersen Consulting articulated its mission “to help our clients change to be more successful” and its vision “to be one global firm committed to quality by having the best people with knowledge capital partnering with the best clients to deliver value” in 1992.


By this time, the firm’s rapid expansion (employment totaled 27,000 people and revenues hit $2.7 billion) was creating growing pains.  For instance, how does such a geographically diverse organization ensure all its professionals share best practices and case studies?  The firm’s sophisticated response was creation of The Knowledge Xchange® knowledge management system and the debut of ENACTS, its proprietary knowledge delivery system.  





The globalization of Andersen Consulting took a major leap forward in 1993 with the Asian Dynasty, an initiative to build critical mass in Asia.  A short time later, the organization established a presence in China.  For the first time, the annual partners’ meeting was held outside the United States, in London.  Looking inward, Andersen Consulting launched People, Values and Culture in 1993.  Cognizant of the demands of the consulting industry, this initiative was directed at employees to help them create a balance in their personal and professional lives.





Andersen Consulting foresaw surging demand for outsourcing services in the 1990s and positioned itself with Business Process Management, its outsourcing offering that came to market globally in 1993-1994. Through its top-tier consulting skills and Business Process Management, Andersen Consulting was able to provide clients with a blend of capabilities unmatched in the consulting industry. 





This rapid growth was not going unnoticed.  In 1995, the newsletter, Management Consultant International, ranked Andersen Consulting the world’s largest consulting firm.  By that time, employment had surged to 38,000 people and revenues were $4.2 billion.  The firm was continuing with the expansion of its Business Integration Centers, opening the Financial Ideas Exchange in New York and Enterprise 2020 in Chicago.  





Annual revenues topped $5 billion in 1996, at $5.3 billion.  Andersen Consulting invested almost 6.5% of revenues ($332 million) in education.  In 1996, the firm rolled out ServiceNet, an unique business utility enabling companies to conduct electronic commerce and other business operations over the Internet.  Also in 1996, Andersen Consulting formed the Pinnacle Alliance outsourcing relationship with 


J. P. Morgan and several other information technology providers.





Employment jumped to more than 53,000 professionals as revenues surged to $6.6 billion in 1997.  Even by Andersen Consulting standards it was a dynamic year, marked by a new organizational structure designed to provide consistently high-quality service to clients anywhere in the world.  In late 1997, Andersen Consulting initiated binding arbitration before the Court of Arbitration of the International Chamber of Commerce to resolve differences with Andersen Worldwide and Arthur Andersen.
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Background





During my tenure with Andersen Consulting I worked with the Emerging Technology Solutions (ETS) and Emerging Technology Applications (ETA) groups out of  Andersen’s Northbrook (IL) Technology Park.  The ETS group targets promising technologies that are currently one to two years away from market and uses them to develop new, creative business solutions for Andersen clients.  The ETS goal is to bridge the gap between “state of the art” technology and “state of the market” business solutions.  The group’s efforts center around decreasing the time required to bring new technology breakthroughs into the mainstream business world.  ETS is currently focused on developing solutions in the areas of eCommerce, Human Performance, Intellectual Asset Management and Collaboration.








Ets works closely with the Emerging Technology Applications program.  The program’s mission is to accelerate the take-up of emerging technologies into firm market offerings.  The ETA program collaborates with the firm’s various industry segments, solution centers, and enterprise groups to assess the marketplace to determine where technology dollars are being spent, what early adopters are asking for and what technology providers are planning.  High potential applications are prototyped to facilitate market testing, further development and ultimately deployment.





Consistent with the intent of the fellowship program, all of my prior experience has been operational.  I do not have a computer technology or business background.  Consequently, I was wholly unprepared for an overwhelming array of technical and business jargon.  In addition,  I experienced somewhat of a culture shock as I acclimated to using multiple productivity applications working in a world where there is more interaction via computer than face-to-face.  Fortunately, the Andersen employees were most patient and made every effort to help me learn and adjust.  Additionally,  the firm provides exceptional support and training to it’s employees so new personnel are ‘up and running’ quickly with the various computer applications.





During the initial part of my tour I conducted an investment alignment survey for the Technology organization.  The project encompassed reviewing all of technology’s ETA/ETS projects as well as marketing offering developments form each of the global industry segments in an effort to identify areas for collaboration amongst the various groups.  The project afforded an excellent opportunity to gain insight into the Andersen organization, technology and the business world.











“Day-to-Day”





In order to minimize capital intensive infrastructure costs, a highly mobile workforce requires flexible office space arrangements.   Andersen uses a “just-in-time” (JIT) hoteling plan for providing workspace.  Employees schedule JIT reservations through the company network, and are assigned a “cube” which provides a small workspace as well as network hookup.  This arrangement makes the most efficient use of office space and  minimizes the requirement for the number of permanent offices.  Consequently, Andersen is able to support a large workforce while minimizing expensive overhead.





Every Andersen employee is issued a laptop computer when they walk in the door.  In order to support a highly mobile and globally dispersed work force, the firm is “wired” through a world-wide intranet (Anet)  which consists of over 400 servers world-wide.  In addition to being accessible from any Andersen office, employees can dial into Anet via a toll free number virtually anywhere in the world.  The Anet  permits Andersen employees to work anywhere, anytime and to collaborate/communicate on a free flowing basis.  As an added benefit, Anet provides the flexibility for employees to work at home which helps to cut down on lost productivity resulting from severe weather, family crises, etc.. 





There is a downside to being a “wired” organization.  Since almost all tasks have been  virtualized, the firm and its employees are dependant upon the network to accomplish tasks.  If the network is down, work literally comes to a halt.  Furthermore, once an organizational culture changes to this way of working, network difficulties result in considerable anxiety and frustration.  Quite simply, it is a major disruption.  The bottom line is:  network availability/reliability is absolutely critical.  





The firm uses Lotus Notes groupware as a company standard along with MS Office for productivity and Meeting Maker for scheduling.  In addition, Andersen has in house applications used for time reporting (ARTES) and career performance and appraisal (their version of “fitness reports” (CMAP Writer)).  These two unique applications serve to automate two routine administrative/accounting functions, which are accomplished without the need for paper.  All employees submit time reports , including travel expense claims, using ARTES.  The reports are sent electronically to the Andersen financial center for routine accounting.  Reimbursement for travel is normally received on the next payday without the need for time-consuming travel claim forms (per diem rates, allowable expenses are standardized just as they are in DOD. Travel receipts are forwarded via special envelopes with the employee’s ID number). 





 Software training, job aids and a Help desk are readily available to ensure employees, and the firm, maximizes the productivity from these tools.  Upgrades are rolled out firm-wide and training is provided to ensure people adjust quickly to software changes/enhancements.





Now that I’ve outlined Andersen’s working infrastructure, the question is how does it work? I believe my experiences during the latter part of my tour can serve to illustrate the advantages of establishing and maintaining a robust network.





Andersen is currently putting together a major branding effort which will be rolled out this summer.  As part of that effort, the firm’s website is being completely rebuilt.  The rebuild is a collaborative effort involving Andersen’s own Marketing organization, three external design/advertising agencies, content providers from throughout the Andersen organization and a Andersen Tech team which is actually building out the site and supporting hardware.  I became involved as a assistant project manager and point man for the Tech team.





Without delving into unnecessary detail, the following is an overview of what transpired and my observations:





Early on senior executive leadership provided guidance to the advertising/marketing organizations establishing the desired “look and feel” of the new website.  Armed with this guidance, marketing collaborated with the Tech team to design and build  initial prototypes for executive level review and approval.  This collaborative effort took place with the individual functional groups remaining dispersed.  During this and subsequent stages, all of the files, media and ideas associated with the design and build were exchanged electronically and via teleconference.  This speeded up the process considerably producing not only time but also dollar savings through reduced travel expenses.





The prototypes were built and a basic design was approved by executive leadership.  It is important to point out that at this point, once the basic design was approved, the Tech and marketing teams were empowered to make changes based upon technical considerations.  They only had to maintain the “look and feel” and were given considerable latitude thus saving time by not having to get approval every time the need for a minor design change arose.





After the prototype was built and approved, a style guide was developed along with templates which were distributed electronically via Anet to website content providers throughout the Andersen organization.  Completed templates along with all media files (graphics, video) were completed and returned to Andersen marketing for final editing. After editing, Marketing forwarded the templates to the Tech team for the actual build out of the new website.  At no time was there any paper involved- all of this happened “virtually”. 





Status meetings were held weekly to resolve any issues and keep everyone apprised of progress. All of these meetings were held via teleconference.  In addition, project trackers were maintained and exchanged via the network so everyone was able to follow where content was in the build stage.





As I left Andersen the website rebuild was nearly complete and I am confident the project will be a success.  It is significant that a project of this magnitude can be accomplished by a cross functional, widely dispersed team that never physically comes together. How did it happen?  First, there was clear guidance from senior leadership which then stepped aside and empowered the team to do what was needed to get the job done.  Second, a robust infrastructure provided the means for the teams to collaborate.  Powerful- why don’t we have similar infrastructure?  





   





  


The Knowledge Exchange





“Knowledge Management is the application of people, process, and technology to effectively share, expand, and continuously improve knowledge capital.”





“Knowledge Capital is the collection of methods, tools, training, facts, ideas, observations and experiences that is of value to Andersen Consulting to conduct its business”





Andersen Consulting’s knowledge management framework is based upon four functions that make knowledge capital viable:  integration; socialization; automation; and utilization.  Integration is all of the processes and procedures that help knowledge capital evolve from its creation to its final form for other users.  Socialization entails transforming the mindset of individuals to use a knowledge exchange system as part of their work, values and culture.  Utilization ensures that the system thrives.  Without it, a knowledge management system is worthless.  Finally, automation entails the development and implementation of an architecture that supports users, regardless of time and location.





Andersen Consulting implements knowledge management through it’s proprietary Knowledge Xchange (KX) system.  Using Lotus Notes as a foundation and Anet as a distribution vehicle, the KX is a collection of approximately 6000 databases housing the firm’s collective knowledge and experience.  The collection includes reference databases (information libraries), tracking databases (for project management), discussion databases (for the free-flow of ideas within communities of practice), directory (which serve as electronic “yellow pages”), and external databases (newsfeeds, Gartner Group).





Through use of the KX, employees have instant access to the firm’s collective knowledge capital, job aids, analytic tools, client experience, personnel directories, even company policies- in short it’s one stop information shopping virtually at their fingertips.  In addition, the KX, through its community of practice forums, provides a means to exchange ideas leading to improvement in the level and quality of service Andersen provides to it’s clients.





What are the benefits of this system?  First, better service- clients benefit from worldwide business expertise and Andersen consultants are able to select the best solutions to meet client objectives.  Second, increased productivity- solutions are delivered faster, process and design time is reduced, and consequently time is freed up to pursue other initiatives.





Does it work?  Most assuredly so- in practice it is a powerful tool.  Furthermore, use and contribution to the KX is deeply ingrained within Andersen.  In fact, employees are expected to contribute to the KX and are evaluated on their level of contributions during routine performance appraisals. 





Outsourcing





Andersen Consulting outsources many support functions including facilities maintenance, catering services, health services, concierge services, travel services and even management of the employee fitness center.


Some general rules and observations about outsourcing:


If a function is not a core competency outsource it.  Some cost savings may be realized but they probably will not be as much as expected but one should expect a considerably higher level of service/performance.


If a function is not a core competency, but is mission critical, seek out a partnering arrangement and structure it such that the partner has a vested economic/business interest in ensuring a high level of performance is maintained.


Simple rules to follow added to which is the old adage “You get what you pay for”.  








Recruiting





Andersen Consulting has an attractive benefits package, offers numerous employee “perks” and pays competitively within the marketplace.  Furthermore, Andersen invests heavily in training and education for it’s consultants averaging $6K-8K per employee per year.  They share a world class “university” with Arthur Andersen located in St. Charles, IL (under the Andersen World-Wide umbrella).  As a side note I had the opportunity to attend a five day course at St Charles and found the academic environment and quality of instruction on par with the Naval War College.  In today’s competitive labor market Andersen employees are in high demand, particularly those in the Technology competency.





Faced with expansion and a 24-27% turnover rate, Andersen Consulting  maintains an aggressive recruiting program.  Andersen recruiters scour the nation’s campuses seeking the “best and “brightest” as new hires (and they are not the only firm out there searching out the best).





Recruiting is tough today- competition for technology savvy human capital will be even more intense in the near future.  According to census statistics, 51% of the labor force will be between the ages of  34 and 54 by the year 2000.  In addition, as we progress through the next decade, the work force will continue to age at a increasing rate further tightening the labor market.  





If we are to be competitive in attracting the right personnel man a high-tech fighting force,  we need to reassess our compensation and in particular our retirement plans.  Otherwise, we may be faced with the situation where our hardware modernization efforts are meaningless because we don’t have the right people to man the weapons systems!





IT Strategy





While attending a course at Andersen “university”, I had the opportunity to engage in some discussions centered around information technology.  One of the course instructors was a experienced consultant involved in a major IT client project.  The client (who must remain anonymous for confidentiality reasons) was making decisions without having a clear IT strategy which was leading to cost overruns as well as failure to attain the benefits they had anticipated.  In the face of new business challenges and increasing IT costs, it is important for an organization to have a rational, well developed IT strategy.  By doing so an organization can develop a better understanding of what is most important for IT; achieve order-of-magnitude benefits; avoid increasingly larger penalties for incorrect IT investment decisions; use IT to create and manage change; and establish clear logic to support IT initiatives and plans.  IT strategy is about making the right decisions.  Specifically, investing the right amount of resources on the right initiatives at the right time for the right reasons.  Best practices for developing an effective IT strategy include:


Defining the key issues and questions up front


Tailoring the scope and activities around the specific questions and issues.


Understand the strategic context.


Set the appropriate change agenda


Ensure the necessary fusion of strategy, people, process, and technology.


Use fact based analysis.





In developing a IT strategy, there are normally four phases which are best described with four questions: “Where are we going?”; “Where are we now?”; “What will we do?”; and “How will we do it?”.  The answers to these questions will determine what activities are necessary in each phase.  





The first phase entails development of a clear operational vision of what the future should look like.  It is during this phase that the role IT can play in improving business performance is clearly articulated, areas for particular focus and high impact opportunities are identified, and indications of the benefits to be achieved are developed.





During the second phase the organization compares the “vision” with current reality.  This assessment should be fact based and will help to identify early-on high impact opportunities as well as make the case for the need for change.  Assessment activities should generally be tailored to answer specific questions about the use of IT.  The outcome of this phase should be clear identification of the gaps between the current state and the desired end state as well as the means to close those gaps.  





Based upon knowledge gained during the first two phases, options are developed during the third phase.  These options should take into consideration business impact, required investment and expected value, required architecture, change programs and delivery requirements.  Options are selected and a strategy formulated which is then put into the planning process.





At this point it is important to formulate a change agenda that communicates a broad set of information about people, processes and technology.  Specifically: the new business architecture is outlined defining how work will change; the level of investment required is identified; and IT infrastructure/architecture requirements are identified.  A depiction or “rendering” of a change program should show how work will change through the use of IT.  Decision-makers should see themselves and their processes represented in the renderings, and quickly understand the positive impact the changes will have on their people and processes when the program is implemented.  Care must be taken to identify potential obstacles to change or “change blockers”.  These may include:





Literacy Blockers. Managers don’t understand the technology and how it can be used.


Cultural Blockers.  Personnel are intimidated by the technology.


Vocabulary Blockers.  Ideas are expressed in terms of technology, not business.


Value Blockers.  Uncertainty in assessing a project’s value.


Implementation Blockers.  Lack of champions to take the idea up and around the organization.





Finally, as a IT strategy is formulated and implemented, an organization needs to think in terms of the fusion of people, processes and technology.  This is essential to create and sustain change and the more seamless the integration of these components the greater the benefit that can be derived from technology.  Some key points to remember:





Plans should be comprehensive in how people, processes and technology will work together.


Plans must include the resource level necessary, in terms of people and time, to successfully implement the recommended programs.


Plans should set out milestones and the mechanisms to manage the milestones and make any mid-course corrections that are required.


Project champions, skill requirements and implementation team composition should be clear.


Resource requirements should include sourcing decisions.


Many new organizational models, such as managing by process rather than function, flattening hierarchy, and extending processes across organizations, are enabled by new IT capabilities.  In addition, these models often won’t work without new degrees of employee empowerment.


IT is a key business enabler and provides the ability to access information when and where it is needed.  Cross-functional views are necessary to achieve a focus on process.





The “Flat” Organization





Several Andersen Consulting Associate Partners and I discussed the issue of the “flat” organization.  The following represents our collective thoughts and observations.





Many businesses downsized in an effort to cut costs and achieve a flatter organization.  They gutted middle management creating a leadership and experience void between senior executives and newer, less experienced employees. Consequently, many of these organizations experienced drops in productivity and did not derive the benefits they anticipated.  As has been recently reported in the business press, many companies are recognizing they cut too much and are rehiring in what is now a tight labor market.  At the same time many of these organizations maintained a functional or “silo” orientation and did not adequately consider other organizational models.  





“Flatness” is not necessarily determined by the number of layers within an organization.  “Flatness” is best attained by shifting to a process orientation where major business activities are aligned by business processes.  In process organizations cross functional teams work and collaborate together to create a deliverable- something of value, such as a physical product (automobile,etc.).  In other words design, manufacturing, marketing, etc. work together instead of in isolation within their individual silos. 





Working on a process basis requires supporting infrastructure as well as managers with the experience and ability to lead as well as think across functional boundaries.  Comment: to me it sounds like business has discovered Joint operations!





Change Management





Andersen Consulting has turned Change Management into a process.  Their approach starts from a simple insight: change in organizations is experienced like a journey.  As with a conventional journey, it’s important to be clear about the final destination, but it’s not always essential to know the precise route in advance.  During a change journey, as in any other kind of journey, circumstances change, and plans are sometimes altered;  in extraordinary circumstances, even the destination may change.





In a real journey places visited along the way are often themselves worth reaching: similarly, many change journeys may yield business benefits well before the final destination is reached.  Change journeys pass milestones along the way, where progress is assessed, and plans for the next stage are firmed up. Initially, for a change journey precise definition of the desired business outcomes may only emerge part-way along the journey.





There are seven areas of activity vital to the achievement of a change journey:





Review Current status enables a quick review of the organization to answer such questions such as-


Is the organization ready to embark on change?


Is there commitment to the strategic intent?


Is there an ability to sustain the investment?





Shape Journey identifies the scope of the change in terms of people, technology and process, to answer such questions as-


What changes are required to processes


What changes are required in the attitudes, behaviors and beliefs of the work force?


What underlying changes are required in the organization, information systems, and skills and capabilities of the workforce?


What factors are critical to the success of the change?





Based upon the all the answers to all these questions, Define course of Action is determined and activities are planned to bring about change.  The plan defines what interventions are needed in order to deliver business results.  This identifies the programs and projects which are necessary for the change journey along with the appropriate pace, and to optimise the organization’s ability to adopt the change





Define and Manage the Business Case is an ongoing activity throughout the life of a change journey.  It documents answers to questions such as-


What are the target outcomes?


How does the change support the strategic intent of the organization?


What the expected results and when will they be realized?


What is the financial justification for change?





Manage the Program is both a leadership discipline to organize, mobilize and manage in detail efforts which bring about change.  Projects are defined, authorized and mobilized through the program management discipline.  In order to manage programs, a series of items are addressed, such as-


What is the scope of change?


How will the change be accomplished and how will the process be managed?


What the risks and how can they be managed?


What are the dependencies between projects?





Project Management focuses directly on organizing and managing resources to produce deliverables.  Key questions from the project perspective include-


What is the scope of the project and what deliverables are expected?


What are the quality, risk, and effort constraints?


What is the timeline?





Direct and Measure the Journey is the ongoing process of leading and managing the change journey.  This involves regular review against changes inside and outside of the organization to ensure validity of change goals.  Measurements are taken at pre-planned milestones to answer such questions as-


Are expectations being met?


Is the program delivering the required business capabilities?


Are adjustments to planned activities required?


Is the environment adequately prepared for change?





Just as with any journey, the are rules of the road for navigating along the way.  The following  “Rules of the Road for Leading Transformational Change” were given to me by a very experienced change management practitioner: 


Rule #1: Change is painful.  Large scale change has large scale impact.


Rule #2: All change creates resistance.  The cost of that resistance is reduced productivity and the loss of good people.


Rule #3: Resistance patterns are predictable.


Rule #4: No change sustains itself outside the formal reporting structure of the organization.


Rule #5: There are three options if there is no sustaining sponsorship for change- (1) reeducate the sponsors; (2) replace the sponsors; or (3) prepare to fail.
















































































SECDEF Fellowship Program





I fully support continuation of the Fellowship program.  The value of the experience we gain is difficult to quantify but cannot be overestimated.  The opportunity to observe and learn about what is going on “out there” will reap benefits for each of us individually, our services and DOD.





The one suggestion I throw out for consideration:  As DOD continues to pursue reform initiatives, it may be beneficial to reassign Fellows to a staff billet where they may immediately use their experiences.  
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